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Ben Gurion University of the Negev (BGU) invests
extensive resources and efforts to promote gender
equality and equity in various areas. Our underlying
assumption is that promoting gender equality and
diversity is vital for fostering academic excellence and
for maintaining BGU's commitment to social justice.

The vision of the Office for Gender Equity is to promote
BGU as the best university in Israel for women and

families, and to be their first choice. The overall goal of
the Office for Gender Equity is to promote excellence
through gender equity and to ensure equal gender
representations throughout the organization.

Studies show that gender equality enhances
performances, and in academic contexts contributes
significantly to research excellence. Gender equality
in organizations such as universities, facilitates diverse

ways of thinking, boosts creativity and innovation,
helps with problem-solving and decision-making and
enables better tapping into the potential and talents
of people in the organization. Promoting gender
equity also stems from BGU’s social agenda and its
commitment to contribute to the betterment of Israel
society at large and the Negev region specifically.
Therefore, promoting gender equity brings together
the two aims of BGU - the pursuit of excellence and
social responsibility, and forms a solid basis for the
understanding that gender equality can be an
important strategic asset for BGU.

The Officefor Gender Equity, headed by the Presidential
Adviser for Gender Equity, in collaboration with other
units at BGU, strives to increase the representation
of women in study programs where women are a
minority and increase the percentage of women
in all professorial ranks and in significant decision-
making forums. Moreover, it strives to make BGU
organizational climate more suitable for the needs
of women and families.

Although there has been a great improvement in
the status of women and their representation at
BGU over the years, we still have a long way to go
until we reach gender equality. The issues dealt with
at BGU in relation to gender equality are to a great
extent a reflection of broader social trends in Israel
and elsewhere. However, we still have a great deal
of work to do to generate change. We must invest in
removing internal and external barriers, both explicit
and hidden, and create an organizational climate

and culture that promotes gender equity. We must
continue with full vigor to invest resources and work
at all levels: socio-cultural and organizational levels.
We must simultaneously take a different course of
actions - to empower women, to educate, to remove
policy barriers and change organizational procedures.
To make significant progress, we must act vigorously
and intensively on all fronts.

BGU faces the following challenges: (1) Female
students are significantly underrepresented in the
field of engineering sciences and in some areas in
natural sciences; (2) Women are underrepresented
among faculty members, especially in engineering,
health and natural sciences; (3) There is a drop in the
percentage of women moving up the academic ladder
(the “Scissors Curve”) and an underrepresentation
of women in senior academic leadership positions
and decision-making forums; (4) Policies and the
organizational climate are not always in line with the
reality of women’s lives, particularly at the stage of
starting a family.

To this end, this program aims to address
simultaneously all of the above four challenges. This
document presents the main goals and targets set
by BGU for improving gender equity as well as the
means for achieving them.

However, before presenting our gender equality plan
(GEP), it is important to present an overview of the
gender equality or inequality patterns at BGU. Part One
of the GEP presents the gender equality patterns at
BGU (based on the University’s 2021 gender’s report —
areport BGU publishes every year). Part Two presents
BGU's GEP, detailing our aims, targets, and action plan.



PART 1

GENDER DATA REPORT
BEN-GURION UNIVERSITY OF THE NEGEV 2021

1. Overview

The“Scissors Curve”- A comparison Between 2015 and 2021
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1.2 Overview - Representation of Women Among

2. Percentage of Women and Men in Each
Academic Faculty - 2021

Academic Rank - 2021

Gender Composition of Faculty Members in all Ranks Distribution of Women by Academic Rank
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3. Percentage of Women and Men Among
Academic Staff by Faculties - 2021

Women
Faculty/Gender Women Men Total
Precentage
Faculty of Humanities and
Social Sciences 104 165 269 39%
Faculty of Natural Sciences
28 142 170 16%
Faculty of Engineering
Sciences 29 164 193 15%
Faculty of Health Sciences
43 59 102 42%
Institutes for Desert
Research 14 42 56 25%
Faculty of Management
26 25 51 51%
Total at University Level
244 597 841 29%

Percentage of Women and Men in Academic Staff by Faculties
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3.1 Percentage of Women and Men Aamong
Academic Staff by Faculty and Rank - 2021

The Faculty of Facultyof  Faculty Institutes Facultyof  Totalat
Facultyof  Natural Engineering of Health for Desert Management University

Humanities Sciences  Sciences Sciences  Research level
Faculty > .
and Social
Sciences
Women 18 0 3 9 0 5 35
Men 23 7 14 2 0 2 48
Lecturer

Total 39 7 17 11 0 7 81
Women % 46% 0% 18% 82% 0% 71% 43%

Women 43 11 12 17 6 13 102

. Men 50 36 57 19 14 10 186

Senior
Lecturer

Total 93 47 69 36 20 23 288
Women % 46% 23% 17% 47% 30% 57% 35%

Women 26 14 5 10 6 7 68

. Men 45 40 43 18 10 3 159

Assosicate
Professor

Total 71 54 48 28 16 10 227
Women % 37% 26% 10% 36% 38% 70% 30%

Women 17 3 9 7 2 1 39

Men 47 59 50 20 18 10 204

Full

Professor Total 64 62 59 27 20 11 243
Women % 27% 5% 15% 26% 10% 9% 16%




4. Gender Patterns in Promotions Between
Academic Ranks - 2021

Promotionsin 2021 Wornen Men Total Women
Percentage

3.2 Percentage of Women Among Academic From lecturer to senior ecturer 7 1 19 36 94%
Staff by Faculty and Rank - 2021 From semiorlecturer to associate . ) ; o

From associate professor to full
professor 5 13 18 27.78%

Tenure 17 30 47 36.17%

Total Advancements
18% 44 77 121 36.36%
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5. Gender Patterns in Hiring - Percentage of Men
and Women by Rank and by Faculty - 2021

O

B

Faculty of

H it Faculty of  Faculty of Faculty Institutes Faculty of Total At
Faculty ur;esml .|els Natural Engineering  of Health for Desert M acultyo ¢ University
a:cienoc(:j Sciences Sciences Sciences Research anagmen Level
Women 3 0 0 1 0 0 4
Men 4 0 1 0 0 0 5
Lecturer
Total 7 0 1 1 0 0 9
% Women 43% 0% 0% 100% 0% 0% 44%
Women 3 1 1 0 1 1 7
Senior Men 0 1 4 0 0 0 5
Lecturer
Total 3 2 5 0 1 1 12
% Women 100% 50% 20% 0% 100% 100% 58%
Women 0 0 0 0 0 0 0
Associate Men 0 0 0 0 0 0 0
Professor
Total 0 0 0 0 0 0 (1}
% Women 0% 0% 0% 0% 0% 0% 0%
Women 0 0 0 1 0 0 1
Full Men 0 1 0 0 0 0 1
Professor
Total 0 1 0 1 0 0 2
% Women 0% 0% 0% 100% 0% 0% 50%

5.1. Gender Patterns in Hiring - Percentage of Men
and Women by Rank and by Faculty - in Graph 2021
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Gender Patterns in Hiring - Percentage of Men and Women by
Rank and by Faculty - in Graph 2021
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The report does not include students who identifies as non-binary.
It does not include, teaching diplomas and non-degree tracks.

Ben-Gurion Research Institute for the Study of Israel and Zionism is
included in the Humanities and Social Sciences. * Medicine studies
(M.D.) are not included in the data: Total of 889 students of which
518 are women (58%)
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6.1 Percentage of Male and Female Students
by Degree and Faculty, 2021 - Graph
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Objective No. 1: Increase the percentage of female students in STEM fields

Objectives to
be Achieved

Goals and Targets

Increase the percentage
of women among STEM
students to at least 35%.

Increase the percentage of
women studying certain
areas in engineering (such
as electric and computer
engineering) to 35% by
removing the barrier,
many potential female
students did not take
advanced physics in high
school.

Create a support system
for female candidates and
undergraduate students.

Create a collaboration
between BGU and schools
in the area and outreach
to girls in junior and high
schools.

plant the seeds and
encourage them to
pursue higher degrees

in STEM in the future,
making BGU their natural
future choice.

Milestones and Courses of Action

* Run dedicated marketing campaign to encourage women
to enroll in high-tech professions (engineering an computer
sciences).

* 25 scholarships of NIS 4000 each will be offered to outstanding
female candidates in STEM fields to encourage women to enroll
in these programs.

* Develop a screening procedure that will remove barriers women
face when applying for degrees in STEM where women are a
striking minority.

* Pilot project - 2022-2023 - launching a pre-enrollment physics
course for women candidates who took advanced math in high
school but did not take advanced physics. It is hope that this
will enable them to take degrees where advanced physics is
a prerequisite and women are a minority.

* Ecosisters - a mentoring program for female candidates in
STEM subjects from the moment they apply to BGU until they
start their first year. Mentorship is provided by female doctoral
students in the relevant departments who act as role models.

* Support student organizations that promote the advancement
of women in STEM subjects, such as Queen-B, Prowoman and
She Codes.

* Offer career development and empowerment workshops for
women enrolled in STEM degrees.

* Commemorate the International Day for Women and Girls in
Science by holding a university event and a prize-winning
competition for female research students and girls participating
in scientific projects.

* Develop a program for girls in computer sciences - that
includes preparatory courses and courses in computer
sciences that will be recognized when they enroll in
undergraduate degree at BGU in the future. The program
will also include academic mentoring and emotional-mental
support for the participants.

* Girls in Science Conference for 9th grade students in the
south.

* Host groups of girls in the seventh and eighth grades
(before they chose advanced high-school courses)
from Beer-Sheva. During their visits they will have the
opportunity to visit research labs and meet with female
research students and faculty talking to them about career
in sciences.

Objective No. 2: Increase Gender and Social Diversity in the Recruitment
and Hiring of new Faculty (Tuner-Track Positions); Increase the
Percentage of Women Among New Faculty Members

Objectives to

be Achieved Goals and Targets

To reach at least

40% of women, from
different social groups,
among new faculty
hiring.

Increasing the number
of women who

meet the threshold
requirements hiring.

Increase the
percentage of women
among new faculty to
40% in the next five
years.

Milestones and Courses of Action

“Hidden biases” workshops for members of departmental
appointment & promotion committees and the university
appointment committee.

* Changes introduced to the Appointments & Promotions
Regulations - approved by the Senate in 2022:

* Departments are required to put together and commit to a
gender diversity plan with clear-cut targets as a condition for
starting a search for new faculty.

* Short lists of candidates must include female candidates.

* |f there are male and female candidates with equal credentials,
the department appointment & promotion committee will
give preference to the female candidate.

Designingin collaboration with deans and heads of departments

in faculties and departments where there is a particularly low

percentage of women among faculty and new appointments

(engineering, natural sciences, health sciences and the Desert

Research Institutes), Designing tailor-made recruitment plans

in collaboration with deans and heads of .

In cases where a female candidate has outstanding credentials

and there is no available position at the relevant department,

creating an additional position will be considered (in areas
defined as problematic in terms of recruiting female faculty).

Workshops for female doctoral students to help them prepare
an academic portfolio.

Scholarships for Arab female research students, five scholarships
of NIS 25,000.

* Preparing for postdoctoral programs conference.

A year-long ongoing workshop for first generation female
doctoral students.

A postdoctoral scholarship for women who received an offer for
a postdoc abroad, to create a reserve for recruiting new female
faculty in these subjects - at least four postdoctoral fellowships
will be awarded each year.

Twenty travel grants will be awarded to female PhD students
who seek a postdoctoral position abroad to allow them to travel
and establish the initial contact.

* Cultivating relationships with female postdocs to increase the

chances of them applying for a position at BGU and receivingit.
Funding a visit to the relevant department so they can deliver
a seminar and meet with faculty members

Adding BGU to the mentoring program WISER - a network of
Israeli female postdoc fellows abroad. This will also enable us
to search for suitable female candidates.



Objective No. 3: Reduce the gender representation gaps in higher
academic ranks, academic leadership, and decision-making forums

Objectives to be
Achieved

Goals and Targets

For the next five
years to increase
the percentage

of women in
professorial rank
by around 3% each
year.

Milestones and Courses of Action

Reduce gender biases in promotion procedures and raise awareness
to gender biases through a gender bias workshop for those involved
in promotion processes (departmental promotion committees,
department heads, faculty promotion committee and members of
the University Promotion Committee). In the amendment to BGU's
Appointment & Promotion Regulations, participation in the gender
biases workshop, for the above officials, is mandatory.

A periodic evaluation of the portfolios of female faculty members -
meaning that they no longer need to initiate their own promotion
process (The new Appointments & Promotions Regulations, 2022).
In accordance with the new Appointments & Promotions Regulations
and in order to monitor the rate of promotions of women and initiate
promotion processes when necessary, all Departments will submit
a promotion reports to the Dean and to the Office of Gender Equity
once a year..

In view of the awareness that even mid-career faculty members need
supportin promotion processes, a mentorship program will be designed
where female full-professors will mentor senior lectures and associate
professors with the aim of encouraging women to build a “portfolio”
for promotion.

BGU has established a new mentorship program for new faculty (men
and women). One of the components of the training program for
mentors will be developing gender awareness, including awareness
of the specific challenges that women face in academia.

Objectives to be
Achieved

Goals and Targets

To integrate at least
3-4 more women in
senior leadership
positions within the
next five years.

Milestones and Courses of Action

* Development and implementation of an academic leadership program
designed for female faculty members at the ranks of associate professor
and full professor.

* Maintaina 50% representation of women in appointment and promotion
committees to reflect the change in the Academic Regulations adopted
in 2021.

* Establish a Professorial Forum for women that will meet once a semester
with the aim of creating a support network forwomen and encouraging
them to take key positions.

* Targeted recruitment of women for senior leadership positions.

* Build a system of rewards and support for women who hold several
(non-remunerated) positions.

Nurture and
empower faculty
members at the
rank of lecturer and
senior lecturer in
order to prepare
them for leadership
positions in the
future.

* Young Pl workshop - a research leadership development workshop
for young female researchers.

* Operate a network of lean-in groups.

* Develop awareness of gender biases and gender sensitivity among
male and female faculty members mentoring new faculty members
- combine a gender bias workshop with the mentors'training.

* Empowerment and career development workshops such as
parenting and career, time management, laboratory/research
group management, marketing and branding. These workshops are
designed for young female faculty.

* Establish a lecturers forum that meets twice a year in order to create
a network.

Increase the
percentage of
women among
administrative
staff taking part in
committees and
decision-making
processes.

* Gender bias workshop for administrative staff managers (VPs, human
resources, heads of management, etc.).

* Devise a work plan for the advancement of women in decision-making
circles together with Human Resources.




Objective No. 4: Improve satisfaction among female students,
administrative staff and, academic faculty by adapting an
organizational climate that is gender and family life sensitive

Objectives to be

Achieved Goals and Targets

Improve satisfaction

among female students,
administrative staff and

academic faculty by

adjusting the institution to
the life realities of women

and families.

Hold 4-6 events a year in
order to raise awareness

of these issues.

Milestones and Courses of Action

* Conduct an organizational climate survey among the
relevant populations to identify issues that require
improvement and developing and action accordingly.
Develop a plan for the expansion of daycare facilities on
campus.
Support student organizations that aim at advancing
women and a women friendly organizational climate
Participate in the Wisemama Project - a national project for
mentoring female students who are mothers by student
who are mothers themselves at more advanced stages.
* As of 2021, there is a procedure at BGU that stipulates
that there will be no academic regular activity (except for
teaching) after 3:30 p.m.
* Provide relief in teaching for mothers returning from
maternity leave - went into effect in 2022.
* Give male and female faculty members an additional
year before tenure in cases of birth, adoption, surrogacy,
fertility treatments or caring for a spouse/child/parent
with a chronic illness - approved in 2021.
Extend scholarships for female doctoral students and
postdocs in cases of birth, adoption, surrogacy, fertility
treatments.
Steps taken as a result of the aftermath of COVID-19
pandemic (approved in 2022) - Extension of scholarships
for doctoral students who are mothers at the fifth year of
the doctoral program and providing a teaching relief to
faculty before tenure who are parents to young children.

* Hold an eventon the International Day for the Elimination

of Violence Against Women.

Hold an event on International Women’s Day

Hold a series of lectures on diversity and gender in

academia - 6 sessions a year.

* Hold a university competition for projects aimed at
promoting gender equity.

* Setup astand at the start of the academic year’s fair with

materials and information on gender equity and the

activities of the office for Gender Equity.

Put together a yearly gender report.

Publish a special edition of the BGU's magazin for

the International Women’s Day commemorating the

achievements of women at BGU.

Objectives to be

Goals and Targets

Improve the level of
awareness of female
students of their rights
and create support
networks.

Introducing a gender-
sensitive format of
writing in all university
publications and
correspondence,
including websites,
newsletters, exams, etc...

Have equal
representation of women
and men in short lists
that BGU submits to
external foundations

and prize competitions
for students and faculty
members.

Milestones and Courses of Action

* Dissemination of a Know Your Rights leaflet for female
students, specifying their rights and the services available
to them.

Motherhood and career workshops for female doctoral
students.

Career development workshop for female students.

* Gender-sensitive writing workshops (for marketing, HR,
students coordinators, examination unite, etc.).

Rewrite official university forms and correspondence to
conform with gender-equitable writing.

Introduce a gender representation procedure for short
lists. A final list of candidates from which candidates are
chosen for scholarships and prizes, mustinclude women
at the same rate as their representation in the population
in question.

Active search for female candidates through the Office for
Gender Equity and heads of academic unitis.

In case of two applications for scholarships one by a man
and one by a woman with the same or similar credentials,
preference will be given to women.






