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GE Action Plan report for the Faculty of Science 2024

A. Follow-up on activities and plans from last year
In the report from 2023, we identified the following thematic areas and have addressed these along with
new areas of focus in 2024:

Sexual harassment, Recruitment and career progression, Local leadership and Inclusion survey

Sexual harassment

The committee has intensified its focus on handling harassment following the VIVE report on sexism in
Danish universities, particularly among PhD students. The committee suggested four initiatives to improve
support and awareness, and these were approved by the Management Group:

1. Developing a NAT procedure for addressing harassment cases
Appointment of a person to support and advice victims and bystanders about procedure for
harassment cases
3. Creating a Code of Conduct for staff
4. Enhancing awareness and training on sexism
The committee has started working on the implementation of these initiatives and will continue to do so in
2025.

Recruitment and career progression

The GE committee updated the faculty career matrix, enhancing transparency by clarifying the distinction
between required and desirable tasks. The updated version is now available on the recruitment website.
Additionally, the committee is developing a recruitment manual for VIP positions. The manual will outline
general recruitment processes and allow departments to adapt it to their specific needs. The committee
aims to have the manual finalized in the beginning of 2025.

Local leadership
The committee continues last year’s objectives with a focus on fostering inclusive practices within
leadership roles.

Inclusion surveys

The faculty introduced an inclusion survey for scientific staff, to be conducted every other year. Next year,
it will be extended to include administrative staff. Survey data will be used to create initiatives to further
develop a diverse and inclusive working environment at the faculty. The departments are currently
developing an action plan based on the results of the workplace assessment (APV), with consideration also
given to the results of the inclusion survey in these action plans.

Highlighted initiatives from the departments:

BMB: The recruitment working group at BMB is focused on inclusive recruitment practices for VIP positions,
aiming to better equip Pls with effective strategies for selecting qualified candidates.

FKF: is revising local onboarding resources and recruitment practices, incorporating childcare options at the
inorganic chemistry conference ICCC2026, and sharing insights on gender in academic roles with the staff.
IMADA: has conducted a work satisfaction survey for PhD students, resulting in several initiatives to
support the working environment.

BI: is working to use more inclusive language in job postings and increase diversity in selection committees,
though outcomes are challenging to measure. Addressing inappropriate behavior and focusing on task
distribution for work-life balance remain departmental priorities.
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B. Strategic analyses of the faculty’s opportunities and challenges

Strengths and success stories

o Improved collaboration and dialogue between
the GE committee and the faculty
management group

e Improved collaboration and dialogue across
SDU’s GE committees

e Firstinclusion survey carried out at the Faculty
of Science

e Dedicated resources for handling harassment
cases at the Faculty of Science

e Qualified expertise in the form of a DEI
Champion in the team

e Strong connection between the GE committee
and the PhD School

e Improved transparency on career progression
through a revised career matrix

Weaknesses

e SDU in-breeding/lack of diversity where formal
and informal power is found (for example
among research leaders)

e Top-down prioritization of focus areas and top-
down selection of strategic initiatives may
suffer from gender bias or lack of diversity
focus

e The need to bring external funding is not
always aligned with considerations of diversity
in hiring decisions

e Gender bias in task distribution affects career
possibilities, in particular when external
funding is crucial

e Lack of transparency in the distribution of non-
promotable tasks

e Limited access to gender statistics at SDU

Opportunities

e Broaden the scope of the committee to other
aspects of diversity while keeping the focus on
gender equality

e Awareness of new initiatives and procedures in
evaluations at funding bodies to reduce gender
and diversity bias

e Insistence from funding bodies on diversity
initiatives and structures at universities

e Establish a dialogue with Lund University
Science Faculty’s GE committee through SDU
IGAB member Tomas Brage

e Utilize information from the inclusion survey
and the VIVE report to inform our gender
equality work

e Increase awareness of the expectation-
mismatch of the burden and prioritization of
non-promotable tasks

Threats

e Leaders and people with informal power are
gatekeepers in the close, personal dialogue
with representatives of private foundations —
this is not an open process as admission is by
selection of the management

e Academia on assistant professor and above is
not considered an attractive career choice,
leading to highly gender and profile biased
applicant pool

e The increased focus on external funding
supports extreme competitiveness and may
thus work against inclusiveness

e Political control and political reforms of the
universities may suffer from gender bias and
lack of diversity awareness

e  Work-life balance within academia excessively
challenging for researchers on all levels

e Right-wing pushback against GE

o Heightened security measures risk creating
exclusion of individuals
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C. Action plan - short and long term

The GE committee have identified the following themes, goals and actions for the coming year (2025).

Theme: Sexual harassment (continued from 2024)
Goals:

- Improve clarity on how to handle cases of sexual harassment and other types of harassment
Actions:

- Maintain the dialogue with SDU’s HR unit and other relevant working groups and committees
regarding the handling of sexual harassment and other types of harassment

- Support the definition and implementation of a new “support function” for harassment

- Ensure awareness of roles and responsibilities in matters concerning the handling of sexual

harassment cases across staff at the faculty
- Promote possibilities for bystander training in dialogue with GET

Theme: Recruitment and career progression (continued from 2024)

Goals
- Attract a more diverse applicant pool, in particular for assistant and associate professor positions
- Create awareness among researchers of tasks essential for promotion, with particular focus on
assistant and newly tenured associate professors.
- Create awareness of potential inequity of distribution of administrative tasks and service to the
academic community
Actions:

Improve the presentation of SDU and the Faculty of Science on SDU’s or NAT’s website
Explore new ways of spreading information about open positions

Monitor data on applications for open positions and approaches that are taken to spread

information about open positions

Complete a recruitment manual to facilitate fast and unbiased hiring procedures

- Encourage the visibility of administrative tasks in researchers’ work portfolios and transparency
around their distribution

- Improve awareness of the revised career matrix

Theme: Acting on the results of the Inclusion Survey

Goals
- Broaden the scope of the equality work to include other dimensions beyond gender
- Improve awareness of everyday sexism, racism and harassment
- Improve awareness and engage management in DEI related problems

Actions:

- Find and promote attractive opportunities for coaching, training and networking for HoS and other
relevant stakeholders at the faculty

- Assist the creation of a code of conduct for staff at the Faculty of Science

- Promote awareness among staff about gender identities



GE Status Report for the Faculty of Health Sciences 2024

A. Follow-up on activities and plans from last year

All 8 SUND departments continue to work with departmental goals and activities around GE and
we had our critical friend meeting. The focus of the GEP process and GE organization also include a
focus on equality and diversity in general. With reference to the action plan from last year: All
departments are currently implementing a local GE organization. Workshops by GET on
assessment criteria, job announcement and interviews with a GE perspective has been offered to
all departments; a workgroup is exploring how we can get more information that may help us
understand the Leaking Pipeline; Mentoring for Change, mentor-program for younger researchers,
has been offered to all younger researchers at the faculty. Three groups are currently running. The
program is now supported at Faculty level to ensure sufficient and stable support for the program.

Based on the critical friend meeting there is currently an increasing attention to themes relating to
diversity and inclusion among staff and students. To follow up on this it may be relevant to
consider an inclusion survey inspired by NAT. Comments from critical friends suggested that we
could consider if it is time to also focus on or support a diversity and inclusion focus for our
students. There was also a comment on the potential and challenges in balancing between
departmental and faculty initiatives and goals.



B. Strategic analyses of the faculty’s opportunities and challenges

Strengths Weaknesses

e Eight SUND GE goals that guide the e The impact of GE activities is difficult to measure.
activities. e GE awareness is still limited among staff (APV).

¢ All SUND departments and faculty o lLack of gender data statistics across Danish
secretariat actively involved in GEP process. universities/similar departments

e Establishment of local equality and
diversity groups for all departments.

e Mentoring for change program started and
supported by faculty secretariat.

e Gender data statistics on staff at
department and faculty level central for
monitoring progress.

Opportunities Threats

e Changes among key stakeholders (eg. e Changes among key stakeholders (eg. head of
head of departments or SUND-LiU departments or SUND-LiU representatives)
representatives) o Lack of awareness among staff in general — with

e Greater departmental engagement. the risk of less engagement or potential resistance

e Transparent recruitment and retention to new initiatives.
strategy at faculty level. e Leaking pipeline continues.

e Benefit from increased focus on GE in e Many relevant initiatives at different levels of the
branding and from society. organization may compete for interest and impact.

e APV provide new and concrete dataand | e Implementation takes time - Important to retain
commit departments to new actions focus on the implementation of Mentoring for
where awareness of GE and diversity change.

issues can be increased and embedded in
these initiatives where relevant.

C. Action plan —short and long term

We continue work within the four major areas from 2024. Current activities are suggested as
updates for 2025:

GOAL 1:

Increased awareness, recognition, and embedded organization of GE-work at the faculty
Objective 1.1: Local GE committees for equality and diversity at each of the 8 departments
Activity: 1) SUND-LiU will monitor the experiences with implementation of local GE department
committees — this initiative will be evaluated end 2025 and it will be decided if there are necessary
adjustments to the format.

Objective 1.2: GE Workshop — knowledge of unconscious bias



Activity: Workshop in “GE and bias-awareness training” — this workshop was postponed to 2025.
We plan that the workshop could link to the report from VIVE on sexual harassment and the new
APV data.

GOAL 2:

Transparent procedures for recruitment, assessment, and employment at SUND

Objective 2.1: Training in assessment criteria, job announcement and interviews with a GE
perspective

Activity: Workshop/training in “Diversity, equity and inclusion perspectives on assessment criteria,
phrasing job announcements, and job interviews”. (for departments that have not had the
workshop yet). SUND-LiU will follow up on these workshops and other initiatives at Faculty and
SDU level (recruitment platform etc.) to decide if a sufficient level of transparency has been
achieved or if some blind spots remain.

GOAL 3:

Recruitment and retention of SUND researchers.

Objective 3.1: Understanding the Leaking Pipeline

Activity: Workgroup on potential ways to get additional data (eg. survey) on how to understand
the leaking pipeline from SUND, SDU will continue.

GOAL 4:

Career sparring, support and well-being of younger researchers.

Objective 4.1: Mentor-program for early career researchers

Activity: 1) Group mentoring for phd students. 2) Group mentoring for post docs/assistant
professors. SUND-LiU will continue to monitor the implementation of the mentoring program.
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GE Status Report for the Faculty of Humanities 2024

A. Follow-up on activities and plans from last year

Activities for inclusive meetings at The Faculty:
In 2024, The Faculty of Humanities has initiated activities towards the longstanding wish in the committee
for more inclusive meetings at the faculty. This is also part of the GEP for administration and departments.

At the Department of Design, Media and Educational Science, management has facilitated a workshop at
the department in collaboration with GET about inclusion and unconscious bias.

Management at both departments have had a focus on enhancing the recruitment process of staff and
have held a workshop in collaboration with GET on unconscious bias.

At the Department of Culture and Language, the colleagues at Center for American Studies have expressed
an interest in collaborating with GET to know more and to enhance an inclusive meeting culture at the
center which will be initiated in early spring 2025. This is seen as the starting point for a general focus on
meeting culture within the department, and the aim is that American Studies will share experiences and
inspire other centers and groups across the faculty.

A short guide to inclusive language has been published

In 2024, members of the Gender Equality Committee at The Faculty of Humanities have published a short
guide to inclusive language at the faculty. The guide can be used both when addressing and talking about
colleagues and students. In working with the guide, both GET and researchers from The Centre for Gender
and Diversity and management from the administration has contributed to its completion. The guide is now
on all relevant websites and has been distributed among colleagues and in newsletters across the faculty.

Gender Equality Plan in management

During 2024, the GEP for both departments and administration at the faculty has been discussed and
revised both in the Gender Equality Committee and at management level. This is, in our view, one step in
ensuring a closer connection between the committee and management addressing gender and diversity
issues.

Cooperation with Union Representatives

In 2024, the GEP and union representatives have initiated a conversation about pay levels and pay gaps
amongst faculty members. The local board of the union has hosted two meetings on the topic, and GEP
members have addressed the topic with management.


https://www.sdu.dk/en/forskning/koed
https://www.sdu.dk/en/forskning/koed
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B. Strategic analyses of the faculty’s opportunities and challenges

The SWOT matrix

Higher percentage of women at PhD and
junior lecturer/postdoc levels at
Humanities than other faculties,
suggesting thriving interest in research
career among female graduates and
postgraduates.

Finalized and distributed a flyer on
inclusive communication at The Faculty of
Humanities.

Collaboration with GET and IGAB

Success of bottom-up initiatives, e.g.
actions on inclusion and meeting culture

Lack of connection/coordination between
management and the gender equality
committee

“Leaking pipeline” between junior and senior
research positions

Gender imbalance in the managerial
positions at the faculty

Skewed gender representation in the Gender
Equality Committee

Areas of research where one gender is
strongly represented - both among applicants
for positions and staff.

The work on investigating a potential
unwanted wage gap has yet to start.

Lack of knowledge on how to make good use
of the Workplace Assessment and Well-Being
Surveys in relation to diversity and inclusion.

Strengths and success stories | Weaknesses

S|W
OT

Opportunities | Threats

Critical friend visit in 2025: attention on
diversity and gender issues from
management and colleagues.

Working with inclusive culture and issues
of intersectionality and start a nuanced
discussion of equality as more than a
50/50 distribution among men and
women in all areas.

Low priority given to equality and diversity
matters in the context of other challenges
facing the Humanities generally.

Challenges with the so-called "generational
gap" between faculty members in terms of
appropriate ways to discuss issues of
inclusion and diversity.
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e A general focus on equality, inclusion and
tolerance among students and younger
faculty members.

e Collaboration with management on
securing transparency regarding wages
among faculty employees and a perceived
openness among colleagues to discuss
salary.

e Inspiring an awareness of gender
dimensions and bias in the curriculum
among colleagues.

e Ensure the acknowledgement of different
religious holidays to ensure awareness
that not all celebrate the Christian
holidays.

C. Action plan - short and long term

Short term plans

In 2025, The Faculty of Humanities will host their first critical friend visit, which gives both Management
and The Gender Equality Committee a possibility to address both successes and challenges within Gender
and Diversity issues and to receive valuable feedback, which can strengthen the quality of our activities
even more.

The managements of the departments will follow up on last year’s workshop regarding recruitment and
unconscious bias to discuss changes made and the results of the changes in recruiting academic and
administrative staff.

The management at The Faculty administration will start investigating data about salaries to see if there
might be some gender specific unintended differences. This investigation will start by investigating data at
associate professor level. The findings will be discussed both in the committee and at management level.

The Gender Equality Committee will reach out to the faculty health and safety group, to investigate
whether there could be themes which we could address together. The part regarding Diversity, equality
and inclusion in the workplace and well-being assessment from 2024, are themes the committee would like
to explore together with the health and safety group. This collaboration would ensure the resources to
carry out activities which would strengthen our workplace environment.

10
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The Gender Equality team have received the book “K@n og karriere i academia” by Nanna Mik-Meyer, who
visits University of Southern Denmark in May 2025. The committee will read the book and reflect on the
themes in the book before her visit. The themes and the reflections will also be presented and discussed
with Faculty management.

Long term plans

Enhance further engagement with gender and diversity issues to encourage greater interest in these issues
within the faculty. We are having small success stories and activities, which could spur more interest from
our colleagues.

Support a continuous focus on gender equality and inclusivity at faculty management level and secure
further cooperation between the faculty administration, departments and the Gender Equality Committee.

11



SDU<

GE Status Report for the Central Administration 2024

A. Follow-up on activities and plans from last year

| Fellesadministrationen fungerer omradechefgruppen som Faellesadministrationens ligestillingsudvalg
kombineret med, at Feellesadministrationens Samarbejdsudvalg (ASU) har Fzaellesadministrationens
ligestillingsindsats pa som fast tema pa mgderne i Igbet af aret. Det er vurderingen, at denne Igsning
fungerer godt og sikrer forankring i ledelsen, i samarbejdet mellem ledere og medarbejdere og i den
eksisterende faste udvalgsstruktur i Feellesadministrationen.

Fzellesadministrationen har en dobbeltrolle ift. ligestillingsarbejdet pa SDU. Fallesadministrationen skal pa
den ene side understgtte fakulteternes arbejde og via dette have fokus pa ligestilling (f.eks. via relevante
administrative systemer, der kan modvirke ubevidste bias) og pa den anden side selv arbejde med
ligestilling i egen opgavelgsning fx ved rekruttering og kompetenceudvikling.

Fokus i denne beskrivelse er pa den del af Feellesadministrationens opgave, som vedrgrer arbejdet med
ligestilling i egen opgavel@sning. | den forbindelse er det en opmaerksomhed, at kgnsfordelingen pa tveers
af Feellesadministrationen er rimelig balanceret, mens den indenfor de enkelte omrader kan vaere ret skaev,
saledes er der eksempelvis en overvaegt af kvinder i SDU HR, mens der er en overveegt af maend i SDU IT.

Omraderne i Fellesadministrationen har, som ogsa beskrevet i afrapporteringen for 2023, i tiltagende grad
fokus pa diversitet, ligestilling og inklusion ikke alene i en traditionel kgnsmaessig forstand, men ogsa ift.
etnicitet, alder, generationsperspektiver, eventuelle handicap mv. Det er oplevelsen, at denne udvidelse af
dagsordenen virker meningsfuld for mange. Der er dog samtidig fortsat en efterspgrgsel pa tvaers af
Fzellesadministrationen efter veerktgjer/metoder, som kan understgtte dette arbejde.

Arbejdet med mangfoldighed udmgnter sig pa mange forskellige mader pa tveers af
Fzellesadministrationen, men alle eller flere omrader fremhaever, at de har arbejdet med eller har fokus pa
felgende indsatser:

- Ligestilling og diversitet i dagligdagen, herunder i forhold til mangfoldighed blandt medarbejdere og
i forhold til adfaerd og ‘omgangstone pa arbejdspladsen’. Dette bl.a. ved at have (ledelsesmaessigt)
fokus pa det at veere en rummelig (diversitet og ligestilling) arbejdsplads

- lkke at vaere biased i en lang reekke ansaettelsesmaessige situationer f.eks. lgnforhandlinger,
opnormeringer, kompetencemidler eller seerlige opgaver

- Bias ift. rekruttering (ubevist bias, tekstmaessig bias, rip-rap-rup-effekt) — bade ift. stillingsopslag og
ved samtaler. Dette har der i 2024 konkret vaeret fokus pa pa tvaers af Faellesadministrationen via
en rekrutteringsworkshop afholdt af GET for alle medlemmer af ASU. P4 workshoppen var der
fokus pa rekruttering i et ligestillings-og mangfoldighedsperspektiv, og der blev bl.a. sat fokus pa
bias i jobopslag via konkret feedback pa tidligere anvendte jobopslag i omrader i
Feellesadministrationen

12
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Undersggelse af muligheden for at anvende ”blind rekruttering” pa SDU pa baggrund af
indhentning af erfaringer fra andre arbejdspladser

Fokus pa resultater af den gennemfgrte APV ift. de spgrgsmal om diversitet og ligestilling, som
indgik

"Exit-samtaler’ med mulighed for at fa input til GE potentialer.

Skabelse af de rigtige teams konstellationer pa tveers af kgn, alder og anciennitet samt selvfglgelig
personlighed og kompetencer. Det er en gvelse, som der fokuseres pa ved hver ansattelse og
sammenszaetning af team for at opna den rigtige dynamik. Der kan vaere en tendens til, at der
anszettes nogen, der ligner os selv for meget (forstaet som alder, kgn mv.), hvilket der er stor
opmeaerksomhed pa.

Generationsledelse — der er lige nu flere generationer i gang pa det danske arbejdsmarked. Det er i
nogle omrader i Feellesadministrationen oplevelsen, at der er behov for et fokus pa
generationsperspektiv for at understgtte det gode samarbejde. Det vaere sig bade som et
livssituationsperspektiv ift. arbejdets tilrettelaeggelse og som et perspektiv pa det forskellige
ledelsesbehov som szerligt yngre og seldre medarbejdere har for at trives og udvikles. , Dette skal
SDU som arbejdsplads vaere gode til at handtere og drage fordel af, hvis SDU skal vaere en attraktiv
arbejdsplads.

Opmarksomhed pa, hvordan man skaber den attraktive arbejdsliv for alle aldersgrupper — ogsa
seniorer, da der er brug for erfarende medarbejdere.

13
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B. Strategic analyses of the faculty’s opportunities and challenges

The SWOT matrix

GE er et fokusomrade for SDU’s gverste ledelse,
hvilket er et vigtigt signal til resten af
organisationen.

Der er en udbredt opfattelse i
Faellesadministrationen af den vaerdi, som det at
arbejde med GE-dagsordenen i et bredere
perspektiv, har.

Den organisatoriske enhed, GET, stgtter arbejdet
pa en hgjt kvalificeret made via hjzelp til
selvhjalp, sadan at enhederne i
Fallesadministrationen Igbende bliver bedre og
bedre til at have fokus pa arbejdet med
ligestilling og diversitet

Der arbejdes i hgjere og hgjere grad med /
drgftes ligestilling og diversitet i rekruttering og
fastholdelse i hverdagen — det er i tiltagende
grad en naturlig del af mindset’et i
Fzellesadministrationen.

Strengths and success stories

S

e |en presset hverdag med begraensede
ressourcer risikerer ligestillingsarbejdet at
blive tilsidesat til fordel for de kerneopgaver,
som skal Igftes.

e Manglende ressourcer til f.eks.
kompetenceudvikling — ressourcer forstaet
som tid/mulighed er en faktor, ligesom
manglende retning/viden ift. dbenlyse
indsatsomradet. Der er gode muligheder for
kompetenceudvikling, hvilket er en styrke,
men svagheden er, at det ikke altid udnyttes.

e Inhomogenitet pa tvaers af omraderne

e Der mangler data pa omradet, hvilket
besveerligger arbejdet.

Weaknesses

W

O

Opportunities

Vi har mulighed for at forstzerke vores brand
som en arbejdsplads, der aktivt fremmer
ligestilling og diversitet

Det ggede fokus fra topledelsen har potentiale til
at motivere og engagere bredt i organisationen
Vi har gode muligheder for tvaerorganisatorisk
sparring, samarbejde og vidensdeling.
Faellesadministrationen har mange vidt
forskellige medarbejdergrupper og
arbejdsopgaver, men der er mulighed for at
styrke diversiteten yderligere fx gennem
rekruttering

Styrket fokus pa ligestilling og diversitet kan gge
veerdiskabelse, trivsel og fastholdelse, hvilket
kan forbedre muligheden for at rekruttere hgjt
kvalificerede kollegaer

Det er i hgjere grad et gnske om at italesaette
emnet og bringe det i spil i relevante fora (alle
fora burde veere relevante i en eller anden grad).

T

Threats

e Manglende bevagenhed, safremt ledelsens
fokus sendres, kan pavirke arbejdet med
omradet, szerligt hvis arbejdet ikke er
veldefineret og implementeret.

e Manglende understgttelse, relevante
vaerktgjer og hjeelp til selvhjzelp kan veere en
udfordring for arbejdet

e  Manglende aktiv handling og opfglgning pa
ligestillings- og diversitetsarbejdet

e  Generelle rekrutteringsudfordringer pa et
treengt arbejdsmarked.

14
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C. Action plan - short and long term

Omradechefkredsen, der ogsa er Faellesadministrationens ligestillingsudvalg, drgftede pa deres mgde den
6. februar diversitet og ligestilling og besluttede i den forbindelse, at der arbejdes videre med fglgende tre
malsaetninger i 2025:

o Etfortsat fokus pa at arbejde med ligestillingsperspektivet i forhold til rekruttering og ansaettelse af
medarbejdere i Fellesadministrationen

o Etskaerpet fokus pa at sikre ligestillingsperspektivet i forbindelse med talentudvikling for
eksisterende ansatte i Fellesadministrationen. Eksempelvis ved at have et bredt diversitetsblik pa
ledelsesniveauer i Feellesadministrationen

o Arbejde malrettet med at understgtte ydelser indenfor diversitet pa hele universitetet pa basis af
GEP pa fakulteterne

15
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GE Status Report for the Faculty of Engineering 2024

A. Follow-up on activities and plans from last year

In 2024 TEK DEI wished to create more awareness among TEK staff about the committee and the work being
done within gender and diversity. Short presentations were also planned and performed at department
meetings in the five departments at TEK.

TEK DEI has in previous years focused on the rule concerning both genders in assessment committees and has
implemented a procedure for exemptions. In 2024 TEK DEI once again evaluated the procedure to see if it is
working as it should and got the numbers of exceptions from each department. It was concluded that it still
works well.

TEK DEI has created a guide to inclusion for staff at TEK and for teachers focusing on gender in a broader sense.
The goal is to help teachers have a more neutral approach to students and teaching. The guide is available to
staff on sdunet.dk. TEK DEl is in continuous updating this guide and have shared it with 3 other faculties at SDU.

In 2024 TEK DEI wanted to work more on the GEP initiatives at a local level and work to ensure progress by
working as a sparring partner and critical friend to the departments.

In 2025 TEK DEl also planned a course for junior scientific staff: Tools to Navigate in Academia. The course was
fully booked very quickly and a new date has already been set for another course.

Highlighted initiatives from the departments:

IGT:

- At TEK the Department of Green Technology is part of Living Lab and the activities are taking part. The
plan is for the other TEK departments to get inspired from the activities once completed. So far it has
been a success to have job postings edited by SDU GET. As a result, more female applicants were
achieved.

IME:

- two workshops on bias and sexism as well as a full day seminar on recruitment and bias, talk by SDU
GET within CIE, talk by SDU GET within CIM & intensified focus on promotional programmes for female
researchers.

ITl:

- brainstorm and planning meetings with GET regarding workshops being conducted from 2025

16
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MCI:
For 2024

- Use of female evaluators for new positions, DEI-friendly formulation of job announcements, Help for
employees of different nationalities to onboard at SDU, Planning of cultural diversity workshop (AM
group), Gender-neutral communication, Mentioning and briefly discussing DEI at institute meetings for
improving visibility of DEI, Presentation of DEI at institute meeting, DEI aspects as part of the regular
MUS, DEI aspects as part of conflict solving discussions, DEI aspects as part of AMU meetings, Online
meetings with GET team

For 2025:

- Job announcement and evaluation, Cultural diversity workshops, Increase visibility of women in science

IMMM:

- brainstorm and planning meetings with GET regarding workshops being conducted from 2025

17
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B. Strategic analyses of the faculty’s opportunities and challenges

Strengths and success stories

TEK DEI is focusing on GE but also on

other aspects of diversity

Support from upper management

A diverse committee

Fruitful collaboration with GET

Life in academia contains a lot of freedom
We have been granted Living lab at IGT and
the results will be shared with all
departments at TEK (Funded by Villum and
NNF).

Weaknesses

¢ Not sufficient research based knowledge
of what initiatives work and how it should
be designed

¢ Not enough faculties at TEK knows about
TEK DEI and what TEK DEI does

e Staff and students don't know who to
contact experience problems

Opportunities

Critical friend visit

Increased focus from funding agencies on GE
Get empowered about guiding students

and employees

Work with other DEI's boards at a national
and international level

Broaden the knowledge about TEK DEI at TEK
Clarify within TEK DEI what we want to work
on

Threats

e Lack of time and incentive among VIP staff
and management, as research and
teaching demands their main focus

e A high focus on GE and work-life-balance
in industry that might reduce the number
of females looking to work at the university

e Slow change in culture can be discouraging

e Results aren't immediately clear
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C. Action plan - short and long term

It remains a focus of TEK DEI to raise more awareness among TEK staff about the committee and the work
being done within the fields of gender and diversity.

The rule of both genders in the assessment committee will also be addressed by TEK DEl in 2025. TEK DEI
wishes to use the gender statics dashboard to compare the exemptions given at different departments to learn

more about the use of the rule and the benefits or challenges it represents.

The gender statistics dashboard is a valuable tool for TEK DEI and the gender and diversity work. TEK DEI will
put more focus on the statistics to help identify goals and targets for the coming years.

In 2025 The Department of Green Technology will start sharing their learning point from the project Living Lab
with the other TEK departments.
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GE Status Report for the Faculty of Business and Social Sciences 2024

A. Follow-up on activities and plans from last year
Activities and initiatives under the auspices of the local Gender Equality Committee

In 2024, the Faculty continued its work on the 2021-2023 strategy and approves a new strategy, with new focus
areas:

e Equality as part of, development, particularly for administrative staff

e Communication and awareness around equality and the work of the committee

¢ Mentoring scheme for non-tenured/young researchers

e Promoting inclusivity for teachers and students in diverse/challenging classrooms

In 2024 the Faculty approved a new strategic framework for the work on equality at the Faculty of Business and
Social Sciences. The Faculty of Business and Social Sciences (SAMF) at SDU is committed to providing a good
working environment that embraces diversity for all employees. This will enable the faculty to promote talent equally
and constructively in the recruitment, development, and retention of employees. The Gender Equality Committee at
SAMF has identified and consolidated a strategic framework with the themes mentioned abbove, which in the coming
period are of significant importance for the continued achievement of the faculty's vision and goals in the area of
equality.

To enable faculty and staff to initiative and conduct smaller activities in relation to gender equality, the Faculty has
decided to maintain its gender equality pool at Faculty level. In 2024, the pool supported a ‘women in economics
mentoring workshop’ with 30.000 DKK.

SDU BSS also focused on uncovering potential gender equality problems around administrative staff, as well as
the leaking pipeline. In 2023 the GE Committee prepared a research design regarding both topics. A report on the
former topic was funded by the committee in 2023 and was concluded in early 2024. The Chair of the Gender
Equality Committee has, based on the report, engaged in discussions with the departments and the faculty's
administrative staff about the findings. Additionally, the Gender Equality Committee has developed a series of
recommendations for the faculty based on the results:

e Forward the report for discussion to the committees, liaison groups (samarbejdsudvalg), and department
councils at the faculty for discussion.

e Develop a talent program for administrative staff at the faculty. Such a program could help create
opportunities for professional development of administrative staff, support recruitment and retention of
talented administrative staff, increase knowledge sharing with and among administrative staff, competence
development, better cross department networks among administrative staff and build recognition.

¢ Rebranding the TAP group so that they are referred to not as “TAP” but administrative staff or some other
similar phrase. The word “TAP” carries associations of an older system where the administrative work was
less professionalized and less essential to the running of the faculty and university. While mostly a symbolic
measure, this could help create awareness of the importance and value of the work done by the
administrative staff and build recognition among scientific staff.
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B. Strategic analyses of the faculty’s opportunities and challenges
The strategic analysis of the Faculty’s (gender) equality related opportunities and challenges are laid out below in a
SWOT matrix which builds on last year’s matrix. Many of the points might equally apply to other areas of (in)equality
such as ethnicity, sexual orientation, age, and colleagues with caring responsibilities.

Strengths

Weaknesses

Several years of efforts have made the focus
on GE a natural and integral part of many
processes and decisions across SDU BSS.
There is awareness for GE issues (also in
the strategy) and concrete initiatives are and
have been developed.

Good representation of men and women in
the top management layers of SDU BSS
SDU has several female employees and
shows generally a female friendly
atmosphere

SDU is showing its female talent in
media/external communication

SDU provides female scholars with
outstanding help in funding application
processes and SDU BSS has had quite a
few successful funding applicants which
serve as role models for other female
applicants.

SDU has a Danish progressive image
Transparency in recruitment and promotion

Lack of insights and acknowledgement about female
career trajectory dynamics (e.g., leaking pipeline) and
GE related issues among administrative staff at SDU
Family needs are not always considered when
distributing tasks

Some female junior researchers still do not feel
comfortable raising GE issues in highly male-
dominated research groups

Female student engagement is not addressed
Application and hiring processes for faculty are slow
and heavy, and by many still considered political. This
may discourage talented females and males from
applying, in particular at the professor level. Cleaning
up processes, removing superfluous rules such as the
rule requiring three qualified applications may help.
SDU is male dominant in many of its domains.
Time-limited contracts make it less attractive to work in
academia which could have gender-skewed effects.
Continued organisational upheaval (e.g., budget
adjustments, closure of the campus in Slagelse etc.)
are creating uncertainty and frustration among
colleagues which may lead to SDU being considered a
less appealing option especially for younger colleagues
in the staff and faculty strings

Opportunities

Threats

External demand for GE work, e.g., from
external foundations

#MeToo and the UN’s SDGs as windows for
increased attention to the GE agenda
Increased knowledge/research of GE

Better utilisation of the pool of female junior
researchers, so that it has an effect at
associate professor and professor level
Increase use of tenure-track and REEAD
could lead to more diverse applications for
junior positions

Denmark and Danish universities have a
strong and good reputation abroad as being
equal and progressive and a good reputation
as a place for female employees and
scholars from emerging and developing
countries (especially LGBTQ+)

Denmark is an attractive place for female
international talent to progress internationally
(steppingstone for a global career)

Imbalanced recruitment pool for administrative jobs
Conservatism in the external environment

A perception that GE has been reached in Denmark
can create resistance towards GE policies in some
groups

Covid-19 and the lockdown may have generated a
distortion between different groups of employees
(across gender, age, seniority, nationality, etc.)

Lack of engagement in public activities and events
(SDU and its corporate citizenship roles/SDGs)

While Denmark as a country is still ranking very well in
Gender Equality Index, no 2 (eige.europa.eu), SDU is
not ranking well in Times Higher Education system for
Gender Equality (SDU 59,6-65,9 while the no 1 ranking
had 81,9 leaving SDU in the ranking of 101-200 of the
ranked universities). This is a concerning discrepancy.
The gender pay gap is a general concern, also in the
Nordic setting

Risks associated with student evaluations that may be
biased negatively towards female teachers
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C. Action plan - short and long term
Below is a summary of key focus areas for the Faculty’s work with gender equality in 2024 and beyond.

1. Female career trajectory dynamics — incl. the transition from associate professor to professor level: Despite the
fact, that the Faculty has largely succeeded in focusing on gender equality in the recruitment processes in recent
years, the total proportion of female professors at SDU BSS points to a special challenge at this level. To be
able to implement the right initiatives, the Faculty wants to a) investigate where in the professor recruitment
processes, the challenges arise and b) gain deeper insights into the processes earlier in women’s career paths,
for example in the transition from temporary positions to permanent positions in academia. The Faculty has also
added a Gender Equality KPI to its new strategy (Beyond the Obvious), stating that “by 2028, the rolling five-
year average of newly recruited full professors is 50% female”.

2. Ensure adequate representation in the GE Committee: SDU BSS is currently present at four campuses with five
departments and two transdisciplinary centres. Albeit all departments are represented in the GE Committee this
does not hold for all campuses. The chairman of the GE Committee will raise awareness for the importance of
adequate representation among the Heads of Department.

3. Gender Equality effort for the administrative staff (TAP): The GE Committee has initiated a gender equality effort
for administrative staff already in 2021. This work has continued and a report was commissioned in 2023. One
the basis of the report recommendations was forwarded to the faculty management in early 2024 and the work
will continue in 2025. The committee will starts its works on developing mentor programmes.

4. In relation to the implementation of the REEAD model and efforts made at the department level to create
opportunities for talented senior scholars, 2024 has seen the appointment of multiple female professors at the
faculty, contributing significantly to a better gender balance at the professor level.

5. At the department levels multiple activities to create awareness and opportunities have been done. Examples
is that the gender equality pool has supported the workshop “150 ars Jubilseum for Kvinders Adgang til Hgjere
Uddannelse”.
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