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                                                                Abstract 
 

In many ways, universities have been a positive force in the journey toward gender equality. While 

academic institutes have explored gender equity like increasing enrolment and recruitment of female 

students and staff, maternity leave provisions and similar, academic research have also exposed ways 

in which gender discrimination is prevalent, where women take the minority place in the scheme of things. 

The core of the report, therefore, concentrates on the various prevailing gender-based interventions and 

policies across global universities. The report provides some examples on the integration of gender 

policies in institutes of higher education across the world. The report helps to understand possible policy 

interventions that can be implemented in order to prevent gender imbalance, especially in the field of 

science, technology, engineering, and math (STEM) across the world.   



Introduction 

 Higher education and research are key instruments for empowerment and social change. Universities 

can be powerful institutions for promoting gender equality, diversity, and inclusion, not only in the higher 

education context but also in society at large. Yet, universities remain both gendered and gendering 

organizations. Amidst, the current scenario, reforms include gender-inclusive, equitable environment and 

policy intervention that ensures retention of talent irrespective of gender which in turn would foster 

economic growth via both higher productivity and increased market activity. In the long run gender-equal 

higher education will foster a huge impact on gender equality within society. 

  The review assesses the integration of gender policies in institutes of higher education across 

the world to understand possible policy interventions for  preventing gender imbalance, especially in the 

field of science, technology, engineering, and math (STEM). The persistence of gender imbalances and 

pay gaps at both the top and the bottom levels of the academic hierarchy; gender segregation across 

academic disciplines and activities; lack of integration of gender perspectives in teaching and research 

play obstacles to gender imbalance found in higher education around the globe. Action is required to 

transform discriminatory gender norms – such bias in assessment, recruitment, and promotion – as well 

as to address the practical barriers that disproportionately affect women because of their place in society. 

Methodology 

The literature review results reflected a vast array of gender policies, guidelines, and frameworks at the 

higher institution level.  For example, there were institutional policies that suggested institutional efforts, 

such as the implementation of gender-balanced hiring practices, funding research on gender equality, 

and raising awareness within the institution saw a positive outturn of gender in institutions. Table 1 gives 

the number of relevant policies sorted at each stage of review and Table 2 gives theme-wise 

categorization of policies and guidelines reviewed. 

Table 1 Number of relevant policies sorted at each stage of review 
Stage Included1 Excluded2 

Initial search* 80 - 

Title analysis 60 20 

Policy analysis 50 10 

Paper reading 10 6 

Note: Data search included an extensive search of gender policies of top QS ranking universities by 

individually accessing their policies on their websites, Elsevier Science, and JSTOR journals. 

 
1 Inclusion criteria involved looking at all those policies and papers which directly look into the gender policies of 

higher institutions. 
2 Exclusion criteria involved removing all those papers, and reports which do not directly look into gender policies 
of higher educational institutions. 



Analysis 

 

Table 2 Theme-wise categorization of gender policies 

Themes University Policy Action/Programme Questions 

Inclusion: 

Sub-theme 

Composition 

Massachusetts 

Institute of 

Technology 

Commitment to 

increasing the number 

of underrepresented 

graduate students, 

postdocs, staff, and 

faculty at MIT. 

Each academic program will 

document its admissions/hiring 

process and selection criteria; work 

with deans, department heads, and 

program leaders to ensure there are 

all-inclusive processes for 

admissions/hiring decisions 

Institute-wide. 

Provide all faculty participating in 

admissions/hiring decisions with 

implicit/unconscious bias, diversity, 

recruitment, and outreach training. 

Expand the number of MIT 

fellowships (and coordinated 

fellowship programs) to support the 

recruitment and retention of diverse 

students. 

Q.1 Do you feel there is a gender bias for recruitment in your 
department/institution? 
 
Q.2 Does your department/institute while hiring/admission 
make a conscious effort in attracting applicants from diverse 
backgrounds? 
 
Q.3 Are their scholarships/fellowships available in your 
department/institute which can be specifically intended for 
students coming from minority communities? 
 
Q.4 In which possible ways department/institute can improve 
towards making a gender-equitable climate, given below are 
some policy recommendations to choose from: 

❑ Provision of a curriculum that, in content, language 
and methodology meet the educational needs of 
students of all genders.                                                                                       

❑ Acknowledges and respects positive cultural values 
and individual differences of genders 

❑ Provision of a challenging learning environment 
which is socially and culturally supportive and 
comfortable for students of both sexes. 

❑ Provision of learning skills and support facilities on 
the campus to ensure that the capabilities of all 
students/faculty/staff are fully and equally realized. 



Themes University Policy Action/Programme Questions 

❑ Commitment to promoting and encouraging gender 
equity at all stages of the employment lifecycle like 
recruitment, retention, promotion, remuneration, etc. 

  Commitment to 

Assessing and 

strengthening the 

recruitment of 

underrepresented 

students. 

Assessment of STEM 

outreach/pipeline programs and 

evaluate coordination among them; 

develop and implement plans to 

address opportunities and 

shortcomings. 

Q.5 Is your department conscious of gender equality? 
 
Q.6 Do you feel your academic field favours certain gender? 
 
Q.7 Is your department/institute taking affirmative  
action/plans for strengthening the recruitment of minority 
groups/section?  
 
Q.8 Do you feel confident enough to pursue academic 
advancement in your field? 

❑ Yes. 
❑ No. 

Sub-theme: 

Belonging 

 Critically engage with 

and empower the MIT 

community on the 

value of diversity, 

equity, and inclusion. 

Develop and maintain a repository 
of diversity, equity, and inclusion 
resources designed to amplify the 
role of engagement, empathy, social 
analysis, civil discourse, mentoring, 
advising, and inclusion as 
institutional values. 
 
Develop coordinated and consistent 
staff, faculty, postdoc, and student 
onboarding and orientation 
processes that reinforce MIT’s 
commitment to being and becoming 
a leader in diversity, equity, and 
inclusion. 

Q.9 How satisfied are you with the overall Institute culture 
that you have experienced? 

❑ Very satisfied. 
❑ Satisfied. 
❑ Neither satisfied nor dissatisfied. 
❑ Moderately dissatisfied. 
❑ Very dissatisfied. 

 
 

Q.10 Does your department/institute make it a point to 
include values like diversity, equity, and inclusion in the 
induction/orientation program? 

 
 
 



Themes University Policy Action/Programme Questions 

  Reinforce positive 
interactions among 
members of the MIT 
community to foster 

and promote an 

enduring sense of 

belonging and 

equality. 

Develop and implement an Institute-
wide mentoring program that will 
design, 
deliver, and evaluate mentor and 
mentee training using theoretically-
grounded, 
evidence-based, and culturally-
responsive training interventions for 
faculty, staff, postdocs, and 
students. 
 
Engage leadership to hold faculty 
and supervisors accountable for 
creating and 
sustaining environments that 
encourage collegiality, respect, and 
value for all 
staff, students, postdocs, and 
faculty. 
 
Support faculty and supervisors 
through a coordinated training 
program that emphasizes how to 
build trusting relationships, manage 
across differences, 
employ coaching strategies, 
facilitate difficult conversations, and 
provide 
effective feedback.  

Q. 11 Do your lectures and texts use balanced examples and 
illustrations (both verbal and graphic) in terms of gender? 
 
Q. 12 Does your department head come to you for 
advice/opinion? 
 
Q. 13 Have you had repeated occurrences where your 
professional decisions were questioned again and again 
because of your gender? 
 
Q. 14 In a professional meeting/discussion have you faced 
any instances of silencing of your voice because of your 
gender? 
 
Q. 15 Do you think it is more difficult for women than men to 
“be themselves” at work? 
 
Q. 16 Have you been pressured to act feminine/masculine 
based on prevalent gender expectations in your 
department/Institute? 
 
Q. 17 Are you treated with fairness and respect by the 
Department/Institute? 
 
Q. 18 Have you encountered any instances where men tend 
to lecture more to women about their work? 



Themes University Policy Action/Programme Questions 

Sub-theme: 

Achievement 

 Close achievement 
gaps and advance 
Equity in all forms of 
success among 
underrepresented 
undergraduate 
students, graduate 
students, postdocs, 
staff, and faculty at 
MIT. 

Provide transitional funding and 
create mechanisms to Maximize 
students’ continued success during 
periods of transition between 
sources of funding, 
advisors, or others. 

Create a transparent process and 

mechanisms for career 

development pathways. 

 

Q.19 Has there been any instance where you were perceived 
as less capable than your classmate/ co-worker/peers based 
on your gender? 
 
Q.20 Have you encountered any instance where your 
achievement/promotion has been questioned by your peers 
because of your gender? 
 
Q. 21 Are you recognized for your contributions and 
achievements in research in your department? 
 
Q.22 Have you encountered instances where you had to work 
doubly hard than your opposite gender counterpart in order to 
be taken seriously in your academic field? 

Sub-theme: 

Inclusion 

University Of 

Cambridge 

Attract, recruit and 
retain the best people 
using rigorous, fair, 
and professional 
methods. 

Innovative recruitment practices 
e.g., lectureships jointly funded 
between 
University and Colleges focussed 
on encouraging women applicants 
and/or 
lectureships which include a remit to 
promote women’s participation in 
the STEMM 
subjects. 

Mandatory EDI (Equality, Diversity, 

Inclusivity) training for everyone 

involved in recruitment. 

Q.23 Does your organization attempt to attract women 
applicants at every level? 

❑ Yes. 
❑ No 

 
Q.24 Do recruitment materials for your department/institute 
use gender-inclusive language? 
 
Q.25 Is there any outreach training given regarding decisions 
with unconscious bias, and diversity admission/recruitment 
among all those involved in the admission/hiring process in 
your department/institute? 



Themes University Policy Action/Programme Questions 

Sub-theme: 

Leadership 

 Launch a new 
comprehensive 
inclusive leadership 
program for all 
students, faculties, 
and staff members of 
the university. 

To address the cultural factors, such 
as implicit bias, perceptions, and 
assumptions that create and sustain 
the environment that prevents 
women from progressing and 
recognizes closing the pay gap. 

Q.26 Are the females depicted in leadership or active roles as 
frequently as men in your classroom? 
Q.27 Most of your mentors in your academic/professional life 
belong to which gender? 

❑ Male. 
❑ Female 

Redressal 
mechanism 
Sub-theme: 
Gender 
Harassment 
Policies 

 Established an active 
committee to look into 
matters of any form of 
harassment 
victimization inside the 
campus and for all 
members of the 
university. 

Fasttrack intervention of complaints 
related to any form of harassment. 
 
Providing an orientation/booklet for 
all gender harassment policies to all 
members of the university during 
their induction training. 
 
 
 
 

Q. 28 Are you aware of your department/Institutional gender-
based harassment policies? 
 
Q. 29 Given below are your experiences/awareness related to 
department/institute reaction to gender-based complaints, 
please tick the options that you have experienced/are aware 
of:  

• Seen or experienced individuals who raise their voice 
against harassment being treated differently by 
people within the department/workplace. 

• Seen/experienced uncomfortableness while reporting 
instances of unfavorable treatment. 

• Seen/experienced outbursts and depression after 
gender-based harassment/bullying. 

• Seen/faced getting complaints unnoticed. 
• Are you aware of the redressal mechanism for 

gender-based harassment in the 
department/workplace. 

• Are you aware of any committee with active members 
dedicated to looking into gender harassment cases 
and complaints. 



Themes University Policy Action/Programme Questions 

Diversity Imperial 

College of 

London 

To integrate equality, 

diversity, and inclusion 

into all management 

processes. 

To equip the College senior 
leadership to lead on EDI (Equality, 
Diversity, Inclusion) matters, the 
training will include senior leaders to 
recognize and address issues of 
equality, diversity, and inclusion. 
 
 

Q.30 Do you think the socio-cultural gender norms are 
reflected in your workplace? 
 
Q. 31 In your organization are you being greeted or introduced 
on the basis of being a woman (e.g., in terms of 
personal/family role such as mother) rather than your work 
role? 
 
Q. 32 Do you think there is a prevalence of gender-segregated 
work practiced in your organization? 

Sub-theme: 

Good 

Practices 

 To collaborate 

internally and 

externally to develop 

good practices for an 

inclusive environment 

Increase awareness of the 
importance of equality, diversity, 
and inclusion by promoting 
scholarship and learning in relation 
to the value of diversity, and 
equality. 
Harness the experiences and 
perspectives of alumni, especially 
those from diverse backgrounds, to 
expand the horizons and 
opportunities 
of students and staff. 
 

Q.33 Do you feel in your classroom/department/institute there 
prevail male stereotypes like (being emotionally self-sufficient, 
acting tough, and aggression)? 
 
Q.34 How satisfied are you with the overall classroom climate 
that you have experienced? 

❑ Very satisfied. 
❑ Satisfied. 
❑ Neither satisfied nor dissatisfied. 
❑ Dissatisfied. 
❑ Very dissatisfied. 

 
Q.35 Do you feel in your classroom/department/institute there 
prevail female stereotypes like (emotionally vulnerable, soft-
spoken, and too fragile)? 
Q.36 Were you ever commented on acting like a 
woman/man? 
Q.37 Have you ever been looked down on because of being 
a working woman? 



Themes University Policy Action/Programme Questions 

Sub-theme: 

Monitor 

Progress 

 To gather and publish 

data to monitor 

progress 

Publish an annual summary of 
diversity data on staff and students 
and track year-on-year changes. 

Q.38 Is there a monitoring mechanism/policy available in your 
department/institute to evaluate progress on 
inclusive/diversity programs and their impact? 

Equality Sub-

theme: 

Outreach 

activities 

University 

College of 

London 

Promote 
Engineering’s 
50/50 gender balance 
outreach policy. 

UCL Engineering requires 
schools to send 50% 
female students to them 
outreach activities. 

Q.39 Does your department/institute engage in any kind of 
outreach activities to promote gender balance? 

Work-life 
dynamic 
Sub-theme: 
Career 
breaks, 
workload, 
and flexible 
working 
 
 

 Develop support 
package for expectant 
and returning parents 

Coaching sessions run for fathers, 
expectant mothers, and parents 
returning from parental leave. 
Returners fund, which would 
specifically be 
targeted towards staff 
returning part-time from 
parental/carers leave. 
 
Facilitate the option 
for women who work 
part-time after maternity leave (and 
who are on UCL centrally funded 
contracts) to go back to full-time 
work within a 2-4-year timeframe. 

Q. 40 Does motherhood affect the career advancement of 
working mothers in your department/institute? 
Q.41 Does your organization take into account child care 
responsibilities in assigning working hours? 
 
Q. 42 Does the Department/Institute provide support to faculty 
when they return from family breaks (e.g., maternity/paternity 
leave). 
 
Q. 43 Flexible working is supported and encouraged in your 
department? 

Inclusion EPFL 
University 

Instilling an inclusive 
organizational culture. 

Established an equal opportunity 
committee within each school and 
college, coordinated by the vice 
president of the college. 
 
Dialogue with Swiss and 

Q. 44 How satisfied are you with the overall department 
culture that you have experienced? 

❑ Very satisfied. 
❑  Satisfied. 
❑ Neither satisfied nor dissatisfied. 
❑ Dissatisfied. 
❑ Very dissatisfied 



Themes University Policy Action/Programme Questions 

international experts and perform 
bench learning with other 
universities regarding inclusivity. 
 
Monitor performance, conduct 
impact assessments, and issue 
reports, and provide solutions to 
address gender imbalance. 

 
Q. 45 Have you experienced challenges or difficulties in your 
career that you think might be associated with or attributable 
to your gender? 
 
 Q.46 Do you think that men receive more organizational 
support and trust than women? 
 
Q. 47 Do you feel included in all forms of work/job activities? 

Sub-theme: 

Infrastructure 

 Update facilities so as 
to better serve the 
diverse 
communities on the 

campus. 

Installation of dispensers in public 
bathrooms for 
free menstrual products; installing 

modern, non-gendered and 

accessible toilets and shower stalls; 

making more lactation rooms 

available; and improving disabled 

access on campuses 

Q.48 Are support mechanisms like onsite childcare, and 
breastfeeding facilities, available in your organization? 
 
Q.49 Given below is a list of inclusive activities, have you ever 
felt left out regarding any of the activities because of your 
gender, please choose from the options below:  

• Access to institutional infrastructures like adequate 
restroom facilities, transport facilities, laboratories, 
etc. 

• Access to department/institution resources like 
books, conference funding, etc. 

• Acknowledgement of your 
opinion/statement/query/question/doubt. 

• Equitable attention towards everyone in the 
department/institution. 

• Equal access to extracurricular activities. 

• Freedom to express without any judgment. 

• Included in all forms of classroom/departmental 
communication. 



Themes University Policy Action/Programme Questions 

Gender 

Harassment. 

 Fighting harassment 
and discrimination; 

promoting respect and 

inclusion. 

Hold seminars on implicit biases, 

diversity, and inclusion. 

Provide guidelines and training on 
best practices for inclusive 
communications. 
 
Provide workshops and training 
modules in equipping and creating 
awareness against any form of 
harassment. 

Q.50 Have you faced or encountered any of the gender-based 
incidents listed down below inside the contours of your 
classroom/department/campus (tick as many as apply).                                                                                                                                                    

❑ Leering or inappropriate staring. 
❑ subjected to any slur or comments based only on 

gender. 
❑ Bullying in form of gender-related comments or 

conduct 
❑ Subjected to gender-related comments about 

appearance or mannerisms. 
❑ Instances of Stalking. 
❑ Instances of unfavorable treatment because of your 

gender. 
❑ Subjected to verbal, nonverbal, physical aggression, 

etc. 
 

Q.51 In episodes of unfair treatment/harassment/bias, who 
supports and raises their voice against such practices, Given 
below are options to choose from: 

❑ Friends. 
❑ Seniors. 
❑ Peers. 
❑ Colleagues. 
❑ Juniors. 
❑ Male consolidation. 
❑ Female consolidation. 

  Enhancing 
employees’ 
career development 

prospects   

Review the roles, duties, 
Responsibilities, career 

development prospects of 

Q.52 Do women employees have access to career learning 
and development tools (mentoring, leadership, etc.) that 
specifically support their advancement in the workplace? 
 



Themes University Policy Action/Programme Questions 

administrative assistants, and 

outline recommendations. 

Increase diversity among our 
administrative and technical staff. 
Provide career development 
opportunities (e.g., through 
mentoring and training) for women 
in entry-level and 
middle-management administrative 
and technical positions. 

Q.53 Do you think that women are less assertive compared to 
men to obtain fair compensate 
on, promotion, or opportunities for professional development? 
 
Q.54 Are promotion and appraisal gender-neutral in your 
department/institution? 
 



Conclusion 

                             

 The report looks at different gender-based policies and programs across global academic 

institutions and the actions taken. The report categorized the gender-based policies into themes 

of inclusion, work-life dynamics, equality, diversity, and redressal mechanism. The report then 

exports possible questions from the gender-based policy/actions to get a better understanding 

of the gender-based policies/programs that can be implemented in institutions of higher 

education. 

The findings of the report show that academic institutions of higher learning are critical actors in 

change with reference to gender equality. Through their teaching, research and outreach, the 

institutions can have a transformational impact on society. They can teach curricula where 

women are equally represented and educate students on gender competence; they can ensure 

that datasets in research studies include the perspectives of women; and they can help address 

gender inequality in the wider society by engaging and supporting women with education, 

employment, and empowerment.  

A lot needs to be still done on the issue of gender equity that prevails in the STEM fields, where 

the disparity is quite huge. The report highlights the gender-based initiatives/policies tailored to 

the higher institutions that can be implemented and measured on their progress toward gender 

equality within their fields/institution. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

References 
 

 

• https://iceo.mit.edu/gender-identity-initiative/ 

• https://www.equality.admin.cam.ac.uk/training/equalities-law/protected-

characteristics/gender-reassignment/guidance-gender-reassignment 

• https://www.imperial.ac.uk/news/238892/imperials-gender-equality-commitment-

recognised-with/ 

• https://www.epfl.ch/about/equality/data-and-reports/gender_monitoring/ 

• https://www.ucl.ac.uk/students/policies/equality 

• https://oge.harvard.edu/policies-procedures 

 

 

https://iceo.mit.edu/gender-identity-initiative/
https://www.equality.admin.cam.ac.uk/training/equalities-law/protected-characteristics/gender-reassignment/guidance-gender-reassignment
https://www.equality.admin.cam.ac.uk/training/equalities-law/protected-characteristics/gender-reassignment/guidance-gender-reassignment
https://www.imperial.ac.uk/news/238892/imperials-gender-equality-commitment-recognised-with/
https://www.imperial.ac.uk/news/238892/imperials-gender-equality-commitment-recognised-with/
https://www.epfl.ch/about/equality/data-and-reports/gender_monitoring/
https://www.ucl.ac.uk/students/policies/equality

