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DESCRIPTION OF THE KAUNO KOLEGIJA GENDER EQUALITY PLAN FOR 2026–2030

CHAPTER I
GENERAL PROVISIONS

1. [bookmark: _heading=h.qio9ixrwdhtu]The description of the Kauno kolegija Gender Equality Plan for 2026–2030 (hereinafter referred to as the Plan) is a strategic document by which Kauno kolegija (hereinafter referred to as Kolegija) commits to consistently and systematically pursue gender equality in all areas of activity, promoting cultural and structural changes within the institution. 
2. The objective of the Plan is to promote institutional cultural change in the field of gender equality by establishing a sustainable, data-driven equality policy, strengthening the integration of gender aspects into studies and applied research and artistic activities, reducing structural inequality and hidden bias in staff recruitment, career development, and decision-making, increasing the visibility of underrepresented groups, introducing effective measures for work–life balance, ensuring the implementation of the zero-tolerance principle towards violence and harassment, and guaranteeing consistent monitoring and accountability in the implementation of the Gender Equality Plan.
3. The Plan has been prepared in accordance with the Law on Equal Opportunities of the Republic of Lithuania, the Law on Equal Opportunities for Women and Men of the Republic of Lithuania, the Recommendations for Ensuring Equal Opportunities for Women and Men in Lithuanian Research and Higher Education Institutions, the description of the Progress Measure No. 09-003-02-02-06 “Implementation of Equal Opportunities and Gender Equality Principles” of the Social Cohesion Development Programme of the Development Programme for 2021–2030, administered by the Ministry of Social Security and Labour of the Republic of Lithuania, the Action Plan for the Implementation of Equal Opportunities for 2024–2026, the Action Plan for Equal Opportunities for Women and Men for 2023–2025, the Law on Science and Studies of the Republic of Lithuania, the EU Gender Equality Strategy 2020–2025, the recommendations of the European Institute for Gender Equality for a Gender Equality Plan, the Statute of Kauno kolegija, the Equal Opportunities Policy of Kauno kolegija and its implementing regulations, and other legal acts.

CHAPTER II
THE NEED FOR A GENDER EQUALITY PLAN

4. In the course of the institutional analysis carried out in 2024, it was identified that systemic and procedural challenges exist at Kolegija in implementing the principles of gender equality across the five thematic areas recommended by the European Commission:
4.1.  Gender balance in management and decision-making: 
4.1.1. The total number of employees indicates a predominance of women; therefore, there is an observed insufficient inclusion of the underrepresented gender (men) in decision-making bodies, committees, commissions, working groups, and other organisational structures. Conversely, women’s participation in leadership positions is observed to be lower than that of men.
4.1.2. There are no formalised measures or targeted activities aimed at ensuring gender balance in committees, management, or recruitment processes.
4.1.3. No specialised training on gender equality issues is organised for committee members and managers.
4.1.4. There is a lack of data analysis and transparency regarding the gender composition in leadership, which hinders progress monitoring and decision-making transparency.
4.2. Gender equality in recruitment and career development:
4.2.1. Currently, recruitment and career processes are not formally assessed from a gender perspective.
4.2.2. Career development and promotion evaluation criteria are not monitored and evaluated with regard to gender.
4.2.3.  There are no incentive measures applied to support gender diversity in underrepresented fields (e.g., technology or IT programmes).
4.3. Work–life balance and organisational culture:
4.3.1. Although certain work–life balance mechanisms are defined in the Kolegija’s legal acts such as ensuring the implementation of measures set out in the Labour Code for employees raising children, providing opportunities for remote work, offering free psychological counselling, granting paid leave for personal needs, providing wellness days, organising summer camps for employees’ children, etc. employees are not always aware of or make use of these benefits. Therefore, it is necessary to strengthen information accessibility, cultural support, and managerial awareness.
4.3.2. There is no clear feedback on the use of these measures and their impact on work–life balance and emotional well-being.
4.3.3. There is no systematic monitoring of organisational culture from a gender equality perspective; data on gender balance are fragmented and do not cover a comprehensive analysis of gender balance by departments or positions.
4.4. Integration of the gender dimension into research and study content:
4.4.1. There is no institution-level commitment, enshrined in Kolegija’s documents, to integrate the gender dimension into research or study programme content. 
4.4.2. Lecturers and researchers are not provided with methodological guidelines or training on the application of the gender dimension in academic content.
4.4.3. There are no established procedures for how the gender equality aspect should be applied in the development and revision of study and training programmes or in the evaluation of research projects.
4.4.4. Gender-disaggregated data in academic activities are analysed only fragmentarily.
4.5.  Measures against gender-based violence, including sexual harassment:
4.5.1. The Kolegija’s Equal Opportunities Implementation Policy enshrines a clear principle of zero tolerance for violence and sexual harassment, which provides the legal basis for policy-making and communication on this issue.
4.5.2. Within the community, clearly defined procedures are in place to prevent and respond to all forms of psychological violence, including cases of gender-based harassment. Although information about these procedures is sufficiently available, the consistency of communication and information dissemination remains an area for improvement. 
4.5.3. Positive progress can be observed in the organisation of training sessions – they are held more frequently than required by legislation, thus ensuring the strengthening of community competencies in this field.
4.5.4. The institution does not yet have a clear anonymous reporting system, nor are regular informational or preventive trainings on gender-based violence and its prevention conducted. 
4.5.5. Data on cases related to this issue are not collected or analysed, and there is no monitoring of incidents of violence or evaluation of the effectiveness of preventive measures.
5. A detailed gender-related situation analysis of the Kolegija is provided in Annex 1.

CHAPTER III
GENDER EQUALITY PLAN – THEMATIC AREAS, OBJECTIVES, AND MEASURES

6. Based on the recommendations of the European Institute for Gender Equality for the Gender Equality Plan and the results of the Kolegija’s gender equality situation analysis, the Plan sets out the following objectives and tasks according to the recommended thematic areas:
6.1. Gender balance in management and decision-making: 
6.1.1. Objective – to achieve gender balance in governance and decision-making.
6.1.2. Objectives: 
6.1.2.1. Implement evidence-based gender balance monitoring at the leadership level.
6.1.2.2. Enhance the involvement of the underrepresented gender in governance and decision-making bodies.
6.1.2.3. Periodically assess gender balance monitoring indicators in the field of management.
6.2. Gender equality in recruitment and career development:
6.2.1. Objective – to ensure equal opportunities for all genders to be employed, develop, and pursue a career at the Kolegija.
6.2.2. Objectives:
6.2.2.1. Ensure the application of gender equality and inclusion principles in recruitment processes.
6.2.2.2. Ensure the accessibility of training and professional development opportunities for employees of both genders.
6.2.2.3. Incorporate the gender dimension into staff career planning and promotion processes.
6.2.2.4. Ensure pay transparency and fairness by providing equal opportunities for employees of all genders to receive equal pay for the same or equivalent work.
6.3. Work–life balance and organisational culture: 
6.3.1. Objective – to create conditions for staff and students to balance professional (academic) and personal life while strengthening an inclusive organisational culture.
6.3.2. Objectives:
6.3.2.1.  Ensure clear and accessible information about opportunities to balance work (studies) and personal life.
6.3.2.2. Organise training sessions on emotional well-being and work–life balance for the entire community.
6.3.2.3. Ensure the availability of psychological and emotional support for all employees.
6.3.2.4.  Regularly conduct staff surveys on the assessment of organisational culture and well-being from a gender perspective.
6.4. Integration of the gender dimension into research and study content:
6.4.1. Objective – to integrate the gender dimension into research activities and study programmes, and to strengthen the competences of the academic community in this field.
6.4.2. Objectives:
6.4.2.1. Increase lecturers’ awareness of the application of the gender dimension in academic activities.
6.4.2.2. Integrate the gender dimension into applied research and artistic activities.
6.4.2.3. To foster an organisational culture that upholds the principles of gender equality.
6.4.2.4. Organise information campaigns promoting gender diversity in underrepresented fields of study.
6.5.  Measures against gender-based violence, including sexual harassment:
6.5.1. Objective – to create a safe environment in which gender-based violence and sexual harassment are not tolerated, ensuring a clear complaints handling procedure.
6.5.2. Objectives:
6.5.2.1. [bookmark: _heading=h.cquewjidntwn]Strengthen the anonymous reporting system for harassment and regulate its application.
6.5.2.2. Carry out regular staff training and communication on violence prevention and zero tolerance for violence.
6.5.2.3. Regularly monitor the number of cases and evaluate the effectiveness of the measures.
6.6.  Monitoring the Implementation of the Gender Equality Plan:
6.6.1. Objective – to ensure consistent monitoring and accountability in the implementation of the Gender Equality Plan.
6.6.2. Objectives:
6.6.2.1. Ensure consistent data collection and monitoring of the implementation of the Gender Equality Plan.
7. The Gender Equality Plan for 2026–2030, with defined responsibilities, resources, timelines, and expected outcomes, is provided in Annex 2.


CHAPTER IV
MONITORING AND EVALUATION OF THE IMPLEMENTATION OF THE GENDER EQUALITY PLAN

8. The implementation of the Plan is based on the consistent integration of actions into the Kolegija’s annual activity planning and periodic monitoring.
9. At the beginning of each year, the Strategic Planning and Quality Management Unit, together with the responsible units, prepares the annual action plan for the implementation of the Plan. The annual action plan specifies the concrete measures to be implemented, their deadlines, responsible executors, and the necessary resources.
10. The measures of the annual action plan are incorporated into the overall annual activity plan of Kauno kolegija.
11. To ensure the transparency, effectiveness, and continuous improvement of the Plan’s implementation, the progress and impact of the measures set out in the Plan are periodically evaluated.
12. The monitoring of the Plan’s implementation is carried out once a year. The measures of the annual action plan are incorporated into the overall annual activity plan of Kauno kolegija.
13. During the monitoring of the Plan’s implementation, the following are evaluated: the number and level of implemented planned measures; data on the distribution of employees, managers, and students by gender; employee/student surveys on well-being, organizational culture, and harassment; the number of participants in gender equality training and their feedback; the number of reports received on cases of violence and harassment and the duration of their review; the achievement values of other performance indicators set out in the Plan.
14. The implementation report of the Plan is an integral part of Kolegija’s annual activity report. The preparation of the implementation report is organised by the Strategic Planning and Quality Management Unit. The data for the preparation of the report are provided by the responsible units: the Study Administration Unit, the Human Resources Management Unit, the Lifelong Learning Centre, the Department of Finance and Accounting, the Marketing and Communication Unit, the Legal and Document Management Unit, the faculties, and other units responsible for the implementation of the Plan’s measures.
15. The progress of the Plan’s implementation is discussed at annual internal meetings, where emerging obstacles are addressed, and improvement actions are planned.
16. At the end of the Plan’s implementation period, a comprehensive evaluation of the Plan’s implementation over the entire period is carried out, providing assessment conclusions and recommendations for the new period.

CHAPTER VI
FINAL PROVISIONS
11. The Description shall be approved, amended, or declared void by a resolution of the Academic Council of Kolegija. 
12. The Plan shall enter into force upon its approval by a resolution of the Academic Council of Kolegija and must be published within 2 working days of its approval in the internal information system of Kolegija.
13. The Plan and other related implementation documents shall be published on the Kolegija website.
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