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GEP-UB has been developed along eight areas of activities, being an ambitious (maybe too ambitious) first plan for the institution. Since its official approval in May 2022, the majority of the activities planned for 2022 have been implemented or are in different stages of implementation. Very few have been postponed, and some extra activities have been initiated. 
 	
The GEP-UB was approved smoothly by the Senate and the General Assembly of the UB in April 2022 (see Annex 1.1). The GEP-UB has a place of its own at this moment within the UB. It is officially taken on as an ongoing project of the institution and it is located within an adequate structure re-organized in October 2022, namely The Bureau for Inclusion, Equity and Equal Opportunity, part of UB’s “Direction for Strategic Orientation, Evaluation, Monitoring and Public Policies.” Although primary designed for social work needs and services, the bureau enlarged its objectives with those involving equal opportuntities and gender equality aspects. Therefore, there is a clear location as well as a small team officially designated by the Rectorate (complementary to the ATHENA team). For the moment, no staff position is specifically budgeted, but there is the promise that, after the finalisation of the ATHENA project, the coordinator of the implementation of GEP-UB will receive a management bonus. One person from the newly created Bureau  and another from the Office of Statistics have also been officially designated to support the monitoring activities. A scholarship for a PhD student is also promised for secretarial/management support starting with 2023. 

In terms of developing and strengthening the process of gender-sensitive data gathering, UB already has an improved mechanism for collecting relevant statistics, as mentioned in our initial institutional report. GEP-UB is using the existing database for monitoring gender aspects and will propose new gender-sensitive indicators to be developed by the end of 2024. Upon the requests of the ATHENA team, UB’s departments of Research, Human Resources and student affairs provide gender-sensitive statistical data. The team working at the Office of Statistics is gender-sensitive (majority of young PhD candidates/graduates who successfully completed Gender Studies courses), an aspect that is beneficial to the process of gender mainstreaming and the data gathering process. 

In terms of capacity building activities (included in the GEP-UB, and also part of the compulsory request from ATHENA), a clear need within the university has been identified, but organizing various modules proved to be difficult due to busy schedules at all levels. Introducing trainings within already existing projects at the university proved to be a good practice. The modules for the administrative staff have been the most successful; these were conducted within the existing internal project of staff development, where we received approval for the introduction of such modules. 

In terms of research activities included in the GEP-UB, we consider that a real progress has been made. The establishment of the informal network of women academics and the launching of the UB Platform for Gender Studies as part of ICUB[footnoteRef:1] (UB’s Research Institute) proved to be valuable incentives for gathering human resources interested in the field[footnoteRef:2]. Certain research themes proposed within the GEP-UB are under development, such as the visual representations of gender within UB (partial documentation based on specific research instruments and partial data gathering has already been completed). Additional to the objectives proposed by the GEP in the area, the Rector of the UB made a proposal/request to the ATHENA team for a future research component focused on the reverse gender gap, i.e., identifying the causes of the small number of young boys entering higher education in general and UB in particular. Other gender relevant topics have been outlined within the monthly meetings organized within the ICUB Gender Studies Platform.  [1:  Research Institute of the University of Bucharest, The Gender Studies Platform. Retrieved from: https://icub.unibuc.ro/the-gender-studies-platform/ ]  [2:  The Gender Equality Plan – University of Bucharest, The Gender Studies Platform of the UB Research Institute was launched. Retrieved from: https://gep.unibuc.ro/platforma-icub/] 


With regard to the promotion and dissemination component of GEP-UB, we appreciate a lot of things happened in terms of visibility of the Athena project in general and the GEP-UB in particular. The dedicated website[footnoteRef:3] and Facebook[footnoteRef:4] for the GEP-UB have been systematic sources for disseminating information. We used these sources for posting  announcements and materials pertaining both to the activities of the ATHENA-UB team and the GEP, and to the general pursuit of Gender Equality in Romania and abroad. Further, important announcements related to the implementation of the GEP were also posted with the support of the UB Communication Department on the University’s official website and newsletter. [3:  The Gender Equality Plan – University of Bucharest. Available at: http://gep.unibuc.ro  ]  [4:  The Gender Equality Plan – University of Bucharest. Facebook. Available at: https://www.facebook.com/gep.unibuc/] 


Complementary to these activities, a series of conferences took place which had as a central topic the development of the Gender Equality Plans within Public Institutions in Romania (that are obliged by the national law to implement such plans; see more details under 3.8, below). For example,  a succesful Stakeholders Meeting ("Action plan regarding the implementation of the principle of equal opportunities between women and men – Consultative dialogue regarding the development and implementation of measures to promote gender equality" was organized in collaboration with ANES in October 2022, were the GEP-UB has been presented to approximately 40 participants and a fruitful sharing of information between entitites with/without such plans took place.

As an extra activity, not planned beforehand, the ATHENA-UB team partnered with the UB project “University of Bucharest: an inclusive and equitable community”, funded through The Fund for Institutional Development (CNFIS FDI 2022-0428, Ministry of Education). The project aims to provide an introduction to all of the University’s students to the themes of gender equality, diversity, inclusion, and sexual harassment in the university environment. Online thematic modules with quizzes attached have been designed.

The main problems encountered, beyond the Covid/post-Covid difficulties, have been: (i) the unsatisfactory operational functioning of the GEPI-UB (too large, representatives with high-level responsibilities in different areas within UB—no time available); (ii) time constrains: for example the schedule designated within Athena for trainings was too short; (iii) insufficient support from the students’ organizations; (iv) insufficient involvement of the STEAM staff members.

Taking into consideration the experience of this first year of implementation and the problems identified so far, we considered as recommendations the following : (i) the future GEP-UB cycle should be simplified, with fewer objectives/activities better tailored to the human and financial resources available and with much more clear monitoring input and income indicators; (ii) the structure and functioning of GEPI should be revised. The Committee is a crucial actor in the implementation of the GEPs and should be designed as to better serve the management of the process (smaller team: 5 to 7 members with prestige and authority within UB, but not having many other responsibilities; (iii) closer collaboration with the UB Ethics Committee; (iv) identifying ways/means to involve more students (MA, PhD) for documentation, data gathering, support for organizing events; (iv) identifying ways/means to more consistently involve the academic staff (professors, researchers, students) from STEAM domains. 

[bookmark: _Toc124237541][bookmark: _Toc124239424]2. Introduction

	Name of the organisation
	 University of Bucharest

	Type
	Public Higher Education and Research Institution

	Dimension
	32,578 students (22,201 BA level; 8,324 MA level; 2,053 PhD level)
4,322 employees (out of which 2,886 teaching staff)

	Main aims of the GEP

	
With a history of over 150 years and a constantly confirmed prestige, the University of Bucharest is today a dynamic and inclusive academic milieu, student-centered and characterized by creativity, innovation and pragmatism. Gathering 19 faculties, with 97 undergraduate programs, 215 master’s programs, 9 didactic master’s programs, 21 doctoral schools in specific fields and a school for interdisciplinary doctoral studies, over 50 centers and 9 research units, the University of Bucharest is well-known as an institution of excellence in education and research. With 32,578 students (22,201 BA level [67% women], 8,324 MA level [70% women], and 2,053 PhD level [57% women]), 4,322 employees, out of which 2,886 teaching staff, the University of Bucharest is constantly working to ensure the highest quality of provided services, guaranteeing its graduates easy and effective assimilation in the labor market regardless of the field or program of study, and paying attention to issues of diversity and respect among its members. 

The GEP-UB is a strategic document that articulates UB’s institutional commitment to the promotion of gender equality and, implicitly, of inclusive policies in all activities within the institution. It is realistic, in that it responds to a prior diagnosis based on data and clearly defines tasks, procedures, resources and deadlines. Last, but not least, it is a dynamic document that allows for further changes and developments, based on ongoing dialogues with the entire community.

By implementing this first Gender Equality Plan, UB envisages to continue developing an institutional culture based on respect for the values of human dignity, personal autonomy, community support, and moral and scientific integrity.

GEP-UB  was officialy approved and published on May 2022, after it was designed and agreed upon by the GEPI-UB and then by the UB’s Administrative Council. It was designed around 8 areas (3 more than the 5 explicitly recommended for inclusion in the EU documents), as follows: 

(1) Leadership for Gender Equality; 
(2) Governance for Gender Equality; 
(3) Human Resources – Recruitment, Promotion, Retention; 
(4) Integrating the Gender Dimension in Interdisciplinary Academic Research; 
(5) Integrating the Gender Dimension in the Curricula of Academic Programs; 
(6) Work Life – Family Life Balance and Care Responsibilities; 
(7) Preventing and Combating Sexual Harassment and Gender Discrimination; 
(8) Institutional Communication for Gender Equality. 

In conformity with the national legislation in force, GEP-UB needs official endorsement by the National Agency for Equal Opportunities between Women and Men (ANES) and obtained this endorsement  in November 2022, being at this moment in total legality at both institutional and national level (see Annex 1.2, Order No. 149, 09.11.2022). The plan was also translated to English by the ATHENA team. Both versions (Romanian/English) were then revised and officially approved by the UB specialized department.

For 2022, the activities planned to be implemented focused on 6 out of the 8 areas (see Annex 2.1, GEP-UB operationalized by years):

Area 1. Leadership for Gender Equality
- Sign the Diversity Charter in view of increasing the visibility of UB’s commitment towards gender equality in the larger community of which it is a part (see Annex 1.3 with the signing of the Charter).

Area 2. Governance for Gender Equality
- Establish a flexible operational institutional structure for coordinating and monitoring gender equality at UB.
- Conduct training(s) for GEPI-UB 
- Establish a Gender Equality Office

Area 3. Human Resources – Recruitment, Promotion, Retention
- Training and sensitizing Human Resources staff regarding the principle of gender equality on the labor market and in the university environment.
- Revision of the framework methodology for granting professional degrees, both for teaching and administrative staff
- Analysis of the data on the evolution of the ratio of women to men from the number of degrees granted, as well as the development of a framework methodology for granting professional degrees, both for teaching and administrative staff.
	
Area 4. Integration of the gender dimension in interdisciplinary academic research
- Establish an informal network of researchers interested in interdisciplinary research in the field
- Develop a platform on the ICUB website dedicated to research in the field of gender equality

Area 6. Work Life – Family Life Balance and Care Responsibilities	
- Establish a flexible working time scheme for UB employees
- Flexible working time regulations

Area 8. Institutional Communication for Gender Equality
- Webpage regarding gender equality in the University of Bucharest.
- Steps to increase the visibility of women's contribution to the development of higher education and research (Recommendations formulated and sent to all faculties of UB regarding the better promotion of personalities from specific fields, with an emphasis on women.

Almost all the activities have been implemented. The capacity building modules (for professors and researchers) have been postponed, for good reasons, for the beginning of 2023. Within certain areas, as for example Area 8 - Institutional communication, or Area 4 - Research,  more initiatives that those foreseen have been implemented. For example, the ATHENA team members have been requested to collaborate in the framework of an institutional UB project: “University of Bucharest - an inclusive and equitable community.” In this respect, the team contributed to the elaboration of 3 gender sensitive trainings (on gender equality, diversity and sexual harassment) for first-year UB students. The modules are in the process of being integrated into the GEP-UB website and will become compulsory for students starting next autumn.



	 

	Responsible person(s)/departure for GEP implementation coordination
	
GEPI-UB
Laura Grunberg – Project coordinator
Irina Costache – Gender expert
Corina Ilinca – Quantitative research coordinator, coordinator of the ICUB Platorm
Stefania Chihaia – Communications coordinator


	Responsible person/s/ departure for GEP monitoring and evaluation.
	
Laura Grunberg – Project coordinator
Corina Ilinca – Quantitative research coordinator, coordinator of the ICUB Platorm
Bianca Mihaila – Assistant, GEP-UB coordination and monitorisation
Stefania Chihaia – Communications coordinator


	As part of the efforts of the ATHENA team, the GEP-UB has a place of its own within the institution. Since December 2022, it is officially assumed as an ongoing project of the institution, located within an adequate structure under construction since October 2022, namely The Bureau for Inclusion, Equity and Equal Opportunity, part of UB’s “Direction for Strategic Orientation, Evaluation, Monitoring and Public Policies” (see Annex 1.4, Decision 573, 14.09.2022). Although it was primary designed for social work needs and services, the bureau enlarged the objectives with those involving gender equality aspects. Therefore, there is a clear location and a small team officially designated by the Rectorate. For the moment no staff position for the implementation of GEP is budgeted, but there is the official promise from the Rectorate that, after the finalisation of the ATHENA project, the coordinator of the implementation of the new cycle of GEP-UB will receive an institutional management bonus (maximum 30% of the salary). One person from the Bureau and another from the Office of Statistics have been also officially designated to support the monitoring activities of the GEP starting with December 2022. A scholarship for a PhD student is also promised for secretarial/management support starting with 2023 (identifying the person is a work in progress).


	Initiatives with relevant impact on the GEP implementation and promotion

	
As mentioned in our previous initial institutional report, from a national legal and institutional perspective, Romania might be, at first glance, an example of good practice in advancing gender equality (signed the CEDAW Convention 35 years ago, and in 2016 signed the Istanbul Convention; legislation has improved permanently in the spirit of EU requirements and even stipulates the need for all public institutions to implement GEPs; a satisfactory anti-discrimination and quite a solid formal institutional infrastructure designed to deal with issues of equal opportunities and gender equality.  

On the other hand, a gender backlash has been visible in Romania and continued also in the last period of time. The most recent example is related to the violent public attacks by the conservative, nationalist representatives on a gender sensitive educational publication produced by the Coalition for Gender Equality within a programme supported by the Norwegian funds[footnoteRef:5]. The launching of the project(November 2022) has been boycotted, sites of the partner organizations have been hacked and fake news dealing with the objectives of the materials have been spread on social media. [5:  Coaliția pentru Egalitate de Gen, Manual for gender mainstreaming  teaching in pre-university education (Egalitatea de gen. Predarea si integrarea in invatamantul preuniversitar). Retrieved from: https://ongen.ro/2022/09/07/manual-egalitate-de-gen/] 
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	GEP Objective
	Promoting work life – personal life balance by establishing a scheme to make working time more flexible for UB employees

	Description of the action
	Initiating discussions and monitoring the Rector’s strategic plan in the area concerning work life – family life balance
Promoting regulations regarding WLB that already exist in the university and are part of the national legislation in force
Monitoring the development of plans for the creation of a kindergarten in alignment with the Rector’s strategic plan[footnoteRef:6] [6:  Universitatea din București, Strategia de Dezvoltare a Universității din București 2020-2023 (University of Bucharest’s Development Strategy 2020-2023). See indicator I.3.10. Retrieved from: https://unibuc.ro/wp-content/uploads/2022/06/5.-4.-completari_Strategia_generala_UB_update_02_06_2022_corectat.pdf ] 


	Indicator(s)
	Meetings with key responsible persons - 3 meetings took place

	Thresholds 
	Satisfactory: discussions initiated

	Responsible person(s)/departure
	UB Human Resources Department with the support of the ATHENA team

	Source of financing
	

	Results and Comments



As part of documentation work of the state of affair concerning gender equality issues within UB we found out that the UB has good institutional reglemantations concerning work life – family life balance. In the context of the realization of the flexibility scheme, we promoted existing regulations that are not well known among UB’s staff, such as the possibility to work from home developed in the context of the pandemic; additionally, a part of the classes can be developed using online tools of communication, under institutional reglementations in accordance with Romanian law.[footnoteRef:7] [7:  EduPedu.ro, Universitatea din București: Activitățile online nu trebuie să depășească 25% din totalul unui program de studiu, la nivel de licență, în anul universitar 2022-2023, (University of Bucharest: Online activities must not exceed 25% of the total of a study program, at undergraduate level, in the academic year 2022-2023). Retrieved from: https://www.edupedu.ro/universitatea-din-bucuresti-activitatile-online-nu-trebuie-sa-depaseasca-25-din-totalul-unui-program-de-studiu-la-nivel-de-licenta-in-anul-universitar-2022-2023/ ] 


At the same time, we followed how UB’s Strategic Plan is being implemented in terms of the achievement of work life – family life balance, suggesting in discussions collaborations with kindergarten institutions in the vicinity of university premises. We had several discussions on this topic with the person responsible for Fundraising in UB, with the Director of Public Relations, and with the Pro-Rector of Quality Management, Social Responsibility and Relationship with Partners. The aim was to discover ways of implementing these collaborations between the university and other educational institutions, in the form of priority access agreements for children of didactic staff and students, as per the Strategic Plan.

[bookmark: _Toc124239427]3.2. Gender balance in leadership and decision-making 

	GEP Objective
	Institutional commitment to promote gender equality at the University of Bucharest:
- Promoting the principle of gender equality in the wider community by adhering to the Diversity Charter in Romania.

	Description of the action
	Adhering to the Diversity Charter in Romania

Facilitated by the ATHENA team, the representatives of the Diversity Charter and the UB Rectorate met in order to  exchange information and clarify all aspects concerning the process of signing the document. UB signed the charter on 5 November 2022.[footnoteRef:8] The ATHENA team organised the meeting to sign the Charter and promoted and disseminated the achievement across our platforms. [8:  More details available on: www.cartadiversitatii.ro; https://gep.unibuc.ro/universitatea-din-bucuresti-a-semnat-carta-diversitatii-din-romania/] 


	Indicator(s)
	Signing of the Charter 

	Thresholds 
	Satisfactory: implemented

	Responsible person(s)/departure
	Irina Costache
Rectorate Office

	Source of financing
	No need for additional funds

	Results and Comments




UB signed the Charter on the 5th of November 2022. The Romanian Diversity Charter was launched on 18th of April 2018 in Bucharest, with 80 signatories up to 2022. It is one of the outcomes of a project I.D.E.A.S. (“Innovation. Diversity. Economy. Awareness. Success.”) The implementation of the Charter was co-funded by the Rights, Equality and Citizenship Programme of the European Union.  Signing the charter is a public solid engagement that the UB will support in order to protect and develop diversity within the institution and offers a platform for sharing good practice in the area. Adherence to the Romanian Diversity Charter will increase the visibility of the commitment to gender equality in the wider community in which the University operates. UB has widely disseminated this result, as a sign of considering an important moment.

[bookmark: _Toc124239428]3.3. Governance for gender equality 

	GEP Objective
	Establish a flexible operational institutional structure for coordinating and monitoring gender equality at UB

	Description of the action
	Identifying the team members with support from the Rector’s office
Administrative measures for the official implementation of the team
Regular meetings with GEPI-UB for exchange of information

	Indicator(s)
	Establishment of the GEPI-UB

	Thresholds 
	Satisfactory: implemented

	Responsible person(s)/departure
	Rector UB (prof. Marian Preda)
Mirabela Amarandei (chairperson GEPI-UB)
ATHENA team

	Source of financing
	 institutional, Athena Project

	Results and Comments




The GEPI-UB Committee, in conformity with the ATHENA demands, is composed of 11 members from high and middle management; professors, researchers and students; HR staff; and administrative staff. After an initial list of proposals from the UB Rectorate, each member was invitated and asked to sign a letter of commitment and an informed consent form. The GEPI-UB members have been involved in a  training module component, part of the ATHENA design, where they received basic information about the aim of the ATHENA project and, most importantly, about the philosophy and concrete objectives of Gender Equality Plans.

As part of a participatory process to achieve systemic institutional change towards gender equality within UB, the ATHENA team organized regular meetings and exchanges of information in 2022. The Committee received a draft proposal for a GEP and, based on their input, the final draft was elaborated and send to the Rectorate for final revisions and approval procedures. 
 
In 2022, several official meetings have been scheduled and organized between the ATHENA team, the GEPI-UB members and the Rectorate (as, for example, on 10.04, 14.06 and 18.10) in order to discuss urgent matters linked with the GEP-UB. After each meeting, a summary of the discussions/decisions was e-mailed to all GEPI members (whether they attended the meetings or not). The same procedure of constant informing the Committee was used for all the discussions among the ATHENA team and the Rectorate. 

As a general remark, we consider that feedback from the GEPI-UB members was not as initially expected. For various possible resons (lack of time, as the majority of the members have various other UB responsibilities; lack of incentives for the work; complicated Covid/post-Covid situation), the envisaged co-participation in the development, implementation and monitoring of the GEP-UB  is not satisfactory and should be revised and improved upon. 


	GEP Objective
	Training for GEPI-UB 

	Description of the action
	Designing and organizing 2 modules on 17 & 18 January 2022
Developing the content of the trainings
Organising the delivery, promoting the trainings
Delivering the training
Obtaining feedback from participants

	Indicator(s)
	2 modules, 11 participants

	Thresholds 
	Satisfactory: at least two sessions per year

	Responsible person(s)/departure
	Irina Costache, 
Laura Grunberg

	Source of financing
	UB, ATHENA Project

	Results and Comments




Two modules were organized online on 17 & 18 January 2022. 9 participants from the 11 GEPI-UB Committee attended the 6 hours of training (plus 2 hours designed for readings) (see Annex 3.1).
 
The  training was developed based on the preliminary data findings from the gender equality audit in progress at UB, which found resistances to gender equality to be a strong deterrent from engaging with gender equality policies. It aimed to improve skills and strengthen the motivation of top decision makers in the University so as to ensure that the gender equality action plan will have a transformational impact and will go beyond a mere technical approach (window dressing approach). The overall objectives were: (i) to train GEPI committee members to understand, recognize and tackle gender biases and resistances to gender equality within university, and (ii) to empower GEPI committee members to take action and promote a more gender equal and inclusive university environment. 

As specific objectives: 
· understand gender bias and the gender inequality dynamics in the university eco-system;
· learn about gender inequalities within the University of Bucharest;
· examine the role of leadership in correcting gender inequalities and  biases; 
· understand resistances to gender equality in a university eco-system;
· explore strategies for tackling bias and resistance; 
· discuss the role of GEPI and GEPs for creating a more diverse university environments. 

The training used a feminist, participatory, case-based approach to the skill development required (tools used: presentation, discussions, small group exercises, case study/role play activities). Participants were asked to fill in a feedback form at the end of the training. The main results show that 100%  of participants rated the training as excellent; 80% of participants said that their expectations have been met; and 20% of participants said that the training exceeded their expectations.  

The training offered, among other things, a clearer perspective on the advantages of a GEP in a HEI, a more nuanced understanding of the potential resistances to the implementation of a GEP, and, last but not least, a space for important group cohesion and motivation for a more gender equal institution.



	GEP Objective
	Establish a Gender Equality Office

	Description of the action
	Identifying an existing framework that can include in its structure the activity pertaining to a Gender Equality Office
Meetings with the Rectorate and with representatives of national authorities (ANES) in view of finalising and approving the GEP at institutional and national level

	Indicator(s)
	- Establishment of the Gender Equality Office
- Identifying a person responsible with statistics to be part of the GEP monitoring team

	Thresholds 
	Satisfactory: implemented

	Responsible person(s)/departure
	Rector of UB (prof. Marian Preda)
Administrative Council of UB
Senate
ATHENA team
GEPI-UB

	Source of financing
	UB, ATHENA project

	Results and Comments



The GEP-UB was legally approved at the institutional level in the Senate meeting on 20 April 2022. In November it received, in conformity with the national legislation, the legal operating endorsement from ANES.

The GEP-UB has a place of its own at this moment within the institution. It is officially taken on as an ongoing project of the institution placed within an adequate structure created in October 2022, namely The Bureau for Inclusion, Equity and Equal Opportunity, part of the UB “Direction for Strategic Orientation, Evaluation, Monitoring and Public Policies.” Although primary design for social work needs and services, the bureau enlarged the objectives with those involving equal opportunity and gender equality aspects. So-there is a clear location, and a small team officially designated by the Rectorate. For the moment no staff position is budgeted, but there is the promise that after the Athena project will end the coordinator of the implementation of GEP-UB will receive a management bonus. One person from the Office and another from the Office of Statistics have been also officially designated to support the monitoring activities. A scholarship for a PhD student is also promised for secretariat/management support starting with 2023. 

Having the Bureau created and placing the activities of the GEP-UB under this umbrella is a good  result in terms of future sustainability of the project. The Rectorate was supportive with the whole process, understood  the need for an institutional commitment in terms of location and promised minimal financial support for the post Athena period, as mentioned above. 
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	GEP Objective
	
Training and sensitizing Human Resources staff regarding the principle of gender equality on the labor market and in the university environment


	Description of the action
	Organization of 2 trainings
Developing the content of the trainings
Organising the delivery, promoting the trainings
Delivering the training
Obtaining feedback from participants


	Indicator(s)
	Number of trainings (2 trainings implemented)
Number of participants (56 participants in total)

	Thresholds 
	Very satisfactory: 2 trainings implemented (more than 20 participants)

	Responsible person(s)/departure
	Irina Costache, Gender Expert
Laura Grunberg
UB Bureau for Training and Internal Staff Development (Director Ana Maria Gheorghe)

	Source of financing
	 ATHENA Project, UB resources

	Results and Comments




These training modules organized for the administrative staff were the most successful ones in the area of capacity building for different target groups. The reason is that they have been organized with direct support of the already existing UB Bureau for Training and Staff Development. As these modules were included in their training agenda, the communication, registration and organization went smoothly, and the level of participation was high. UB traditionally encourages its employees to attend capacity-building trainings, and participation at such trainings is taken into consideration in the personnel evaluation process.

The modules were organized on 9 June, respectively 20 October. They were structured around three main pillars: an overview of gender equality, diversity and inclusion principles, definitions and impact on the education field; overview of unconscious bias, its links with prejudice and stereotypes and strategies to overcome it. 

The participants rated the training with maximum points. Their most favourite feature of the training was the practical, activity-based approach included in the training. They suggested having more training or activities on the topic of gender equality. They also suggested that the training ought to be offered to other professional groups in the university. Most participants found the training useful for their current activities and welcomed the parts on unconscious bias, as well as the parts on the legal framework related to gender equality. 

Participants consider that gender equality at the university is an important topic. Some made suggestions about improving gender equality in the university, such as introducing topics and actions related to on women’s health for administrative staff at the university, menopause support groups and rooms, etc. Other ideas related to gender equality trainings for incoming students and incoming teaching staff, more trainings on unconscious bias, etc. (see Annex 3.3).

The main success of the modules was that the content and delivery not only matched participants’ expectations, but exceeded them. Participants requested to participate in additional training on the topic.  The University’s Rector’s Office proposed to offer the same training in fall for its administrative staff in order to give the chance to more participants to engage in the topic. The ATHENA team will deliver this training again in the fall. More requests for participation have been already received.

	GEP Objective
	Revision of the framework methodology for granting professional degrees, both for teaching and administrative staff

	Description of the action
	Meetings with the Director of Human Resources and the Vice-Rector for Human Resources;
Identification of a gender-related issue in the methodology for granting professional bonuses (disadvantage for women who were more likely to take parental leave) 
Decision to revise the document in order to not penalize women with the years of parental leave taken in the total number of years allocated, with special bonuses based on their excellent activity

	Indicator(s)
	Official decision

	Thresholds 
	Satisfactory: implemented

	Responsible person(s)/departure
	Rectorate
UB Human Resources Department

	Source of financing
	 

	Results and Comments




As a result of our meetings at the beginning of 2021, the ATHENA team was involved in the data collection and analysis process, in view of elaborating the initial report on the state of affairs in UB. The data showed significant differences in the amount of leave taken by women and men at UB, due to maternity and child-rearing leave. In this context, Human Resources staff at UB showed great receptivity, understood gender equality needs and created this new methodology for income raises, which takes gender differences into account when considering the professional activity of UB’s employees. The project thus facilitated/pushed the process along, as the ATHENA team met with the Director and the Vice-Rector of Human Resources to discuss the matter.

This official decision, which fits perfectly in the framework of the activities envisaged by the GEP-UB in the area, was taken by the Rectorate by the end of 2021 (see Annexes 1.4 and 1.5, Decision 421, 14.12.2021). In conformity with this new regulation, an important change was made. According to this new methodology, UB employees who obtained a 5-year income raise (a good financial incentive for continuing excellence and contributory activity in teaching, research and institutional matters) before entering maternity/child-rearing leave, will benefit from the resumption of the indemnization upon returning from leave. Essentially, this new calculation methodology works to compensate for the reduced chances of publishing, performing research or conducting administrative activities during the period of leave.


	GEP Objective
	Analysis of the data on the evolution of the ratio of women to men from the number of degrees granted

	Description of the action
	Data was provided by the Human Resources department in the Fall of 2022 and analyzed by the ATHENA team

	Indicator(s)
	The evolution of the women-men ratio based on their academic degree and excellent teaching and research achievements

	Thresholds 
	Satisfactory: data collection implemented and data reported


	Responsible person(s)/departure
	Corina Ilinca – responsible for data collection

	Source of financing
	 ATHENA Project

	Results and Comments



According to Figure 1, we can notice a change in the percentage of women per teaching degree, still with a higher percentage of women in lower academic positions, but with higher percentage for women across all positions. The gender gap is similar between Lecturer and Assistant Lecturers, with about 2 in 3 women on these positions. Approximately 1 in 2 Professors in the University of Bucharest are women. 

Figure 1. Evolution of the percentage of women based on their teaching degree (2021-2022)
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	GEP Objective
	Analysis of the data on the evolution of the ratio of women to men from the number of income raise based on excellent academic results

	Description of the action
	Data was provided by the Human Resources department in the Fall of 2022 and analyzed by the ATHENA team

	Indicator(s)
	Women-men ratio based on their excellent teaching and research achievements

	Thresholds 
	Satisfactory: data collection implemented and data reported


	Responsible person(s)/departure
	Corina Ilinca – responsible for data collection

	Source of financing
	 ATHENA Project

	Results and Comments



75% of the applicants to receive an income raise for their academic results were women, whereas 75% of the total number of academics who received the income raise are women (see Figure 2). In this case, it is interesting to develop an advanced analysis on the profile of applicants and to see how men can be encouraged to apply more and develop their CVs in order to receive income raise. If we take a look at the percentage of women on Professorship positions, we can notice that the percentage of women is lower, whereas for income raise more probably are applying employees with lower academic positions who are more likely to be women than men. 

Figure 2. Income raise for recognition of excellent academic results
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[bookmark: _Toc124239430]3.5. Integration of gender dimension into teaching content

	GEP Objective
	No objectives were set for 2022

	Description of the action
	Developing the content of the trainings
Organising the delivery, promoting the trainings
Delivering the training
Obtaining feedback from participants

	Indicator(s)
	Trainings for students, 67 participants in total

	Thresholds 
	Satisfactory: implemented at least one training

	Responsible person(s)/departure
	Irina Costache

	Source of financing
	ATHENA Project

	Results and Comments



Although no specific activities were designed in this area, we consider that the gender sensitive trainings organized  for the students (as part of the ATHENA tasks) could be considered here. 3 series of trainings were organized for UB students under the title “A Gender Equal University: Useful Concepts for Students” on October 2022 (see Annex 3.3). One module for all UB students, with low participation (7), and two for students at the Faculty of Journalism, with very good attendance (60 students altogether). The second modules for journalist students was organized upon special request from the Faculty of Journalism due to the first round’s success.

The modules structured around 2 main pillars: overview of gender equality in higher education, overview of gender stereotypes and bias and its links with educational and career choices for students, the impact of gender inequality in the life of students (card game) and overview of the GEP-UB. The methodology combined direct presentation with practical exercises and group activities.

The participants rated the training with maximum points. Their most favourite feature of the training was its practical approach. Participants rated highly the group discussions and the play-card game on gender equality conversations. Over 70% of participants suggested that they are willing to participate in other activities or trainings related to gender equality. Most participants found the training useful and said that this is the first time they discuss gender equality in a university setting. Students said that there is a lot to be done to improve gender equality in Romanian society, and that more can be done to improve gender equality in the university too. Students said that gender inequality is mostly manifested in student-student interactions, but some also mentioned that they feel treated differently in the university due to their belonging to one gender. Students also said that gender equality and gender-based violence are not topics that are usually addressed at the University level, but that they discuss about gender equality informally. 

The main success of this training was that once students participated, they became involved and evaluated the training as useful for their professional development. They also said that during the training they learned new information that they will use beyond the university environment.  Another success of this training was that students from the Faculty of Journalism requested this training twice—once for third year students and once for second year students (this one was held online, as requested by the students).
[bookmark: _Toc124239431]3.6. Integration of gender dimension in interdisciplinary academic research

	GEP Objective
	Establish an informal network of women researchers/teaching staff with interests and results in gender-sensitive interdisciplinary research

	Description of the action
	Identify teachers and researchers from our faculty in different domains with personal gender-related research who would like to join the informal meetings
The informal network proposed the development of an official platforma for gender research and the platform was developed in the Fall, 2022
Permanent correspondence with the network

	Indicator(s)
	Network created, 30 persons included (in continuous development)

	Thresholds 
	Very satisfactory: implemented

	Responsible person(s)/departure
	Corina Ilinca
Laura Grunberg

	Source of financing
	 ATHENA Project

	Results and Comments



In view of obtaining feed back for the design of the GEP-UB, the ATHENA team initiated at the beginning of the year an informal network of women academics from UB with teaching and research interests in the area of interdisciplinary gender-sensitive research. The initial list created by the ATHENA team was based on the information obtained during the documentation period and drew on the team’s personal contacts. The proposed list was open for additions, with proposals coming from all invited academics. At this moment there are aprox. 30 academics included in the network coming from diverse departments in UB. Their suggestions concerning what should be done in the area of gender equality in UB were taken into account in the drafting of the GEP-UB. The group considered among priorities the need for the creation of an institutional frame for exchanging information on research results in the area of Gender Studies, for promoting good quality results and professionalizing the domain, and for finding ways/means for future collaborations. 

As a follow-up of this suggestion, the ATHENA team made the necessary institutional arrangements and established the ICUB platform for research in the area of Gender Studies (see below).

	GEP Objective
	Development of the ICUB Platform for research in the area of Gender Studies

	Description of the action
	Proposals for the platform presented to the ICUB Director, obtained approval, designed the content, obtained the institutional webpage, constant promotion of upcoming monthly meetings where interdisciplinary research is presented.
Based on the meetings at the ICUB Platform for Gender Studies, a register with researchers in gender studies is developed and posted on the dedicated page of the platform with the names of the researchers, the title of their presentation and a link to their Google Scholar profile

	Indicator(s)
	2 meetings organised so far; 
7 presentations delivered in total; 
20 participants in total
A register with researchers from the University of Bucharest specialized/with interests in this field opened and permanently updated

	Thresholds 
	Very satisfactory: implemented

	Responsible person(s)/departure
	Corina Ilinca
Laura Grunberg
Carmen Chifiriuc – UB Vice-Rector, Director of ICUB 

	Source of financing
	ICUB

	Results and Comments



From the discussions at meetings of the informal supporters group for the implementation of the GEP, arose the need to develop a framework or a platform that facilitates the exchange of information on gender-related research conducted by members of the academic community within the University of Bucharest. Out of these discussions, UB Vice-Rector Professor Carmen Chifiriuc shared with the group the possibility to create a dedicated platform within the Research Institute of the UB (ICUB), taking into account the model of an already existent platform on another topic. In consequence, in the Fall 2022, the Platform for Gender Studies was officially implemented, now having its own website page and monthly meetings where professors, researchers and students present their gender-related research. Its interdisciplinary framework allows for the discovery of new possibilities of collaboration and further development of research projects. 

Until now, there were several presentations from various domains of study: from feminist research topics, transgender prisoners, research on gender equality plan implementation in the university, gender in disaster times to the history written by women. Scholars from different faculties joined to present their research interests and outcomes (see Annex 4.1 for details on the organised meetings).

Website of the Platform for Gender Studies: https://icub.unibuc.ro/the-gender-studies-platform/

[bookmark: _Toc124239432]3.7. Measures against gender-based violence including sexual harassment

	GEP Objective
	No specific objectives were set for 2022

	Description of the action
	Provide one concrete action that was implemented within this area and objective (You will find all information in Your action plan (excel file) 

	Indicator(s)
	

	Thresholds 
	

	Responsible person(s)/departure
	

	Source of financing
	e.g. institutional, Athena Project

	Results and Comments



Discussions were initiated with UB’s Ethics Commission regarding how the institution will approach this issue.

[bookmark: _Toc124239433]3.8. Institutional communication for gender equality

	GEP Objective
	Development of the Gender Equality website of the University of Bucharest

	Description of the action
	Gender Equality website & social media
Identify infrastructure to create an official UB website for the GEP
Regularly update the website with relevant ATHENA and GE-related news
Disseminate news on Facebook page

	Indicator(s)
	Creation of the official website
Creation of the official Facebook page
A total of 36 posts on website
A total of approx. 30 posts on Facebook
ATHENA Stakeholders conference (39 participants)
Attendance at 5 other conferences in order to promote the GEP-UB

	Thresholds 
	Very satisfactory: implemented communication strategy

	Responsible person(s)/departure
	Stefania Chihaia
Corina Ilinca
UB’s Communications Department

	Source of financing
	UB and Athena

	Results and Comments



In February 2022 we launched GEP-UB’s official website, and in June we published the Facebook page. We are using both platforms to communicate updates regarding the implementation of the University’s GEP and to disseminate relevant information, resources and news related to the implementation of the principle of gender equality in Romania.

GEP-UB Website: www.gep.unibuc.ro.
GEP-UB Facebook page: https://www.facebook.com/gep.unibuc/;

On the GEP-UB website and Facebook page, we posted announcements and materials pertaining both to the activities of the ATHENA-UB team and the GEP, and to the general pursuit of gender equality in Romania and abroad. These included:
· updates of the events and trainings related to UB’s GEP
· international conferences on GE
· related events organised by other Romanian institutions or NGOs
· news related to the ATHENA project (e.g., the ATHENA Toolkit)
· academic resources (e.g., articles, studies, reports, invitations to complete surveys related to GE) — including a page specifically devoted to such resources: https://gep.unibuc.ro/resurse/ 

Further, important announcements related to the implementation of the GEP were also posted on the University’s official website and newsletter.

The ATHENA-UB team represented the University of Bucharest at a number of academic events throughout the past year. These opportunities were used to present the university’s GEP, to share insights and take-aways regarding its development and implementation and to discuss the issue of GE in the Romanian academic environment.

8 December 2022. Guest Lecture, The West University of Timișoara
Laura Grünberg — „The gender equality plan in the academic environment. From resistance to conformation and (hopefully) commitment”[footnoteRef:9] [9:  More details at: https://gep.unibuc.ro/universitatea-de-vest-timisoara-prof-univ-dr-laura-grunberg-va-vorbi-despre-planurile-de-egalitate-de-gen/ ] 


27 – 29 October 2022. Presentation, “Decolonizing Feminisms" Conference, organised by the RINGS academic research network
Laura Grünberg — Presentation of a synthetic country report on the development of gender studies[footnoteRef:10] [10:  More details at: https://gep.unibuc.ro/ub-reprezentata-la-cea-de-a-opta-conferinta-anuala-si-adunarea-generala-a-retelei-academice-de-cercetare-rings/ ] 


25 October 2022. Stakeholders Meeting — "Action plan regarding the implementation of the principle of equal opportunities between women and men - Consultative dialogue regarding the development and implementation of measures to promote gender equality"
Laura Grünberg — Presentation of UB’s GEP and the ATHENA project to a number of 39 participants; workshop co-organised with ANES[footnoteRef:11] [11:  More details at: https://gep.unibuc.ro/stakeholders-workshop/ ] 


28 July 2022. Roundtable, Centrul FILIA — „Zero tolerance for sexual harassment in universities. How we can prevent and combat this phenomenon”
Laura Grünberg

12 – 14 May 2022. International Conference on Gender Equality: Global Challenges and Perspectives, Bucharest
Laura Grünberg — ”How to Make (or Not to Make) Gender Equality in Higher Education Work”[footnoteRef:12] [12:  More details at: https://gep.unibuc.ro/conferinta-internationala-pe-tema-egalitatii-de-gen-organizata-la-bucuresti-12-14-mai-2022/ ] 


As an additional activity, the ATHENA-UB team partnered with the UB project “University of Bucharest: an inclusive and equitable community.” The team contributed to the elaboration of 3 gender sensitive trainings (on gender equality, diversity and sexual harassment) for first-year UB students. The project aims to provide an introduction to all of the University’s students to the themes of gender equality, diversity, inclusion, and sexual harassment in the university environment. The modules are in the process of being integrated into the GEP-UB website and will become compulsory for students starting next fall.
 

	GEP Objective
	Efforts to increase the visibility of women's contribution to the development of higher education and research (renaming lecture theatres, classrooms, series of conferences, events, awards, etc.)

	Description of the action
	Under development is a document that offers recommendations regarding the promotion of UB women personalities by faculty. 
Concrete initiatives, such as: information on the pages of the faculties, events dedicated to the work of some personalities, renaming some rooms, portraits of female personalities, etc.

	Indicator(s)
	Development of the research methodology
Creating specific research instruments
Gathering the relevant data

	Thresholds 
	Satisfactory: under development

	Responsible person(s)/departure
	ATHENA Team (Stefania Chihaia, Corina Ilinca - main responsible)
UB’s Communications Department

	Source of financing
	UB

	Results and Comments





The documentation process for obtaining updated information on the visual representation of gender within UB (19 faculties!) has already begun. We have, by now, an initial desk survey with the names of teaching/conference/laboratory centers in UB (based on the information available online on each faculty’s webpage), proving the discrepancy between the female/male names. In order to obtain a more accurate and complete picture, we elaborated a first set of research instruments (for data gathering from each faculty), identified students volunteering for this task. The work is in the process of finalizing. We also consulted specialized literature in the areas of visual sociology, material/postmaterial studies and have preliminary discussions on possible articles to be elaborated. Based on the data gathered, we will prepare a set of  materials in order to initiate a debate and propose change. 

We are also in the stage of preparing  a circular e-mail to be sent to all Deans from UB, inviting them to invest efforts in making more visible the contributions of Romanian women academics to their students and also to send us proposals for names of personalities from their domains (with due attention for women). The circular letter will be endorsed by the Rector of UB, a strong promoter of the idea. Based on these proposals, in 2023 we will launch a campaign to name several conference/seminar/laboratory centers after the names of important women personalities of UB.

[bookmark: _Toc124239434]4. Conclusions and recommendations
[bookmark: _heading=h.2bn6wsx]
GEP-UB has been developed along 8 areas of activities, being an ambitious (maybe too ambitious) first plan for the institution. Since its official approval in May 2022, the majority of the activities planned for 2022 have been implemented or are in different stages of implementation. Very few have been postponed and some extra activities have been initiated. 

Comparing with the situation before the creation of the GEP-UB (see initial report on the state of affairs produced at the beginning of the project, i.e., “Report on national status in gender equality in Bulgaria, Spain, Italy, Poland, Portugal, Romania, Slovenia and Slovakia: Legislative and Policy Backgrounds to Promote Gender Equality in Research”), there are a series of quantitative and qualitative improvements that could be attributed to the activities undertaken within the GEP-UB. For example: (a) the capacity building efforts (the training modules organized) increased the awareness of the necessity for a GEP in the institution and revealed the type of gender-sensitive information that was missing before; (b) UB’s signing of the Diversity Charter implies an additional institutional pressure to develop activities connected with the area of gender equality; (c) the establishment of the Bureau for Inclusion, Diversity and Equal Opportunities and the inclusion of the GEP-UB among its responsibilities is a concrete progress in institutionalizing the topic of gender equality in UB; (d) the creation of the Gender Studies Platform for Interdisciplinary Research at ICUB offered the opportunity to place gender-sensitive interdisciplinary research on the institutional formal research agenda, which is a very useful step towards counteracting the hostile attitudes towards the domain.

Summary of activities implemented:

Governance for Gender Equality
The GEP-UB is legally approved at institutional level since April 2022 and it has received, in conformity with the national legislation, the legal operating endorsement from ANES- the National Agency for Equal Opportunities between women and men in November 2022. The GEP-UB has a place of its own at this moment within the institution. It is officially assumed as an ongoing project of the institution placed within an adequate structure re-organized in October 2022, namely The Bureau for Inclusion, Equity and Equal Opportunity, part of the UB “Direction for Strategic Orientation, Evaluation, Monitoring and Public Policies.” Although primary designed for social work needs and services, the bureau enlarged its objectives with those involving gender equality aspects. Therefore, there is a clear location as well as a small team officially designated by the Rectorate (complementary to the ATHENA team). For the moment, no staff position is specifically budgeted, but there is the promise that, after the finalisation of the ATHENA project, the coordinator of the implementation of GEP-UB will receive a management bonus. One person from the newly created Bureau and another from the Office of Statistics have also been officially designated to support the monitoring activities. A scholarship for a PhD student is also promised for secretarial/management support starting with 2023. 

Promotion and information activities
All the activities planned for 2022 have been implemented and some extra initiatives have been initiated. The GEP-UB website and Facebook page have been developed and constantly updated with information. The same is valid for the UB and ATHENA Newsletters. The database with stakeholders (ongoing activity) was regularly updated (we have a number of 10 partners) and an important stakeholder meeting took place in collaboration with ANES (25.10.2022, 39 participants).

Research activities
We consider that real progress has been made towards promoting gender-sensitive research. 
The establishment of the informal network of women academics (approx. 40 persons) and the Gender Studies Research Platform (as part of ICUB) proved to gather together human resources with interests in the field. The monthly meetings organized since September created a suitable frame for knowing who is doing what, and for sharing feedback and ideas. 

In terms of developing and strengthening the process of gender-sensitive data gathering, UB already has a good practice, as mentioned in our initial report. The team working at the Office of Statistics is gender-sensitive (majority of young PhD candidates/graduates who successfully completed Gender Studies courses), and a Rector with a sociological background is beneficial for encouraging development of adequate quantitative and qualitative data.

A series of gender sensitive research projects are under elaboration, such as:
· [bookmark: _Hlk122710016]Visual gender representation in UB (provisional title): Based on a set of analysis grid developed by the ATHENA team, with the help of students  volunteers, we started mapping the teaching and research spaces within all of UB’s 19 faculties in view of producing a report/article, as well as visual promotion materials on the topic. 
· The UB Rector also made a proposal/request to the ATHENA team for a future research component focused on the reverse gender gap, identifying the causes of the small number of young boys entering higher education in general and UB in particular

Capacity building trainings (GEPI, administrative staff, students, researchers, professors)
In conformity with ATHENA’s request, UB organized training sessions targetting specific groups. A total of 143 participants have been registered to these sessions (see Annex 3.2, UB trainings dashboard). The modules for the administrative staff have been the most successful, being carried on within the existing internal project of staff development. Using the organization support by the UB designated team made things happen more easily and with better results. Each module had a specific agenda and was designed as a collaborative, interactive training session. The evaluations proved that such trainings were, indeed, necessary, given the lack of information and knowledge in the area, as well as a desire to be informed and to discuss the themes on the part of participants.

Some extra activities relevant for the objectives of the GEP-UB took place. As a result of the visibility and good reputation of the project, the ATHENA team has been involved in other activities. Invited to collaborate as human resources with expertise in the area of gender equality in higher education members of ATHENA-UB have been: (i) involved in the UB project “University of Bucharest: an inclusive and equitable community.” We contributed to the elaboration of 3 gender-sensitive trainings (on gender equality, diversity and sexual harassment) for incoming first-year UB students; (ii) invited to participate as keynote speakers to academic events and present the GEP-UB (e.g., at the University of West Timisoara).

Very few activities have been postponed due to time constrains or other unexpected obstacles: training module for the professors and researchers (planed in time, but postponed due to unexpected event scheduled at UB in the same location with the training). A concrete plan for Communication within the GEP-UB has not been done, more efforts being invested in widely disseminating the activities developed within the GEP-UB and within the ATHENA Consortium. A series of extra activities were also undertaken, not initially planned for 2022.

Resistances and problems encountered
In terms of resistance encountered, we identified some passive, implicit or personal type of resistance. 
· The GEP has been (maybe too) easily approved by GEPI, the Senate, the General Assembly. No consistent feedback received in the process of designing, approval or implementation, which is a possible sign of passive resistance.
· “Loss of face” — an assumption that needs to be researched. It seems that certain academics, women included, do not want to be openly perceived as supporters, but informally congratulate us for the efforts.
· Limited or distorted knowledge about gender equality: the most frequent one—not seeing beyond (feminized) numbers (i.e., the issue of numerical vs. substantial equality); consequently not investing sufficient commitment for the GEP.

Problems encountered
· Covid and post-Covid difficulties.
· Functioning of the GEPI-UB. Designed on the basis of ATHENA’s request, the  board is too extensive, with the majority of persons with high position within their departments/faculties. Their involvement was not satisfactory. For the second part of the implementation of the GEP, we consider revisioning the working procedures and creating a smaller, dedicated group of UB persons willing to actively participate in the group decision-making process.
· Time constrains due to overlapping of the ATHENA tasks with GEP implementation activities. The compulsory activities from ATHENA sometimes negatively impacted the time availability for other GEP issues. The period for trainings, the diversity of target groups and the recommended target of 150 trainees proved to be too much. It would have been better (also in terms of quality) to conduct half of the sessions in 2022 and half in 2023. 
· Lack of interest from STEAM academics. We have not succeeded in more actively involving academics from the STEAM domains. Nevertheless, the Director of ICUB, a professor of chemistry, supported the establishment of this Gender Studies research platform.
· Lack of consistent support from the students. Our attempts to receive feedback from students, to involve them in research activities, and to offer gender-sensitive training were not very successful. We used the official faculties and UB students‘ organizations for dissemination of information, but the feedback was low. 
· Difficulties in developing the stakeholders database. The bureaucracy involved (official documents required, in conformity with the indications received) and more importantly, the lack of clear benefits for the partners (What do the partners receive/Why they should sign?) contributed to a small number of  official partners. Also it is a question of time consuming for the small Athena team.
· Limited human and financial resources. Up to now, there is no concrete, direct financial investment in the GEP-UB at the institutional level. Beyond the small ATHENA team (all of which are members with other responsibilities too) we tried to involve volunteers, but with little success. Nevertheless, there are promises that after the ATHENA project is finalised, the institution will allocate certain financial resources. 

Lesson learned (implicitly, recommendations) 
· More efficient structure for GEPI-UB. The Committee is a crucial actor in the implementation of the GEPs and should have been designed as to better serve the management of the process, with a smaller dimension (5 to 7 members), members with prestige and visibility, but not having many other responsibilities (they are too busy).
· Better planning of events within similar Horizon future projects, with adequate time allocated to different components and more simplified reporting procedures. The difference in size of different partner organizations should alsot be taken into consideration. The period for reporting the state of affair (documentation and research component) should be enlarged for a better pre-diagnosis in view of elaboration the GEPs.
· Better structuring of the following GEP-UB (for the next period 2024-2028), as to address fewer aspects with clearer indicators and concrete responsibilities.
· Simplifing procedures for becoming partners in the stakeholders database and offering more clear benefits (e.g. presenting them with regular information on issues of interest; to be done by whom?).


[bookmark: _heading=h.qsh70q][bookmark: _Toc124239435]Annex I – GEPVision data collected

UB - GEPVision Report for the Year 2022. Available at:
https://drive.google.com/file/d/1zh64NobK1binRAkaV7rW547e81HDf5xL/view?usp=sharing 
[bookmark: _Toc124239436]Annex II

Annex 1.1. 
The Gender Equality Plan of the University of Bucharest, approved on 20.04.2022. Available at:
https://drive.google.com/file/d/12fo8Oe01iut_H5f-rsGbRt4_Xt8nmYtk/view?usp=sharing

Annex 1.2.
Order No. 149 from 09.11.2022. ANES approval of GEP-UB. Available at: https://drive.google.com/file/d/1johm9Y2YxXckD9D5TpgeQaC30C877SXm/view?usp=sharing 

Annex 1.3.
UB signed the Diversity Charter in Romania, 31.10.2022 Available at:
https://drive.google.com/file/d/1rgrVb6_n75snxkfzAy5Lsz8s4b1napTt/view?usp=sharing 

Annex 1.4. 
Decision 573 from 14.09.2022. Regarding the establishment of The Bureau for Inclusion, Equity and Equal Opportunity at the University of Bucharest. Available at:
https://drive.google.com/file/d/1KY-sXlmTwNS0q-fmS1E2IPBxuJvTngIF/view?usp=sharing 

Annex 1.5. 
Decision 421 from 14.12.2021. Regarding the 5-year income raise methodology. Available at: 
https://drive.google.com/file/d/1XnUOFVPF-lLCWyCY9BvJtETnjW-WT59h/view?usp=sharing 

Annex 1.6. 
Methodology regarding the awarding of income raises, University of Bucharest, Faculty of Sociology and Social Work. Available at:
https://drive.google.com/file/d/1ieG-3RP-JoTHvRO8d2HsLRVxmtBROwoO/view?usp=sharing 

Annex 2.1.
GEP-UB operationalised by years. Available at:
https://docs.google.com/spreadsheets/d/1lQUR8drGN4OYR91z2VwH3NauY0eEI7EX/edit?usp=sharing&ouid=110812642708496871161&rtpof=true&sd=true

Annex 3.1.
Training modules for GEPI-UB. Available at:
https://docs.google.com/document/d/1j_TqBKFAZA49po-bjMGC3uwQqDF4h4MS/edit?usp=sharing&ouid=110812642708496871161&rtpof=true&sd=true 






Annex 3.2. 
[bookmark: _heading=h.1hmsyys]Trainings dashboard with trainings for UB administrative staff. Available at:
https://docs.google.com/spreadsheets/d/1wCf4z-vDb8j_KUZ_9KYoT_WKR_3AJ4ZI/edit?usp=sharing&ouid=110812642708496871161&rtpof=true&sd=true 

Annex 3.3. 
Trainings for UB staff and students. Photographs taken during the trainings are available at:
https://docs.google.com/document/d/1Bp_DhH6n_5y0Wox7KnhknVU9JYN_zmeC/edit?usp=sharing&ouid=110812642708496871161&rtpof=true&sd=true 

Annex 4.1.
Summaries of meetings organised by the ICUB Platform for Gender Studies:
1st meeting, 27 October 2022. Details available at: https://gep.unibuc.ro/prima-intalnire-a-platformei-de-studii-de-gen-icub-va-avea-loc-pe-27-octombrie/ 
2nd meeting, 24 November 2022. Details available at: https://gep.unibuc.ro/a-doua-intalnire-a-platformei-de-studii-de-gen-icub/ 
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