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Opening Remarks from  
the Director of Finance  
and Administration
Dear readers and colleagues,

Would you agree with the statement that women can do anything, as 
long as they really want it? Not us! 

Women can do anything. Full stop.

There are many women who are doing remarkable things, who are 
pioneers, some of whom are also here at the university. However, 
there are still some hurdles that make it difficult for women to do just 
that in terms of career planning. 

For this reason, the university feels it has a responsibility as an 
employer to support women in all stages of their lives in achieving 
their professional and personal goals. The goals and requirements 
are as diverse as the women themselves. 

That's why we attach great importance to making personnel 
development as individual and needs-oriented as possible, and to 
creating support programs that expediently break down barriers 
and disadvantages where they exist. We want to empower women 
to do their thing - and create the best possible working environment 
based on trust to do so. We want to grow together!

Speaking of growing, we also want to see the number of women in 
technical jobs increase. It is particularly noticeable there that we 
are not yet able to reach women across the board. To reduce this 
imbalance, we are already trying to attract female talent to the 
university in the vocational training sector.

The advancement of women remains a constant process that works 
best when we tackle it together. I appreciate your support.

Frauke Meyer

Frauke Meyer
Director of Finance and Administration 
University of Bremen
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With the creation of the Women's 
Advancement Plan, the University 
of Bremen is implementing the legal 
mandate according to § 6 (1) of the 
State Equal Opportunities Act (LGG). 
Our primary goal is to advance the 
principles of equality at the Universi-
ty of Bremen by means of the measu-
res stated in the Women‘s Advance-
ment Plan.  

We want to:
–  encourage women to apply for jobs 

previously held primarily by other 
genders, 

–  provide women with the opportuni-
ty for a good education – especially 
in industrial-technical fields,

–  take into account the concerns of 
women in all career and life phases, 
be it in the qualification process, 
during career entry or re-entry, or 
during employment, 

–  organize working hours and ge-
neral conditions at the University 
of Bremen in a way that supports 
the reconciliation of work and care 
responsibilities, 

–  provide an environment free of 
discrimination, harassment, and se-
xualized discrimination and violence 
for all women at the University of 
Bremen.

The support of women is a central 
component of all fields of action 
in human resources planning and 
development. The realization of the 
goals for the advancement of women 
can only succeed if all employees of 
the University of Bremen work toge-
ther to implement the measures. In 
particular, employees in management 
and leadership positions are respon-
sible for this. The Women’s Advance-
ment Plan for Female Employees in 
Technical and Administrative Fields is 
binding for all organizational areas of 
the university.

The specific measures are drawn up 
on the basis of the employment struc-
ture analysis, among other things. The 
analysis as per § 6 (1) LGG is updated 
annually. The Women's Advancement 
Plan is a sustainable goal agreement 
made between the university ma-
nagement and the Gender Equality 
Officer. The implementation results 
are evaluated annually and an update 
is planned for the year 2025.
The Women's Advancement Plan is 
published in both German and English 
on the Gender Equality Officer’s web-
site at www.uni-bremen.de/frauen-
beauftragte. 

Objectives of the Women’s 
Advancement Plan

Job Advertising 
and Personnel 
Selection 

Personnel  
Development

Dealing with  
Sexualized  
Discrimination 
and Violence

Training

Life-Phase Ori-
ented Reconci-
liation

Fields of  
Action
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Tasks as per LGG*:
–  Advising the university management 

on all planning and decisions, in parti-
cular on personnel, social, and organi-
zational decisions (§ 13 (1) LGG).

–  Implementation of the Women's  
Advancement Plan.

–  Supporting female employees of 
the University of Bremen in safe-
guarding their interests in gender 
equality issues (for example, in job 
appointments and appraisals).

–  Establishment of working groups 
focusing on specialist and work-re-
lated issues.

Conditions for the Gender Equality 
Officer:
–    The Gender Equality Officer is 

released from her full-time duties 
within the University of Bremen in 
order to perform her tasks.

–    A workstation with full equipment is 
provided.  

Participation and Rights
The Gender Equality Officer partici-
pates in all events and meetings of 
working groups in which personnel, 
organizational, and social decisions 
are made and in which the Staff 
Council of the University of Bremen is 
also involved. In particular, this inclu-
des participation in the entire per-

sonnel selection process, as well as 
meetings on personnel requirements, 
continuing education, and training 
planning (for example, on the topics 
of personnel compensation and job 
evaluation). The other information 
and participation rights of the LGG 
are also taken into account. 

Additionally, the Gender Equality Of-
ficer introduces herself at the annual 
“Azubi-Starttag” - a welcome day for 
all new vocational trainees / appren-
tices - and has her own agenda item 
at the annual meeting of vocational 
trainers at the University of Bremen. 

According to the LGG, the university 
management, the deans, and the lea-
ders of other organizational units are 
responsible for informing the Gender 
Equality Officer in matters concer-
ning the advancement of women. This 
must be done in a timely manner, thus 
enabling participation. The participa-
tion of the Gender Equality Officer in 
personnel, organizational, and social 
measures must be documented. 

The Gender Equality Officer may par-
ticipate in the events of the Bundes-
konferenz der Frauen- und Gleichstel-
lungsbeauftragten an Hochschulen 
e.V. (bukof). 

The Gender Equality Officer 
of the University of Bremen

Monica Wehaus
The Gender Equality Officer 

*Landesgleichstellungsgesetz 
(State Equal Opportunities Act)
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The service sector at the University of Bremen already has a high propor-
tion of female employees. As this is not the case in all individual areas, 
the University of Bremen focuses on the advancement of women when 
approaching new employees and directly addresses potential female 
applicants for computer science and technical professions. 
Special professional biographies and life circumstances of women are 
taken into account appropriately in the process of recruiting personnel. 

Job advertisements are formulated in such a way that all genders feel 
addressed. Additionally, women are given priority in the hiring or pro-
motion process if they have the same qualifications as their fellow male 
applicants and women are generally underrepresented in the selec-
ting area (§ 4 LGG). Underrepresentation exists if less than 50% of the 
employees in the pay group or on a functional level are women. Whether 
underrepresentation exists is determined by unit / department manage-
ment prior to advertising the position and must be communicated to the 
relevant offices.

In order to be able to 
guarantee personnel 
selection that supports 
women, we want to 
optimize existing offers 
and create new oppor-
tunities within the next 
few years. 

 

Ongoing and planned 
measures include: 

–  The addition of an 
extra comment in job 
advertisements for 
occupational or pay 
groups in which an 
underrepresentation 
of women dominates 
(based on technolo-
gy-oriented occupati-
ons here).

„The University of 
Bremen intends to 
increase the proportion 
of women in technolo-
gy-oriented professions 
and therefore explicitly 
encourages women to 
apply.“

–  Equal representation 
on the selection com-

Field of Action 1: 
Job Advertising and  
Personnel Selection

mittee, so that each 
selection committee 
includes at least one 
woman as a voting 
member. 

–  Involvement of gender 
equality commissio-
ners in all personnel 
selection procedures 
(including provision 
of all relevant docu-
ments as well as joint 
agreement on dates 
during the selection 
process). 

–  Training of employees 
to participate in selec-
tion committees, also 
in regard to gender 
equity and diversity at 
the university. 

–  Provision of infor-
mation material for 
conducting personnel 
selection procedures 
(for example, inter-
view guidelines, sug-
gested formulations, 
protocols) in the staff 
portal.

–  Ensuring that a lea-
ding role in a selection 
committee can be as-
sumed after training 
has been completed. 

–  Inclusion of the audit 
family-friendly univer-
sity seal in the univer-

sity's job advertise-
ment portal. 

–  Appreciative consi-
deration of special 
professional biogra-
phies and life circums-
tances of women as 
well as competencies 
acquired through care 
work, social commit-
ment, or voluntary 
work that are benefici-
al for the position that 
is to be filled.

–  Use of interview 
questions regarding 
gender and diversity 
competencies during 
the selection of staff 
for management and 
leadership positions.

–  Observance of the 
objectives for the ad-
vancement of women 
throughout the entire 
appointment process 
(ensured by the gen-
der equality com-
missioner’s right to 
propose candidates).

–  Preparation of a detai-
led job advertisement 
with a requirement 
profile by the relevant 
department with the 
participation of the 
Staff Council and the 
Gender Equality Offi-
cer in order to create 
a fair and transparent 
selection procedure

–  Ensuring the general 
part-time eligibility of 
each position, unless it 
is explicitly ruled out.
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Field of Action 2: 
Training

As one of Bremen‘s largest employers, the University of Bremen is aware 
of its responsibility for the regional economy and infrastructure. Young 
people are therefore offered a diverse range of attractive and practi-
cally-oriented training opportunities with very good prospects for the 
future here.

The vocational training offered by the University of Bremen ranges from 
manual and technically-oriented occupations to laboratory-based work 
and service-oriented roles. In the past, it has been shown that women 
prefer laboratory occupations for example and only a small proportion 
apply for manual training. A number of measures are being initiated to 
further recruit women for craft-based vocational training or training in 
the IT field.

In order to be able to 
guarantee personnel 
selection that supports 
women, we want to 
optimize existing offers 
and create new oppor-
tunities within the next 
few years. 

Ongoing and planned 
measures include:  

–  The implementation 
of marketing cam-
paigns that appeal in 
particular to young 
women in skilled tra-
des.

–  The diversity-oriented 
design of the website 
and targeted portray-
al of young women 
in skilled trades and 
technical professions. 

–  Directly addressing 
young women in job 
advertisements for 
the relevant professi-
ons, inviting them to 
apply.

–  Consideration of the 
aspect of the ad-
vancement of women 
in the selection proce-
dures. 

–  Information events 
for teaching staff, pa-
rents, and job center 

employees to present 
vocational training 
opportunities.

–  Continuation of the 
offers for taster days, 
school group tours, 
school visits, and 
internships for career 
orientation, in order to 
familiarize the pupils 
with the many educa-
tion possibilities at the 
University of Bremen, 
with a focus on inspi-
ring women for the 
skilled trades.

–  Participation in 
relevant vocational 
training fairs.

–  Continuation of the 
qualification of the 
trainers in order to 
ensure the sensitiza-
tion towards gender 
equitable action and 
to secure the ability to 
convey corresponding 
values.

–  Career advancement 
through temporary 
initial employment 
following successful 
graduation.

–  Prioritized employ-
ment of trained 
women with equiva-
lent qualifications for 
vacant positions if 
required and provided 
there is an under-
representation in 
accordance with the 
Women's Advance-
ment Plan. 

–  Participation in the 
“Girls'Day - Mädchen-
Zukunftstag” (Girls' 
Day - Future Day for 
Girls) to give girls an 
insight into the STEM 

professions at the Uni-
versity of Bremen by 
offering a large num-
ber of open places.

–  Annual meetings of 
the Gender Equality 
Officer, the Vocational 
Training Coordinator, 
and the vocational 
trainers to review the 
set goals. 
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Field of Action 3:  
Personnel Development

Personnel development stands for equal career development for all em-
ployees. In order to perform at a high level as a university, it is important 
to specifically promote the talents of all employees and prepare them 
for specialized and management careers. Reconciliation of care respon-
sibilities is taken into account when designing support programs and 
personnel development measures. This is also reflected in the number 
of participants in continuing education programs in administration and 
technology, most of whom are women. 
In the non-academic sector, women are represented in management po-
sitions to a high degree thanks to targeted recruitment and promotions. 
Women predominantly lead the faculty administrations, administrative 
departments, and administrative units. 
Women are motivated and supported at the university to develop and ful-
ly realize their potential, regardless of their life situation. The objectives 
of the Women‘s Advancement Plan are taken into account in all person-
nel development offerings.

In order to be able to 
guarantee personnel se-
lection that expediently 
supports women, we 
want to optimize exis-
ting offers and create 
new opportunities wit-
hin the next few years. 

Ongoing and planned 
measures include: 

–  The offer of programs 
for management with 
a focus on leadership 
and health.

–  Consideration of care 
responsibilities in the 
scheduling of internal 
training and develop-
ment sessions. 

–  Assessment of the 
possibilities of child-
care during internal 
training and further 
education courses.

–  Part-time, open, 
university-internal 
continuing educa-
tion programs on the 
topics of communica-
tion, conflict manage-

ment, work organiza-
tion, and health.

–  Targeted integration 
processes when re-
turning to work after 
parental leave or a 
leave of absence as a 
central component.

–  Relaunch of the “Kom-
MIT- Kompetenzerwei-
terung für Mütter in 
der Administration 
zur Förderung von 
Mitarbeitenden mit 
Familienaufgaben” 
program based on 
the three building 
blocks of competen-
ce enhancement, 

prevention, and stress 
avoidance.

–  Realignment of ma-
nagement develop-
ment in the adminis-
trative sector with 
reference to gender, 
family, and diversity-
oriented leadership.

–  Relaunch of the as-
sistance network to 
support differentiated 
tasks, for scientific 
care work amongst 
other areas.
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Field of Action 4:  
Reconciliation Aligned 
with Phases of Life
The University of Bremen sees the reconciliation of career and care work 
in a life-phase oriented context. During the course of studies or careers, 
there may be intense periods of care work in one’s personal life, which 
often should or must be managed over extended or continuing periods 
of time. Since 2007, the university has been certified as a family-friendly 
university by berufundfamilie GmbH. In accordance with the university's 
gender equity and diversity concepts, all measures and offers are based 
on these criteria. In the area of reconciliation, the inclusion of gender and 
diversity categories is important, as the majority of people who invest 
more time in care work are women, which results in increased disadvan-
tages in their studies and careers.

At the University of Bremen, reconciling work and care responsibilities 
covers the multifaceted spectrum of care work: related to children, peo-
ple with disabilities, people in crises, sick people, and relatives requiring 
care.

In order to support such 
reconciliation, we want 
to optimize existing 
offers and create new 
opportunities within the 
next few years. 

Ongoing and planned 
measures include:  

–  Flexible working time 
arrangements that 
support the reconci-
liation of professional 
obligations with priva-
te care work (modern 
core working time 
arrangements, special 
consideration of the 

applications to increa-
se working hours, par-
ticipation in the “Büro 
mobil - mobile office” 
program, reduction of 
working time, or leave 
of absence).

–  Annually recurring 
events that address 
aspects such as mental 
overload and self-care.

–  Information events on 
various topics related 
to being a parent and 
caring for relatives.

–  A Family Care Office 
as a low-threshold 
first point of contact 
for questions relating 
to family issues, which 
provides advice and 
information to all emp-
loyees.

–  Discounted vacation 
camps for children of 
university employees 
during all school vaca-
tion periods.

–  On-campus child care 
and emergency child 
care services.

–  Construction of a mul-
ti-generational area 
on the campus of the 
University of Bremen. 

–  Offers to relieve the 
burden on care-giving 
relatives (such as the 
Family Caregiver Sup-
port Group together 
with the Care Support 
Center Bremen since 
2014).

–  Provision of changing 
and breastfeeding 
facilities as well as pa-
rent-child workplaces.
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Field of Action 5:  
Dealing with Sexualized 
Discrimination and  
Violence towards Women
The University of Bremen considers itself responsible for creating a 
study, training, work, and research environment in which no person is di-
sadvantaged, harassed, or harmed due to their gender / gender identity. 
The University of Bremen accepts its social and legal responsibility to 
ensure protection against sexualized discrimination and violence. 

In order to highlight 
the topic of sexualized 
discrimination and vio-
lence and to be able to 
provide effective sup-
port to those affected, 
we want to continuously 
improve existing offers 
and create new ones 
within the next few 
years. 

Ongoing and planned 
measures include: 

–  Confidential support 
in exercising one’s 
rights in the event of 
sexualized discrimina-
tion and/or experien-
ces of violence. 

–  Development of a di-
rective on protection 
against discrimina-
tion, in which protec-
tion against sexua-
lized discrimination 
and violence is also 
explicitly addressed 
and regulated.

–  Promotion of the sen-
sitization of university 
members and relati-
ves in addressing, re-
cognizing, and dealing 
with sexualized discri-
mination by means of 
appropriate informa-
tion, counseling, and 
further training offers.

–  Creation of internal 
training programs and 
training of education 
and management 
staff on protection 
against discrimina-
tion.

–  Specialized services 
for people who have 
experienced discri-
mination to help 
them talk about it and 
develop strategies for 
action (for example, 
through empower-
ment workshops).

–  Qualification of in-
ternal first points of 
contact for victims 
for initial and referral 
counseling (Gender 
Equality Officer, Staff 
Council members, 
occupational health 
and safety specialists, 
company physicians, 
and others) in order to 
clarify discrimination 
situations and the 
need for counseling, 
as well as to provide 
information about the 
possibility of support 
and the rights of vic-
tims.

–  Assessment and crea-
tion of possibilities for 
recording sexualized 
discrimination at the 
University of Bremen 
(supported by an em-
ployee survey).

–  Reduction of sources 
of danger as well as 
spaces of fear on the 
university campus 
in relation to sexual 
discrimination and 
violence. 

–  Further development 
of an emergency call 
system.  
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The Gender Equality Officer as per LGG Monica Wehaus
Deputy Gender Equality Officer: Verica Laskaridis
Target group: All women who are employed at the University of Bremen in the 
field of technology and administration 
Service:
–  Initial and referral counseling concerning all professional issues
–  Support and assistance in official matters
–  Confidential advice for female employees, vocational trainees / apprentices, 

and student assistants
www.uni-bremen.de/frauenbeauftragte (in German only)  
frauenbeauftragte@uni-bremen.de
Phone: +49 (0)421 218 60070
––––––

Staff Council
Target group: All employees and vocational trainees / apprentices of the Uni-
versity of Bremen  
Service:
–  Requesting measures that serve areas of work and their members
–  Receiving complaints from employees 
–  Promoting the integration of severely disabled persons and other persons in 

need of protection into the workplace 
www.uni-bremen.de/personalrat (in German only)
personalrat@uni-bremen.de
Phone: +49 (0)421 218 60053
––––––

Counseling Centers  
within the University  
of Bremen
The following is a list of counseling centers that 
have a particular focus on the advancement of wo-
men. The other counseling centers can be found on 
the University of Bremen website.
–––––– 
www.uni-bremen.de/en

Representative for Disabled Employees
Target group: All employees and vocational trainees / apprentices of the Univer-
sity of Bremen 
Service:
–  Advice on all issues related to the topic of disability
–  Ensuring that the special interests of disabled persons are sufficiently and ap-

propriately taken into account through participation, for example, in selection 
procedures

www.uni-bremen.de/sbv (in German only)  |  sbv@uni-bremen.de 
Phone: +49 (0)421 218 60080
––––––

Anti-Discrimination and Conflict Management Unit - (ADE)
Target group: All members of the University of Bremen
Service:
–  Specialized counseling center that advises on how to deal with discrimination, 

conflicts, and violence
–  Confidential and free counseling for affected persons and their confidants as 

well as leaders and interest groups
www.uni-bremen.de/en/ade  |  ade@uni-bremen.de
Phone: +49 (0)421 218 60170 
––––––

In-House Social Counseling Service at the University of Bremen
Target group: All employees and vocational trainees / apprentices of the Univer-
sity of Bremen  
Service:
–  Psychosocial counseling and coaching for professional and private issues and 

problems 
www.uni-bremen.de/en/sozialberatung  |  sozialberatung@uni-bremen.de 
Phone: +49 (0)421 218 60106
––––––

Family Care Office
Target group: All members of the University of Bremen
Service:
–  Referral and initial counseling on all issues related to family and care work
www.uni-bremen.de/en/familie/family-care-office  |  familien@vw.uni-bremen.de
Phone: +49 (0)421 218 60850
––––––
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Figures, 
Data, 
Facts. 
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