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Diversity and fairness in recruitment 
 

Guidelines from the Coordination Centre for Gender Studies and 

Equal Opportunities at the University of Graz 

 

Introduction 
The more diverse the members of a university are in terms of age, gender, regional and social 

background, physical and mental abilities, sexual orientation and lifestyles, appearance and 

values, the more diverse the skills and experiences available at the university. This increases its 

creativity and adaptability, and can strengthen productive conflict management as different ways 

of thinking, experiences and attitudes come into contact with each other.
1 

 

This guideline includes recommendations covering the entire personnel selection process: 

 

− Requirement’s profile 

− Job advertisement 

− Pre-selection 

− Job interview 

− Assessment and decision-making process 

 

 

1 Requirements profile 
The following unconscious mechanisms and underlying prejudices can limit diversity fairness in 

personnel selection and reduce the chance of finding well-suited applicants: 

 

− Searching for people whose opinions, values, and views are similar to one's own2 (e.g., the view 

that science is a profession and not just a job) and formulating requirements that are shaped 

by one's own or existing strengths 

− Perceiving other people who do not share your opinions, values, and views as "types" rather than 

as individuals with skills, strengths, and weaknesses3 (e.g., not all people of German origin are 

punctual or well-organized) 

− Stereotypical, unquestioned understanding of competencies4 (e.g., resilience or strong 

communication skills can be understood in very different ways) 

− Stereotypical, unquestioned attribution of competencies to professions5 (e.g., not all education 

scientists are socially competent, and not all technicians are exclusively task-oriented) 
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We therefore suggest that you take the following recommendations into account when formulating 

job profiles in order to increase diversity fairness and formulate your job profile in such a way that 

you find as many suitable applicants as possible: 

 

− Reflect on your understanding of the skills that are relevant to you and the corresponding 

requirements criteria: Define ... 

o ... resilience not as the ability and willingness to work long hours and at a fast pace, but 

rather as a social skill in dealing with conflicts 

o ... commitment not as high availability in terms of time, but rather, for example, as the 

ability to deal with multiple stresses or biographical challenges 

o ... communication skills not as a bundle of rhetorical abilities, but, for example, as the 

ability and willingness to refer to others in conversation and to listen to other people´s 

contributions 

o ... leadership skills not as assertiveness, but rather, for example, as the ability to mediate 

or the ability and willingness to shape communication structures. 

− Expand your requirements profile: Look for people who complement or expand the existing 

skills in your team. 

− Formulate the requirements using the multiple-eyes principle, discuss your expectations with 

as many different people as possible. Therefore, make selection committees as heterogeneous 

as possible (based on several diversity criteria such as age, personnel category, origin). 

− Assume that someone who has different socio-demographic characteristics or a different 

biographical background than you or your colleagues will also "fit into the team." 

 

2 Job advertisement 
If you take the following points into account in your job advertisements, you will increase the 

willingness of many people to apply and strengthen the attractiveness of the university as an 

employer6: 

 

− Highlight the importance of diversity fairness and specific diversity initiatives at your university7. 

− Emphasize elements of a culture of cooperation and the promotion of young talent at your 

university, and highlight the importance of employee satisfaction, work-life-balance / work-

domain-balance, and flexible working hours. 

− Use community-related (so-called communal) words such as "committed, responsible, sociable, 

supportive, trusting, conscientious, collaborative, loyal, committed, interpersonal." 

− Avoid references to competition, incentive systems, and workload, as these reduce the appeal 

for applicants. 

− Also avoid wording that emphasizes the homogeneity of your team or university. Such wording 

reduces the likelihood of people who belong to a minority group applying. 

− Describe a broader understanding of competence, i.e., in job advertisements for management 

positions, emphasize commitment and communication skills rather than assertiveness, and for 

young scientists, emphasize social skills rather than availability (see also the guidelines to 

competency-based personnel selection). 
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− Keep in mind that, especially for very talented young scientists, high job security and a good 

work-life-balance / work-domain-balance are important criteria for applying to a university9. 

− Fortunately, it has now become standard practice to mention gender diversity (m/f/d) in job 

advertisements.  

− Previous experience shows that very general job advertisements – open-rank and open-topic 

advertisements – tend to increase intransparency rather than diversity fairness.
10 

− Supplement English-language job advertisements with information about the Austrian academic 

system and living conditions at the location (e.g., finding accommodation, childcare). 

 

3. Pre-selection 
Avoid the following distortion effects that frequently occur during preselection: 

 

− Information from personal networks is trusted more than that from application documents.
11 

− In the case of applicants who are personally known, sympathy is valued higher than fulfilling the 

requirements profile. 

− People who represent a minority in the applicant pool (e.g., due to disability, gender, origin) are 

considered less competent or judged more strictly.12 

− People with foreign-sounding names are less likely to be invited to interviews.
13 

− Information about previous management positions leads to a more positive assessment of the 

person as a whole. For example, people with management experience are also attributed 

competencies that they do not actually have according to their CV ("hierarchy error").
14 

− When publications are assessed on their own, the evaluation of scientific achievements is 

distorted by the failure to take family-related breaks into account or the inclusion of self-

citations.
15 

− Women are less likely to be invited to participate in review activities, have more difficulty 

accessing third-party funding, and receive fewer citations than sole authors or first and last 

authors. These differences are not correlated with their scientific achievements, but result from 

stereotypical role expectations and attributions.
16 

− Stereotypical attributions can also be found when comparing letters of recommendation. In 

these letters, men are described in greater detail and with more excellence-oriented words, 

regardless of their performance. Community-related descriptions, which are more likely to be 

attributed to women, correlate with a reduced likelihood of being hired.17 
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To avoid these biases, you can keep the following in mind18: 

 

− Focus on the job requirements. 

− The more diverse and competent the pre-selection committee is, the fairer the selection process 

will be. 

− Express your subjective assessments and ask others for their opinions. 

− Before the pre-selection process, remove photos, references to gender, and ideally names from 

the application documents. This will reduce the influence of prejudices based on appearance, 

age, gender, and origin. 

− Define exactly which application documents, including attachments, you expect and in what 

form. Ask applicants to list their five most important publications and projects, for example. 

− When evaluating letters of recommendation, publications, third-party funding acquired, and 

previous positions held, take into account the existing gender bias described above (i.e., do not 

evaluate previous leadership positions more positively, do not consider self-citations, review 

activities, third-party funding, authorship, and letters of recommendation as an objective 

reflection of scientific achievement, but also as a stereotypical role attribution). 

− Avoid distortions in academic performance due to age and parenthood/care work or 

illness/disability by asking applicants to indicate their "academic age" themselves, taking into 

account childcare periods, illnesses, and part-time positions. Alternatively, these criteria can be 

positively considered in structured evaluation schemes. 

 

4. Job interview 
In job interviews and hearings, be aware of the following potential cognitive biases and 

stereotypical expectations19: 

 

− Taller and more attractive people are often rated more favorably, as are people with easy-to-

pronounce names and those who are perceived as being of normal weight. 

− Younger applicants are more likely to be attributed characteristics such as flexible, motivated, 

and dynamic, while older people are more likely to be attributed characteristics such as calm, 

loyal, reliable, and prudent. 

− Applicants from ethnic minority groups are assessed more closely during interviews. 

− Applicants who come from an academic household are more than ten times more likely to obtain 

a doctorate or be appointed to a professorship.
20 

− Applicants with disabilities are often attributed lower performance capabilities. This is also 

associated with the attribution of a need for protection or the expectation of particular 

bravery.
21

Due to (unconscious) gender stereotypical attributions, women are more likely to be 

expected to have social skills than men, and men are more likely to be expected to have creative 

drive than women. Men without leadership experience are more likely to be trusted with a 

leadership position than women without leadership experience.
22
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− Stereotypical attributions of competence to people working in science and stereotypical 

attributions of competence to men are similar ("science-is-male-phenomenon"). The same 

applies to attributions to leadership and men ("think-manager-think-male-phenomenon").
23 

− Different national university systems promote different behaviors. For example, directness, 

letting others finish speaking, or interrupting are practiced differently internationally, but also 

within Europe, and say more about previously learned practices than about the corresponding 

competencies of individual persons. 

 

To avoid these distortions, you can follow these recommendations24: 

 

− If you conduct highly structured interviews, implicit assessment criteria (such as appearance, 

age, etc.) are more easily eliminated. 

− Consider how the appearance and attractiveness of applicants influence your (competence-) 

assessment. 

− Reflect on your implicit expectations of certain social groups – such as those of American or 

African descent. Broaden your role expectations and assume that, in principle, any person could 

meet your requirements.
25 

− When interviewing applicants of international origin, challenge stereotypical cultural 

attributions – e.g. not all people from Turkey are collectivist, and not all people of Chinese origin 

are oriented toward "social harmony.26" At the same time, be careful not to show understanding 

for discriminatory behavior based on stereotypical cultural attributions ("That's just how it is in 

this culture"). 

− To avoid stereotypically expecting excellence (science-is-male) and leadership skills primarily 

from men, define your understanding of scientific achievement and leadership and look for 

people of any gender who meet these requirements. 

− Consciously express atypical role expectations27: Ask men about childcare, and older people 

about their visions and development goals. 

− Pay attention to diversity- and gender-neutral language – even in case studies that you bring up. 

Also avoid stereotypical questions, such as only asking members of minority groups about 

experiences of exclusion or discrimination. 

− Avoid stress interviews: Under stress, people lose their ability to think clearly and learn. Their 

answers do not provide insight into their general stress resistance and resilience. They only 

demonstrate their ability to handle similar situations. 

− Be transparent about your expectations and requirements. 

 

Legal protection against discrimination28 prohibits questions on the following topics: religious 

beliefs, worldview, sexual orientation, marriage, marital status, children, desire to have children, 

partnership, pregnancy, health, criminal record, union-, party-, or club membership, debts, 

personal financial situation. 
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5. Assessment and decision-making process 
The more structured the preliminary steps in the process are, the more successful and fair to 

diverse candidates the final personnel selection decision will be.
29

 The same applies to how 

thoughtfully and consciously competencies, perceptions, and expectations are discussed and 

evaluated in relation to the requirements profile. You can also consider the following points in the 

decision-making process to ensure diversity fairness30: 

 

− "Objective" evaluation criteria, such as scoring, help to compare applications in a non-

discriminatory manner. Present non-quantifiable requirements, such as personal and social 

skills, using comprehensible descriptions. 

− Additional joint reflection on the formation of assessments/decisions/evaluation criteria in 

heterogeneous selection committees is even more effective than simply structuring the 

individual steps of the process.31 

− Anti-bias training or related preparation or support for selection committees (by experts in 

equal treatment and diversity) is also effective.32 

− Avoid giving disproportionate weight to individual criteria. Sometimes a particular characteristic 

of a person stands out in a particularly positive or negative way ("halo effect").
33 Treat this 

impression as one piece of information among many. This also happens when, for example, a 

"perfect-fit-person" (due to the amount of third-party funding) is accepted and other important 

requirements (such as teamwork skills, leadership skills, etc.) are neglected. 

− When drafting letters of justification and expert opinions for your personnel decisions, make 

sure to use comparable descriptions (both positive and negative) for the selected individuals, 

regardless of their gender, age, or origin, and avoid reproducing stereotypes (e.g., avoid justifying 

the selection of women based on their social skills or attributing excellence to men). 

− Sympathy is a legitimate criterion in personnel decisions, but should not be the decisive 

criterion. At the same time, check to what extent a person actually meets the requirements 

profile. It can be advantageous to explicitly address emotional topics such as sympathy in order 

to make unspoken but existing influencing factors explicit. 

− Structured interviews in combination with other selection methods can increase diversity 

fairness. If possible, combine job interviews with work samples, role-play, group discussions, or 

personality questionnaires ("mixed method approach"). 



7  CC BY 4.0: April 2026 

 

Imprint 
Responsible for content: hochschulberatung.at Dr. Andrea Widmann, 30.11.2020 | updated 2026 

by Eli Eva Taxacher 

 

This document is licensed under CC-BY 4.0 and may be reused, adapted, and shared provided 

the source is credited. Quotes from copyrighted sources and the logo of the Coordination 

Centre for Gender Studies and Equal Opportunities at the University of Graz are excluded from 

this license. 

 

License information: Diversity and fairness in recruitment. Guidelines from the Coordination 

Centre for Gender Studies and Equal Opportunities at the University of Graz. Andrea Widmann 

& Eli Eva Taxacher. CC-BY 4.0. https://creativecommons.org/licenses/by/4.0/legalcode.de 

  

https://creativecommons.org/licenses/by/4.0/legalcode.de


8  CC BY 4.0: April 2026 

 

 

Sources and literature 
 

1 Czollek, Leah & Perko, Gudrun & Kaszner, Corinne & Czollek, Max (2019). Praxishandbuch Social Justice 

und Diversity: Theorien, Training, Methoden, Übungen. Beltz Juventa: Weinheim/Basel. | Gardenswartz, Lee 

& Rowe, Anita (2008): Diverse Teams at Work. Capitalizing on the Power of Diversity. Society for Human 

Resource: Alexandria. 
2 Kersting, Martin & Ott, Michael (2015). Diversity-gerechte Personalauswahl. In: Handbuch Diversity 

Kompetenz: Perspektiven und Anwendungsfelder. Springer: Wiesbaden. 
3 Kersting/Ott 2015 
4 Butler, Judith (2006). Die Macht der Geschlechternormen. Frankfurt am Main: Suhrkamp Verlag. | 

Erpenbeck, John & Rosenstiel, Lutz v. (2017). Handbuch Kompetenzmessung. Schäffer-Poeschel: Stuttgart. 

| Heyse, Volker & Erpenbeck, John & Ortmann, Stefan (2019), Kompetenzen voll entfaltet: Praxisberichte 

zum Kompetenzmanagement. Waxmann Publisher Münster: New York. 
5 Mai, Christian & Büttgen, Marion & Schwarzinger, Dominik (2016). Think-Manager-Consider-Female: Eine 

Analyse stereotypischer Ansichten über weibliche Führungskräfte und die empirische Überprüfung ihrer 

realen Persönlichkeit anhand der Big Five und Dunklen Triade. Schmalenbachs Zeitschrift für 

betriebswirtschaftliche Forschung, 69(2), 119–152. 
6 Baitsch, Christoph (2001). Über die Wirkung von Stereotypien und Vor-Urteilen bei der 

Kompetenzbeurteilung. In. Kadishi, Bernadette (Ed). Schlüsselkompetenzen wirksam erfassen. 

Personalselektion ohne Diskriminierung. Tobler Publisher: Altstätten. S. 113-130. | Dutz, Regina & Hubner, 

S., & Peus, Claudia (2018). Der Einfluss der Darstellung unterschiedlicher Organisationskulturen in 

Stellenausschreibungen für MINT- Professuren. Hochschulmanagement, 3, 74-80. | Erpenbeck, John & 

Rosenstiel, Lutz v. (2017). Handbuch Kompetenzmessung. Schäffer-Poeschel: Stuttgart. | Eyer, Beatrice 

(2002), Der Erwerb von Schlüsselkompetenzen aus der Familien- und Hausarbeit – Bedeutung für den 

Arbeitsmarkt. In. Kadishi, Bernadette (Ed). Schlüsselkompetenzen wirksam erfassen. Personalselektion 

ohne Diskriminierung. Tobler Verlag: Altstätten. | Hentschel Tanja & Horvath, Lisa (2015), Passende Talente 

ansprechen. Rekrutierung und Gestaltung von Stellenanzeigen. In: Peus, Claudia & Braun, Susanne & 

Hentschel, Tanja & Frey, Dieter (Ed). Personalauswahl in der Wissenschaft: Evidenzbasierte Methoden und 

Impulse für die Praxis. Heidelberg: Springer. | Horvath, Lisa & Hentschel, Tanja (2018). „Gesucht: 

Führungserfahrener Projektleiter!“ – das geht auch anders! Sprachliche Genderfairness als Erfolgsfaktor in 

Personalauswahlprozessen. Hochschulmanagement, 3, 66–73. | Kersting/Ott 2015 | Kadishi, Bernadette 

(2002). Personalauswahl – systematisch und ganzheitlich. PANORAMA, 2. | Möller, Christina (2018). Diverse 

Professorenschaft? Intersektionale Erkenntnisse am Beispiel der Universitäten in Nordrhein-Westfalen. 

CEWS Journal, 114. | Rehbock, Stephanie & Horvath, Lisa K., & Hentschel, Tanja (2017). 

Geschlechtergerechtes Talentmanagement in der Wissenschaft. Personal- und Organisationsentwicklung in 

Einrichtungen der Lehre und Forschung, 1, 19-25. 
7 E.g. University of Graz https://diversitaet.uni-graz.at/en/ [last access 3.4.2026] 
8 Competency-based personnel selection. Guidelines from the Coordination Centre for Gender Studies and 

Equal Opportunities at the University of Graz. 2026. https://koordination-gender.uni-graz.at/en/coordination-

centre-for-gender-studies-and-equal-opportunities/services/publications-and-materials/ [last access 

3.4.2026] 
9 Beaufaÿs, Sandra (2018), Ausstieg aus der Wissenschaft – Problem oder gute Idee? In: blog 

interdisziplinäre geschlechterforschung. | Konsortium Bundesbericht Wissenschaftlicher Nachwuchs 

(2017), Bundesbericht Wissenschaftlicher Nachwuchs 2017. | Krempkow, Rene (2020), Diversität und 

Bestenauswahl in der Wissenschaft Deutschlands. February 2020. Conference: Jahrestagung des 

Netzwerkes Wissenschaftsmanagement „Wissenschaftsmanagement braucht Personalmanagement: 

Herausforderungen, Best practice und Zukunftsvisionen.  
10 Protocol of the workshop “diversity-fair personnel selection” held on September 21 and 28, 2020, 

unpublished 
11 Hentschel/Horvath 2015 
12 Braun, Susanne & Hentschel, Tanja & Peus, Claudia & Frey, Dieter (2015), Chancengleichheit durch 

professionelle Personalauswahl in der Wissenschaft. In: Peus, C., Braun, S., Hentschel, T., Frey, D. (Ed). 

Personalaus-wahl in der Wissenschaft: Evidenzbasierte Methoden und Impulse für die Praxis. Springer: 

Berlin, Heidelberg. 
13 Kersting/Ott 2015 
14 Braun/Hentschel/Peus/Frey 2015 | Engel, Roland (2019). Bias-Sensibilisierung & Qualitätssicherung 

bei Auswahlverfahren an Universitäten. Unpublished seminar paper. University of Graz | Kersting/Ott 2015 
15 Braun/Hentschel/Peus/Frey 2015 | Horvath, Lisa K. (2020), Wie umgehen mit Gender Biases in der 

Personalauswahl? Unpublished seminar paper. | Kersting/Ott 2015 | Larivière, Vincent & Ni, Chao- qun & 

https://diversitaet.uni-graz.at/en/
https://koordination-gender.uni-graz.at/en/coordination-centre-for-gender-studies-and-equal-opportunities/services/publications-and-materials/
https://koordination-gender.uni-graz.at/en/coordination-centre-for-gender-studies-and-equal-opportunities/services/publications-and-materials/


9  CC BY 4.0: April 2026 

 

Gingras, Yves & Cronin, Blaise & Sugimoto, Cassidy R. (2013), Bibliometrics: Global gender disparities in 

science. Nature, 504, 211–213. | Zigerell, L.J. (2015), Is the gender citation gap in international relations 

driven by elite papers? Reseach & Politics, 2(2). 
16 Hanson, Brooks; Wooden, Paige; Lerback, Jory (2020). Age, gender, and international author networks in 

the earth and space sciences: Implications for addressing implicit Bias. Earth and Space Science, 7(5). | 

Lerback, Jory & Hanson, Brooks (2017). Journals invite too few women to referee. Nature, 541(7638). 
17 Dutt, K.; Pfaff, D.L.; Bernstein, A.F.; Dillard, J.S. & Block, C.J. (2016), Gender differences in recommendation 

letters for postdoctoral fellowships in geoscience. Nature Geoscience, 9(11), 805-809. | Rubini, Monica & 

Menegatti, Michaela (2014), Hindering Women’s Careers in Academia: Gender Linguistic Bias in Personnel 

Selection. Journal of Language and Social Psychology, 33(6), 632-650.  
18 

Hentschel/Horvath 2015| Kampkötter, Patrick & Sliwka, Dirk (2013). Trotz subjektiver 

Leistungsbeurteilung zu aussagekräftigen Ergebnissen kommen. Personal Quarterly, 65(2), 46-

49.|Kersting/Ott 2015 
19 Beshears, John & Gino, Francesca (2015). Der Weg zu weisen Entscheidungen. Harvard Business 

Manager, 37(8), 22-35. | Engel 2019 | Hentschel/Horvath 2015 | Kersting/Ott 2015 
20 Data for Germany: https://hochschulforumdigitalisierung.de/sites/default/files/dateien/hochschul-

bildungs-report_2017.pdf [last access 3.4.2026] | Krempkow, Rene (2020), Diversität und Bestenauswahl 

in der Wissenschaft Deutschlands.  
21 Protocol of the workshop “diversity-fair personnel selection” held on September 28, 2020, unpublished. 
22 Heilman, Madeline E. (2012). Gender stereotypes and workplace bias. Research in Organizational 

Behavior, 32, 113-135. 
23 Abele, Andrea E. (2013). Berufserfolg von Frauen und Männern im Vergleich. Warum entwickelt sich die 

„Schere“ immer noch auseinander? GENDER-Zeitschrift für Geschlecht, Kultur und Gesellschaft, 5(3). | 

Abele, Andrea E., Uchronski, Mirjam, Suitner, Caterina & Wojciszke, Bogdan (2008). Towards an 

operationalization of the fundamental dimensions of agency and communion. Trait content ratings in five 

countries considering valence and frequency of word occurence. European Journal of Social Psychology, 

38(7), 1202-1217. | Athenstaedt, Ursula/Alfermann, Dorothee: Geschlechterrollen und ihre Folgen. 

Stuttgart 2011. | Büttgen, Marion & Mai, Christian (2016). Starke dunkle Triade: Erfüllen weibliche 

Führungskräfte die Anforderungen von Spitzenpositionen? Forschung & Lehre, 4, 326–327. | Kirleis, Edda 

(2001). Maskulinität und Femininität in Organisationen. In: Burbach, Christiane/Schlottau, Heike (Ed.): 

Abenteuer Fairness – Ein Arbeitsbuch zum Gendertraining. Göttingen. 99-102. | Schein, Virginia E. & 

Davidson, Marilyn J. (1993). Think Manager, think male. Management Development Review, 6(3). | 

Widmann, Andrea (2016). Offen werden für demokratiepolitische Themen. Politische Bewusstseinsbildung 

in verpflichtenden Gendertrainings trotz persönlichen Widerstands. Magazin Erwachsenenbildung.at, 28. 
24 Güngör, Kenan (2017). Kulturelle Vielfalt und Geschlechtergleichstellung im Klassenzimmer. Polis aktuell, 

1. | Hentschel/Horvath 2015. 
25 See, e.g.: UNIKO offer – Doctorate with limitations https://uniko.ac.at/themen/personal/ 

promoli/index.php?lang=EN [last access 3.4.2026] 
26 See, e.g.: Intercultural recommendations of the IHK https://www.ihk-krefeld.de/ [last access 3.4.2026] 
27 Engel 2019 
28 Equal Treatment Act online at https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage 

=Bundesnormen&Gesetzesnummer=20003395 [last access 3.4.2026] 
29 Braun/Hentschel/Peus/Frey 2015 | Paradies, Liane; Greving, Johannes & Wester, Franz (2018). 

Leistungsmessung und -bewertung. 8., revised edition. Cornelsen: Berlin. 
30 Beshears/Gino 2015 | Fried, Andrea & Wetzel, Ralf (2000). Wenn zwei das Gleiche tun ... 

diskriminierungsfreie Personalbeurteilung. Büro für die Gleichstellung von Frau und Mann. vdf 

Hochschulverlag der ETH: Zürich. | Hey, Barbara & Neissl, Julia (2005). Gender Proofing des 

Auswahlverfahrens für ProfessorInnen an der Karl-Franzens Universität Graz. Koordinationsstelle für 

Geschlechterstudien, Frauenforschung und Frauenförderung. | Horvath 2020 | Scherke, Katharina (Hrsg). 

(2015). Spannungsfeld Gesellschaftliche Vielfalt: Begegnungen zwischen Wissenschaft und Praxis. 

Transcript Verlag.  
31 Schleicher, D. J., Day, D. V., Mayes, B. T., & Riggio, R. E. (2002). A new frame for frame-of-reference training: 

Enhancing the construct validity of assessment centres. Journal of Applied Psychology, 87, 735-746.  
32 Services at the University of Graz https://akgl.uni-graz.at/en/the-working-group-for-equal-opportunities-

akgl/about-the-working-group/faq-hr-procedures-and-equal-treatment/  and https://koordination-

gender.uni-graz.at/en/equal-opportunities/ [last access 3.4.2026] 
33 Engel 2019 

https://hochschulforumdigitalisierung.de/sites/default/files/dateien/hochschul-bildungs-report_2017.pdf
https://hochschulforumdigitalisierung.de/sites/default/files/dateien/hochschul-bildungs-report_2017.pdf
https://uniko.ac.at/themen/personal/promoli/index.php?lang=EN
https://uniko.ac.at/themen/personal/promoli/index.php?lang=EN
https://www.ihk-krefeld.de/
https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=20003395
https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=20003395
https://akgl.uni-graz.at/en/the-working-group-for-equal-opportunities-akgl/about-the-working-group/faq-hr-procedures-and-equal-treatment/
https://akgl.uni-graz.at/en/the-working-group-for-equal-opportunities-akgl/about-the-working-group/faq-hr-procedures-and-equal-treatment/
https://koordination-gender.uni-graz.at/en/equal-opportunities/
https://koordination-gender.uni-graz.at/en/equal-opportunities/

