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1.	 Introduction

GENDER-NET is a pilot transnational research policy initiative funded by the 
European Commission under the Science in Society work programme of the 
Seventh Framework Programme (FP7). This European Research Area Network 
(ERA-NET) is designed to address the common challenges that European re-
search institutions are still facing in achieving gender equality in research and 
innovation. 

These challenges concern:

■■ the persistent barriers and constraints to the recruitment, advancement and 
mobility of women in the European academic system

■■ the lack of women in decision-making positions 

■■ the limited integration of the gender dimension in research programmes 
and content

GENDER-NET brings together a balanced partnership of 13 national programme 
owners from across Europe and North America (i.e. ministries, national research 
funding agencies and national organisations) with a shared commitment to 
gender equality and synergistic expertise in gender and academic issues. More 
information on GENDER-NET can be found on the project’s website: 
www.GENDER-NET.eu.

The GENDER-NET Partners are:

■■ CNRS (France) Centre National de la Recherche Scientifique (project coordi-
nator)

■■ MENESR (France) Ministère de l’Éducation Nationale, de l’Enseignement  
Supérieur et de la Recherche

■■ MINECO (Spain) Ministry of Economy and Competitiveness/Secretariat of 
State for Research, Development and Innovation

■■ ECU (UK) Equality Challenge Unit

■■ WBF (Switzerland) Department for Economy, Education and Research of the 
Swiss Confederation /State Secretariat for Education, Research and Innovation

■■ CIHR (Canada) Canadian Institutes of Health Research

■■ HEA (Ireland) The Higher Education Authority/Irish Research Council

■■ F.R.S. - FNRS (Belgium) Fonds de la Recherche Scientifique

■■ RPF (Cyprus) Research Promotion Foundation

1.	 GENDER-NET ERA-NET 
(2013-2016)

http://www.GENDER-NET.eu
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■■ MESS (Slovenia) Ministry of Education, Science and Sport

■■ NAS (USA) National Academy of Sciences

■■ RCN (Norway) Research Council of Norway

■■ MOST (Israel) Ministry of Science, Technology & Space (late-entry partner,  
November 2015)

The GENDER-NET Observers are:

■■ DFG (Germany) German Research Foundation

■■ DNCD (Germany) Dual Career Network Germany

■■ NSERC (Canada) Natural Sciences and Engineering Research Council of  
Canada

■■ FWF (Austria) Austrian Science Fund

■■ FFG (Austria) Austrian Research Promotion Agency

■■ KIF (Norway) Committee for Gender Balance and Diversity in Research 

■■ NSF (USA) National Science Foundation 

■■ TA ČR (Czech Republic) Technology Agency of the Czech Republic

■■ MESC (Iceland) Ministry of Education, Science and Culture

■■ NordForsk 

The Expert Advisory Board (core group) are:

■■ Anke Lipinsky (Germany), Senior Researcher, GESIS-Leibniz Institute for the 
Social Sciences, Center of Excellence Women and Science

■■ Alice Hogan (US), Consultant, former National Science Foundation

■■ Londa Schiebinger (US) Professor, Stanford University

■■ Carl Jacobsson (Sweden) Senior Adviser, Swedish Research Council

In acknowledgment of their common interests and overlap of their respective 
national programmes and policies, the partners have joined forces to:

■■ Carry out joint assessments of existing national/regional initiatives

■■ Define priority areas for transnational collaborations

■■ Implement a selection of strategic joint activities

This work was undertaken in an effort to reduce fragmentation across the Eu-
ropean Research Area and to help reach a critical mass of ministries, research 
funders, universities and research institutions across Europe engaging in the 
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development and implementation of gender equality plans or related initia-
tives, and requesting gendered content in research programmes and projects.

The task reported here is part of work package (WP) 4 of the GENDER-NET pro-
ject which set out to implement strategic joint activities and policies in two 
thematic areas: 

a)	� Gendering equality in research institutions with the aim to increase the 
number of research organisations, universities and funding agencies deve-
loping and implementing gender equality plans or equivalent initiatives; 

b)	 The integration of gender analysis in research contents and programmes.

Task 4 of WP4 aims to create a set of indicators that measure the qualitative 
impact/achievement of gender equality policies within research institutions 
and at an institutional level across Europe, based on work already carried out in 
WP2 of the project on the five themes listed below:

■■ Decision making structures and procedures

■■ Anchoring at leadership level

■■ Improving work-life balance

■■ Recruiting, retention and advancement of researchers

■■ Mobility

This task is co-led by Equality Challenge Unit (ECU, UK) and the French Ministry 
of Education, Higher Education and Research (MENESR, France).

The indicators presented in this report seek to further develop proposals 
for gender equality indicators in the report ‘Indicators for promoting and 
monitoring responsible research and innovation’ from the Expert Group on 
Policy Indicators for Responsible Research and Innovation1. This approach 
was recommended in the GENDER NET Deliverable D2.8 report2. For the RRI 
report’s process and perception indicators relevant to research performing 
organisations (RPOs) (rather than research funding organisations, RFOs), the 
proposed indicators in this report provide further detail (i.e. to proposed 
monitoring of gender equality plans and their implementation, reduction of 

1	 Expert Group on Policy Indicators for Responsible Research and Innovation (2015) ‘Indi-
cators for promoting and monitoring responsible research and innovation’ Brussels: Euro-
pean Commission, Directorate-General for Research and Innovation Directorate B — Inno-
vation Union and European Research Area; available here: http://ec.europa.eu/research/
swafs/pdf/pub_rri/rri_indicators_final_version.pdf  

2	 (2016) Synthesis report on selected structural change initiatives and indicators for moni-
toring of state-of-play and progress, available here: http://www.gender-net.eu/IMG/pdf/
Rapport_Gender-net_2-8-v3.pdf 

1.2	 Task description

1.3.	 Background

http://ec.europa.eu/research/swafs/pdf/pub_rri/rri_indicators_final_version.pdf
http://ec.europa.eu/research/swafs/pdf/pub_rri/rri_indicators_final_version.pdf
http://www.gender-net.eu/IMG/pdf/Rapport_Gender-net_2-8-v3.pdf
http://www.gender-net.eu/IMG/pdf/Rapport_Gender-net_2-8-v3.pdf
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barriers in the work environment, actions to minimise gender bias in organi-
sational culture), as well as data collection mechanisms directed to RPOs and 
to researchers in the form of the questionnaires provided in annex 1 and 2 of 
this report. 

The indicators presented here are intended to be complementary to quanti-
tative indicators such as the European Commission’s She Figures, and we are 
supportive of the quantitative outcome indicators contained in the RRI report, 
as well as the quantitative monitoring indicators proposed by Science Europe 
for RPOs3. 

This report is primarily intended for Research Performing Organisations (RPOs), 
including Higher Education Institutions (HEIs), in their drive to develop and 
implement gender equality strategies. 

This document is also directed to researchers and serves to gather their vision 
and perception of the implementation of gender equality policies in RPOs and 
HEIs.

3	 Upcoming Guide “How to Improve Gender Equality in Academic Research – A Practical 
Guide for Research Funding and Research Performing Organisations” developed by the 
Working Group on Gender and Diversity of Science Europe, in which several members of 
the GENDER-NET enlarged consortium are participants (CNRS, RCN, SRC, DFG, FWF)

1.4.	 Target audience
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2.	 Methodology

The partners of the project agreed that the indicators would be distributed 
among five GENDER-NET themes (as noted in 1.2) and would be focussed at 
the institutional level. It was also decided to produce a number of indicators to 
measure the qualitative achievement of gender equality policies which RPOs 
and HEIs can select from and use.

At the MS13 workshop in Ljubljana (Slovenia) on 28 January 2016, a number of 
proposed indicators were presented and delegates were asked to feedback on 
them. This work helped to refine the indicators.

GENDER-NET partners and invited guests/experts worked in 4 small groups and 
were asked to answer 5 questions for each indicator:

■■ Are the indicators suitable to measure the qualitative achievement of gender 
equality policies?

■■ Would they be applicable to your national context?

■■ Would institutions in your country be able to capture the information in or-
der to measure these indicators?

■■ Would this information be useful, and to whom?

■■ Are there important areas that are not covered by the proposed indicators?

2.1.	 GENDER-NET ERA-NET 
(2013-2016)
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3.	 Final set of indicators

A set of indicators was built, based on the comments made by the GENDER-NET 
partners and invited experts/guests, during the workshop in Ljubljana, and on 
iterative drafts of the indicators

The choice was made to build indicators that should have the following main 
characteristics:

■■ They should be transnational in keeping with the scope of the WP4 objec-
tives

■■ They should be easily implementable by the targeted institutions (RPOs, 
including HEIs)

■■ They should measure any change and progress in the development and im-
plementation of gender equality relating to the five thematic areas of struc-
tural change

These final indicators are presented in the form of two questionnaires which 
will enable to gather two different points of view:

■■ A first questionnaire is designed for the targeted institutions (RPOs inclu-
ding HEIs), and evaluates the commitment of these institutions to gender 
equality and measures the qualitative achievement of their gender equality 
strategy. This questionnaire is intended to be completed by an institution’s 
gender equality officer or champion, or equivalent.

■■ A second one is addressed to researchers in those institutions to measure 
their awareness and perception of the gender equality policies implemented 
by their institutions.

The two questionnaires are structured around the five theme areas defined and 
outlined above. The questionnaires are complementary to one another, with 
one designed to be completed by institutions, and one gauging awareness and 
perceptions of measures within those institutions. To facilitate the collection of 
the data, it was also agreed to propose a maximum of three indicators for each 
theme area.

See Annex 1

See Annex 2

3.1.	 Development  
of two questionnaires

3.2.	 Questionnaire  
for Institutions

3.3.	 Questionnaire  
for Researchers
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Annex 1 Questionnaire for Institutions

Indicator 1 Establishment of gender equality structures and procedures

a)	 Please indicate whether the following are established in your institution: 

Collection of gender disaggregated staff data 	 established

	 not established

	� in the process of 

being established

 if not established 

	 plans to establish

	 no plans to establish

 if established 

	 evaluated

	 not evaluated

	 Not applicable

Gender equality officer or champion4 

If yes, what is the full time equivalency of this 

post(s)’ work on equality plans/issues

Committee5 with a mandate of gender equality 

Gender equality plan6 

Dedicated budget for implementing the gender 

equality plan 

Policy on sex and/or gender based 

discrimination/harassment, including  

a reporting procedure 

Regular staff satisfaction/climate survey, 

wherein information on any gender inequalities 

is collected and analysed 

Communication: is the communication policy  

of the institution gender sensitive?

4 5 6

b)	� If yes to committee with a mandate of gender equality, please rate your 
agreement or disagreement with the following statements:

4	 A paid role or portion thereof dedicated to work on gender equality issues. This could be 
an academic role, where work on gender equality is a recognised part of the workload, or a 
non-academic role, for instance within human resources. Gender equality may be one part 
of a wider remit on equality. In some countries this position is a legal requirement, but in 
most it is not

5	 This may also be described as a taskforce or working group; a standing group with a man-
date to work on gender equality issues. This may be a standalone mandate, or incorpora-
ted into wider consideration of, e.g. equality or career development

6	 A document outlining actions that the institution intends to take to increase gender 
equality. Also referred to as a Gender Action Plan. This could be a stand-alone document, 
or integrated into a wider equality plan, or strategic plan, providing there was dedicated 
gender focus. This may also be referred to as ‘gender equality objectives’. A good action 
plan would contain measures which are specific; measurable; achievable; realistic; and 
time-bound

Identifying decision making 
structures and procedures  
at an institutional level
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It has appropriate representation from each department7:

	 Strongly agree

	 Agree

	 Somewhat agree

	 Disagree

	 Strongly disagree

	 Do not know

Indicator 1 Leadership involvement, commitment and competence

a)	� If a Gender Equality Plan is established, please rate your agreement or  
disagreement with the following statements:  

Leaders were involved in developing it

	 Strongly agree

	 Agree

	 Somewhat agree

	 Neither agree or disagree

	 Somewhat disagree

	 Disagree

	 Strongly disagree

	 Do not know

Leaders personally approved it

	 Strongly agree

	 Agree

	 Somewhat agree

	 Neither agree or disagree

	 Somewhat disagree

	 Disagree

	 Strongly disagree

	 Do not know

7	 Department is used but is intended to be inclusive of terminology used in different natio-
nal and institutional contexts (department/faculty/institute/school)

Anchoring gender equality 
issues at the leadership level
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Leaders are committed to implementing it

	 Strongly agree

	 Agree

	 Somewhat agree

	 Neither agree or disagree

	 Somewhat disagree

	 Disagree

	 Strongly disagree

	 Do not know

b)	 Have leaders received gender equality training?

	 Yes, all leaders have received gender equality training

	 Yes, some leaders have received gender equality training

	 No, no leaders have received gender equality training

	 Do not know

c)	� If some or all leaders have received gender equality training, please rate in 
your view the efficacy of the training in increasing leaders’ commitment to 
addressing gender equality issues in your institution:

	 Very effective

	 Effective

	 Somewhat effective

	 Neither effective nor ineffective

	 Somewhat ineffective

	 Ineffective

	 Very ineffective

	 Do not know

d)	 Do leaders in your institution have targets in relation to gender equality?

	 Yes

	 No

	 Do not know
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Indicator 1 Pay/Salary 

a)	 Do you have gender-disaggregated data on salaries?

	 Yes

	 No

	 Do not know

If yes, how frequently do you collect this data?

	 Annually or more frequently

	 Less than annually

	 Do not know

b)	 Is there a “variable part of salaries8” for the staff in your institution?

	 Yes

	 No

	 Do not know

	 Not applicable

If yes, what does this “variable part of salaries” include? (Please select all that apply)

	 Wage bonus

	 Extra-pay for leading positions (head of department, laboratories…)

	 Extra-pay for expertise

	 Other

Please specify  �

�

�

If yes, do you have data measuring “variable part of salaries”?

	 Yes

	 No

	 Do not know

8	 Pay in addition to salaries (bonus, etc.)

Improving work environment, 
work-life balance
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If yes, is this data gender-disaggregated? 

	 Yes

	 No

	 Do not know

Does your institution have a measure aimed at avoiding a gender pay gap? 

	 Yes

	 No

	 Do not know

Indicator 2 Documentation of actions to reduce barriers in the work envi-
ronment

Are the following measures provided by your institution?

Measures Yes No Do 
not 

know

Teleworking/remote working

Part time posts

Leave (maternity, paternity, adoption, parental/family)

Sabbatical leave

Measures to support return (after leave)

Reduction and/or flexible hours for child care

Reduction and/or flexible hours for other family 

dependents’ care (elderly, other)

Reduction and/or flexible hours for other reasons (e.g. 

for final exams, measures to support victims of gender 

based violence) 

Job sharing 
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Does your institution communicate on these measures?

Measures Yes No Do 
not 

know

Teleworking/remote working

Part time posts

Leave (maternity, paternity, adoption, parental/family)

Sabbatical leave

Measures to support return (after leave)

Reduction and/or flexible hours for child care

Reduction and/or flexible hours for other family 

dependents’ care (elderly, other)

Reduction and/or flexible hours for other reasons (e.g. 

for final exams, measures to support victims of gender 

based violence) 

Job sharing 

Does your institution collect gender disaggregated data on the take-up of 
these measures?

Measures Yes No Do 
not 

know

Teleworking/remote working

Part time posts

Leave (maternity, paternity, adoption, parental/family)

Sabbatical leave

Measures to support return (after leave)

Reduction and/or flexible hours for child care

Reduction and/or flexible hours for other family 

dependents’ care (elderly, other)

Reduction and/or flexible hours for other reasons (e.g. 

for final exams, measures to support victims of gender 

based violence) 

Job sharing 
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Indicator 1 recruitment and promotion processes

a.	 Regarding the recruitment policy: 

Please specify the following:

	 The recruitment policy is not communicated or disseminated at all

	 The recruitment policy is irregularly communicated to some staff

	 The recruitment policy is irregularly communicated to all relevant staff

	 The recruitment policy is regularly communicated to some staff

	 The recruitment policy is regularly communicated to all relevant staff

Is the recruitment policy gender sensitive (which takes into account gender 
equality / equal opportunities for women and men)?

	 Yes

	 No

	 Do not know

Which system of recruitment does the institution use?

	 The decision is made by one individual

	 The decision is made by a panel (2 or more people)

	 Do not know

In case of panels: 
Is there a policy on gender balance in recruitment panels?

	 Yes

	 No

	 Do not know

Do members of recruitment panels receive training on gender bias?

	 Yes, all of them receive training on gender bias

	 Yes, some of them receive training on gender bias

	 No, none of them receive training on gender bias

	 Do not know

Recruiting, retaining  
and advancement  
of women researchers
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b.	 Regarding the promotion policy: 

Do you have a policy on promotion?

	 Yes

	 No

	 Do not know

If yes, please rate these promotion processes and criteria in terms of communi-
cation or dissemination:

	� The promotion processes and criteria are not communicated or disse-
minated at all

	� The promotion processes and criteria are irregularly communicated to 
some staff

	� The promotion processes and criteria are irregularly communicated to 
all relevant staff

	� The promotion processes and criteria are regularly communicated to 
some staff

	� The promotion processes and criteria are regularly communicated to 
all relevant staff

Is the promotion policy gender sensitive (which takes into account gender 
equality / equal opportunities for women and men)?

	 Yes

	 No

	 Do not know

Which system of promotion does the institution use?

	 The decision is made by one individual

	 The decision is made by a panel (2 or more people)

	 Do not know

In case panels: 

Is there a policy on gender balance in promotion panels?

	 Yes

	 No

	 Do not know
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Do members of promotion groups/panels receive training on gender bias?

	 Yes, all of them receive training on gender bias

	 Yes, some of them receive training on gender bias

	 No, none of them receive training on gender bias

	 Do not know

Do the candidates who apply for a promotion receive training on gender 
bias?	

	 Yes

	 No

	 Do not know

c.	� Is gender sensitive language used in recruitment or promotion documenta-
tion?

	 Yes, all documentation has been checked for gender sensitivity

	 Yes, some documentation has been checked for gender sensitivity

	 No, documentation has not been checked for gender sensitivity

	 Do not know
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Indicator 1 Promoting mobility

Please answer the following questions:

Yes No Do 
not 

know

Incoming international mobility

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating incoming international mobility?

Does your institution have a specific structure (a 

dedicated service/department) for supporting 

and coordinating incoming international mobility 

specifically for women researchers?

Outgoing international mobility

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating outgoing international mobility?

Does your institution have a specific structure (a 

dedicated service/department) for supporting 

and coordinating outgoing international mobility 

specifically for women researchers?

Incoming national mobility

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating incoming national mobility?

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating incoming national mobility specifically 

for women researchers?

Outgoing national mobility

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating outgoing national mobility?

Does your institution have a specific structure (a 

dedicated service/department) for supporting and 

coordinating outgoing national mobility specifically 

for women researchers?

Facilitating in/outgoing 
researcher mobility  
for women researchers
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Indicator 2 Mobility (Relocation) services

Does your institution provide the following relocation services to support all 
types of mobility (listed below in the table)?

Yes No Don’t 
know

Incoming international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Incoming international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support
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Annex 2 Questionnaire for researchers

Indicator 1 Establishment of gender equality structures and procedures

Are you aware of whether a gender equality plan is established at your insti-
tution? 

	� Yes, I am aware that this is established and am extremely well informed 
about it

	� Yes, I am aware that this is established and am reasonably well infor-
med about it

	� Yes, I am aware that this is established, but I am not very well informed 
about it

	� Yes, I am aware that this is established, but I have no information about 
it

	 No, I am aware that this is not established

	 I do not know whether this is established

Indicator 1 Leadership involvement, commitment and competence

Please rate your agreement or disagreement with the following statement:

Leaders at my institution are committed to addressing institutional gender 
equality issues

	 Strongly agree

	 Agree

	 Somewhat agree

	 Neither agree or disagree

	 Somewhat disagree

	 Disagree

	 Strongly disagree

	 Do not know

Indicator 1 Documentation of actions to reduce barriers in the work environment

a)	� Are you aware of whether any of the following time management measures 
are available at your institution?

Identifying decision making 
structures and procedures  
at an institutional level

Anchoring gender equality 
issues at the leadership level

Improving work 
environment, work-life 
balance
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Management measures I am aware 
that this is 
available

I am aware 
that this 

is not 
available

I do not 
know if 
this is 

available

Teleworking/remote working

Part time posts

Leave (maternity, paternity, adoption, 

parental/family)

Sabbatical leave

Measures to support return (after leave)

Reduction and/or flexible hours for 

child care

Reduction and/or flexible hours for other 

family dependents’ care (elderly, other)

Reduction and/or flexible hours for 

other reasons (e.g. for final exams, 

measures to support victims of gender 

based violence)

Job sharing

b)	� If aware that available, do you use any of these measures or have you done 
so in the past?

Management measures Yes No Don’t know

Teleworking/remote working

Part time posts

Leave (maternity, paternity, adoption, 

parental/family)

Sabbatical leave

Measures to support return (after leave)

Reduction and/or flexible hours for 

child care

Reduction and/or flexible hours for other 

family dependents’ care (elderly, other)

Reduction and/or flexible hours for 

other reasons (e.g. for final exams, 

measures to support victims of gender 

based violence)

Job sharing
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c)	 How do you rate these in terms of effects on your work life balance?

Management measures Positive No effect Negative Don’t know

Teleworking/remote working

Part time posts

Leave (maternity, paternity, 

adoption, parental/family)

Sabbatical leave

Measures to support return 

(after leave)

Reduction and/or flexible 

hours for child care

Reduction and/or flexible 

hours for other family depen-

dents’ care (elderly, other)

Reduction and/or flexible 

hours for other reasons (e.g. 

for final exams, measures to 

support victims of gender 

based violence )

Job sharing

Indicator 1 Recruitment and promotion processes

a)	  Have you experienced gender bias, as a candidate, who applied for?

■■ a position within your institution (in your last application)

	 Yes I have experienced a gender bias

	 No, I have not experienced a gender bias

	 I don’t know

■■ a position in your whole career 

	 Yes I have experienced a gender bias

	 No, I have not experienced a gender bias

	 I don’t know

b)	 Have you experienced gender bias, as a candidate, who applied for?

■■ a promotion within your institution (in your last application)

	 Yes I have experienced a gender bias

	 No, I have not experienced a gender bias

	 I don’t know

Recruiting, retaining  
and advancement  
of women researchers
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■■ a promotion in your whole career

	 Yes I have experienced a gender bias 

	 No, I have not experienced a gender bias 

	 I don’t know

Indicator 2 Experience of gender bias in current position

a)	� Have you experienced gender bias in task allocation9 within your institution 
(please tick the relevant box)?

Task allocations Yes, I have 
experienced 

a gender 
bias

No, I 
have not 

experienced 
a gender 

bias

I don’t know

Allocation of desirable and sought 

after tasks or roles

Allocation of teaching

Allocation of administrative tasks

Allocation of pastoral care 

roles (e.g providing support for 

student’s emotional wellbeing)

b)	� Have you experienced gender bias in task allocation from your line mana-
ger/project manager/supervisor (please tick the relevant box)?

Task allocations Yes, I have 
experienced 

a gender 
bias

No, I 
have not 

experienced 
a gender 

bias

I don’t know

Allocation of desirable and sought 

after tasks or roles

Allocation of teaching

Allocation of administrative tasks

Allocation of pastoral care 

roles (e.g providing support for 

student’s emotional wellbeing)

9	 The tasks you are assigned by your supervisor/line manager/head of department/project 
manager/PI
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Indicator 1 Transparency and Communication on relocation services within 
the institution

a)	� Do you know if your institution provides any of the following relocation  
services?

Yes No Don’t know

Incoming international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Incoming national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

b)	 If yes, do/did you use these services?

Yes No

Incoming international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Facilitating in/outgoing 
researcher mobility for women 
researchers
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Incoming national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

c)	� If used, how do you rate these services in terms of advancing researcher 
mobility?

Positive No effect Negative Don’t 
know

Incoming international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing international mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Incoming national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support

Outgoing national mobility

Financial support

Administrative / papers support

Child care support

Other family dependants support



The GENDER-NET ERA-NET

GENDER-NET is a pilot transnational research policy initiative fun-
ded by the European Commission under the Science-in-Society 
work programme of the 7th Framework Programme for Research 
and Technological Development (2013-2016).

It is the first ERA-NET (European Research Area Network) to be 
dedicated to the common challenges still facing European re-
search institutions in achieving gender equality in research and 
innovation i.e. the persistent barriers and constraints to the re-
cruitment, advancement and mobility of women in the European 
scientific system, the lack of women in decision-making, as well as 
the limited integration of the gender dimension in research pro-
grammes and contents.

Coordinated by French CNRS, GENDER-NET brings together a ba-
lanced partnership of national research programme owners (e.g. 
ministries, national research funding agencies and other national 
organisations) as well as a number of Observer organisations, 
from across Europe and North America, all with a shared commit-
ment to gender equality and synergistic expertise in gender and 
science issues.

Based on the mutual opening of their respective programmes and 
policies, partners have joined forces to carry out joint assessments 
of existing national/regional initiatives, to define priority areas for 
transnational collaborations and implement a selection of strate-
gic joint activities, in an effort to reduce fragmentation across the 
ERA and help reach a critical mass of ministries, research funders, 
universities and research institutions across Europe engaging in 
the implementation of gender equality plans or related initia-
tives and fostering the integration of sex and gender analysis in 
research contents.

For more information, please visit our website : www.gender-net.eu
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