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Interview #12. Solveig Kristensen.
 Vice Dean for Research and Gender Equality, University of Oslo, head of the cross-disciplinary project to promote gender equality in academia FRONT.

[bookmark: _heading=h.c6kiu39efdhk]Interview conducted 21.10.20 11:00-1145.




Marit explains the ETHNA system 
Kristensen says that research is part of an organization and that they usually work with quality assurance of research at the organizational level. Solveig points out that the content and framework conditions of the research are two different things.
Kristensen points out the importance of clarifying where in the organizational landscape ETHNA will be placed. It is unclear whether ETHNA is intended to focus on the research level, or the organizational framework within which research takes place. 
On organizational learning:
Kristensen emphasizes the learning potential in linking formative, dialogue research, which is intended to have a formative effect on processes, with projects that aim at developing and testing out efficient actions for organizational change. 

Quote #1
As Kristensen sees it, linking these two types of projects “will result in a symbiosis, where the project develops as the research provides information in to it. This is what we have tried… and partly succeeded in doing in our two FRONT projects [Gender balance projects financed by the Norwegian Research Council]. The results from the research in FRONT I will provide the basis for the development of action packages in FRONT II. That is an important symbiosis”. 

Quote # 2
«The most important gender equality policy measure that the university has is to advertise associate professorships only [in contrast to advertising professorships and associate professorships combined]. UiO has adapted this measure as a gender equality policy instrument, and exceptions must be justified. … UiO doubled the percentage of employed women when we advertised permanent positions as associate professor positions only».
"Getting the management involved is about culture. This [advertisement] policy was discussed with all the department leaders … They have also been part of the FRONT project since it was started, which has involved quite extensive leadership training on gender issues. Consequently, discussing gender balance issues is one of the things we do at management meetings on a regular basis.
Marit: So, it is important to involve the management?
Kristensen: “Yes, the management must not just stand behind; they need to be engaged”. 

Quote # 3
"I have no faith in working with… equality, diversity or other complex things if the management is not heavily involved. If you have others do the job for you, the leader must go all in and support the work during the entire process ».
Marit: Would it be relevant to establish an office for gender equality at UiO, such as KTH, as a means to integrating the issue of gender equality into the organizational structure?

Quote #4
“You would have to put quite significant resources into it. And it requires that you have good leadership structures to work with, which support you. All universities have line structures, but how well coordinated the line structure is varies. I think that the reason why we have achieved this reasonably well at UiO is that we have worked intensely with the department leader meeting as a collegial leadership forum for the entire faculty… The frequency of meetings is also an important part of that. … If you do not have well-functioning management structures, [an equality office] can become a little isolated».

Quote# 5
«[AN ETHNA office] could be a driver to pull the organization in the right direction… If it had sufficient status in the system, it said was important, would become important to the organization as a whole.  It would contribute to make issues visible, place it on the agenda. But its role would have to be a driver, not a doer. The organization as a whole must work with to realize these issues”. 
Marit: Could an internal ethics system risk being seen as an obstacle? RRI is perceived by many researchers as irrelevant to them. So how do you get the most out of being a promoter?

Quote # 6
«Incentive schemes perhaps? Incentives have a strong effect. It's about giving and taking (REC takes, the research council gives). But such an ethics committee will have nothing to offer. It would work against its purpose if the system became too bureaucratic …Pushing things down people's heads is provoking; it ends up being seen as something negative ».

Quote # 7
"The focus you have on the work you do is important; how you work with it in the organization. If you work only by control, rules, systems ... it becomes negative. But if you manage to sell it in as a value issue, the university's role in society for instance … it becomes understandable to the researchers».
Marit: How do you achieve a change of value throughout an organization?

Quote#8
«… Cultural change takes place through organizational change and management»

Quote #9
"We started at management level, because we found that we cannot achieve anything without a good understanding at that level … and gradually this [gender balance] became a natural part of our development and operational work. There is a leadership community [also] further down in the organization. We have been in dialogue with the management teams at each department, as well as section leaders. At the same time, we have worked with researchers, with supervision courses e.g. You have to work on all levels”
Kristensen says that in addition to talking about the importance of gender equality at all levels in the organization, they will now also start demanding that each department submit an annual gender equality report: “The report will be discussed by the board at the individual departments, and a summary of these reports will be discussed by the faculty board. We will use the final report in our management forums as a basis for our work on gender equality. This is also about sharing examples of best practices so that they can be reproduced ».
Marit: Gender awareness seems to have been integrated into the managerial processes UiO, and perhaps that is more important than having concrete results in mind?
Kristensen: Yes.
Marit: One last question. The office that Anna Wahl heads, could it take on the role as a promoter in the organization, given such well-functioning leadership structures that you are talking about?
Quote # 10
«To succeed, you must work throughout the entire organization, all the way down to the ground floor; you must be in touch with the various teams in the organization, so that you can gather information, and identify where where the problem lies. You also have to work continuously. If you stop pushing, you will stagnate "
[bookmark: _heading=h.gjdgxs]Kristensen recommends that we talk to Lise Kristensen and Ingeborg Ovesen, who are responsible for gender equality research funding at the Norwegian Research Council.
And Anna Wahl, at KTH.
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