
Flemish Interuniversity Council (VLIR)

• Rectors’ conference of Flanders

• Working groups in different domains: education, research, 
internationalization,… and diversity and social policy

• In the domain of Diversity and social policy: a specific working group on 
Gender

• Since 2012



WG Gender: members

• Representatives of the Flemish universities (Vice-rectors and policy 
advisors)

• Academic gender expert 

• Chair of WG on Staff policy

• Chair of WG on Research

• Representative of government administration



WG Gender: main topics

• First Action plan in 2013, renewed in 2019

• Yearly monitoring of:
• Academic staff

• Support staff

• Composition of councils and advisory boards

• Joint actions, e.g. Train The Trainer on implicit bias

• Exchange of practices and experiences, e.g. Gender Equality Plans for 
Horizon Europe
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Actions

Increased accessibility HR processes

genderaction plan VLIR &  KU Leuven

determine hurdles staff migration background

Priorities 2020-2021
• Support HR staff in development and implementation new gender actions

(appointment & promotion commissions; ‘implicit bias’ (with LERU)

• Pilotproject ‘inclusion scan’ group Science and Technology

• Concept text appointment & sustain staff (admin & academic) with migration 
background (including input data Doctoral Schools, contactpoint Interculturality 
& Student Career Cente)r

Ambition

In collaboration HR department: broaden & intensify gender & diversity staff policy, 
based on targeted monitoring and analysis.
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Equal opportunities

& career development
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1. Continue Implicit bias measures, evaluation increased gendersensitivity in 

appointment & promotion commissions), attention for impact COVID-19

2. More balanced board meetings & decision-making bodies

▪ Faculties-, Schools and departmentboards: at least one vice-dean of each gender, 

objective 1/3 underrepresented group

▪ Doctoral commissions: no homogeneous PhD-commission, objective 1/3 

3. Focus on equal opportunities in upward career mobility

▪ Follow up systematic career development conversations; make information about

flexibility of work organisation and mentoring more transparant and easily

accessible

▪ Tenure track coaches: evaluation and extended to all junior ac staff (starting ac

career)

New generation genderactions



• 2019-2020: research hurdles & needs

Special attention should be given to recruitment staff migration
background and to upward career mobility opportunities international staff

Hurdles: language, implicit bias, implicit discrimination, burn-out, acces 
social networks and access confidential network (harrasment)

• 2020-2021: policy initiatives

▪ Draft tekst recruitment staff migration background ATP & PhD

▪ Part in trajectory charter inclusion

▪ For international staff: make services for support more visible and
transparant 
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Staff migration background



https://www.kuleuven.be/diversiteit/diversity/initiatives-on-gender

https://vlir.be/nieuws/gender-in-academia/

https://www.leru.org/publications/implicit-bias-in-academia-a-challenge-to-the-
meritocratic-principle-and-to-womens-careers-and-what-to-do-about-it

https://jongeacademie.be/wp-content/uploads/2019/06/Gendercharter_VLIR-JA.pdf

Thank you!

Veerle.Draulans@kuleuven.be
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See also

https://www.kuleuven.be/diversiteit/diversity/initiatives-on-gender
https://vlir.be/nieuws/gender-in-academia/
https://www.leru.org/publications/implicit-bias-in-academia-a-challenge-to-the-meritocratic-principle-and-to-womens-careers-and-what-to-do-about-it
https://jongeacademie.be/wp-content/uploads/2019/06/Gendercharter_VLIR-JA.pdf

