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[bookmark: INTRODUCCIÓN]INTRODUCTION

The Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men, introduces the Equality Plans as a valuable tool for the elimination of discrimination on grounds of sex/gender; being legally defined in art. 46 as:

An ordered set of measures adopted after a diagnosis of the situation, aimed at achieving equal treatment and opportunities between women and men in the company and eliminating discrimination on grounds of gender. The equality plans will establish the specific equality objectives to be achieved, the strategies and practices to be adopted for their attainment, as well as the establishment of effective systems for monitoring and evaluating the objectives set[footnoteRef:1]. [1:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.22. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 


Subsequently, Royal Decree-Law 6/2019, of 1 March, on urgent measures to guarantee equal treatment and opportunities between women and men in employment and occupation, modifies some articles of Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men, emphasising the need to carry out a prior diagnosis and set specific objectives, which will contain a minimum number of subjects[footnoteRef:2]. Along the same lines, Royal Decree 901/2020, of 13 October, which regulates equality plans and their registration and amends Royal Decree 713/2010, of 28 May, on the registration and deposit of collective bargaining agreements, establishes in its art. 5 that equality plans, including prior diagnoses, must be subject to negotiation with the legal representation of workers, for which purpose a negotiating committee shall be set up in which the company’s representation and that of the workers shall participate on a parity basis[footnoteRef:3]. Finally, Royal Decree 902/2020, of 12 October, on equal pay for women and men, aims to “establish specific measures to give effect to the right to equal treatment and non-discrimination between women and men in matters of pay”[footnoteRef:4]. [2:  Royal Decree-Law 6/2019, of March 1, on Urgent Measures to guarantee equal treatment and opportunities between women and men in employment and occupation, BOE no. 57, of March 7, 2019. https://www.boe.es/boe/dias/2019/03/07/pdfs/BOE-A-2019-3244.pdf]  [3:  Royal Decree 901/2020, of October 13, which regulates equality plans and their registration and modifies Royal Decree 713/2010, of May 28, on registration and deposit of collective labor agreements and agreements, BOE no. 272, of October 14, 2020, p. 87480. https://www.boe.es/boe/dias/2020/10/14/pdfs/ BOE-A-2020-12214.pdf]  [4:  Royal Decree 902/2020, of October 12, on equal pay between women and men, BOE no. 272, of October 14, 2020, p.7. https://www.boe.es/buscar/pdf/2020/BOE-A-2020-12215-consolidado.pdf] 


The II UCM Equality Plan was drawn up by the Negotiating Committee, chaired by the Rector and made up of 10 members of the trade unions represented on the Trade Union Board and the same number of representatives of the institution.

Its main objective is to build a culture of equality at the Complutense University, integrating a transversal gender perspective in all areas, and correcting inequalities and the gender gap resulting from direct and indirect discrimination; in addition to consolidating the UCM as a safe space that is free of violence and, especially, sexual and sexist harassment.

The Diagnosis of the II UCM Equality Plan shows that, in the year 2020, the salary gap of the TRS stands at 8.3%, which is higher than the overall gap for the UCM as a whole (3.7%); this is mainly due to the low participation of women in the body of professors. It should also be noted that 60% of the scientific production currently corresponds to men in the teaching and research staff. As for the ASS, the gender pay gap stands at 2.7% (below the overall gap at the UCM); however, this gap rises to 4.4% when we consider the career civil servant ASS and to 9.1% and 8.5% when we consider the permanent and temporary labour ASS, respectively[footnoteRef:5]. [5:  Diagnosis II UCM Equality Plan: https://www.ucm.es/unidaddeigualdad/diagnostico-ucm
] 


Based on the overall diagnosis that addresses the pay gap and other complex issues that affect the professional, academic and personal development of women and men of the entire university community, the II Equality Plan establishes 4 lines of action, with specific objectives and specific measures, for the next 4 years, with permanent monitoring by a specific Commission, adopting a commitment to the Sustainable Development Goals of the UN Agenda 2030, specifically Goal 5: Achieve gender equality and empower all women and girls. Furthermore, Goal 4: Ensure inclusive and equitable quality education and promote lifelong learning opportunities for all, as well as Goal 10: Reduce inequality within and among countries, and Goal 16: Promote peaceful and inclusive societies for sustainable development, provide access to justice for all and build effective, accountable and inclusive institutions at all levels[footnoteRef:6]. [6:  Sustainable Development Goals of the UN 2030 Agenda:
https://www.un.org/sustainabledevelopment/es/2015/09/the-general-assembly-adopts-the-2030-agenda-for-sustainable-development/
] 





[bookmark: ANTECEDENTES]BACKGROUND

The Complutense University of Madrid has been one of the pioneers in Spain in the development of equality policies and a benchmark in training and research in feminist and gender studies at national and international level.

In the academic year 1988-89, the creation of the Institute for Feminist Research (Instifem) was approved by the Governing Board and the Social Council of the University, taking the first step towards the recognition of feminist studies and research. It is an interdisciplinary and inter-faculty centre dedicated to scientific research, promoted by Celia Amorós from the creation of the Permanent Seminar “Feminism and Enlightenment”.

The first director was Professor of Contemporary History Carmen García-Nieto, who had already created a group of lecturers and students at the Faculty in 1983 to work together in the field of feminist studies. Instifem is currently part of the European Network ATGENDER, European Association for Gender Research, Education and Documentation, which brings together various institutions involved in gender studies, and whose aim is to promote exchange and cooperation between academic communities and women’s organisations, documentation centres and libraries.

The UCM’s organization of the International Congress on Women’s Worlds World 2008 was also a milestone for the university and society at large. Its preparation over a period of three years required the constitution of thirteen scientific commissions, as well as the participation of a large number of students and administrative staff in volunteer work, thus raising awareness of equal opportunities issues between women and men. The culmination of the Congress in July 2008, with the attendance of more than 3,500 people from all over the world who literally occupied the Moncloa Campus, was undoubtedly relevant for the visibility and normalization of equality in research, teaching and feminist activism at the university.
On the other hand, the UCM has a long history in gender studies with several master’s degrees and some specific subjects, as well as the innovative Doctoral Programme in Feminist and Gender Studies, which was introduced in the 2013-2014 academic year. Many people have been educated at this university from a gender perspective, and have become references all over the world.

On a political level, 2004 saw the creation of an Office for Gender Equality, OIG, (which will serve as the basis for the future Equality Unit), linked to the Vice-Rectorate for Innovation and Quality. The OIG began operating in October of that year and in June 2005 it became dependent on the Vice-Rector’s Office for Culture, Sport and Social Policy, until, in 2011, it became the Equality Unit in accordance with Organic Law 4/2007 of 12 April, amending Organic Law 6/2001, of 21 December, on Universities, which in its twelfth additional provision establishes that “the universities will have Equality Units among their organizational structures for the development of functions related to the principle of equality between women and men”[footnoteRef:7] [7:  Organic Law 4/2007 of April 12, which modifies Organic Law 6/2001, of December 21, on Universities, BOE no. 89, of April 13, 2007, p. 16257. https://www.boe.es/eli/es/lo/2007/04/12/4/dof/spa/pdf] 

The UCM Equality Unit now reports to the Rector’s Delegation for Equality and the current UCM Statutes, approved by Decree 32/2017, of 21 March, of the Governing Council, approving the Statutes of the Complutense University of Madrid, establish in article 2.3 that “the UCM will have an Equality Unit for the development of functions related to the principle of equality between women and men in the areas of its competence”[footnoteRef:8]. [8:  Decree 32/2017, of March 21, of the Governing Council, which approves the Statutes of the Complutense University of Madrid, BOCM, of March 24, 2017, p.3. http://www.madrid.org/wleg_pub/secure/regulations/regulationslist.jsf#no-back-button] 

The UCM’s I Equality Plan was approved by the Governing Council on 24 February 2015 with the aim of complying with current legislation and making the principle of effective equality between women and men a reality at UCM, based on solid values in the areas of training, research and labour and personal relations. This first Equality Plan established a series of lines of action focused on the prevention, detection, and correction of inequalities[footnoteRef:9]. [9:  I UCM Equality Plan: https://www.ucm.es/unidaddeigualdad/file/plan-de-igualdad2 Gender Salary Gap in Espyearlas Public Universities: https://www.universidades.gob.es/stfls/universidades/Prensa/ficheros/INFORME_BSG_WEB_MUNI.pdf] 

The Rector’s Delegation for Equality, through its Equality Observatory, has collaborated with the Ministry of Universities, CRUE and ANECA in carrying out an audit at the UCM to identify and correct the gender pay gap in the public university system. The audit shows that, at the UCM, as in other Spanish public universities, there is a gender gap. However, the results also confirm that the development of equality policies has a positive impact in the short and medium term, since the UCM’s long track record in terms of equality means that its gender gap is lower than that of other universities participating in the audit[footnoteRef:10]. [10:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.12. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf
] 


On the basis of the I Equality Plan and in response to new emerging needs and regulatory requirements, the II UCM Equality Plan has been drawn up, consisting of four axes: Axis 1: Governance with a gender perspective, Axis 2: Career development, talent retention and reconciliation and co-responsibility policies, Axis 3: Commitment of the UCM against sexual and sexist harassment and with the state pact against gender violence, and Axis 4: Building a culture of equality at the UCM. These four axes include a total of 19 objectives to be fulfilled through 79 specific measures.
[bookmark: EJES,_OBJETIVOS_Y_ACCIONES]AXES, OBJECTIVES AND ACTIONS

The main reference framework for the axes, objectives and actions included in the II Equality Plan is the Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men, highlighting:

· Article 5, which refers to equal treatment and equal opportunities in access to employment, training and professional promotion and working conditions.[footnoteRef:11] [11:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.12. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Article 11 which refers to positive actions to make the constitutional right to equality effective.[footnoteRef:12] [12:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.13. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Article 14 which refers to the general criteria for action by the Public Authorities.[footnoteRef:13] [13:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.14. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Article 16 which refers to the balanced presence in appointments and designations to positions of responsibility.[footnoteRef:14] [14: Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.14. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf ] 

· Article 20 which refers to the adequacy of statistics and studies by systematically including the gender variable.[footnoteRef:15] [15:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.20. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Articles 24 and 25 which refer to gender mainstreaming in education policy and particularly in higher education.[footnoteRef:16] [16:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.16. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Article 26 which refers to equality in the area of artistic and intellectual creation and production.[footnoteRef:17] [17:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.16. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

· Article 51, which refers to the criteria for action by the Public Administrations, including those actions to be carried out regarding access to public employment and the development of professional careers, the reconciliation of personal, family and working life, the promotion of training in equality, the balanced presence of women and men in selection and assessment bodies, the establishment of effective protection measures against sexual harassment and gender-based harassment, the elimination of any pay discrimination based on gender and the periodic evaluation of the effectiveness of the principle of equality.[footnoteRef:18] [18:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.24. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf
] 


AXIS 1. GENDER-RESPONSIVE GOVERNANCE

Gender-responsive governance involves comprehensively assessing and analysing gender gaps to identify the measures needed to eliminate them.
In the words of the EU Advisory Committee on Equal Opportunities for Women and Men (2003), gender budgeting is an application of gender mainstreaming in the budget process. This involves incorporating a gender perspective at all levels of the budget process and restructuring revenues and expenditures to promote gender equality.[footnoteRef:19] [19:  EU Advisory Committee on Equal Opportunities for Women and Men (2003): OpinionOn Gender Budgeting. https://www.europarl.europa.eu/doceo/document/A-5-2003-0214_ES.pdf] 

Article 15 of Organic Law 3/2007, of 22 March, for Effective Equality between Women and Men, establishes that public administrations shall actively integrate the principle of equal treatment and opportunities between women and men “in the adoption and execution of their regulatory provisions, in the definition and budgeting of public policies in all areas and in the development of all their activities” [footnoteRef:20]. [20:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.14. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

On the other hand, a permanent diagnosis of the reality of women and men is essential to adopt immediate corrective measures when they are detected. To achieve this, it is essential to reinforce the structure of the Equality Unit through the figure of the Director, as well as the structure of the Equality Observatory, which must have a specific Coordination. It is also essential that both bodies have adequate personal, material and financial resources to carry out studies, collect data, analyse and structure them in such a way as to enable the Monitoring Committee (when necessary) to verify the proper functioning of the Plan or to establish corrective measures.
In order to carry out the permanent diagnosis, it is also essential that all UCM data be disaggregated by sex (established in art. 20 of Organic Law 3/2007, of 22 March, for Effective Equality between Women and Men), also contemplating other sex-gender identities[footnoteRef:21], since many people do not identify with binary definitions. Inventorying the databases of the information systems, including parameters that take into account these variables of sex, gender and other identities, making sex/gender variables a reality in all institutional information systems and including parameters in computer and statistical processing will take time, but in 4 years we hope to have achieved it. [21:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.15. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 

Remuneration transparency is guaranteed in the Transparency Portal [footnoteRef:22] and our salaries are set in accordance with current regulations, without discrimination between women and men. However, the report on the audit of the gender gap in universities carried out by the Ministry of Universities, ANECA and CRUE (mentioned above) shows that there is still a gender gap at the UCM, which means that the data must be analysed in the context of the reality of women. [22:  UCM Transparency Portal: https://www.ucm.es/portaldetransparencia] 

Organic Law 4/2007, of 12 April 2007, which modifies Organic Law 6/2001, of 21 December 2001, on Universities in the field of higher education, establishes in Article 13 that “the statutes of the Universities shall establish (...) the applicable electoral rules, which shall favour a balanced presence of women and men in the collegiate bodies”[footnoteRef:23]. [23:  Organic Law 4/2007, of April 12, which modifies Organic Law 6/2001, of December 21, on Universities, BOE no. 89, of April 13, 2007, p. 16243. https://www.boe.es/boe/dias/2007/04/13/pdfs/ A16241-16260.pdf] 

Along the same lines, Articles 88 and 130 of the UCM Statutes stipulate that the composition of the selection committees and bodies shall tend towards parity between women and men[footnoteRef:24]. Specifically, Article 21 of the UCM Regulations on Centres and Structures establishes that the governing teams of the Faculties and Schools must be formed respecting the balanced representation of women and men.[footnoteRef:25] [24:  Decree 32/2017, of March 21, of the Governing Council, which approves the Statutes of the Complutense University of Madrid, BOCM no. 71, of March 24, 2017, p. 88-111. https://www.ucm.es/data/cont/media/www/pag-77/BOCM_Estatutos_0317.PDF]  [25:  Regulation of Centers and Structures of the UCM, BOUC no. 1 of February 11, 2010. https://bouc.ucm.es/pdf/1157.pdf] 

There are times when it is difficult to achieve a balance between women and men in certain areas, given that there is inequality in certain areas of knowledge and at certain levels, as confirmed by the UCM’s diagnosis for this second Equality Plan and the gender gap audit (mentioned several times). This may mean that some women have to carry out extra work with excessive burdens and responsibilities because they are among the few who can be a part of committees, which may affect the development of their professional careers, creating the opposite effect to that sought. For this reason, the non-inclusion of women may be justified when necessary in certain cases and based on the reality of the number of women in the area of knowledge or at that level or post. This justification is already included in Art. 8 of the UCM Statutes when it states that the composition of the selection commissions shall strive towards parity, unless this is not possible for well-founded and objective reasons that are duly justified.[footnoteRef:26] [26:  Decree 32/2017, of March 21, of the Governing Council, which approves the Statutes of the Complutense University of Madrid, BOCM no. 71, of March 24, 2017, p. 71. https://www.ucm.es/data/cont/media/www/pag-77/BOCM_Estatutos_0317.PDF] 



According to Article 33 of Organic Law 3/2007, of 22 March, for Effective Equality between Women and Men:
Public administrations, within the scope of their respective competences, through their contracting bodies and, in relation to the execution of the contracts they enter, may establish special conditions with the aim of promoting equality between women and men in the labour market, in accordance with the provisions of public sector contracting legislation.[footnoteRef:27] [27:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.19. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 


On the other hand, Law 9/2017, of 8 November, on Public Sector Contracts, which transposes into Spanish law the European Parliament and Council Directives 2014/23/EU and 2014/24/EU, of 26 February 2014, establishes that all public contracts must incorporate, in a cross-cutting and mandatory manner, social and environmental criteria, as well as equality between women and men; the promotion of female recruitment and the reconciliation of work, personal and family life.[footnoteRef:28] Therefore, establishing equality clauses in contracting with companies, with special attention paid to the protocol on sexual and sexist harassment, will be fundamental for the University and for the transfer to society, based on a serious and firm commitment to women’s rights as human rights. [28:  Law 9/2017, of November 8, on Public Sector Contracts, by which the Directives of the European Parliament and of the Council 2014/23/UE and 2014/24/UE, of 26 February 2014, BOE no. 272, of November 9, 2017. https://www.boe.es/buscar/pdf/2017/BOE-A-2017-12902-consolidado.pdf] 


The collaboration of the university community is essential to create a model that allows discrimination to be detected and inequality to be recognised and is equipped with tools for the construction of a culture of equality that creates suitable working and learning environments in a safe space. The UCM occupies a very large space, with a large number of students, teaching and research staff and administrative and service staff, which is why the figure of the liaison with the Equality Unit in the Centres and Faculties has been created. For equality is built as a team.



	
Objective #1. To incorporate the gender perspective in UCM budgets.

	
Measure 1. Creation of a spending program and/or specific equality budget items for the development of the actions of the II UCM Equality Plan.

	Body/bodies in charge:

· Equality Unit - Equality Observatory
· Vice-Rectorate for Economic Policy
· Vice-Rector’s Office for Economic and Financial Management



	Schedule:

· Permanent (annual)
	Indicators:

· Percentage of the UCM’s overall budget devoted to the development of the II UCM Equality Plan with respect to the UCM’s total budget.
· Percentage of executed expenditure with respect to the initial budget




	
Objective #2. To make permanently visible whether gender gaps exist or are maintained at the UCM.

	
Measure 1. Inventory of institutional information systems databases that include sex/gender variables.

	 Body/bodies in charge:

· Equality Unit - Equality Observatory
· Vice-Rectorate for Technology and Sustainability
· Management



	Schedule:

· 1 year
	Indicators:

· Degree of compliance with the measure in the established timeframe

	
Measure 2. Inclusion of parameters that consider sex/gender variables (women, men and other sex/gender identities) in computer and statistical processing.

	Body/bodies in charge:

· Equality Unit - Equality Observatory
· Vice-Rectorate for Technology and Sustainability
· Management
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure in the established timeframe

	
Measure 3. Permanent updating of the information of the aggregated data.

	Body/bodies in charge:


· Equality Unit - Equality Observatory

	Schedule:

· Permanent
	Indicators:


· Degree of compliance with the updating of disaggregated data
· Degree of compliance with the publication of disaggregated data




	
Objective #3. To guarantee the principle of pay transparency and the obligation of equal pay for women and men at the UCM.

	Measure 1. Creation of a remuneration register that reflects the arithmetic averages and medians according to the groupings of jobs of equal value at the UCM (these groupings will be carried out in accordance with Art. 28.1 of the Workers’ Statute and the provisions of Royal Decree 902/2020, of 13 October, on equal pay for women and men).

	Body/bodies in charge:

· Equality Unit - Equality Observatory

· Human Resources Deputy Vice-Manager
	Schedule:
· Permanent (annual)
	Indicators:

· Degree of compliance with the creation of the remuneration register in accordance with the regulations.
· Degree of compliance with the publication of results for the different groupings of work of equal value at the UCM.

	
Measure 2. Conducting a pay audit to analyse the effective application of the principle of equality between women and men in terms of pay (Art. 46.2.e) of Organic Law 3/2007, of 22 March, for the effective equality of women and men and in accordance with the provisions of Royal Decree 902/2020, of 13 October, on equal pay for women and men.

	Body/bodies in charge:

· Equality Unit - Equality Observatory

· Human Resources Subdivision 
	Schedule:
· Every 4 years
	Indicators:

· Degree of compliance with audit publication




	Objective #4. To guarantee parity in the composition of all UCM management and governing bodies constituted by unipersonal bodies by appointment.

	
Measure 1. Incorporation of the gender perspective in the UCM’s internal operating regulations.

	Body/bodies in charge:

· Equality Unit


· Equality Plan Monitoring Committee


· Vice-Rector’s Office for Departments and Centres


· Vice-Rector’s Office for Research

· Management



	Schedule:
· 1, 2 years
	Indicators:

· Degree of compliance with gender mainstreaming in the regulations modified on the basis of the recommendations established by the Monitoring Commission of the II Equality Plan.

	
Measure 2. Implementation of positive actions to ensure compliance with the law with regard to the parity composition of such teams and, if not, request justification.

	Body/bodies in charge:

· Equality Unit

· Human Resources Subdivision
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the parity composition (at least 40% of women) in the different management and governance teams of the UCM.




	
Objective 5. To eliminate vertical and horizontal segregation in all UCM bodies.

	
Measure 1. Establishment and guarantee of parity in the composition of selection bodies in selective processes, and otherwise,

	Body/bodies in charge:
· Equality Unit
· Human Resources Deputy Vice-Manager
	Schedule:

· Permanent
	Indicators:


· Degree of compliance with the parity composition (at least 40% women) in the different selection bodies of the UCM.

· Number of members of the selection bodies with training in gender issues.

	
Measure 2. Design and development of mentoring programmes for the development of professional careers and access to positions of responsibility and higher professional status for female teaching and research staff and administrative and service staff.

	Body/bodies in charge:
· Equality Unit
	Schedule
· Permanent
	Indicators:

· Number of female volunteer mentors and number of female mentees in mentoring programmes
· Number of women participants in the programmes who reach positions of responsibility and higher professional level




	
Objective #6. To establish equality clauses in contracting with external companies.

	Measure 1. Inclusion in the contracting specifications of bidding companies with more than 50 employees of the obligation to have an Equality Plan.

	Body/bodies in charge:
· Equality Unit
·  Equality Plan Monitoring Committee
· Vice-Rectorate for Economic Policy
· Vice-Rector’s Office for Economic and Financial Affairs
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure for hiring companies of more than 50 people with an Equality Plan.

	Measure 2. Inclusion of a specific clause of acceptance of the UCM Protocol on Sexual and Gender-Based Harassment for all bidding companies in the contracting specifications.

	Body/bodies in charge:
· Equality Unit
· Equality Plan Monitoring Committee
· Vice-Rectorate for Economic Policy
· Vice-Rector's Office for Economic and Financial Affairs
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure to include the specific clause on acceptance of the Protocol.
· Degree of compliance of the bidding companies that accept this clause

	Measure 3. Prioritising the hiring of companies that have support programmes for victims of gender-based violence, inclusion programmes with a gender perspective and/or their own harassment protocol.

	Body/bodies in charge:
· Equality Unit
· Equality Plan Monitoring Committee
· Vice-Rectorate for Economic Policy
· Vice-Rector’s Office for Economic and Financial Affairs
	Schedule:
· Permanent
	Indicators:

· Number of companies contracted by the UCM that have such programmes out of the total




	Objective #7. To strengthen the Equality Observatory, the Social Care Unit (DAS, from its Spanish initials) and the Psychological Care Unit for Victims of Gender Violence (DAPs) of the Equality Unit.


	Measure 1. Provision of economic and personnel resources to the UCM Equality Observatory.

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Economic Policy
· Management
	Schedule:
· 2 years
	Indicators:

· Degree of compliance with the allocation of economic resources assigned to the UCM Equality Observatory
· Number of people working in the UCM’s Equality Observatory

	Measure 2. Provision of economic and personnel resources to the UCM’s Social Care Unit (DAS).

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Economic Policy
· Management
	Schedule:
· 2 years
	Indicators:

· Degree of compliance with the financial resources allocated to the UCM Social Care Unit (DAS)

· Number of people working in the UCM Social Care Unit (DAS)

	Measure 3. Provision of economic and personnel resources to the UCM’s Psychological Care Unit for Victims of Gender Violence (DAPs).

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Economic Policy
· Management
	Schedule:
· 2 years
	Indicators:

· Degree of compliance with the allocation of economic resources assigned to the UCM’s Psychological Care Unit for Victims of Gender Violence (DAPs)

· Number of people working in the UCM’s Psychological Care Unit for Victims of Gender Violence (DAPs)




	Objective #8. To create Equality Liaisons with demonstrable gender training for the implementation of the actions of the UCM’s II Equality Plan in the faculties and centres.

	
Measure 1.  Creation of Student Equality Liaisons, TRS and ASS.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· 2 years
	Indicators:

· Number of Student Equality Links
· Number of Teaching and Research Staff Equality Links
· Number of ASS Equality Links



AXIS 2. CAREER DEVELOPMENT, TALENT RETENTION AND WORK-LIFE BALANCE AND CO-RESPONSIBILITY POLICIES

The magnitude of the gender gap existing at the UCM makes it clear that it is necessary to develop actions that emphasise indirect discrimination against women, establishing positive action measures where necessary, to alleviate the effects that this has on the academic and research careers and professional promotion of the teaching and research staff and the administrative and service staff. This implies a loss of talent that neither the UCM nor society can afford.

Article 41 of Organic Law 6/2001 of 21 December 2001 on Universities states that “research teams shall be encouraged to develop their professional careers by promoting a balanced presence of women and men in all areas”[footnoteRef:29]. [29:  Organic Law 6/2001, of December 21, on Universities, BOE no. 307, of December 24, 2001,
p.29. https://www.boe.es/buscar/pdf/2001/BOE-A-2001-24515-consolidado.pdf] 


Article 88 of the UCM Statutes establishes that “the composition of the selection commissions must conform to the principles of impartiality and professionalism of its members, striving for a balanced composition between women and men, unless this is not possible for duly justified and objective reasons”[footnoteRef:30]. [30:  Decree 32/2017, of March 21, of the Governing Council, which approves the Statutes of the Complutense University of Madrid, BOCM no. 71, of March 24, 2017, p. 94. https://www.ucm.es/data/cont/media/www/pag-77/BOCM_Estatutos_0317.PDF] 


In this sense, it will be a priority objective for the UCM to carry out effective policies, with efficient measures to make effective equality a reality and that a significant number of female lecturers, researchers and administrative and service staff encounter limitations in their professional development, for various reasons, among which the care of minors and the elderly stand out, as do the stereotypes that are maintained in society regarding women’s responsibilities in the domestic sphere. Studies carried out within the framework of the COVID19 confinement by the Equality Unit and the Supera Project showed that men increased their scientific production, while women decreased their publications due to family responsibilities.

Article 14 of the Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men states, regarding the general criteria for action by the Public Authorities, in point 8:
The establishment of measures to ensure the reconciliation of work and personal and family life for women and men, as well as the promotion of co-responsibility in domestic chores and family care.[footnoteRef:31] [31:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.14. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf
] 


The UCM, with the measures of the II Equality Plan, will try to balance the percentage of women and men in access to and promotion in professional careers, and will promote research and teaching careers with a gender perspective. Including the gender perspective does not only and necessarily mean talking about the number of women and men, but also carrying out actions that allow the reality of women to be contextualised from an understanding of the causes of inequality and the elements. In this sense, measures are incorporated within the scope of the Docentia Programme, in compliance with Royal Decree 822/2021, of 28 September, which establishes the organisation of university education and the procedure for quality assurance, which in its article 4, referring to the guiding principles in the design of the syllabuses of official university degrees, establishes in point 2 that:
These curricula must be based on democratic principles and values and the Objectives of Sustainable Development and, particularly, (...) respect for gender equality in accordance with the provisions of Organic Law 3/2007, of 22 March, for the effective equality of women and men, and the principle of equal treatment.[footnoteRef:32] [32:  Royal Decree 822/2021, of September 28, which establishes the organization of university education and the quality assurance procedure, BOE no. 233, of September 29, 2021, p. 119542. https://www.boe.es/boe/dias/2021/09/29/pdfs/BOE-A-2021-15781.pdf] 


Subsequently, in Art. 4.3, it also states that “these values and Objectives must be incorporated as cross-cutting content or competences, in the format decided by the centre or university”[footnoteRef:33]. [33:  Royal Decree 822/2021, of September 28, which establishes the organization of university education and the quality assurance procedure, BOE no. 233, of September 29, 2021, p. 119542. https://www.boe.es/boe/dias/2021/09/29/pdfs/BOE-A-2021-15781.pdf] 


The incorporation of the cross-cutting gender perspective in teaching implies training the teaching staff so that, by reviewing the contents of the subject, they can avoid biases and incorporate this perspective into the specific nature of the subject.
Royal Decree 822/2021, of 28 September, which establishes the organisation of university teaching and the procedure for quality assurance, also creates a new field of knowledge: Gender Studies and Feminist Studies[footnoteRef:34]. This will enable certain projects to be assigned to this specific area. In the field of research, Law 14/2011, of 1 June, on Science, Technology, and Innovation, introduces a cross-cutting gender perspective, both in terms of content and percentage of women and men[footnoteRef:35]. [34:  Royal Decree 822/2021, of September 28, which establishes the organization of university education and the quality assurance procedure, BOE no. 233, of September 29, 2021, p. 119542. https://www.boe.es/boe/dias/2021/09/29/pdfs/BOE-A-2021-15781.pdf]  [35:  Law 14/2011, of June 1, on Science, Technology and Innovation, BOE no. 131, of June 2, 2011. https://www.boe.es/buscar/pdf/2011/BOE-A-2011-9617-consolidado.pdf] 


The Measures of the II Plan for Equality in the field of research will facilitate the incorporation of women into research teams, as well as the enhancement of the gender perspective in research projects. This will require, as in teaching, a Training Plan for researchers.

The UCM’s commitment to work-life balance and co-responsibility will be translated into a Comprehensive Work-Life Balance Plan which will strengthen the Institution’s responsibility. It will include measures to guarantee work-life balance, such as the signing of agreements with nursery schools and centres for the elderly, when necessary for an adequate and unrestricted professional development. Furthermore, during the four years of the II Equality Plan, if the university community continues to demand it and the necessary economic resources are obtained, we intend to set up the bases for the creation of a Nursery School from birth to 3 years of age, so that the care of children does not impede academic, research and professional development.

On the other hand, article 88 of Organic Law 3/2018, of 5 December, on Personal Data Protection and the guarantee of digital rights, establishes that workers will have the right to digital disconnection according to the nature and purpose of the employment relationship.[footnoteRef:36] This is a complex issue, especially for teaching and research staff, as they carry out activities with universities in different parts of the world, in different time zones. This means that each specific case must be dealt with on a case-by-case basis, always in compliance with the regulations in force, as well as with the agreements and conventions regarding this matter. [36:  Organic Law 3/2018, of December 5, Protection of Personal Data and guarantee of digital rights, BOE no. 294, of December 6, 2018, p. 119838-https://www.boe.es/boe/dias/2018/12/06/pdfs/BOE-A-2018-16673.pdf
] 





	
Objective #1
To balance the percentage of women and men in access to and promotion in professional careers. 

	
Measure 1. The presidency of the selection tribunals, commissions and bodies will ensure compliance with the principle of effective equality between women and men in the access and promotion of the ASS at the UCM, and in case of doubt will consult the Equality Unit.

	Body/bodies in charge:
· Equality Unit
· Management
	Schedule:

· Permanent
	Indicators:

· Number of queries received by the Equality Unit

· Number of non-compliance complaints received by the Equality Unit

	
Measure 2. The presidency of the tribunals and commissions will ensure compliance with the principle of effective equality between women and men in the access and promotion of the TRS at the UCM, and in case of doubt will consult the Equality Unit.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
	Schedule:
· Permanent
	Indicators:

· Number of queries received by the Equality Unit
· Number of non-compliance complaints received by the Equality Unit

	
Measure 3. Balance of percentages in the free designation posts of ASS and TRS.

	Body/bodies in charge:
· Equality Unit
· Management
	Schedule:
· Permanent
	Indicators:

· Percentage of women and men in openly appointed posts




	
Measure 4. Conducting training courses for the Internal Promotion of the administrative and service staff during working hours to encourage women with family responsibilities and/or care responsibilities to take the courses.

	Body/bodies in charge:
· Equality Unit
· Management
	Schedule:
· Permanent
	Indicators:

· Number of courses for Internal Promotion carried out during and outside working hours.
· Number of courses demanded with a breakdown by gender

	
Measure 5. Courses for teaching and research staff that incorporate the gender perspective, in order to comply with the requirements of National Projects and European Projects in the field of equality.

	Body/bodies in charge:
· Equality Unit
· Vice-rectorate for Employability and Entrepreneurship.
	Schedule:
· Permanent
	Indicators:

· Number of courses offered that incorporate a gender perspective.

· Number of courses demanded with gender disaggregation




	
Objective #2. To foster gender-sensitive research and teaching careers

	Measure 1. Promotion of the inclusion of a minimum of 40% women in national and international research projects, introducing a justification form in case of non-compliance when applying for the project.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Transfer
	Schedule:
· Permanent
	Indicators:

· Number of projects including at least 40% women
· Number of justification forms submitted

	Measure 2. Promotion of the inclusion of a minimum of 40% of women in UCM research groups, introducing a justification form in the event of non-compliance when applying for accreditation of the group and maintaining it in subsequent incorporations.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector's Office for Research and Transfer
	Schedule:
· Permanent
	Indicators:

· Number of UCM research groups led by women and men.
· Degree of increase in the number of UCM research groups led by women after the incorporation of the measure

	Measure 3. Inclusion of the gender perspective as an evaluation criterion in the Docentia-UCM programme through a block of questions on the application and incorporation of the gender perspective of the TRS.




	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
· Vice-Rector’s Office for Technology and Sustainability
· Vice-Rector’s Office for Quality Assurance
	Schedule:
· Permanent
	Indicators:

· Number of questions on the application and mainstreaming of the gender perspective of the TRS in the Docentia-UCM programme




	
Measure 4. Inclusion of the gender perspective in the evaluation items in the teacher’s self-assessment of the DOCENTIA Programme.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
· Vice-Rector’s Office for Technology and Sustainability
· Vice-Rector’s Office for Quality Assurance
	Schedule:
· Permanent
	Indicators:

· Number of items referring to the inclusion of a gender perspective




	
Objective #3. To promote policies of work-life balance and co-responsibility aimed at the entire university community.

	
Measure 1. Maintenance and promotion of measures against indirect discrimination for maternity/paternity leave in the promotion criteria of the ASS and TRS, counting such leave as effective service time.

	Body/bodies in charge:

· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
· Vice-Rector’s Office for Quality Assurance
·  Management
· Vice President’s Office for Human Resources
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure

	

Measure 2. Maintenance and promotion of corrective measures against indirect discrimination due to maternity/paternity leave in the criteria for assigning allowances to the TRS.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
· Vice-Rector’s Office for Quality Assurance
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure




	Measure 3. Maintenance and promotion of measures against indirect discrimination on the grounds of maternity/paternity leave in the evaluation criteria of the TRS.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Research and Transfer
· Vice-Rector’s Office for Quality Assurance
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure

	Measure 4. Drawing up a Comprehensive Work-Life Balance and Co-Responsibility Plan for the entire university community, taking into account the care of minors, the elderly and dependent persons, with special attention to single-parent families and timetables.

	Body/bodies in charge:
· Equality Unit
· Equality Plan Monitoring Committee.
	Schedule:
· 2 years
	Indicators:

· Degree of compliance with the measure
· Number of measures included, and groups represented

	Measure 5. Creation of a nursery school for children from birth to 3 years of age, children of members of the entire university community.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Economic Policy
· Vice-Rector’s Office for Culture, Sport, and University Extension
· Management
	Schedule:
· 4 years
	Indicators:

· Degree of compliance with the measure




	Measure 6. Supporting the signing of agreements with nursery schools near the Moncloa and Somosaguas campuses for the children of the ASS and TRS.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-Rector’s Office for Economic Policy
· Vice-Rector’s Office for Culture, Sports, and University Extension
	Schedule:
· Permanent
	Indicators:

· Number of agreements signed.
· Number of users

	Measure 7. Design and implementation of a recreational area on the Moncloa Campus and another on the Somosaguas Campus for the children of the teaching and research staff and administrative and service staff, in order to enable staff to carry out professional activities outside school hours.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-Rector’s Office for Economic Policy
· Vice-Rector's Office for Culture, Sports, and University Extension
	Schedule:
· 1 year
	Indicators:

· Number of spaces created.
· Number of users

	Measure 8. Support for the signing of agreements with day centres close to UCM campuses for the care of the elderly and persons dependent on the ASS and TRS.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-Rector’s Office for Economic Policy
· Vice-Rector’s Office for Culture, Sports, and University Extension
	Schedule:
· Permanent
	Indicators:

· Number of agreements signed.
· Number of users




	
Measure 9. Performance and dissemination of awareness-raising campaigns for all members of the university community on work-life balance and co-responsibility.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:
· Number of actions implemented

	
Measure 10. Publication of a Catalogue with the Services offered by the University in terms of work-life balance and co-responsibility.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure

	
Measure 11. Promotion of the possibility of carrying out tasks through teleworking in perfectly justified cases to ensure the work-life balance and co-responsibility of the administrative and service staff.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-management of Human Resources
	Schedule:
· Permanent
	Indicators:

· Number of ASS persons requesting home office
· Number of teleworking leaves granted




	
Objective #4. To ensure the right to digital disconnection.

	
Measure 1. Establishment of opening hours and response times for members of the organisation and students through the virtual campus, e-mails, etc.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Technology and Sustainability
· Vice-Rector’s Office for Departments and Centres
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with established timetables 

	
Measure 2. Dissemination, to the entire university community, of the obligation not to exceed the working hours established for the administrative and services staff.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-Rector’s Office for Human Resources
· Vice-Rector’s Office for Academic Organisation
· Vice-Rector’s Office for Technology and Sustainability
	Schedule:
· Permanent
	Indicators:

· Number of communications sent to the university community



AXIS 3. THE UCM’S COMMITMENT AGAINST SEXUAL AND SEXIST HARASSMENT AND TO THE STATE PACT AGAINST GENDER VIOLENCE

Gender violence continues to be a serious problem in 21st century societies. The UCM, as part of society, is no stranger to this situation and is committed, among other things, to prevention, detection, and action in situations of gender violence.

This violence is not predetermined by the condition or situation of the person, whether ideological, religious, social, economic and/or cultural, but is a social problem that has to do with processes of socialisation and education in which different aspects are intertwined. Such violence is perpetrated against women for being women and is based on power relations, which means that the perpetrators involved have no specific ideological, religious, social, economic and/or cultural profile.

Some of the most widespread forms of violence in the university environment are sexual harassment and sexist harassment. Article 62 of Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men establishes that for the prevention of sexual harassment and harassment on grounds of sex, the public administrations shall negotiate with the legal representatives of the workers a protocol for action against sexual harassment and harassment on grounds of gender[footnoteRef:37]. In this regard, the UCM’s commitment, as a public institution, must be firm. In 2016, the Protocol for the prevention, detection, and action in situations of sexual harassment, gender-based (sexist) harassment and harassment based on sexual orientation and gender identity and expression at the UCM[footnoteRef:38] (approved by the Union Board on 16 December 2016 and ratified by the Governing Council on 20 December 2016) was approved, representing a major step forward in intervention in this regard. However, experience has shown that a more agile, quicker Protocol is needed, one with guarantees, and which provides support to victims from the first moment and throughout the entire procedure. For this reason, within the framework of the II Equality Plan, the Protocol of Action against Sexual and/or Sexist Harassment has been drawn up, at the request of the workers’ representatives and negotiated in the Negotiating Committee of the II Equality Plan, which speeds up the procedures and creates the Technical Committee and the Guarantees Committee to evaluate and respond to cases whose seriousness has not involved reporting the case immediately to the competent judicial bodies. [37:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.26. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf]  [38:  Protocol for the prevention, detection and action in situations of sexual harassment, harassment based on sex (sexist) and harassment based on sexual orientation and gender identity and expression at the UCM: https://www.ucm.es/unida- ddeigualdad/file/protocoloacosoucm

] 


In order to guarantee support for the victims, within the framework of the II Equality Plan, the Psychological Care Unit (DAPs) of the Equality Unit has been consolidated, created to accompany, guide, advise and attend to the victim from the moment she informs the Equality Unit of her case, regardless of whether or not there is a complaint, and participating in the whole procedure to avoid the re-victimisation of the person offended. On the other hand, the Social Care Unit (DAS) of the Equality Unit has also been reinforced to evaluate each individual situation and detect the specific needs of the people involved in the procedure, in order to avoid risks.

Moreover, the Equality Unit’s Care Units also act in processes of physical or psychological aggression between partners, or in cases of sexual aggression within or outside the couple, accompanying women in the university community regardless of whether or not they have filed a complaint with the courts.

In this way, we act in accordance with Axis 2 of the State Pact against Gender Violence (2019) which, with regard to the institutional response to victims of gender violence, requires the introduction of measures aimed at improving institutional response at all levels, maximising the use of available resources, promoting support resources at a local level, improving the protocols of action and communication between the different agents involved in order to avoid the risk of secondary victimisation and improving the trust of victims in the institutions[footnoteRef:39]. [39:  Government of Spain. (2019). State Pact against Gender Violence, p.7.https://violenciagenero.igualdad.gob.es/pactoEstado/docs/Documento_Refundido_PEVG_2.pd
] 


The prevention of gender-based violence is fundamental, which is why the UCM will carry out various actions aimed at raising awareness among the university community in order to avoid, as far as possible, sexual and sexist harassment and aggression within the institution. At the same time, training courses will be offered as part of a Comprehensive Training Plan, so that both the victims and those around them can detect specific situations in time and intervene as soon as possible.

As a public institution committed to the State Pact, new aid programmes for victims of gender violence and their children will also be strengthened and created.





































	
Objective #1. Preventing and responding to sexual and/or sexist harassment.

	
Measure 1. Activation of the Protocol for Action against Sexual and/or Sexist Harassment of the II UCM Equality Plan.

	Body/bodies in charge:

· Equality Unit
· Protocol Guarantees Commission
	Schedule:

· Permanent
	Indicators:

· Number of times the protocol is activated.
· Number of cases referred to the Services Inspectorate
· Number of cases referred to psychological or psychosocial care services.
· Number of cases where preventive or precautionary intervention measures are implemented
· Number of cases that are closed.
· Number of cases where mediation measures are applied
· Number of cases not resulting in a complaint being filed but in an alert being raised

	Measure 2. Provision of psychological and social care for victims of sexual and/or sexist harassment.

	Body/bodies in charge:

· Equality Unit
· DAPs

· DAS
	Schedule:
· Permanent
	Indicators:

· Number of people receiving psychological care
· Number of persons receiving social care




	
Measure 3. Design and development of a Comprehensive Training Plan on sexual and/or sexist harassment.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-management of Human Resources
· Vice-Rector’s Office for Employability and Entrepreneurship
	Schedule:
· 1 year to be created.

· Permanent
	Indicators:

· Degree of compliance with the measure
· Number of training actions for teaching and research staff
· Number of training actions for administrative and service staff
· Number of training actions for students

	
Measure 4. Organisation of communication campaigns and dissemination of the Protocol of Action against Sexual and/or Sexist Harassment of the II UCM Equality Plan.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of campaigns organised

	
Measure 5. Implementation of communication and dissemination campaigns for the prevention of sexual and/or sexist harassment.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of campaigns organised




	
Objective #2. Preventing and acting against gender-based violence within the framework of the State Pact against Gender Violence.

	
Measure 1. Provision of psychological and social care for victims of gender violence.

	Body/bodies in charge:

· Equality Unit
· DAPs

· DAS
	Schedule:
· Permanent
	Indicators:

· Number of people receiving psychological care
· Number of persons receiving social care

	
Measure 2. Signing of agreements and pacts with resources specialised in gender violence.

	Body/bodies in charge:

· Equality Unit

	Schedule:
· Permanent
	Indicators:


· Number of agreements signed.
· Number of interventions carried out by each of the resources in the framework of the agreement

	
Measure 3. Publication of an Action Guide for dealing with sexual assaults.

	Body/bodies in charge:

· Equality Unit

· DAPs
	Schedule:
· 6 months
	Indicators:

· Degree of compliance with the measure




	
Measure 4. Maintenance of free tuition fees for women and children who are victims of gender violence.

	Body/bodies in charge:

· Equality Unit

· Vice-Rectorate for Students
	Schedule:
· Permanent
	Indicators:

· Number of people benefiting from the measure
· Number of reports made from the Equality Unit

	
Measure 5. Creation of a scholarship programme for Permanent Training: for students who are victims of gender violence and their children.

	Body/bodies in charge:

· Equality Unit

· Vice-Rectorate for Students
· Vice-Rector’s Office for Employability and Entrepreneurship
	Schedule:

· 1 year for the creation of the programme
· Permanent
	Indicators:

· Number of applicants for these scholarships
· Number of scholarships awarded

	
Measure 6. Establishment of a scholarship programme for students who have suffered political persecution in their countries because they are women or because of their gender.

	Body/bodies in charge:
· Equality Unit
· Diversity and Inclusion Unit
· Vice-Rector’s Office for Students
· Vice-Rector’s Office for Employability and Entrepreneurship
	Schedule:

· 1 year for the creation of the programme

· Permanent
	Indicators:

· Number of applicants for these scholarships
· Number of scholarships awarded




	
Measure 7. Establishment of a programme to reserve accommodation places in halls of residence for students who are victims of gender-based violence and for students who are children of victims of gender-based violence in a situation of risk.

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Students
	Schedule:
· 1 year for the creation of the programme

· Permanent
	Indicators:

· Number of persons applying for these accommodation places
· Number of accommodation places to be granted

	
Measure 8. Creation of a housing aid programme for female UCM employees (TRS and ASS) who are victims of gender-based violence and are at risk.

	Body/bodies in charge:
· Equality Unit
· Management
	Schedule:
· Permanent
	Indicators:

· Number of persons applying for such aid
· Number of grants awarded

	
Measure 9. Creation of an inter-university network to fight against gender-based violence

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of national universities in the network
· Number of international universities in the network

	
Measure 10. Development of awareness-raising campaigns on gender-based violence.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of campaigns that are run



AXIS 4. BUILDING A CULTURE OF EQUALITY AT THE UCM

Building a culture of equality is a challenge for the UCM as it is for the rest of public and private institutions belonging to the different spheres of society. Inclusive language is a first step, because only that which is named exists.

The UN, in its Project “Supporting Gender Equality in Multilingual Contexts: Strategy on Gender Parity”, points out that:

Using gender-inclusive language means speaking and writing in a way that does not discriminate against a particular sex, social gender, or gender identity and does not perpetuate gender stereotypes. Given the key role of language in shaping cultural and social attitudes, using gender-inclusive language is a powerful way to promote gender equality and eradicate gender bias[footnoteRef:40] [40:  Project "Contribution to gender equality in multilingual contexts" of the UN. https://www.un.org/es/gender-inclusive-language/toolbox.shtml] 


And it creates a range of resources, materials, etc. for the use of gender-inclusive language in various languages.

The UCM cannot remain on the side-lines on these issues if it really wants to address gender equality and make women visible, contributing to the eradication of gender inequalities in the society for which it is a reference. Article 14 point 11 of Organic Law 3/2007, of 22 March, for the Effective Equality of Women and Men refers to the “implementation of a non-sexist language in the administrative sphere and its promotion in all social, cultural and artistic relations”[footnoteRef:41] as a general criterion for action by the Public Authorities. Therefore, a first step will be the dissemination of basic criteria for gender-inclusive language, with a training and awareness-raising plan that aims to modify the culture of the university community in this area while complying with current legislation. Naming women is only a first step, but it will help to understand the value of language by breaking down prejudices and stereotypes. [41:  Organic Law 3/2007, of March 22, for the Effective Equality of Women and Men, BOE no. 71, of March 23, 2007, p.14. https://www.boe.es/buscar/pdf/2007/BOE-A-2007-6115-consolidado.pdf] 


The incorporation of the gender perspective in the organisation of events or the incorporation of the gender perspective in study plans is essential and, at present, compelled by the above-mentioned Royal Decree 822/2021 of 28 September, which establishes the organisation of university education and the procedure for assuring its quality[footnoteRef:42]. [42:  Royal Decree 822/2021, of September 28, which establishes the organization of university education and the quality assurance procedure, BOE no. 233, of September 29, 2021, p. 119542] 



This requires a Comprehensive Training Plan for the entire university community that allows understanding and contextualising inequality to build from knowledge and not from opinion, opening scientific and academic debates for the construction of a culture of equality among the members of the university community. In Spain, women have been at university for little more than a century, as they were not allowed to study until 1910[footnoteRef:43] (Royal Order of 8 March 1910); advances in equality are not achieved without a solid political will and without structures that materialise these policies; otherwise, the gender gap will take more than 100 years to close. [43: Royal Order of March 8, 1910, BOE no. 68, of March 9, 1910. https://www.boe.es/datos/pdfs/BOE/1910/068/A00497-00498.pdf
 ] 


Given that the gender gap at the UCM is smaller than at other universities, undoubtedly due to the work that has been done in this university in different areas, it is essential to take a step forward by building a culture of equality. Knowledge allows us to understand that inequality is not a question of customs but of laws and norms.



































	
Objective #1. To implement inclusive language in all areas of the UCM.

	
Measure 1. Dissemination of UCM criteria for the use of inclusive language among all members of the university community.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· 1 year
	Indicators:

· Number of actions carried out for dissemination.
· Number of written and audio-visual documents produced in accordance with the criteria established.
· Number of persons to whom the document containing the criteria is made available

	
Measure 2. Review and adaptation of documents, forms, etc. to the UCM criteria for the use of inclusive language.

	Body/bodies in charge:
· All UCM bodies
· Equality Plan Monitoring Commission
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure

	
Measure 3. Publication and dissemination of guides and documents on the use of inclusive language.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of guides and documents disseminated




	Objective #2. To include the gender perspective in various activities of the university community.

	Measure 1. Promotion of the incorporation of gender-specific subjects in the UCM’s Study Plans that are subject to renewal and in the new Study Plan proposals.

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Studies
	Schedule:
•  1, 2, 3, 4 years
	Indicators:

· Number of gender subjects included in official bachelor’s and master’s degree courses in all areas of knowledge

	Measure 2. Establishing guarantees for the equal presence of women and men in the opening ceremonies of congresses, conferences, seminars and other events organised at the UCM, with perfectly justified exceptions.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Departments and Centres
· Vice-Rector’s Office for Studies
· Vice-Rector’s Office for Employability and Entrepreneurship
· Vice-Rector’s Office for Culture, Sport, and University Extension
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Permanent
	Indicators:

· Number of acts complying with parity
· Number of acts not complying with parity

	Measure 3. Inclusion of the gender perspective in UCM sporting activities, especially those of students, and support for the organisation of specific activities that make women in sport more visible.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Culture, Sport, and University Extension
	Schedule:
· Permanent

	Indicators:

· Number of sporting activities that incorporate a gender perspective
· Number of activities that make women in sport more visible




	
Measure 4. Inclusion of the gender perspective in the UCM’s cultural and University Extension activities, especially those of students, and support for the implementation of specific activities that make women in culture more visible.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Culture, Sport, and University Extension
	Schedule:
· Permanent
	Indicators:

· Number of cultural and university extension activities that incorporate the gender perspective.
· Number of activities that make women in culture more visible

	
Measure 5. Encouragement and support of seminars, courses, congresses and various events on feminism, gender and equality promoted by members of the university community and especially those organised by students.

	Body/bodies in charge:
· Equality Unit
	Schedule:
· Permanent
	Indicators:

· Number of seminars, courses, congresses and various events on feminism, gender and equality held at the UCM

	
Measure 6. Design of programmes to build values of coexistence with a gender perspective in the university community and in the UCM halls of residence.

	Body/bodies in charge:
· Equality Unit
· Vice-Rectorate for Students
	Schedule:
· Permanent
	Indicators:

· Number of seminars, courses, congresses, etc. on feminism, gender and equality held at the UCM.
· Number of seminars, courses, congresses, etc. on feminism, gender and equality organised by the Halls of Residence




	Objective #3. To include the gender perspective in the prevention of occupational risks at the UCM.

	Measure 1. Revision of the UCM Prevention Plan and of the occupational risk assessments, including the gender perspective.

	Body/bodies in charge:
· Equality Unit
· Rector’s Delegation for the Promotion of Preventive Culture
· Occupational Risk Prevention Unit
	Schedule:
· Permanent
	Indicators:

· Degree of compliance with the measure

	Measure 2. Design and dissemination of specific health promotion programmes for women at the UCM.

	Body/bodies in charge:
· Equality Unit
· Rector’s Delegation for the Promotion of Preventive Culture
· Occupational Risk Prevention Unit
	Schedule:
· Permanent
	Indicators:

· Number of programmes implemented.
· Number of campaigns for the dissemination of these programmes

	Measure 3. Updating of specific procedures relating to risk during pregnancy, postpartum and breastfeeding and raising awareness of the employment rights of women in these situations.

	Body/bodies in charge:
· Equality Unit
· Rector’s Delegation for the Promotion of Preventive Culture
· Occupational Risk Prevention Unit
	Schedule:
· Permanent
	Indicators:

· Number of posts exempted from risk in case of pregnancy, postpartum and/or breast-feeding.
· Number of posts adapted to the needs of women during pregnancy, postpartum and/or breast-feeding
· Number of campaigns to disseminate the rights of pregnant women at work




	
Objective #4. To raise the profile of UCM women’s research, studies and research on feminism and gender and actions aimed at promoting equality.

	
Measure 1. Promotion and support of UCM research projects on feminism and gender.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Permanent
	Indicators:

· Number of research projects carried out on feminism and gender

	
Measure 2. Establishing aid programmes for research projects on feminism and gender led by UCM women.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
· Vice-Rector’s Office for Economic Policy
	Schedule:
· Permanent
	Indicators:

· Number of grants offered.
· Number of projects funded

	
Measure 3. Creation of specific prizes for Doctoral Theses, Master’s Theses and Degree Theses on feminism and gender.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Annually
	Indicators:

· Number of prizes awarded




	
Measure 4. Dissemination of the work of women scientists at the UCM.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Permanent
	Indicators:

· Number of seminars, conferences, and courses
· Number of people attending seminars, congresses, and courses
· Number of publications by UCM women scientists

	
Measure 5. Dissemination of work on feminism, gender and equality carried out by UCM researchers.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Permanent
	Indicators:

· Number of seminars, conferences, and courses
· Number of people attending seminars, congresses, and courses
· Number of publications on feminism, gender, and equality of UCM researchers

	
Measure 6. Creation of a directory of UCM women experts in different fields of knowledge and specific specialities.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· 1 year for creation
· Permanent update
	Indicators:

· Degree of compliance with the measure




	
Objective #5. To consolidate the UCM equality brand.

	
Measure 1. Inclusion of a gender perspective in all UCM communications

	Body/bodies in charge:
· Equality Unit
· Rector’s Delegation for Communication
· Communication Office
	Schedule:
· Permanent
	Indicators:

· Number of communications including a gender perspective
· Number of communications not including a gender perspective

	Measure 2. Design and development of a Comprehensive Equality Training Plan for all members of the university community.

	Body/bodies in charge:
· Equality Unit
· Management
· Vice-Rector’s Office for Employability and Entrepreneurship
· Vice-Rector’s Office for Students
	Schedule:
· 2 years
	Indicators:

· Number of courses included in the Comprehensive Training Plan
· Number of people requesting courses

	
Measure 3. Promotion of the leadership of the UCM Equality Unit in networks such as the Network of Gender Equality Units in Madrid (RUIGEMA), Network of Gender Equality Units for University Excellence (RUIGEU), Gender Policies Group in the Conference of Rectors of Spanish Universities (CRUE).

	Body/bodies in charge:

· Equality Unit

	Schedule:
· Permanent
	Indicators:

· Number of UCM participations
· Number of commissions in which the UCM has a leading role.
· Number of positions held by UCM personnel




	
Measure 4. Promotion of the presence of UCM gender research groups in national, European, and international networks.

	Body/bodies in charge:

· Equality Unit

	Schedule:
· Permanent
	Indicators:

· Number of UCM gender researchers participating in national, European, and international networks.
· Number of UCM gender research groups participating in national, European, and international networks.

	
Measure 5. Visibility of UCM actions on equality in internal and external media, social networks, etc. and especially actions carried out by students.

	Body/bodies in charge:

· Equality Unit

	Schedule:
· Permanent
	Indicators:

· Number of interviews, articles, reports, etc. in which UCM equality is mentioned or made visible as a value of excellence.

	
Measure 6. Generation of collaboration and cooperation networks between feminist and gender perspective associations, the Equality Unit and UCM researchers.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Students
· Vice-Rector’s Office for Research and Knowledge Transfer
	Schedule:
· Permanent
	Indicators:

· Number of meetings held.
· Number of reports carried out jointly between the associations and the Equality Unit




	
Measure 7. Supporting the creation and consolidation of feminist and gender-sensitive student associations.

	Body/bodies in charge:
· Equality Unit
· Vice-Rector’s Office for Students
· Vice-Rector’s Office for Centres and Departments
· Vice-Rector’s Office for Employability and Entrepreneurship
	Schedule:
· Permanent
	Indicators:

· Number of associations created.
· Number of persons belonging to these associations
· Number of faculties that provide space for these associations.
· Number of projects arising from these associations



[bookmark: SEGUIMIENTO_Y_EVALUACIÓN]MONITORING AND EVALUATION

The bodies responsible for monitoring and evaluating the UCM’s II Equality Plan will be the Equality Observatory and the Monitoring Committee.

The Equality Observatory will draw up an annual report on the degree of implementation, execution and achievement of the Objectives and will send it to the representative bodies of the UCM employees.

The Monitoring Committee of the II UCM Equality Plan will be made up of the members of the Negotiating Committee of the Plan: 10 representatives of the UCM and 10 representatives of the trade union side, in accordance with the representation obtained in trade union elections. This Commission will carry out an annual monitoring and evaluation of the functioning of the II UCM Equality Plan, drawing up a report that is to be published. After four years, the Commission will carry out a Technical Evaluation to determine whether substantial reforms are necessary or whether a new Equality Plan should be drawn up. It will also be responsible for approving the Integral Training Plan and the Integral Conciliation Plan, thus representing the institution and the trade unions.
