[image: image2.jpg]oawy





Gender Action Report – October 2009

Introduction 
The first annual Gender Action Plan (GAP) report covers the period October 2008 to September 2009. According to the ACQWA description of work, this annual report documents the extent to which actions promoting gender equality have been performed at the project level. It also provides evidence on the rates of female participation at all levels of the project. It is intended to provide a critical assessment of the monitoring statistics provided by partners, with recommendations for action, where appropriate. 

The basis for this report is a survey that has been sent to all partners. Nearly all partners (27 out of 30) replied and filled in the form. Out of the 27 partners that sent back an answer, The first report is based on the answers of 24 partners as three partners did not yet start their activities within the first year. 
Gender Action Committee 
As of September 09, the Gender Action Committee (GAC) consists of three members: 

Michelle Bollschweiler, UNIGE, Switzerland
Jürg Luterbacher, University of Bern, Switzerland
Francesca Pellicciotti, ETHZ, Switzerland
The members of the GAC were in regular email contact for the survey and to produce this report. 

Monitoring of gender balance within the project workforce 
According to the European Commission 40% of women’s representation in FP7 committees, groups and panels should be reached.  Information on the gender of researchers and administrators in ACQWA in the first year provided by the leader of each partner institutions summarized in Table 1. It becomes evident from Table 1 that the ratio of female within ACQWA is close to the guidelines provided by the Commission (36%).

Table 1: gender representation by job description within ACQWA (based on the information provided by 24 partners within the first year of the project. The research staff of three partners is not included here as their work will start in the 2nd year of the project.
	Job description
	Number of women
	Number men

	scientific manager
	2
	15

	WP leader / scientific team leader
	8
	18

	experienced researcher
	7
	27

	early researcher (PhD < 4 years ago)
	4
	8

	PhD student
	13
	9

	technical staff
	12
	14

	other
	7
	2

	TOTAL: 146
	53
	93

	
	36%
	64%

	
	
	


In contrast and with respect to project staff, women are significantly under-represented at the senior academic staff levels (Table 1 and Figure 1). However, for technical/other staff, gender equality is given and at the PhD student level, women represent even a majority.
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Fig 1. Gender distribution by job description [including some exclusions and misclassifications (i.e. a total of 17 project managers)]
The gender distribution within ACQWA resembles other European projects (e.g. ENSEMBLES), where there is also equality at the PhD level and rapid decrease of women when looking at higher positions.
The individual ACQWA partner teams are relatively small, in a number of cases only consisting of one or two persons. Thus it was not considered appropriate to carry out detailed analyses of individual countries or partners. This might, however change in the 2nd or third year. 
Gender actions undertaken by ACQWA partners 

Partners were also asked to provide information about gender actions taken during the year. The results based on 24 partner responses of the second part of the survey are given in table 2.
Table 2: Actions taken by the partner institutions.

	Action
	YES
	NO

	Institution has an equal opportunities policy 
	22
	2

	Women encouraged to apply for ACQWA positions 
	17
	7

	Active search for female applicants 
	10
	14

	Women required to be represented on the interviewing panel 
	8
	15

	Organization of events directly addressing female researchers at all levels, promoting and assisting gender equality, family issues among others
	8
	16

	Encouraging women to get involved in ACQWA activities such as workshops and applying for mobility fellowships 
	13
	11

	Offering the possibility of career breaks, prolongation of PhD studies due to pregnancy, provision of child-care facilities
	19
	5

	Encouraging/supporting female PhD students 
	18
	6

	GAP issues discussed in project meetings 
	7
	17

	Encouraging women to attend international meetings 
	21
	3

	Organizing local events for women 
	3
	21

	Promoting family friendly policies e.g. providing more than legal minimum paternity leave; family friendly and flexible working conditions. 
	19
	5


Implementation of the ACQWA GAP 
The August 2005 document on implementation of the ACQWA GAP reported that setting up a gender action webpage, based on material provided by the GAC, was an immediate priority. This webpage has been created and posted on the ACQWA website (www.acqwa.ch)– with a prominent link from the frontpage. This webpage will be developed and updated on a regular basis.
During the first annual assembly in Courmayeur, the Gender Action Committee presented the results of the first survey and launched a discussion with all partners on Gender issues. 
Recommendations 
Based on the first survey, the answers given by the partners and a discussion during the Annual meeting in Courmayeur, the Gender Action committee would like to make the following recommendations:

· Even though most partners have an equal opportunity policy, there are still two partners involved in the ACQWA project that do not maybe rephrase the second part of the sentence (which partners are those?). These institutions are reminded to adapt the common gender policy.

· At the PhD student level, no actions are needed to encourage women to enter into a scientific career as there is even a majority of female PhD student within the ACQWA project.
· In contrast, actions are needed to promote women in higher positions.  Therefore, women should be encouraged to take higher positions. The question remains on how this can be realized within the project. 

· In order to help women taking higher positions, it is inevitable to create the possibilities of combining family and career. However, this is not an issue that can be solved within such a project but it is a matter of long-term changes in society. Nevertheless, partners are encouraged to support women who are ambitious to take higher positions. 
· One solution could be to promote family-friendly environments such as for instance flexible working hours.

· Part of this family-friendly environment is very simple to achieve: workshops and meetings should not start or end on weekends (including the travel).
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