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Abbreviations and definitions

GE Gender equality

GEP Gender equality plan

HoD Head of Department

HR Human Resources

VR Vice Rector

Sex Either of the two major forms of individuals that occur in many species and
that are distinguished respectively as female or male especially on the basis
of their reproductive organs and structures (https://www.merriam-
webster.com/dictionary/)

Gender The behavioral, cultural, or psychological traits typically associated with one

sex (https://www.merriam-webster.com/dictionary/)

Sex vs Gender

A clear delineation between sex and gender is typically prescribed, with sex
as the preferred term for biological forms, and gender limited to its meanings
involving behavioral, cultural, and psychological traits. In this dichotomy, the
terms male and female relate only to biological forms (sex), while the terms
masculine/masculinity, feminine/femininity, woman/girl, and man/boy relate
only to psychological and sociocultural traits (gender) (https://www.merriam-
webster.com/dictionary/)
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Introduction

The Gender Equality (GE) Strategy for 2022-2025 was developed by the University of
Medicine and Pharmacy "luliu Hatieganu™ Cluj-Napoca based on input from the entire
university community and takes into account all those who work and study at our university. The
GE strategy was built on the provisions of the European Charter for Researchers and the Code
of Conduct for the Recruitment of Researchers, 2015-2019, the European Strategy for Gender
Equality 2020-2025 and the Horizon Europe guidelines on gender equality plans.

The motivation for developing the GE strategy is to ensure that our university is a safe place for
everyone and that all activities and processes that take place respect the principles of equality,
diversity, inclusion and non-discrimination.

Based on the GE Strategy, the university has developed the GE Plan (GEP) for 2022-2025, with
concrete actions and measures, as well as indicators to measure progress in its implementation
and revisions.

The GE Strategy and GEP of the University of Medicine and Pharmacy "luliu Hatieganu"
Cluj-Napoca ensures and promotes equality and diversity of knowledge and skills acquisition
for all. The objectives of the GE strategy are implemented through specific actions aimed at
safeguarding an equal and inclusive organisational culture and promoting gender equality at all
levels. As such, the GE strategy and GEP will proactively enable increased awareness of
gender equality, skills and competences; gender balance in decision-making structures and
processes, including recruitment; gender equality in teaching and research; and gender
mainstreaming in teaching programmes and in the whole research process.

GE Plan 2022-2025

The GE Plan at the University of Medicine and Pharmacy "luliu Hatieganu" Cluj-Napoca
includes intervention areas, objectives, key measures, target audience, timetable, responsible

people and indicators for measuring progress.

In Romania, a democratic and social state governed by the rule of law, human dignity, the rights
and freedoms of citizens and the free development of the human personality are supreme

values and are guaranteed by law.

These principles have been adopted and represent supreme values also for the University of
Medicine and Pharmacy "luliu Hatieganu" Cluj-Napoca, which, as an institution of advanced

education and research, has as its mission to contribute to the development of society through



education, research in the field of medical sciences and the promotion of universal values of

culture.

The objectives of the university are:

(a) initial and continuing medical and pharmaceutical training and in other health sciences;
b) scientific research aimed at ensuring progress in the medical sciences;

¢) to disseminate knowledge and culture in society;

(d) national and international cooperation to achieve the mission;

(e) professional integration and success of graduates.

f) the creation of centres, institutes and/or university hospitals to promote excellence in

health.

According to Law No 202/2002 on equal opportunities and equal treatment between
women and men, equal opportunities and equal treatment between women and men means
taking into account the different abilities, needs and aspirations of men and women respectively

and treating them equally.

In addition, this law defines the notion of positive actions as special actions taken on a
temporary basis to accelerate the achievement of equal opportunities between women and
men, also specifying that special measures for the protection of maternity, childbirth, lactation,
breastfeeding and child-rearing or positive actions for the protection of certain categories of

women or men do not constitute discrimination.

Law No 202/2002 on equal opportunities and equal treatment of women and men aims to
eliminate all forms of discrimination based on sex in the public and private sectors in areas such
as work, education, health, culture, information, provision of and access to goods and services,

etc.

Law 202/2002 also defines terms denoting the main categories of violation of these principles,

such as:



- direct discrimination - where one person is treated less favourably on grounds of sex than

another person is, has been or would be treated in a comparable situation;

- harassment - where unwanted conduct related to the person's sex, has the purpose or effect
of violating the dignity of the person concerned and of creating an intimidating, hostile,

degrading, humiliating or offensive environment;

- sexual harassment - where unwanted conduct of a sexual nature, whether physical, verbal or
non-verbal, has the purpose or effect of violating the dignity of a person and, in particular, of

creating an intimidating, hostile, degrading, humiliating or offensive environment

- psychological harassment - any inappropriate behaviour that takes place over a period of time,
is repetitive or systematic and involves physical behaviour, oral or written language, gestures or
other intentional acts and which could affect the personality, dignity or physical or psychological

integrity of a person.

According to Ordinance No 137/2000 on the prevention and punishment of all forms of
discrimination, discrimination means any distinction, exclusion, restriction or preference based
on race, nationality, ethnicity, language, religion, social category, beliefs, gender, sexual
orientation, age, disability, chronic non-contagious disease, HIV infection, membership of a
disadvantaged group, and any other criterion which has the purpose or effect of restricting or
nullifying the recognition, use or exercise, on an equal footing, of human rights and fundamental
freedoms or rights recognised by law in the political, economic, social, cultural or any other field

of public life.

Discriminatory, according to the same Ordinance, are apparently neutral provisions, criteria or
practices which disadvantage certain people, on the basis of the above-mentioned criteria, in
relation to other people, unless those provisions, criteria or practices are objectively justified by

a legitimate aim and the methods of achieving that aim are appropriate and necessary.

Within the meaning of the same Ordinance, any behaviour based on race, nationality, ethnicity,
language, religion, social category, beliefs, gender, sexual orientation, membership of a
disadvantaged group, age, disability, refugee or asylum seeker status or any other criterion that
leads to the creation of an intimidating, hostile, degrading or offensive environment constitutes

harassment and is punishable by law.



Any conduct towards an employee by another employee who is his or her superior, by a
subordinate and/or by a comparable employee in terms of hierarchy shall constitute workplace
bullying and shall be punishable by disciplinary action, fines or criminal penalties, as
appropriate, in connection with the employment relationship, which has the purpose or effect of
adversely affecting working conditions by violating the employee's rights or dignity, by impairing
the employee's physical or mental health or by jeopardising the employee's future employment,

and which takes any of the following forms:
(a) hostile or unwanted conduct;

(b) verbal comments;

C) actions or gestures.

Any active or passive conduct which, by its effects, unduly favours or disfavours or subjects a
person, group of people or community to unfair or degrading treatment in relation to other
people, groups of people or communities shall give rise to criminal liability, unless it is covered

by criminal law.

Law 448/2006 on the protection and promotion of the rights of people with disabilities
regulates the rights and obligations of people with disabilities for the purpose of their social

integration and inclusion.

People with disabilities are those whose social environment, not adapted to their physical,
sensory, mental, mental and/or associated impairments, totally prevents or limits their access to
equal opportunities in society, requiring protective measures in support of social integration and

inclusion.

Law 210/1999 on paternal leave aims to ensure the effective participation of the father in the

care of the newborn child.



Decision No 286 of 23 March 2011 approving the Framework Regulation on the
establishment of general principles for filling a vacant or temporarily vacant post
corresponding to contractual functions and the criteria for promotion to the next higher
grades or professional steps of contractual staff in the budgetary sector paid from public

funds

(7) Any member of the selection board may put questions to the candidate. They may not ask
guestions relating to the candidate's political opinions, trade union activity, religion, ethnicity,

material status, social origin or which may constitute discrimination on grounds of sex.

Decision No 457 of 4 May 2011 on the approval of the Framework Methodology for
Competitive Examinations to fill teaching and research vacancies in higher education

Article 5 states the following:
(1) Competitions are open.

(2) Competitions are open to all people who meet the conditions for admission to the

competition, without any discrimination, in accordance with the law.

(3) The competition methodology may not contain discriminatory provisions regarding
candidates on the basis of sex, ethnic or social origin, nationality, religion or belief, disability,

political opinion, social or economic condition.

Order No 3.666 of 30 March 2012 approving the Code of Student Rights and Obligations

Art. 9. Political propaganda, as well as any form of individual or group discrimination, is

prohibited in higher education institutions.

Art. 10. The rights of students with physical disabilities in the conduct of academic, social and

cultural activities are set out in Art. 118 para. (3) of Law no. 1/2011, as amended.

Law 1/2011 on national education states:

Article 118 (1) The national higher education system is based on the following principles:
(a) the principle of university autonomy;

b) the principle of academic freedom;



¢) the principle of public accountability;

d) the principle of quality assurance;

e) the principle of equity;

f) the principle of managerial and financial efficiency;

(g) the principle of transparency;

h) the principle of respect for the rights and freedoms of students and academic staff;
i) the principle of independence from ideologies, religions and political doctrines;

j) the principle of freedom of national and international mobility of students, teachers and

researchers;
k) the principle of consultation of social partners in decision-making;
[) the principle of student-centred education.

(2) Discrimination on grounds of age, ethnicity, gender, social origin, political or religious
orientation, sexual orientation or other types of discrimination shall not be permitted in higher

education, except for affirmative action as provided for by law.

(3) Students with physical disabilities shall have the right to have access adapted to them to all
university premises, as well as conditions for the normal conduct of academic, social and

cultural activities in higher education institutions.

With regard to ensuring gender equality the University of Medicine and Pharmacy "luliu
Hatieganu" Cluj-Napoca aims to implement the provisions of the legal norms and achieve the

following objectives:

a) to ensure equal opportunities and treatment between female and male employees in

employment relations;

b) informing employees about their rights regarding equal opportunities and treatment of women

and men in employment relations;

C) paying attention to the selection of employees on the basis of objective criteria which do not

include any direct or indirect discriminatory conditions;



d) whenever possible, consideration is given to including people belonging to vulnerable groups

(e.g. people belonging to different ethnic groups or minorities, etc.);

e) ensuring non-discriminatory working conditions for all employees in terms of salary, job

description, distribution of workload, distribution of responsibilities, working hours;

f) active inclusion and full participation of people with disabilities in the activities of the academic

community;

(g) taking the necessary steps to enable a person with a disability to have access to, participate

in, or advance in employment or training;

h) the internal rules of the university provide that any form of discrimination in access to all

levels of education and training, further training and continuing education.



Area 1. Work-life balance and organisational culture

Objective: Promoting integration of work with family and personal life

Timeline
Action/Measure Target Indicator(s) Responsible
2022 | 2023 | 2024 | 2025
1. Availability of policies, procedures and Academic X X X Policies, Rector, HR
structures at the university for promoting staff, procedures and VRs, GE
integration of work with family and personal life | researchers, services for work | officers
technical and and personal life
administrative integration
staff
2. Feasibility plans for the creation of new Academic X X X Policies, Rector, HR
welfare services, e.g., contract arrangements staff, procedures, and VRs, GE
made by the university with service suppliers researchers, services for work | otficers
from family care duties and house chores to technical and and per_sonal life
) : - : integration
child-care (elderly-care) in case of conference or | administrative
congress, or international mobility staff
3. Implementation of ICT-based systems for Academic X X X X | Standard Rector, HR
enhancing flexibility and improving a better staff, procedure for VRs, GE
planning of working meetings accordingly to researchers, ICT-based officers, IT
work life balance needs (e.g., management and | technical and systems services
communications of the meeting schedule/timing) | administrative promoting work
staff and personal life
integration
4. Availability of flexible working times Academic X X X X Policies, Rector, HR
arrangements, from part-time to remote working | staff, procedures and VRs, GE
researchers, services for work | officers
technical and and personal life

10




administrative
staff

integration

Area 2. Gender balance in leadership and decision-making

Objective: Promoting gender equality in the institutional culture, processes and practice

Timeline
Action/Measure Target Indicator(s) Responsible
2022 | 2023 | 2024 | 2025

1. Appointing delegates in departments/ Academic X X Gender equality Rector, HR
faculties/centres, with a proactive or consultant staff, policy and VRs, GE
role to be responsible for monitoring and researchers, structures officers, HoD,
ensuring that workplace procedures and technical and GE delegates
practices respect gender equality administrative

staff
2. Routine revision of any text, communication, Academic X X X X Policies, GE officers,
images, from a gender equality and diversity staff, procedures and GE delegates
standing point researchers, services for work

technical and and personal life

administrative integration

staff,

students
3. Promotion of initiatives to facilitate a Academic X X X X Awareness GE officers,
widespread gender competence at all levels of staff, training on GE delegates
the organization with provision of training to researchers, gender equality
staff, teachers and researchers technical and issues

administrative

11




staff,
students

Area 3. Gender equality in recruitment and career progression

Objective: Promoting processes to facilitate and support gender-sensitive recruitment, career and appointments

Timeline
Action/Measure Target Indicator(s) Responsible
2022 | 2023 | 2024 | 2025
1. Carrying out gender awareness initiatives, University X X X X | Gender Rector, HR,
briefings and creating guidelines for gender- management awareness VRs, GE
sensitive recruitment, career and appointments initiatives and officers, HoD
guidelines
2. Courses and training on gender equality Academic X X X X Courses and VRs, HR,
staff, training for HoD, GE
researchers, recruitment officers, GE
technical and delegates
administrative
staff, Courses and
students training fpr career
progression
Courses and
training for
leadership
3. Disseminate and communicate career good Academic X X X Initiatives for GE officers,
practices - role models for women (scientists, staff, raising GE

12




researchers and academics)

researchers,

awareness on

delegates,

technical and female role HoD
administrative models
staff,
students o
Initiatives for
raising
awareness on
gender diversity
in research teams
Area 4. Integration of the gender dimension into research and teaching content
Objectives:
- Promoting a gender and sex perspective in research processes
- Promoting the integration of a sex and gender perspective in teaching curricula
_ Timeline _ _
Action/Measure Target Indicator(s) Responsible
2022 | 2023 | 2024 | 2025
1. Internal training seminars on the use of sex Academic X X X X Participation in VR for
and gender perspective in research, to foster staff, training seminars | Research,
the acknowledgment of its economic, social and | researchers, on integrating Academic
innovation value students, sex/gender staff,
scientific analysis methods, | Researchers,
community by gender and GE officers

field of research

13




2. Development, communication and Academic Participation in VR for
implementation of standards for the staff, training seminars | Research,
incorporation of the sex and gender variables researchers, on integrating Academic
into research students sex/gender staff,
analysis methods, | Researchers,
by gender and GE officers
field of research
Perception of the
gender/sex
variables in
research contents
3. Institutional recognition within the university of | Academic Awarded Rector, VRs,
those dissertations that have taken the gender staff, Master/PhD Academic
dimension into account. (e.g., prizes for researchers, Thesis staff,
Master/PhD Thesis) students, Researchers
scientific
community
4. Disseminate and communicate career good Academic Initiatives for GE officers,
practices - role models for women (scientists, staff, raising GE
researchers and academics) researchers, awareness on delegates,
technical and female role HoD
administrative models

staff,
students

Initiatives for
raising
awareness on
gender diversity
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in research teams

5. Workshops on the integration of gender Academic Training seminars | VR for
equality and diversity issues in curriculum staff, or guidelines on Teaching,
design, learning activities and/or program of students integrating HR, Deans,
study, as support for teaching staff sex/gender in HoD, GE
teaching curricula | officers
6. Courses and training tools in all faculties / Academic Courses on VR for
programmes and at all levels (BA, MA, PhD) on | staff specific gender Teaching,
sex and gender variables dimensions, per HR, Deans,
teaching HoD, GE
rogramme officers
(faculty)
6. Specific courses available for students on Students Sex/ gender VR for
gender equality and soft skills in their study variables in Teaching,
curricula teaching HoD, GE
modules/courses, | officers

per field of study

Area 5. Measures against gender-based violence, including sexual harassment

15




Objective: Raising awareness about the importance of equality issues and strengthening positive attitudes towards

diversity
Timeline
Action/Measure Target Indicator(s) Responsible
2022 | 2023 | 2024 | 2025
1. Training on discrimination phenomena Academic X X X Participation in Rector, HR,
(including discriminatory language), violence staff, training, per VRs, GE
(including that based on prejudice or gender), researchers, categories officers
harassment, and sexual harassment technical and
administrative
staff, Skills acquired in
students relation to
identifying and
responding
to discrimination
and violence
phenomena
2. Develop internal (university) electronic tool Academic X X X X Dedicated Rector, VRS,
(website/platform) supporting information and staff, university HR, IT
education, as well as allowing the reporting of researchers, website/platform, | services, GE
sexual harassment and discrimination technical and number of visits, | officers
administrative number of real-
staff, case situations
students reported and
solved
3. Reinforce the Code of Ethics of the university | Academic X X X X Initiatives for Rector, VRs,
with provisions against gender-based violence, | staff, raising HR, GE
including sexual harassment researchers, awareness on officers
technical and female role
administrative models
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staff,

students Initiatives for

raising

awareness on

gender diversity

in research teams
4. Awareness campaign highlighting diversity Academic Awareness GE officers
and inclusiveness in the university community staff, campaign
and encouraging prevention of discrimination in | researchers,

various areas

technical and
administrative
staff,

students
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