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VILNIUS ACADEMY OF ARTS
GENDER EQUALITY PLAN FOR 2025-2031

The Vilnius Academy of Arts is a higher education institution which, taking into account the
constantly evolving fields of art and science and following modern higher education practices, trains
graduates, artists and scientists in various fields of art and science. The objectives of the Vilnius
Academy of Arts (hereinafter referred to as VAA, Academy) are: 1) to organise studies based on
artistic practice, artistic and scientific research, interdisciplinarity and innovation, corresponding to
the level of culture, science and the latest technologies, providing individuals with higher education
qualifications, to foster well-rounded, ethically responsible and creative personalities; 2) to develop
multifaceted knowledge in the fields of art and science, to conduct high-level artistic and scientific
research and experimental development, and to train scientists and artists; 3) to organise and
implement scientific, artistic and other projects in cooperation with the public, domestic and foreign
partners; 4) to promote the progress of Lithuanian regions and the whole country through arts, science,
educational and other cultural activities; 5) to foster a society that is receptive to education, science,
art and culture, capable of effectively utilising science and competing in the market for high-level art
and science technologies, sustainable products and services. In implementing these operational
objectives and organising its internal work, the VA A ensures compliance with the principles of gender
diversity, equality and equal rights. The Academy’s community made up of students, lecturers,
academic and arts staff, other employees who are directly involved in the study process, as well as
employees who are part of the Academy’s administration and other employees who ensure the
technical and economic supervision of the VAA conduct themselves respectfully in their studies or
work activities, upholding standards and principles of gender equality, general ethics and academic
ethics.

The VAA supports gender equality and diversity and does not tolerate discrimination in any
of its activities. The following have been adopted and are in force at the Academy: 1) the VAA Code
of Academic Ethics; 2) the Regulations of the Academic Ethics Committee; 3) the VAA Policy on
Equal Opportunities and Prevention of Harassment and Violence; 4) the VAA Provisions on
Remuneration of Employees; 5) the VAA Equal Opportunities Implementation Plan; 6) the VAA
Guidelines for Assessing Compliance with Research Integrity, and other documents on ethics and
equal opportunities.

The Vilnius Academy of Arts Gender Equality Plan for 2025-2031 (hereinafter referred to
as the Gender Equality Plan) is another document in the field of ethics and equal opportunities,
covering specific commitments and actions of the VAA, which aims to draw the attention of the
Academy’s community to the importance of gender equality and to promote gender equality at the
VAA by implementing the necessary institutional and cultural changes. The Gender Equality Plan
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aims to ensure that all current and future members of the Academy’s community, regardless of their
gender, have equal opportunities and to address gender inequality issues in a targeted manner. The
aim of this Gender Equality Plan is to promote both structural and cultural changes that strengthen
equal opportunities at the VAA. Its implementation is expected to help create and maintain a safe,
respectful and equality-based environment, reduce stereotypes in career choices, and contribute to the
prevention of discrimination.

The Gender Equality Plan has been prepared in accordance with European Union legislation:
European Union directives, the European Commission’s Horizon Europe Guidance on Gender
Equality Plans, as well as national legislation: the Constitution of the Republic of Lithuania, the Law
on Equal Opportunities of the Republic of Lithuania, the Law on Equal Opportunities for Women
and Men of the Republic of Lithuania, the Labour Code of the Republic of Lithuania, the National
Progress Plan for 2021-2030 approved by Resolution No. 998 of the Government of the Republic of
Lithuania of 09/09/2020, and the internal regulations of the VAA: The VAA Policy on Equal
Opportunities and Prevention of Harassment and Violence, the VAA Code of Academic Ethics, the
VAA Provisions on Remuneration of Employees.

The Gender Equality Plan is a mandatory requirement for institutions wishing to participate
in the European Union’s research and innovation program, Horizon Europe. As of 2022, all public
sector, higher education and research institutions, including private ones, must have an officially
approved, publicly available and effectively implemented Gender Equality Plan. This plan must
ensure the systematic collection and analysis of gender data, the integration of equality principles into
the institution’s strategy, processes and personnel policy, as well as training and awareness-raising
on gender equality. The Gender Equality Plan is considered a prerequisite for the institution’s
eligibility to participate in Horizon Europe projects and reflects the organisation’s commitment to
creating an inclusive, safe and equality-based working and learning environment.

The requirement for a Gender Equality Plan as one of the eligibility criteria derives from the
legal basis for Horizon Europe which establishes gender equality as a cross-cutting priority. The
approach is linked to the European Commission’s European Strategy for Gender Equality 2020-2025
which stipulates that participating organisations must comply with the requirements of the Gender
Equality Plan.

The importance of gender equality is also reflected in the domestic legislation of the
Republic of Lithuania.

Article 29 of the Constitution of the Republic of Lithuania stipulates that all persons are
equal before the law, courts, and other state institutions and officials. Human rights may not be
restricted; no one may be granted any privileges on the grounds of gender, race, nationality, language,
origin, social status, belief, convictions, or views.

Article 1(1) of the Law on Equal Opportunities of the Republic of Lithuania stipulates that
the purpose of this Law is to ensure the implementation of the provisions of Article 29 of the
Constitution of the Republic of Lithuania, which establishes the equality of persons and prohibits the
restriction of human rights and the granting of privileges on the grounds of gender, race, nationality,
language, origin, social status, belief, convictions, or views.

Article 6(1) of the same Law stipulates that educational establishments, other education
providers, and research and higher education institutions must ensure equal treatment of persons
regardless of gender, race, nationality, citizenship, language, origin, social status, belief, convictions
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or views, age, sexual orientation, disability, ethnicity, religion, when: 1) admitting to educational
establishments, other education providers, research and higher education institutions, teaching and
educating in accordance with the formal and informal education programmes they implement 2)
awarding scholarships or granting loans; 3) developing and approving educational programmes; 4)
assessing academic performance. Paragraph 3 of the same article stipulates that educational
establishments, other education providers, research and higher education institutions must ensure that
there is no harassment, sexual harassment, or instructions to discriminate in these institutions and
organisations.

Article 1(1) of the Law on Equal Opportunities for Women and Men of the Republic of
Lithuania stipulates that the purpose of this Law is to ensure the implementation of the equal rights
of women and men enshrined in the Constitution of the Republic of Lithuania and to prohibit any
discrimination on the grounds of a person’s gender, especially in relation to family or marital status,
and to achieve gender balance in the management and supervisory bodies of large companies, as
defined in the Law on Accounting of Undertakings and Groups of Undertakings of the Republic of
Lithuania. The provisions of this Law on gender balance in large companies apply to companies that
have a board of directors and/or a supervisory board.

Article 2(2) of the same Law stipulates that equal opportunities for women and men
represent the implementation of human rights enshrined in international human and civil rights
documents and in the laws of the Republic of Lithuania.

Article 5 of the Law in question establishes the obligation of educational establishments,
research and higher education institutions to implement equal rights for women and men: 1) ensure
equal conditions for women and men when admitting to vocational training establishments and
schools of higher education, improving the qualification, developing professional skills and providing
practical work experience; 2) ensure equal conditions for women and men when awarding
scholarships and granting loans for studies; 3) ensure equal conditions for women and men when
assessing the knowledge; 4) take measures to prevent sexual harassment of pupils, students and
employees of educational establishments and research and higher education institutions, etc.

Article 26(1) of the Labour Code of the Republic of Lithuania stipulates that employers must
implement the principles of gender equality and non-discrimination on other grounds. This means
that in the employer’s relations with employees, direct and indirect discrimination, harassment, sexual
harassment, directing discrimination on the grounds of sex, race, nationality, citizenship, language,
origin, social status, religion, belief or opinion, age, sexual orientation, disability, ethnicity, health,
marital or family status, membership of a political party, trade union or association, religion (except
where the employee works in religious communities, societies or centres, where it is customary,
lawful and justified to require the employee to have a religion, faith or belief on the basis of the
religion, faith or beliefs professed, taking into account the ethos of the religious community, society
or centre), on the grounds of the intention to have a child, and on grounds of the employee’s
enjoyment or exercise of the rights set out in this Code, or due to circumstances unrelated to the
employees’ professional qualities or on other grounds established by laws, shall be prohibited.

Paragraph 2 of the same article stipulates that: in implementing the principles of gender
equality and non-discrimination on other grounds, the employer, irrespective of gender, race,
nationality, citizenship, language, origin, social status, religion, convictions or views, age, sexual
orientation, disability, state of health, marital or family status, ethnic origin, membership in a political
party, trade union or association, religion (except in the case of employees working in religious
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communities, societies or centres, where it is customary, lawful and justifiable to require an employee
to take a position on the basis of his/her religion, faith or belief, having regard to the ethos of the
religious community, society or centre), or intention to have a child, or due to circumstances unrelated
to the employees’ professional qualities or on other grounds established by laws, must: 1) apply
uniform selection criteria and conditions when hiring; 2) provide equal working conditions,
opportunities to pursue further training, professional development, retraining, and practical work
experience, as well as equal benefits; 3) apply uniform criteria for performance assessment and
dismissal; 4) pay equal wages for work of equal value; 5) take measures to ensure that employees are
not subjected to harassment or sexual harassment at work and that no instructions to discriminate are
given in the workplace, and that employees are not victimised at work and are protected from hostile
behaviour or negative consequences if they file a complaint about discrimination or participate in a
case concerning discrimination; 6) take appropriate measures to enable persons with disabilities to
have access to employment, work, career advancement or training, including the provision of
reasonable accommodation, unless such measures would impose a disproportionate burden on the
employer.

Considering the importance of gender equality as discussed in national legislation, the
Academy guarantees in its internal regulations the relevant fundamental norms ensuring gender
equality and equal rights.

The purpose of the Academy’s Policy on Equal Opportunities and Prevention of Harassment
and Violence (hereinafter referred to as the Policy) is to ensure that: (1) the Academy observes the
principle of equality of persons as enshrined in the Constitution of the Republic of Lithuania and
avoids any direct and indirect discrimination on grounds of gender, race, nationality, citizenship,
language, origin, social status, belief, convictions or views, age, sexual orientation, disability, ethnic
origin or religion; (2) the Academy treats job applicants, existing employees and students with
respect, without prejudice to human dignity and rights; (3) the VAA carries out activities to prevent
harassment (including sexual harassment) and violence by informing the VAA community about the
obligation to comply with the legislation of the Republic of Lithuania, the internal legislation of the
VAA (the Policy, the Code of Academic Ethics of the VAA, etc.) governing the prohibition of
harassment and violence, the procedures for the implementation of the rights of members of the VAA
community (the rights to submit a report, initiate an informal conversation, receive consultations,
receive psychological assistance, etc.), and decision-making in cases of harassment and violence.
This Policy governs the following: (1) cases of violation of equal opportunities, (2) cases of
discrimination, (3) cases of harassment and violence committed by employees of the VAA in the
performance of their job functions and other activities of the VAA (e.g. recruitment, etc.).

Paragraph 18 of the Policy stipulates that members of the VAA community must adhere to
the provisions of the Law on Equal Treatment of the Republic of Lithuania, the Law on Equal
Opportunities for Women and Men of the Republic of Lithuania, this Policy, the Code of Academic
Ethics of the VAA, the Rules of Procedure of the Academy and other internal legislation of the VAA.

Paragraph 27 of the Policy guarantees that all employees of the VAA are provided with equal
opportunities at work. Paragraph 31 of the Policy stipulates that the Academy organises its activities
in such a way as to ensure equal working conditions for all employees, opportunities to pursue further
training, professional development, retraining, practical work experience, and equal benefits,
regardless of gender, race, nationality, language, origin, social status, belief, convictions or views,
age, sexual orientation, disability, ethnic origin, or religion.
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Chapter VI of the Policy discusses ensuring equal opportunities in recruitment.

Paragraph 41 of the Policy stipulates that the VAA uses solely objective criteria to determine
the remuneration of specific employees, including the qualifications of the employee, the degree of
responsibility, workload, the nature of the work performed, the results achieved and other objective
criteria set out in a separate document. When determining remuneration, it is forbidden to take into
account employee’s gender, race, nationality, language, origin, social status, belief, convictions or
views, age, sexual orientation, disability, ethnicity or religion.

Sub-paragraph 49.2 of the Policy stipulates that the VAA community may be subject to this
educational measure — training on the prevention of discrimination and prejudice (related to gender,
race, nationality, language, origin, social status, belief, convictions or views, age, sexual orientation,
disability, ethnicity, religion).

Paragraph 3 of the VAA Code of Academic Ethics stipulates that the Academy is guided by
the principles of academic ethics, equal opportunities, fair competition, cooperation among members
of the academic community, protection of intellectual property rights, and other general (universal)
ethical principles.

Paragraph 8 of the VAA Code of Academic Ethics stipulates that members of the VAA
academic community adhere to the following principles of academic ethics <...> 8.6. equality —
members of the academic community are equal before national legislation, internal regulations of the
Academy, as well as before the governing bodies of the VAA and/or heads of Academy departments,
i.e., it is prohibited to treat identical or essentially similar facts or circumstances differently. This does
not preclude the application of different conditions or different treatment of identical relationships,
but it is only possible for objective and justified reasons.

Paragraph 14 of the VAA Code of Academic Ethics stipulates that relations among members
of the academic community must be based on the principles of academic ethics and mutual respect,
collegiality, culture of communication, good faith, tolerance, impartiality and non-discrimination.
The following violates these principles: 14.1. discrimination by a member of the academic community
in any manner or on any grounds, including tolerating such discrimination.

Sub-paragraph 1.2 of the Academy’s Provisions on Remuneration of Employees (hereinafter
referred to as the Provisions) stipulates that the purpose of the Provisions is to establish a common
remuneration system for Academy staff that is consistent with the Academy’s human resources
management policy, the principles of internal equity, external competitiveness, and individual
assessment, ensure fair remuneration for work performed, and allow for the contribution of each
employee to be evaluated.

Sub-paragraph 1.8 of the Provisions establishes the basic principles of the remuneration
system: 1.8.1. equity — employees performing work of equal complexity shall receive equal pay;
1.8.2. gender equality and non-discrimination — remuneration shall be paid without any discrimination
on the grounds of gender, race or other grounds. Equal pay is paid for equal work; etc.

The Provisions establish the structure of remuneration, the principles for determining it and
the procedure for payment. The Provisions define the limits of official salary coefficients that must
be followed when determining remuneration.

The VAA complies with national and internal VAA regulations on gender equality and non-
discrimination; therefore, the Academy is an equal opportunity workplace where employees are not
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discriminated against on the grounds of their gender, race, nationality, citizenship, language, origin,
social status, belief, convictions or views, age, sexual orientation, disability, ethnicity, religion, etc.

With a view to implementing the Gender Equality Plan for 2025-2031, the Academy’s

management commits to:

No. Commitment Deadline/period for fulfilling the
commitment
1. Allocate the necessary human resources for the Appointing an Equal Opportunities,
implementation and continuous improvement of Inclusion and Diversity
the Gender Equality Plan. Appoint an Equal Coordinator — no later than Q4
Opportunities, Inclusion and Diversity 2025.
Coordinator to oversee and coordinate the
implementation of the Gender Equality Plan. Monitoring and coordination of the
implementation of the Gender
Equality Plan — continuously from
Q12026 to Q4 2031.
2. The VAA will regularly collect and analyse data Allocation of necessary human
(which will be reflected in annual reports) by resources and specialists — no later
gender, covering the number of employees and than Q4 2025.
students, their career progress, participation in
training, feedback on organisational structure and | Monitoring of the implementation
working conditions, and will monitor the of the commitments discussed in
implementation of these commitments. this point 2 — continuously from Q1
2026 to Q4 2031.
3. The Equal Opportunities, Inclusion and Diversity | Allocation of necessary human
Coordinator of the VAA will organise training resources and specialists — no later
sessions for staff and students at least twice a year, | than Q4 2025.
aimed at promoting understanding of gender
equality principles, recognising and reducing Monitoring of the implementation
unconscious bias, promoting diversity and of the commitments discussed in
inclusion, and will monitor the implementation of | this point 3 — continuously from Q1
these training sessions. 2026 to Q4 2031.

Distribution of Academy staff by gender

1. According to data from 31 October 2025, 63% of the VAA’s staff are women and 37%
are men. These figures show that women represent a larger proportion of the staff than men.

2. According to data from 31 October 2025, the gender distribution of academic staff at the
VAA'’s faculties (Faculty of Vilnius; Faculty of Kaunas; Faculty of TelSiai; Faculty of Klaipeda) is
as follows: 1) Faculty of Vilnius —46% women and 54% men; 2) Faculty of Kaunas — 56.1% women
and 43.9% men; 3) Faculty of TelSiai — 38.46% women and 61.54% men; 4) Faculty of Klaipéda —
33.3% women and 66.7% men. Based on this data, there is a noticeable gender balance at the Faculty



of Vilnius and the Faculty of Kaunas, while the Faculty of Tel$iai and the Faculty of Klaipéda show
a greater proportion of male employees.

3. It is important to regularly monitor the gender equality situation at the Academy and, if
necessary, conduct a more in-depth gender equality analysis to identify areas for improvement.



The Gender Equality Plan is based on five targets in line with the European Commission’s Horizon Europe Guidance on Gender Equality Plans:

Target Measures Achievement Target value Responsible
indicators persons/department
s
2025 2026 2027 2028 2029 2030 2031
Review of the Include The strategic Gender Rectorate X X
Gender guidelines/provisio documents of equality
Equality Policy ns on gender the VAA policy
equality, equal were reviewed has been
opportunities, anti- and, where reviewed
discrimination and necessary,
diversity promotion | supplemented
in strategic with provisions
documents. on gender
equality, equal
opportunities,
anti-
discrimination
and the
promotion of
Update the VAA diversity. X X X
Code of Academic
Ethics
to include gender | Gender equality
equality policies are
measures. encouraged.
Work-life Periodically Maintain a At least one Human Resources X X X X X X
balance organise balance between | information Department
short sessions and work, studies session

presentations for
employees and
managers
on the
possibilities of
flexible working
arrangements and

and family time.

is organised
per semester.




remind them of the

benefits
for working
parents.

The workload of Employee

Regularly monitor | employees and satisfaction Human Resources
the workload of lecturers with work- Department, Heads
employees does not exceed life of Divisions
and lecturers. 1.5 full-time balance
positions. (at
least 4
points on a 5-
point Likert
scale).
Gender Review the Percentage of 100% of Rectorate
balance selection reviewed management
in leadership procedures and procedures selection
positions and transparency of for selecting procedures
decision- candidates for managers. has been
making senior positions, reviewed and
decision-making updated.

bodies, etc., and
update them if
necessary.

Take gender
balance
into account when

appointing people | Gender balance

Heads of Divisions
to leadership in leadership A 50/50
positions and positions (%). gender
decision-making balance
bodies. is maintained
in every
management




and

decision-
making
body.
Gender equality Achieve gender The procedures All Rector’s Office,
in recruitment balance in for competitions relevant Human Resources
and recruitment for positions human Department, Heads
promoting and career were reviewed resources of Divisions
career advancement. and updated policy
advancement where documents
necessary. were
reviewed.
Require a
gender-balanced Candidate Human Resources
sample of samples have 100% of Department
candidates been balanced candidate
for all positions. by gender (%). samples
are balanced
by gender.
Collect and analyse
data on the number | Volume of data
of women and men collected 100% of Communications
at each stage of (percentage of recruitment Department

recruitment and
promotion and
submit a summary
analysis to the
Rector and the
Rector’s Office on
an annual basis.

Review and update
the job
advertisement
drafting process to
incorporate
inclusive language
guidelines,
organise training

selections in
which data are
monitored);
Number of
annual reports
prepared.

Inclusive
language
guidelines have
been
approved/are
being reviewed;
Percentage of
recruitment staff

and promotion
processes are
included in
monitoring;
At least 1
analysis report
per year.

Inclusive
language
guidelines
have been
approved/are
being
reviewed;
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for recruitment who 80% of staff
staff, and ensure participated in involved in
that the updated training; recruitment
templates are used Percentage of | have received
in all recruitment advertisements training;
processes. with inclusive 100% of new
language. job
advertisements
comply with
inclusive
language
principles.
Communication | Educate the VAA’s | Percentage of At least 60— Equal
committed to community employees and 70% Opportunities,
gender equality (employees, students who of employees Inclusion and
academic have received and Diversity
staff and students) training. students have Coordinator
on issues of gender completed
equality and training on
unconscious bias. gender
equality and
Ensure that the unconscious
website, bias.
marketing
materials, and Percentage of Communications
communications communications 100% of Department
use inclusive reviewed for external
language and inclusive communicatio
reflect diversity. language. ns
have been
Present stories reviewed.
about women
working at the
VAA -
female employees, Percentage of
lecturers and stories shared
students. about women. Communications
Department
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50%

Equal

Include women’s of the stand- Opportunities,
contributions in the A data out stories Inclusion and
public report. transparency are about Diversity
indicator on women. Coordinator
women’s
achievements
(publications, Rector’s Office,
projects Heads of Divisions,
managed) is The report Human Resources
publicly presents Department,
available. gender Communications
distribution Department
Ensure gender indicators and
balance principles Gender includes
in public events, proportions recognition of
conferences and among speakers, women’s
working groups. participants and | contributions.
working group
members.
Rector’s Office,
Heads of Divisions,
At least 30— Communications
40% of Department
representatives
of each gender
in all public
events
and working
groups.
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