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Summary This gender equality plan provides a concrete explanation of and precisely 

defines work with gender equality and gender mainstreaming based on the 

special assignment that the higher education sector has received through public 

service agreements and the previous work done within the framework of gender 

mainstreaming at the University of Gothenburg, JiGU. 

 

The plan meets the requirements of a gender equality plan established by the 

European Commission within the framework of Horizon Europe. It also meets the 

requirements for a gender mainstreaming plan in accordance with public service 

agreements regarding higher education institutions. Work is to be carried on 

within the framework of this plan in the period 2022–2025. 
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Introduction 

This gender equality plan provides a concrete explanation of and precisely defines work with gender equality 

and gender mainstreaming based on the special assignment that the higher education sector has received 

through public service agreements and the previous work done within the framework of gender 

mainstreaming at the University of Gothenburg, JiGU. 

At the University of Gothenburg, gender equality and equal treatment work is integrated into teaching and 

research and permeates the entire organisation. The Policy for Gender Equality and Equal Treatment at the 

University of Gothenburg describes how work on these issues is to be organized and how responsibility is 

assigned in the organisation. 

The Discrimination Act makes it clear that the University is to promote equal rights and opportunities for 

students and staff related to predefined grounds for discrimination, gender, gender identity or gender 

expression, ethnicity, religion or other belief, disability, sexual orientation, and age. The entire organisation 

conducts this work based on the provisions on active measures. The Human Resources office supports 

other activities in this effort through training and methodological support for the implementation of active 

measures. 

The University of Gothenburg’s vision describes where we want to be in 2030: A University for the World. 

The University strives to be an international university that takes responsibility for the development of society 

and contributes to a sustainable world. Work with gender equality fits in well with the work to achieve the 

vision for 2030. Among other things, the social dimension of the goal of sustainable development can be 

strengthened through active efforts to promote gender equality. Gender equality is also an obvious part of 

improving the recruitment and drafting processes to ensure that meritocracy and transparency contribute to 

excellence in recruitment and acquisition of qualifications. The goal of sustainable work and student life 

integrates the gender equality dimension into the work for safety and clarity and can be regarded as part of 

the efforts to counteract sexual harassment and other gender-based vulnerabilities. 

This plan meets the requirements of a gender equality plan established by the European Commission within 

the framework of Horizon Europe. It also meets the requirements for a gender mainstreaming plan in 

accordance with public service agreements regarding higher education institutions. Work is to be carried on 

within the framework of this plan in the period 2022–2025. 

 

Previous work on gender mainstreaming 

Through the Gender Mainstreaming of Higher Education Institutions (JiHU) initiative, the public higher 

education institutions, together with Chalmers University of Technology and Jönköping University, were 

given a special assignment from the Government to develop the work on gender mainstreaming during the 

2016–2019 period. 

Within the framework of this government assignment, the Vice-Chancellor approved an action plan with 

priority measures. The work with the government assignment was called JiGU at the University of 

Gothenburg. During the 2016–2017 period, the assignment was conducted as a pilot at eight departments in 

preparation for introducing it in 2018–2019 throughout the University. In connection with the introduction, the 

University Director decided to allocate special funds for the work. 
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After completing the programme period, a final report was written that described experience from the work 

and proposed how the work with gender mainstreaming at the University of Gothenburg will be conducted in 

the future in three priority areas. These areas now form the basis for this Gender Equality Plan. 

Support processes for gender equality work 

Training initiatives for managers and staff on gender equality and gender bias 

Managers, directors, and staff who can benefit from this are offered training in equal treatment and gender 

equality within the framework of the regular range of internal professional development. The support process 

includes efforts for a general increase in knowledge and for more specific assignments, such as the work on 

active measures or methods for investigation and handling of harassment or sexual harassment. 

Follow-up 

The University monitors the organisation’s development through discussions, annual follow-up, and follow-up 

of the work environment and active measures, among other things. 

The University’s annual follow-ups are consolidated at the university-wide level. Indicators are used in 

selected areas to support of follow-up and analysis at the university, faculty and department levels. 

Whenever possible, the outcome is presented broken down by gender so developments can be monitored 

over time. This especially applies to training and staff. The University’s annual report to the Government 

specifies all individual-based statistics by gender, unless there are special reasons not to do this. 

Since 2020, the University has been monitoring the allocation of strategic co-financing regarding the main 

applicant’s gender in the University’s four-month follow-up. The goal is to monitor approval rates for research 

applications divided into women and men beginning with 2022. 

Priority areas 

1. Working with issues related to gender and gender equality in the content of the education 

Education is part of the University’s core mission, and it is important for gender quality in society that 

students acquire relevant knowledge about gender equality for their future professional life. The objective is 

to ensure a systematic approach for procedures and processes so that gender equality is considered in the 

content, design and implementation of the academic programmes. 

Most departments currently work in various ways with gender equality issues in the content of the education, 

including through guidelines for how gender equality is considered when preparing and revising course 

syllabuses. 

Efforts to strengthen the quality of the University’s programmes associated with gender equality needs to be 

continuous. Coordination and leveraging good examples can facilitate this work for the departments. 

The University Board of Education is responsible for coordinating this work. 
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2. Working with gender and gender equality issues in research 

Research is part of the University’s core mission, and it is important to conduct this research on equal terms 

that promote expertise and to not consider irrelevant factors, such as acquisition of qualifications and the 

receipt of government funding. The Government also notes research funding, in particular, in the public 

service agreement: “Higher education institutions are to also report how they consider gender equality in the 

distribution of research funding.” 

Departments work in various ways with issues related to recruitment, acquisition of qualifications, research 

time and other areas by examining obstacles in the careers of women and men, the distribution of research 

funding and the removal of obstacles in the careers of different groups of employees. 

The Research Board is responsible for coordinating this work. 

3. Retaining and developing talent 

Retaining and developing talent is a key process for ensuring the University’s competitiveness at national 

and international levels. Attracting, recruiting, developing, and retaining competent staff have to be done 

using fair and transparent processes, where competency is the determining factor. 

During the programme period for JiGU, work has been conducted in the Academic Appointments Board to 

ensure gender equality in the recruitment process that guarantees that competence is evaluated without 

regard to irrelevant factors. The work will continue and will be expanded to be integrated into the University’s 

overall work to ensure talent is retained and developed. 

The Human Resources office is responsible for coordinating this work. 

Responsibility for conducting work in the three priority areas 

All parts of the organisation are responsible for integrating and conducting work in the three priority areas in 

the regular planning of activities and operations (to the extent that the organisation is included). 

Follow-up and assessment 

Follow-up of how the work is progressing within the three priority areas occurs annually in connection with 

the follow-up of the systematic work environment management related to the health and safety of the 

working environment and active measures. The follow-up is compiled by the Human Resources office after 

coordinated responses in the three priority areas. 
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