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Executive Summary 
In the context of the Horizon 2020 project, CALIPER, the Université Libre de Bruxelles (ULB) has conducted 

an analysis to identify gender bias and inequalities inside the Institution. 

This internal assessment followed the three ERA priorities on Gender Equality and examined them in the 

context of specific activity/service areas (e.g., human resources, institutional governance, institutional 

communication, research, teaching, student services, transfer to market, sexual harassment, 

intersectionality) inside ULB. 

The assessment depicts the situation based on data collected from the previous three years (2017-

2018,2018-2019, 2018-2020). ULB has carried out the research activities (surveys, interviews, focus groups, 

desk research), involving different stakeholders (high-, and middle-management level, professors, 

researchers, etc.), and collected their qualitative and quantitative data. 

These findings may lay the grounds for the design of the ULB’s Gender Equality Plan and its implementation 

and exploitation by the Institution as envisioned by the CALIPER project. 
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Introduction 

Purpose & Scope 
The internal assessment has been implemented by ULB as the first step towards structural changes. The core 

goal has been to identify the existing gender bias and inequalities in internal processes, practices and 

procedures. The further analysis has concluded on the exact situation of the organisation and on the 

measurement units useful to compare and monitor the progress. 

The internal assessment analysis has involved all the ERA priorities on Gender Equality1:  

1. Removing barriers to the recruitment, retention and 

career progression of female researchers. 

2. Addressing gender imbalances in decision-making 

processes. 

3. Integrating the gender dimension in research and 

innovation content. 

The above priorities have been addressed through the 

analysis of the following research institutions 

activity/service areas: 

1. Human resources 

2. Institutional governance 

3. Institutional communication 

4. Research 

5. Student service 

6. Teaching 

7. Transfer to market 

8. Gender/sexual harassment 

9. Intersectionality 

 

The matrix on the right represents how the 3 ERA priorities on gender equality in research touch upon the 

different activity- service areas/functions of ULB. 

 

 

 

 

 

 

 

 
1 Communication of the European Commission of the 17.07.2017 

Figure 1: Connections between ERA 

priorities and research institutions 

activity/service areas 
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Université Libre de Bruxelles (Research Performing 
Organisation) 
The internal assessment of the Université LIBRE de Bruxelles (ULB) that follows, stems from qualitative and 

quantitative data. The data has been collected by the institution researchers, through desk research and 

policy analysis, interviews, surveys and focus groups. 

The data validation 

The data collection process  

The data collection process included some adaptations of the methodology which are presented below:  

Quantitative indicators for the internal analysis: not all the demanded indicators are available at ULB (i.e. 

the data are not collected, or they are not centralised in a database). In some occasions, some indicators are 

available but at a level different from the one required (for instance, institutional instead of department 

level). Both the unavailability of some indicators and the adaptation of some other indicators is specified in 

the correspondent Excel file. We added a sixth column on the first page (‘List of indicators’) in which we 

describe this information. 

Survey: instead of using the proposed CALIPER survey, ULB has used data already available from two surveys 

carried out on similar topics (gender inequalities in scientific careers and sexism and sexual harassment at 

university) in 2017 and 2018 respectively. This choice can be explained by two main reasons: 1) time 

constraints due to the current pandemic crisis and 2) to avoid ‘respondent fatigue’ given the number of 

surveys already carried out on similar topics.  

Focus groups: two focus groups have been carried out for the internal assessment. Due to time constraints, 

not all the intervention areas were addressed in the discussion. Even with these adaptations, each focus 

group lasted more than 2 hours.   

Semi-structured interviews: no important adaptation has been performed. The advantage of semi-

structured interviews is their flexibility. Basing ourselves on the desk research previously carried out, we 

specified the broad questions suggested in the methodology to make them more meaningful to the ULB 

existing policies and practices. The questions were therefore more specific to the ULB context. 

Source of data 

The desk research and policy analysis has been based on the ULB published policies and internal documents. 

The extensive list of references can be found at 6.10 References. With regards to the interviews, sixteen (16) 

have been conducted. Attention was given to selecting people able to provide specific information on the 

background and future plans of the organization in terms of gender-equality in the specific areas. 

Two (2) focus groups also took place with eleven (11) participants. Finally, two (2) surveys were rolled-out 

with 1198 participants including researchers, members of the Deanery, Professors from different positions, 

staff of administrative and HR offices, etc. 

The figure below shows that the gender sample was quite balance during all the data gathering procedures.  
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Figure 2. ULB responders gender distribution 

As for the professional profile of the responders, many high and middle-level managers accepted to 

participate, while some middle-level participated at the focus group as well. 

 

Figure 3. ULB interviews and focus group responders’ position in the organisation  

The two surveys have been completed mainly by researchers and Associate Professors.  

 

Figure 4. ULB survey responders’ position in the organisation 

Before starting with the analysis, it is important to mention and present the current structure of the 

intervention areas at ULB.  
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General Administration 

The general administration consists of departments directly attached to the Director General and the Rector, 

and twelve departments (Chancellery, Department of Financial Administration, Teaching Department, 

Research Department, Department of External Relations, Department of Human Resources, IT Department, 

Department of Community Services, Department of Libraries and Scientific Information, Infrastructure 

Department, Transversal strategy support directorate, Joint Service for Prevention and Protection at Work) 

each under the direction of a Director. 

The Director General, appointed by the Board of Directors, ensures the general coordination of the 

departments of the General Administration among themselves, the coordination of these departments with 

those of the faculty administrations and the coordination between the latter. For this purpose, the Director 

General chairs the College of Department Directors and the College of Directors of Faculty Administration, 

whose missions, operation and composition are the subject of regulations approved by the Board of Directors 

after advice from the Academic Council. The Director General also has disciplinary authority over all 

administrative, technical, management and specialized staff. 

Department of Human Resources 

The mission of the HRD is the administrative management of the careers of the administrative, scientific and 

teaching staff of the University. It manages employment contracts, termination and end of contracts, leave 

and working time arrangements, pensions and early retirement, but also training, promotions and 

advancement, decorations, recruitment and support for transfer. The Human Resources Department is 

composed of 5 departments: 

• The Administrative, Technical, Managerial and Specialized Personnel Service (SPATGS) 

• Contract Research Personnel Services (SPRC) 

• The Teaching and Scientific Personnel Service (SPES) 

• The Selection, Recruitment and Transfer Service (SSRM) 

• The Support Service and Transversal Missions (SSMT-DRH) 

Department of Communication and External Relations 

The mission of the Department of Communication and External Relations is not only to strengthen ULB's 

visibility, image and presence in Belgium and abroad, but also the institution's communication, coherence 

and internal synergies. The priority objective is the construction of a strong image, both inside and outside 

the University. The Department contributes to external promotion and to a better internal awareness of 

ULB's performance, values and innovations, which make ULB's originality and assets. Within the Department 

of Communication and External Relations, there are the following services: 

• The International Relations Service is in charge of international relations and the promotion of the 

University abroad. 

• The Communication & Institutional and Promotional Events Service promotes the flow of information 

and ensures the promotion of ULB and the consistency of its brand image, both inside and outside 

the University.  

• The Promotion & External Support Service 

o Alumni 

o Infor-emploi 

• The Brussels University Alliance 

Research Department 



Internal Gender Equality Assessments – ULB   

This project has received funding from the European Union’s Horizon 2020 research and innovation 

programme under grant agreement no 873134. 

The Research Department informs and assists ULB researchers in the search for funding, the setting up and 

management of research projects as well as in the socio-economic valorization of research results. The 

Research Department also provides support to doctoral and post-doctoral students, in particular in terms of 

training and career development. Organization: 

• Vice-Rector for Research and Development 

• Director of the Research Department 

• Research support service : 

o Doctoral cell 

o Europe Unit 

o Contract Administration Unit 

o Research unit (FNRS, institutional funds) 

• Technology Transfer Office (TTO) : 

o Team support unit 

o Business Unit 

o Intellectual Property and Development Unit 

o Administrative Management Unit 

• Cross-cutting missions : 

o Legal Unit 

o Communication Unit 

o Information Technology  

o Organization of scientific conferences  

Teaching department 

Under the leadership of the Vice-Rector for Teaching, Learning and Quality, the Teaching Department is the 

privileged interlocutor for all questions relating to teaching. The services of the Education Department:  

• Audiovisual Centre (CAV) 

• Educational Support Centre (Centre d'appui pédagogique - CAP) 

• Information, guidance, relations with secondary and higher education (InfOR-études) 

• Learning Management Support Service (LMSS) 

• Time & Audience Support and Coordination Service (SACHA) 

• Continuing Education Service (CE) 

• Student Mobility Service (SME) 

• Support service and cross-cutting missions (SSMT) 

• Enrolment Service (SIE)  

 

Joint Service for Prevention and Protection at Work 

Prevention and protection at work is the set of provisions or measures taken or planned at all stages of the 

activity of the undertaking or institution with a view to avoiding or reducing occupational risks. Prevention 

also makes it possible to safeguard health and improve well-being. Well-being at work is defined as all the 

factors relating to the working conditions in which the work is carried out: safety at work, protection of 

worker's health, psychosocial aspects of work, ergonomics, occupational hygiene, workplace beautification, 

environmental measures. Services: 
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• Occupational Medicine 

• Psychosocial aspects 

• Physical Control 

• Risk Management 

Internal assessment analysis of the activity/service areas 

1. Human resources  

Through the desk research, the following have been concluded in regards with the recruitment procedures 

of ULB. A short presentation of the procedures is described below:  

Partnerships with external organizations to disseminate ULB job postings to other networks in order to 

promote diversity of applications 

Quantitative and qualitative analyses carried out for the design of the Diversity Plan show that ULB staff is 

not as diverse as the Brussels population, particularly in terms of the dimensions of specific needs and cultural 

or origin diversity. The aim of this Diversity Plan action is to increase the number of applications for the 

recruitment of these categories of people. At present, job offers are advertised on the ULB website (as well 

as on Euraxess and Academic Positions for academic and scientific posts). The project consists in organizing 

partnerships with organizations such as Actiris and Diversicom (the employement agency for the Brussels 

Region) to disseminate ULB job offers to these audiences. A partnership with an organisation facilitating the 

employment of people with disabilities is foreseen in the Plan. Diversicom is a non-profit organisation that 

facilitates the employment of people with disabilities on the basis of their skills. Among other things, it 

connects employers and people with disabilities. 

Use of gender-neutral language in job advertisements 

As part of the Diversity Plan, in 2018, ULB wrote guidelines for more inclusive communication. These 

guidelines should be applied to the drafting of job offers to ensure that they do not present any gender bias. 

Currently, the HR Department is working on standardizing functions for the administrative and technical staff. 

The job functions will therefore have to be written or gender-inclusive manner. According to the Plan, as a 

first step, research is to be carried out to adapt the guidelines to the writing of job offers. Then, these 

guidelines are to be presented to the people writing the job offers.  

Recruitment and hiring regulations 

ULB staff is composed of three different “bodies”: the academic staff, the scientific staff (temporary and 

permanent) and the administrative and technical staff. The recruitment and hiring procedures differ for each 

of them. Gender sensitive protocols and policies for recruitment and hiring exist for the academic and 

scientific staff. These policies can be found in the Texte coordonné des dispositions relatives à la carrière du 

corps scientifique et du corps académique [Coordinated text of the provisions relating to the careers of the 

scientific and academic staff]. We describe below the procedures for each body.  

Gender analysis of the regulation 

The regulation establishes transparent general criteria for the recruitment and hiring of academic staff, both 

in relation to the dossier and the evaluation. However, these general criteria need to be interpreted by the 

boards in each disciplinary field and for each vacancy to make them concrete. It is in this context that gender 

biases and other types of biases can take place. 

In relation to the gender sensitivity of the general criteria established, it is a well-known fact that the 

requirement of research stays abroad may be an obstacle in the academic career of women, especially for 

those who have children. In this sense, it is important to underline that the eligibility conditions of the 
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regulation include having post-doctoral experience but not necessarily abroad (as it was the case before). In 

a similar vein, the dossier should include a note on “international achievements and projects” (not on 

international research stays). In the evaluation grid, the criteria “internationalisation of research” is 

described as “member of research networks, responsibility at the international level”. This change proves 

the University willingness to removing barriers for women’s academic career. However, we may ask ourselves 

about the feasibility of having both international experience and post-doc experience without spending time 

abroad and how the criterion is interpreted by the evaluation boards.  

Another criterion of the evaluation grid in relation to research is the realisation of research stays outside the 

institution where the PhD was carried out. Candidates are asked to describe the duration, relevance of the 

stays and quality of the host teams. Although it does not require research stays outside Belgium, the change 

of institution may also imply a displacement.  

In relation to teaching, one of the criteria refers to the evaluation. In the case of previous teaching 

experience, this section should integrate the report of the pedagogical commission on the students 

evaluation of teaching (SET). However, although results are contradictory, many studies prove a gender bias 

in SET (Basow & Martin, 2012; Boring, 2017). If a gender bias against women exists, it can be detrimental to 

include this criterion in recruitment processes. In that regard, ULB is currently carrying out a study to assess 

the existence of gender biases in SET, examining both scores and comments. Moreover, although many 

professors do not know it, the report of the pedagogical commission on SET can be accompanied by a note 

of the professor concerned explaining the particular results. 

Regarding the type of criteria that are assessed for recruitment, it is important to note that these assess and 

value research, teaching and international development activities, whereas community services are not 

prioritised in the first stages of the career. However, community services are very often performed by female 

academics. According to the evaluation grid, research and teaching activities are equally valued. International 

development activities received a separate special mention in the grid. 

The statistics form the last three years (2017-2018, 2018-2019, 2019-2020) show that for the applicants on 

institutional positions, more males shortlisted, the recruited persons have been mainly males but the 

percentage of the recruited females is very close to those of males (e.g. 42% females/58% males). The 

proportion of women grade A/B/C/D at the two STEM departments, Polytechnic School and the Faculty of 

Science staff, is lower than men. The Glass Ceiling Index for the Polytechnic School is calculated 23,6 (GCI 

(A+B+D/A)) and for the Faculty of Science, 11,7.    

The requirement of gender parity in evaluation boards (at least 1/3 of each gender) is a very positive change 

in the regulations. 

These questions are further explored in the interviews, particularly the extent to which the regulations are 

respected by the boards, as well as their impacts on women’s and men’s academic career. 

Gender analysis of the regulation: For the temporary vacancies outside the post-doc ones, the regulation for 

the recruitment of scientific staff establishes the few eligibility conditions and elements to be included in the 

dossier by the candidates. However, as opposed to the recruitment of academic staff, it does not set the 

criteria to assess the dossiers and does not provide with a standard evaluation grid. Biases can thus interfere 

more easily. The scientific board that examines and classifies the dossiers and the faculty council that 

validates the final decision are not required to be gender-balanced.  

For post-doc vacancies, it establishes the evaluation criteria to be taken into account, including not only 

research and teaching activities, but also administrative and logistic ones. The international criterion is also 

included, but it does not set the requirement of research stays abroad. It aims to “highlight the international 

influence of the candidate's current and future career in the fields of research, teaching or development 
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cooperation (post-doctoral stays, inter-university collaborations, participation in international networks...)” 

(p. 30). A detailed evaluation form, provided in the annex of the regulation, is required to be completed by 

the faculty scientific board. The boards examining the dossiers are not required to be gender-balanced. 

It is important to note that a research stay of 6-12 months outside the University is mandatory within this 

type of research contract. However, it can be split in several periods of time and it can take place in another 

University (foreign or Belgian), in a company, in an administration, within the framework of cooperation or 

in the field where the postdoctoral researcher works. 

For the permanent research logistician vacancy, the eligibility conditions and elements to be included in the 

dossier by the candidates are described. However, it does not set the criteria to assess the dossiers and does 

not provide with a standard evaluation grid. The five referees should respect gender balance, but not the 

evaluation boards.  

Combating discrimination in selection and promotion boards  

In addition to these regulations, a new measure has been included in the Diversity Plan in 2019 to combat 

discrimination within selection and promotion boards.  

The objective of this action is to combat bias in the recruitment, appointment, promotion and evaluation 

processes in order to promote the representation of diverse people in the academic body and in the highest 

levels of government. To this end, an animated short film has been created to raise awareness of these biases 

among members of selection and evaluation boards and commissions. This short film is sent to each person 

when invited to participate in a jury (for example, thesis juries) or a selection or promotion commission. 

Indeed, the first step to fight against biases is to raise awareness about them. These biases are related to 

gender but also to other forms of diversity such as sexual orientation and gender identity, age, disability, 

religious and philosophical beliefs, alleged race or origin.  

The current statistics (2017-2018, 2018-2019) for recruitment or promotion boards/panels at institution 

level, show that male percentage is higher than female.   

Recruitment of persons with special needs  

This action is also part of the Diversity Plan. Since March 2018, for scientific and academic positions 

administrative, technical job postings encourage applications from people with special needs and offer 

candidates reasonable accommodation.  However, there is a need to facilitate the implementation of this 

measure. To this end, five sub-projects have been proposed within the Diversity Plan: 

• Establishment of agreements with external bodies to provide ad hoc assistance during job 

interviews for candidates with disabilities when the necessary resources are not available 

internally. The aim is to respond to the requests expressed by candidates and to find support 

quickly. This will involve examining the demands that are likely to arise and identifying possible 

partners. For example, a sign language interpreter might be required (the association Info Sourds 

could respond to this request). This information, collected by the Disability WG, will then be 

passed on to a contact person in the HR department. A budget line will have to be foreseen 

(budget that can be mobilized according to needs) that can be adapted from one year to another 

according to the requests. 

• Identification of easily accessible premises on each campus to persons with reduced mobility, for 

the conduct of job interviews using the Full Access project. 

• Incorporation of the text setting out the policy of equal opportunities in recruitment in job offers 

for the scientific and academic staff. Information about accommodation will have to be 

disseminated to faculties and solutions will have to be coordinated with those proposed for the 

administrative and technical staff.  

https://www.youtube.com/watch?v=MZeL4Vt2FMk
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• Drawing up and disseminating a procedure for the introduction of recruitment accommodation 

so that everyone involved in recruitment can have easy access to the necessary information. 

Job analysis for administrative and technical job offers. As advertised in the job offers, for any proposed 

position, an analysis of the capabilities and functions required to fill it is available upon request. This analysis 

requires working time for each new job offer. The budget requested for this action is the estimated working 

time for all the actions concerning the recruitment of persons with special needs for human resources as well 

as for Action 5 in the field of personnel management which aims at improving the reception of persons with 

disabilities (0.5 full-time equivalent Level 2) 

In the sub-area of career progression there are certain measures to support the underrepresented gender 

at the institutional level.  

Promotion regulation (Academic staff) 

At ULB, the Texte coordonné des dispositions relatives à la carrière du corps scientifique et du corps 

académique [Coordinated text of the provisions relating to the careers of the scientific and academic staff] 

establishes the conditions for the promotion of the academic staff (from the rank of “first assistant/lecturer” 

to “professor” and from the rank of “professor” to “ordinary professor”). Since the scientific staff is not 

permanent, the promotion procedures do not apply to them (there are no promotions, but recruitments).  

Members of the academic staff are not automatically entitled to promotion. The number of promotions 

granted each year depends, inter alia, on the University's budget, the average cost of salaries of the 

University's academic staff and the composition of the academic staff. It is announced each year by the Rector 

and ratified by the Academic Council. Promotions to the rank of professor are granted on the basis of 

internationally recognized research work and teaching record, all of which must demonstrate a clear 

evolution since appointment to the academic body. The rank of ordinary professor is reserved for careers 

that are distinguished by their exemplary nature in the combined fields of research, teaching and community 

service. 

Gender analysis of the regulation: As it was the case with the recruitment procedures for academic staff, the 

regulation establishes standard and transparent general conditions and criteria to evaluate the dossiers for 

promotion. However, although community services are taken into account at least since 2014, they still play 

a secondary role in the promotion from first assistant/lecturer to professor. 

The "Cascade measure”2 is a very positive action to support the career progression of women. It has the 

advantage of combating the erosion of gender equality at the highest levels of the academic career and of 

encouraging, from the very beginning of the career, the introduction of women's as well as men's dossiers. 

Mentoring/training programs for academic staff and scientific staff 

A mentoring pilot project was launched in 2018 within the Diversity Plan. It is aimed at new academic staff, 

both women and men. The principle of mentoring is that an experienced person provides support and shares 

his or her expertise with a less experienced person through a privileged and confidential interpersonal 

relationship.  

• New Academic Staff Support Programme (DANA - Dispositif d’Accompagnement des Nouveaux 

Académiques): it is a training and professional development programme for newly hired 

academic staff. This three-year programme is based on three main lines of action: 1) Individual 

professional development plan, 2) Mentorship Program and 3) Elective training program. 

 
2 ULB gender policy – « Cascade measure » (13 December 2016): video explaining the “Cascade measure” (what it is and 
what it is not) to the University community. 

https://portail.ulb.be/fr/enseignement/formations-pour-les-enseignants/formation-initiale-dana
https://www.youtube.com/watch?time_continue=1&v=gg7KjTBN7HA&feature=emb_logo
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• ULB EURAXESS Career Development Centre for Researchers : its primary mission is to coordinate 

the provision of general training and career development support for researchers. As part of its 

human resources strategy for research (EURAXESS HRS4R), ULB has developed a comprehensive 

programme of general training to help its researchers acquire cross-cutting skills (in addition to 

specific scientific skills) and develop their careers at all stages. These free trainings can take 

different forms (training in small groups, personalised coaching) and cover the following themes: 

communication and languages, research, supervision and management, teaching, career 

management and skills.  

Statistics at Institutional and faculty level for the last three years, present a bit higher percentage of men 

having achieved promotion, both at the academic and administrative levels. 

In the sub-area of work-life balance, through the survey, it was identified that both women and men feel a 

conflict between their personal/private life and their professional life (mean = 4,204 in a scale from 1 = never 

to 6 = always). However, women experience that conflict more than men (the difference is statistically 

significant). When being in a relationship, the distribution of household chores between partners was 

perceived as having a negative influence on the work performance of 23% of women and on only 11% of 

men. Through the desk research, the following existing policies and measures have been identified at ULB:  

Leaves: 

● Maternity leave: up to 15 weeks. 

● Birth leave (for father/female partner): up to 10 days. 

● Parental leave (up to 4 months full-time): a specific leave that allows an employee to reduce their 

working time or suspend it temporarily to take care of their young child(ren) (until they are 12 years 

old). The duration can vary. 

● Breastfeeding breaks: it allows to take breaks to breastfeed a baby or pump the milk. Duration of 

these breaks: if the employee works at least 7h30 per day, she can have 2 x 30 minute breaks (one 

after the other or in 2 stages), if she works less than 7h30 but more than 4 hours a day, she can only 

take one 30-minute break. Until the baby is 9 months old. 

● Adoption leave: up to 4 weeks if the child is older than 3 years old, up to 6 weeks is the child is 

younger than 3 years old. 

● Time credits: it allows the employee to reduce or temporarily suspend their work. To obtain a time 

credit ("with reason" or "end of career"), they must meet certain conditions of access. 

ULB also offers several services for staff with children:  

● Several nurseries on campuses for babies from 2 to 36 months. 

● Workshops for children during school holidays: during the school holidays, ULB Sports welcomes 

children from 3 to 15 years old on the Solbosch and Erasmus campuses and offers a wide range of 

sports, fun, cultural and scientific activities. 

● Other ludic activities for children, such as the festival “La St-V des enfants” and “l’Université des 

enfants” (“Children’s university”), an activity in which the ULB opens its doors to children from 6 to 

12 years old to encourage curiosity as early as possible and to facilitate the learning of sometimes 

complicated notions in an original and playful way. It has the mission of helping the youngest children 

to discover the many fields of knowledge and research. 

● Reception of doctoral students' children (Action 21 of the Diversity Plan): the University offers, to 

students and staff members who request it, a nursey for children aged 2 months to 36 months all 

year round from 7:30 am to 6:30 pm. However, these solutions are not available in the evenings 

during conferences, nor for temporary staff such as doctoral students during summer school. The 

objective of this project would be to reflect on how to deal with family situations. A first experiment 

https://www.ulb.be/fr/euraxess/ulb-euraxess-career-development-centre-for-researchers
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was carried out during the Brulau (doctoral school for gender studies) organised by STRIGES (an 

interdisciplinary research structure on gender and sexuality). 

The statistics at institutional level of the last three years (2017-2020) show that more females applied for 

parental leave of 1/5 time reduction, and more males applied for parental leave of total suspension. 

Regarding the career drop-outs, the percentage of female academics is lower than males. On the contrary, 

the scientific females’ percentage was higher than male for the years 2017-2018 and 2019-2020, but lower 

on 2018-2019. The drop-outs (resignation or non-renewal of contract by the worker) of female academic and 

scientific staff is higher than males. Finally, the gender ratio on part time/flexible hours arrangements is 

balanced both for full time and part time administrative, scientific, and academic staff. 

ULB offers health services: 

● The ULB Medical Service offers consultations in general and specialist medicine to the entire 

university community on the Solbosch campus: general medical consultations, specialist medical 

consultations (cardiology, gynaecology, dermatology, gastroenterology, psychiatry), sport medicine 

consultations, osteopathy sessions, physiotherapy sessions, blood samples, nursing, an emergency 

service. 

● The family planning centre Aimer à l’ULB located on the Solbosch campus provides employees and 

students with a multidisciplinary team of doctors, psychologists, psychotherapists and a family 

lawyer-mediator. It aims at prevention, reception and accompaniment for all questions related to 

sexual and emotional life. 

● PsyCampus: a team of psychiatrists, psychologists and social workers. 

● The University has taken out a group "hospitalisation" insurance policy for its staff for any stay in 

hospital, even for one day (One day clinic). 

In the sub-area of well-being, according to the survey, both women and men are quite satisfied with their 

job (mean = 4,90 in a scale from 1 = not satisfied at all, to 7 = very satisfied). There is no statistically significant 

difference between women and men in job satisfaction. There is also no difference in the perception of 

professional recognition reported by women and men. However, women reported having felt more 

physically and emotionally exhausted and stressed than men in the three months previous to the survey 

(women reported benefiting from less well-being than men). When it comes to policies for equal pay, salaries 

at ULB follow a formally defined scale. The scales for the different types of staff and functions are available 

on the intranet of the University. According to the type of contract and function, anybody can check the 

corresponding scale. However, there is no specific policy on equal pay. 

The figures below depict the above information on the current situation. 

 

Figure 5. ULB HR current situation (part A)  
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Figure 6. ULB HR current situation (part B) 
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Figure 7. ULB HR current situation (part C) 
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Figure 8. ULB HR current situation (part D) 
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2. Institutional governance  

ULB is a university very committed to gender equality. At ULB, the gender policy is included in the areas of 

competence of a Vice-Rectorate (Vice-rector of academic policy and career management, in charge of gender 

and diversity policies) and the mandate of an advisory function to the Authorities (Adviser to the University 

Authorities for Gender Policy). The different gender equality measures and actions can be found in the 

“Gender equality charter”. They address the institutional governance, human resources, teaching, research, 

students and communication. ULB has also a designated gender contact person for the University and a 

network of contact persons in every faculty. These people are in charge of disseminating relevant information 

regarding gender issues, both internally and externally. Since 2018, the University has a Diversity Plan 

(including a focus on gender, gender identity and sexual orientation) funded by the institution. Two people 

were permanently recruited within the Plan: one full time person responsible for the gender equality and 

diversity policy and one part-time person in charge of the inclusion of disabled people in recruitment 

processes. A researcher was also hired in 2019-2021 in order to carry out two studies: the examination of 

gender biases in students’ evaluations of teaching and the improvement of diversity measures (migration 

origin). The ULB engagement to gender equality and diversity can also be seen in the budget allocated to the 

Plan: 144.535 euros. 

In terms of gender disaggregated data, a report on gender equality (“Rapport sur l’état de l’égalité de 

Genre”) at the University is prepared annually. The last version of the Rapport Genre (2018-2019) includes 

gender-disaggregated indicators concerning students (bachelor’s, master’s and PhD’s enrolment and obtain 

of degrees, disciplines), ULB staff (administrative, academic and scientific staff) and the composition of ULB 

management bodies. It also includes gender-disaggregated data on other information such as the number of 

PhD scholarships received, the number of Doctor Honoris Causa and other recognition prices attributed, the 

attribution of research funding, and the number of participants in the Erasmus programme. The report 

includes also a very important section on good practices for gender equality in different areas: institution, 

human resources, teaching, research and community services. The third section presents an inventory of 

master’s and doctoral thesis adopting a gender perspective. 

In the sub-area of decision-making bodies, according to the Texte coordonné des dispositions relatives à la 

carrière du corps scientifique et du corps académique (Coordinated text of the provisions relating to the 

careers of the scientific and academic bodies), the composition of the commissions that evaluate the 

recruitment and promotion of the academic staff must be gender-balanced. 

In the sub-area of gender equality bodies, the ULB does not have a Gender Equality Body or Unit as such. 

However, it has established: 

● A Vice-Rector on Gender Equality and Diversity. 

● A full-time Gender and diversity officer (permanent position). This is an action included in the 

Diversity Plan. This person has recently been hired and it has not been decided yet where she will be 

placed in the organisation structure. 

● A part-time researcher (2-year contract) within the Diversity Plan. 

● A gender advisor (a gender scholar, member of the academic staff, who advises the authorities on 

gender matters). 

● A ULB gender contact person (the contact person for external members). 

● A network of gender contact persons from each faculty (contact persons for internal members). 

● In some faculties (e.g. Faculty of Psychology) there is a gender commission which organise awareness 

raising activities and other gender equality actions. 

● ULB also has a feminist student association. 

The figures below depict the current situation, described above. 



Internal Gender Equality Assessments – ULB   

This project has received funding from the European Union’s Horizon 2020 research and innovation programme under grant agreement no 873134. 

 

Figure 9. Institutional governance current situation  
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3. Institutional communication  

According to the desk research, when it comes to external and internal communication, at the institutional 

level, the ULB has a guideline on inclusive communication, but there are no trainings about it. The guideline 

is available to all staff member on the University’s intranet. It offers basic knowledge and different ways to 

implement inclusive communication. However, the use of inclusive language is not mandatory, it is a 

recommendation. Within the Diversity Plan there are also some measures targeting inclusive 

communication: the use of a non-sexist language in job advertisements; training in communication 

modalities accessible to people with special needs; writing and distribution of articles on different themes of 

diversity in internal communication tools; and the feminisation of ULB's premises names based on 

remarkable women rooted in ULB's history and values. 

In relation to the website, at ULB there are many dedicated pages to gender equality and diversity. They 

present the gender and diversity policy at the University, the gender and sexuality research structure 

(STRIGES) and the different academic programs on gender. A few examples include:  

● ULB webpage dedicated to diversity policy (link): It presents the diversity policy of the University, the 

Report on the Thematic year on Diversity (including all the projects and actions implemented) and 

links to the webpages of specific axis of diversity (gender policy, students with special needs, 

thematic year on diversity, avoidance of bias in recruitment): 

● Gender equality policy webpage (link): This website includes information about (Gender Equality 

Charter, Report on the state of gender equality at ULB, Combating sexism and harassment, STRIGES, 

Interdisciplinary Research Structure on Gender, Equality and Sexuality, Inter-university Master's 

Degree in Gender Studies, etc.)  

● Students with special needs webpage (link): information and contact details for students who apply 

for the status of “student with special needs” to benefit from special measures to for access to higher 

education. 

At the same time, there are few awareness raising campaigns aimed at fighting stereotypes including a 

thematic year on Diversity (2017-2018): ULB dedicates each academic year to a specific theme that it 

promotes. In 2017-2018, the thematic year was dedicated to the topic of diversity, which included gender 

and sexuality, culture and origins, socio-economic condition, age, disability and philosophical convictions. A 

dedicated website was created. It was the occasion to launch new projects promoting diversity at the 

University, as well as many awareness raising activities: Poster campaign against sexism, homophobia and 

transphobia. The list is non-exhaustive and more campaigns have been organized throughout the years.   

Finally, ULB does not have a specific complaint mechanism in case of sexist communication, but the 

institutional communication service is open to modify its communication if they are informed about it. 

4. Research  

In the sub-area of research content, the ULB is very sensitive to gender issues and takes measures to correct 

gender biases and inequalities. However, the University is reluctant to target specific research topics by 

means of specific funds or other means. There is no allocation of funds for specific programs on gender 

studies, but such funds do not exist on any other subject either. The reason is that the freedom of researchers 

is a fundamental value of ULB, the University cannot set a specific research agenda. There are no policies or 

guidelines on the integration of the gender analysis in research at ULB.  

At ULB there are different gender studies departments: 

https://www.ulb.be/fr/l-ulb-s-engage/diversites
https://www.ulb.be/fr/diversites/egalite-des-genres
https://www.ulb.be/fr/aides-services-et-accompagnement/accompagnement-des-etudiants-a-besoin-specifique
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● STRIGES - Structure de recherche interdisciplinaire sur le genre, l’égalité et la sexualité 

(Interdisciplinary research structure on gender, equality and sexuality). This research structure is 

hosted by the Maison des Sciences Humaines (MSH) of the ULB, an interdisciplinary centre that aims 

at underlining the importance and visibility of the human and social sciences (HSS). STRIGES includes 

academic and scientific members from different HSS disciplines (psychology, education, languages, 

social sciences, philosophy, religion, political sciences, architecture) working on gender and sexuality 

issues. It organises conferences, seminars and workshops, a PhD day on gender studies and 

participates in different research projects. 

● The Atelier Genre(s) et Sexualité(s) (Gender and Sexuality Workshop) was launched in June 2005. It 

has become, over the years, one of the main seminars on gender and sexuality in Belgium, acquiring 

an important national and international reputation. Since 2017, the Atelier has become a research 

unit in its own right within the Institute of Sociology. However, it continues its policy of collaboration 

with other partners, working regularly with ULB research centres and other universities, STRIGES, 

Sophia (the Belgian gender studies network) and civil society actors. 

https://ags.centresphisoc.ulb.be/ 

The statistics of the last three years show that the percentage of male participants in research is higher than 

females. They are the majority of the project Leaders, Principal Investigators, and Patenting. In addition, MScs 

and PhD thesis are consider the gender dimension only at departments for humanities and social sciences. 

The figure below depicts the current situation. 
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Figure 10. ULB Research current situation
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5. Student services 

In the sub-area of gender sensitive/gender specific Information/guidance to prospective students, it was 

identified that there are two websites as key points of information: a) InforSciences is the Department of 

Science Dissemination of the Faculty of Sciences of the ULB and b) InforEtudes: Information, counselling, 

advice and personalised workshops, the Infor-Études service welcomes prospective and enrolled students all 

year round, guides them and advises them on their choice of studies. On the two websites there is no 

information regarding gender equality initiatives and/or the incorporation of the gender perspective in the 

content of the different activities. 

The figure below depicts the current situation. 

 

Figure 11. ULB student services current situation 

 

6. Teaching  

No policies or guidelines are in place regarding the gender dimension into curricula. The Learning Support 

Centre is in the process of developing a Guide on Gender in Teaching. A first version has been sent to different 

actors in the University for revision, but the Guide has not yet been finalized. It is an ongoing project. The 

Guide will be aimed at ULB teachers but it will also be shared with members of the CAP pedagogical network. 

For gender in teaching, the Centre d’appui pédagogique (CAP) (Learning support centre) offers a 2-hour 

workshop called “Is my teaching sexist? Gender equality in higher education pedagogy”. This training focuses 

on the curriculum, the interaction of teachers with students and the evaluation of teaching. It is carried out 

once a year on a voluntary basis. 

The figure below depicts the current situation. 
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Figure 12. ULB Teaching current situation 

7. Transfer to market - external relation - third mission 

Currently, ULB does not have a database of collaborative research projects with a gender dimension. This 

type of projects exists but it is very difficult to say how many there are. With regard to the gender sensitive 

actions on enhancing transfer to market of scientific research results, ULB is reluctant to encourage one topic 

or one perspective in knowledge transfer to market. Although the presence of educational/science 

communication projects with a gender component is covered by InforScience.  

InforScience was initially created as a service of the Faculty of Sciences in 2001 with the aim of bringing 

together different initiatives for the promotion and dissemination of science. This unit has many 

collaborations with other universities and many external partners. InforScience participates in the Study Fair 

(a fair where high school students can meet the universities in order to better orient their choice of studies), 

in the open doors of the University, elaborates explanatory brochures of studies at the Faculty of Sciences 

and manages the page of the website dedicated to orientation. InforScience is particularly attentive to the 

(visual) representation of women in certain orientation activities. 
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The statistics of the recent years show that the percentage of male researchers who belong to spin-off teams 

is higher than females. Also, more males participated in the relevant summer school event. In addition, more 

males are transferring the research results into patents. The figures below depict the current situation. 

 

 

 

Figure 13. ULB Transfer to market current situation 

8. Gender/sexual harassment 

ULB has a plan to fight against sexual harassment and sexism at the University. According to the desk 

research, there are several measures including:   
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● Project to combat sexism and sexual harassment at the university: A project to combat sexism and 

sexual harassment at the university was launched in 2017. On March 10, 2017, with the conference 

« Université libre de harcèlement ? » ("University free from harassment?") ULB began a process of 

reflection. This led to a project to fight against sexism and sexual harassment at the university, in 

collaboration with the Université de Genève. 

● Disciplinary regulations: On November 13, 2017, the disciplinary regulations for students, faculty 

and scientists at ULB were modified. They now include an explicit prohibition of discrimination on 

any grounds whatsoever, as well as of intimidation, violence, threats or harassment. 

● Poster campaign: On 23 November, on the occasion of the conference “Au-delà du décolleté : l'ULB 

contre le sexisme et le harcèlement à l'université" ("Beyond the Neckline: ULB against sexism and 

harassment at university"), the poster campaign was officially launched. Numerous awareness-

raising posters were displayed throughout the campus for several months. 

● Network of contact persons: A network of contact persons was created at the beginning of the 2017-

2018 academic year. These focal points (from the administrative, scientific, faculty and student 

bodies) refer students, victims and witnesses of sexism and sexual harassment to the appropriate 

people to follow up on each situation. Although members of the scientific and academic bodies and 

administrative staff can also call upon the focal points, trusted persons are trained to deal with these 

issues.  

● Guidance and support centre for students at risk of harassment : In September 2020, the CASHe 

(Centre d’accompagnement et de soutien dans les risques de harcèlement envers les étudiant.e.s - 

Guidance and support centre for students at risk of harassment) was launched.  

● Student collective FRESH: In 2019, the student collective FRESH - Fight Racism Exclusion Sexism and 

Harassment was created to fight sexual and sexist harassment in the ULB student party scene. The 

goal of this collective is to work with ULB students on issues of harassment, consent, gender and 

sexuality. As harassment is also linked to other criteria of discrimination than gender, FRESH also 

aims to fight against racism, homophobia and exclusion.   

● Dedicated website: A website including all the information regarding sexual harassment was 

launched in 2017.  

● Survey on sexism and sexual harassment: A survey to assess the prevalence of sexism and 

harassment at ULB was conducted in 2018 (results are presented in the survey Excel file). 

● Counselling services.   

9. Intersectionality 

The intersectional approach is present at the University (especially in relation to gender, origin, age, disability 

and social class).  

 

Assets and points worth of attention 

Despite the detailed procedures of recruitment at ULB a few challenges were identified via the focus groups 

and the interviews. During the recruitment processes for technician positions, almost 100% of the 

applications received are from men. On the other hand, in the administrative staff there are more women. 

At the same time, there is a lack of women role models for women among academic staff. In addition, there 

is also the problem of unconscious biases in recruitment, although it is not unique to STEM. The ULB video 

to prevent biases is an important step, but there is no impact assessment yet. Furthermore, a need to review 

the criteria of excellence for academic recruitment emerged. According to the ULB recruitment regulation, 

the evaluation grids for recruitment and promotion establish a list of general criteria to be assessed in 

candidates but it is not clear how they are interpreted in concrete terms. The notion of excellence needs to 

http://diversites.ulb.be/fr/stop-harcelement
https://drive.google.com/file/d/1W42Hy-ZhfmS_Bcsp2FzKtSeddFzuXv8c/view
http://diversites.ulb.be/fr/stop-harcelement/fresh-collectif-etudiant
http://diversites.ulb.be/fr/stop-harcelement
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be reviewed. A vicious circle is identified: the composition of committees. In areas in which it is not possible 

to set up a gender-balanced committee because there are very few women, it is then even more difficult for 

women to be recruited. Another problem which has been identified is the lack of culture change and the 

attitude towards measures for gender parity, especially for criteria in promotions.  

In relation to the sub-area of career progression, a few challenges have been identified especially regarding 

career abandonment. Even if it is hard and difficult to get a permanent academic position, and the dropout 

rate is generally low,  it is often men in science faculties who resign to go and work in other institutions (but 

actually they do not give up the scientific career).  The end of the thesis coincides with the age of having 

children for women, so there is a lot of drop-out among female graduates. This is an important structural 

problem. At ULB there is mentoring for young academics in terms of academic career management, but there 

is no mentoring for participation in decision-making organs or mentoring for team management.  

Despite the measures and policies for work-life balance at ULB, a few challenges are still in place especially 

in view of the teleworking procedures which were arisen due to covid-19 as the problem for academic and 

scientific staff is that the separation between private and professional life is blurred and this can lead to 

burnout. The psychological implications (how to hold on for the long haul) and for work should be assessed 

in the long term.  

Finally, in the sub-area of well-being and equal pay, in general, equal pay for equal work is the norm at ULB. 

The problem is vertical segregation, especially in administrative and technical staff, and  the IT department 

(mostly men) earns where salaries are higher. At ULB there are no specific policies to promote "equal pay" 

but the University applies the official legal salary scales (which are the same for men and women).  

At the level of institutional governance, while there are regulation and policies regarding the composition of 

decision-making bodies, the main problem is that quotas are not very well understood as there is much 

resistance. The problem of quotas is that sometimes women accept to participate in boards but then they 

don't show up and, in the end, there are only men. No specific challenges have been identified regarding 

gender disaggregated data, but the university is working towards improving gender indicators. The annual 

report evolves every year with the incorporation of new indicators, it is not fixed. One of the current research 

projects within the Diversity Plan entails de improvement of data concerning  migration background of the 

staff in order to carry out intersectional analysis and measures that address ethnic minority groups.  At ULB 

there is no gender budgeting either, considered to be a very  complicated policy requiring specific experts in 

the field. 

Regarding the external communication and internal communication at ULB, the use of gender sensitive 

language is starting, but there is still a long way to go to achieve the equal representation of women and 

men in both the Faculties which were the subject of the assessment (Sciences and Polytechnic). The EPB’s 

visual representation is, in general, very “masculine” (with colours and a style traditionally associated to 

masculinity – black). Although on some occasions names have been feminized, the masculine form remains. 

The visual representation of the Faculty of Sciences is more “women-friendly” in relation to colours and style, 

but masculine forms of language are still dominant. In general, there is a lack of visual representation of 

people with disabilities and old people. While there are a few dedicated pages on gender equality, there is 

no dedicated Faculty page to gender equality. These gender equality pages belong to the ULB general 

website. The two Faculties’ websites share gender equality news and initiatives from the central webpage. 

Another issue identified from a communication do occur at the University, al point of view is how to attract 

girls without falling into sexist stereotypes.  

The main challenge identified regarding the research area is that the gender perspective is generally absent 

in STEM research.  
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In the sub-area of gender sensitive/gender specific Information/guidance to prospective students, the 

gender perspective is not explicitly implemented in the counselling services as there is a lack of knowledge 

on gender issues and how to address them. At the same time, awareness of gender inequalities is lacking 

among students and student circles. It was identified that the choice of studies is made during the “rhetoric 

class” (final year of Belgian secondary education) but the interest in a subject is built up much earlier in 

school. Often there are blocking mechanisms in girls: if they are interested in a scientific subject, they often 

find the environment very masculine, they think that it does not suit them. There are therefore two ways of 

attracting girls to STEM subjects: to arouse their interest during their school years and to build a university 

environment capable of welcoming them, not too "masculine".  

In the sub-area of gender dimension into curricula, according to the focus groups and to the student 

experience, there are sexist statements in syllabus. There needs to be a mode to sensitize teachers to avoid 

this and to encourage female students to speak out. In the lectures: gender was presented as a theme only 

in agricultural studies. In spite of the fact that the use of expressions such as ‘mademoiselle’ (‘miss’) is not 

recommended in the ULB guide to inclusive writing, the student states that it is still very used by some 

professors. In the sub-area of gender in teaching, there is a lack of awareness about the need to use gender 

sensitive material, language and to incorporate the gender dimension in the research content.  

The institution is carrying out activities to transfer its research results to the market. During the last years, 

more males have been involved in relevant activities, such as spin-off members and patent creators. 

The data on the survey on sexism and harassment published in this CALIPER report demonstrates the 

University's desire for transparency and its commitment to combat these behaviours within the institution. 

However, these data should be interpreted with caution. They confirm that research is needed to achieve a 

better understanding of possible phenomena at stake and the efficacy of the existing measures. There is a 

need for a simple, easy, clear and accessible mechanism.  

Finally, the Diversity Plan of ULB focuses on diversity (gender, age, social status, origins and disability) but 

not on the interaction of gender and other variables, thus the topic of intersectionality is not appropriately 

addressed.   
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http://diversites.ulb.be/fr
http://diversites.ulb.be/fr/stop-harcelement
https://msh.ulb.ac.be/equipes/striges/
https://ags.centresphisoc.ulb.be/
https://www.mastergenre.be/
http://wp.unil.ch/summerschools/etudes-genre-brulau/
https://www.ulb.be/fr/l-ulb-et-l-ecole
https://www.ulb.be/fr/l-ulb-et-l-ecole/infor-etudes
https://inforemploi.ulb.be/
https://www.ulb.be/fr/l-ulb-et-l-ecole/plateforme-collaborative-ulb-e-col-e
https://www.ulb.be/fr/aides-services-et-accompagnement/creche-ulb
https://engagee.ulb.be/ude/
https://www.youtube.com/watch?time_continue=1&v=gg7KjTBN7HA&feature=emb_logo
https://www.youtube.com/watch?v=G4cJ6KbmeyM
https://www.youtube.com/watch?v=UC1TUY7XBlQ
https://www.youtube.com/watch?v=ldCs0zf09_g
https://www.youtube.com/watch?v=py49oJca8Qk
https://www.youtube.com/watch?v=IPpEgteRAiI
https://www.youtube.com/watch?v=MZeL4Vt2FMk

