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PREFACE 

This Diversity, Equity & Inclusion (DE&I) Development Framework 2025 – 2030, represents 

the next stage in our university’s long-term commitment to fostering these values in all that 

we do. Building on the foundations of the first DE&I Action Plan (2020) and the lessons from 

the second DE&I Action Plan (2022–2024), this framework provides a strategic lens through 

which we want to align our priorities, policies, practices and behaviours for the coming years. 

We recognise that creating meaningful, lasting change requires more than isolated initiatives. 

It calls for systemic thinking, consistent leadership, and the integration of DE&I principles into 

every part of our institution: our education, our research, our employees, our students, and 

our organisational structures. Social safety forms the foundation for this strategy, ensuring 

that our campus remains a place where everyone can learn, work, feel respected and 

welcome without barriers. 

This framework sets out our strategic focus areas and offers clear pathways for progress, by 

focusing on our two components of 1. inclusive and respectful interactions and 2. making our 

policies and practices more inclusive. In doing so, we remain adaptable to the evolving 

needs of our university community. It is a living document designed to guide decision-

making, inspire alignment, and enable us to walk the road of continuous improvement, 

together. 
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1. DIVERSITY, EQUITY AND INCLUSION: AN ACTION-ORIENTED 

AND INTEGRAL DEVELOPMENT FRAMEWORK (2025 TO 

2030) 
In recent years, at UT, we have worked in an action-oriented manner as you can read in our 

past DE&I Action Plans (2020, 2022-2024) to advance diversity, 

equity and inclusion. Inclusion is an essential value to UT and is 

crucial to our mindset. This means that UT stands for an open 

environment where everyone participates, is valued, and is 

treated fairly and with respect. Differences are appreciated, seen 

as enriching, and considered a natural part of our community. 

However, we also recognise that these differences can 

sometimes lead to challenges, especially when people struggle 

to treat each other fairly and with respect. 

The actions from the previous plans have mainly had a short-term impact. Below you can find 

a few recent examples. More information on the progress of various actions can be found in 

the evaluation (October 2024, see Appendix 1): 

• More academic positions for women have been filled (including through the Hypatia 

programme – see Appendix 2). 

• Started pilot project with UT’s annual-review format, in which inclusion and social safety 

have been added as key discussion topics. 

• In several study- and student associations our inclusive values have been embedded in 

the statutes and/or house rules. Meanwhile, SU has taken a driving role in this process. 

• Worked on integrating of equity, equal opportunities, and inclusion into our renewed HR 

Leadership programme. 

Now - at the start of 2025 - UT concludes that it remains essential for our community to succeed 
in experiencing and applying inclusion strongly as a fundamental value. A value that is reflected 
in the strategic, tactical, and practical choices we make – and one that shapes the way we 
communicate and interact with one another. Continued and future-focused work on diversity, 
equity, and inclusion means jointly critically assessing, whether our policies truly achieve what 
we intend in practice. Do all our policy decisions genuinely make our university more inclusive 
as an employer and as a scientific research and educational institution? Do we notice that 
everyone generally feels at home at UT, and can people raise concerns quickly, easily, and 
safely if they do not? 

The actions taken in recent years have certainly increased awareness and knowledge around 
DE&I, but have not been impactful enough to bring about lasting change – especially in light 
of current societal developments. In addition, there is resistance, with some questioning the 
usefulness and necessity of such efforts. A lack of funding and high workloads are frequently 
cited as reasons to delay or abandon changes aimed at greater inclusion. 

Nonetheless, the results achieved and the commitment of everyone working on inclusion at 
UT have laid the foundation for the next phase. This phase focuses on embedding the value 
of inclusion more deeply and broadly into our current policies, as well as into the practical 
measures we must take to future-proof our university for everyone. The step-by-step 
development towards a socially just and adaptive university is outlined in this plan. 

Differences can sometimes 

lead to challenges. Especially 

when people struggle to treat 

each other fairly and with 

respect 

https://www.utwente.nl/en/organisation/about/diversity/dei-action-plan.pdf
https://www.utwente.nl/en/organisation/about/diversity/220711-dei-plan-final-a.pdf
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UT has deliberately chosen a pragmatic approach consisting of two key components (see 
figure 1). Component 1 is the behavioural aspect, which focuses on interaction, social safety, 
and professionally addressing verbally inappropriate interactions or transgressive behaviour. 
Component 2 is the policy aspect, which centres on policy measures, actions and decisions 
that gradually make our way of working, culture and organisation more inclusive. This is a 
strategic approach aimed at achieving systemic change. 

Figure 1 

The overall approach is based on shared responsibility, integration, and joint implementation. 
At the heart of both components of this pragmatic and integrated approach is UT’s commitment 
to: 

Figure 2 

• Harness the benefits of diversity 
• Stand firm for equal opportunities and fair treatment 
• Address, combat and prevent discrimination and exclusion 
• Explicitly choose not to adopt a top-down approach that provokes resistance. Instead, 

we focus on responsible leadership, holding each other accountable, and the 
importance of leading by example.  

• Strengthen inclusion as a shared responsibility. Everyone at UT must contribute to this 
effort. 

Below, we outline UT’s approach and discuss both components in more detail. 

Harnessing the 
benefits of 
diversity

Standing firm for 
equal 

opportunities 
and fair 

treatment

Combating 
discrimination 
and exclusion

Leading by 
example and 

jointly 
strengthening 

inclusion –
everyone has a 

role to play!
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Component 1: inclusive and respectful interactions 
This part of the approach focuses on how we interact with one another in an inclusive and 

respectful way. It also addresses how we respond to incidents in which individuals or groups 

experience discrimination, injustice, and/or exclusion. The emphasis is on everyday 

interactions: how do we recognise, prevent, and respond to behaviour that is inappropriate or 

perceived as transgressive? And how do we deal with differences in perspective, emotions, 

and power dynamics, which often play a role in such situations? 

Everyone at UT acknowledges the need and urgency to strengthen social safety and foster an 

inclusive climate. Yet incidents still occur. Addressing and preventing incidents call for effective 

collaboration, coordination, and access to information. This is an ongoing area for 

improvement. To contribute to the necessary improvements, training sessions and workshops 

will continue to be offered, dedicated consultation hours provided, and UT’s DE&I Team will 

remain accessible to anyone who needs support. 

In addition, UT is steadily improving the support structure and the available information about 

it. We critically assess the types of support we can offer and whether they meet the 

expectations we should fulfil as a university. The key priority is to strengthen our collective 

ability to continually learn from the incidents that occur. We should not only reflect those 

insights in our policies, but more importantly, in our mindset and daily practices. 

Component 2: making our policies and practices more inclusive 
This component focuses on making all our existing and future policies more inclusive. Making 

effective use of and embracing differences is key, driven by the conviction that it is connection 

that ensures effective policy or strategic change. The goal is for these changes to be perceived 

by the majority as fair and just, even when the outcome or impact of the change is not the 

same or positive for everyone. This is an integral approach to change and development, where 

responsibility and effectiveness are essential guiding principles. 

The proposed development actions are linked to all major changes expected in the coming 

years. Precisely to ensure that UT can continue to offer strong education and contribute to 

society through impactful research. By embedding our inclusive mindset as a necessary 

condition in our strategic approach, we continue to cultivate an inclusive university where 

equity and justice are a part of our fundamental values. 

As stated earlier, the approach is integrated and development oriented. This second 

component has a strong proactive character. Key principles of this component include: 

• Development actions are defined per focus area to gradually make our strategic 

direction more inclusive. These actions do not stand on their own. They are a part of 

broader organisational changes to be implemented over the coming years. 

• Each development action is worked out into a realistic set of (project-based) actions, 

within a team of topic specialists, with a clear scope and timeline. Evaluation is a 

requirement. In this way, we ensure that inclusion is embedded as a value in everything 

we do and decisions that we make.  

• The team in question is responsible for embedding inclusion in both policy and practice. 

UT’s DE&I Team collaborates in an advisory role with the responsible (interdisciplinary) 

teams. Evaluation is based on to be developed inclusion indicators (see working 

agenda “Organisation”). Together, we ensure that our inclusive values become a 

standard part of everything we do. 
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Five focus areas have been determined for the coming years:   

1. Our staff (both academic and support staff)   

2. Our students and student participation   

3. Our education (and educational support)   

4. Our research   

5. Our organisation (reputation, positioning and communication) 

The role of UT's DE&I team: driving, advising, participating, and adjusting based on expertise 
UT’s DE&I Team plays a driving and advisory role in the dual approach, i.e. in both 

components. In addition, UT's DE&I Team works in collaboration on: 

- The implementation of general measures that contribute to greater inclusion (and thus 

fairness and equity). This includes, for instance, providing knowledge, offering options 

for action and inspiration, giving advice and making tools available, inside and outside 

of UT. 

- Engagement and collaboration with UT’s interest- and support networks. 

- Coordination and cooperation with, among others, DE&I professionals from local, 

regional, and national networks and organisations. These collaborative parties include 

the LanDO and at the governance level, the advisory committee associated with the 

DiHOO programme, the Municipality of Enschede, secondary schools (in the region), 

Saxion, ROC of Twente, TwenteBoard and Vizier. 

- Improvements in how we register, record and use data within our university. Reducing 

unnecessary gender registrations and references is one such example. 

In everything UT’s DE&I Team does, drives or proposes, integral and result-oriented 

implementation is paramount. This action is always based on our mindset of being open, 

entrepreneurial and inclusive. 

 

2. DEVELOPMENT ACTIONS BY FOCUS AREA  
FOCUS AREA 1: OUR EMPLOYEES 

1.1 Component 1: Inclusive and respectful interactions 

Development action I: From paper to practice: (Learning to) apply the leadership 

framework 

In 2023, a Leadership Framework was developed by HR to create a shared understanding of 

leadership. This provides clarity on the expectations and responsibilities of leaders in 

promoting well-being, creating a safe environment and fostering the growth and development 

of all our employees. This framework was established through co-creation, with a large group 

of employees contributing their insights and expertise.  

The Leadership Framework serves as the foundation for a leadership programme where 

managers and supervisors are given tools, receive guidance, can participate in masterclasses 

and follow a training programme that includes intervision sessions. These sessions form a 

fixed and recurring part of the training programme. Inclusion and social safety are fundamental 

values in everything we have developed and will continue to develop. 

When carrying out these development actions, UT always takes into account the focus and 

priorities that can change. HR integrates these possible changes into policies that UT is already 

implementing or will implement. 

https://www.utwente.nl/en/service-portal/services/hr/resources/downloads-managers-en/leadership-framework-university-of-twente.pdf
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Development action II: Enhancing and modifying strategies for inclusive recruitment, 

selecting and advancement  

Within UT, we value diversity in all its forms, from background and age to experiences and 

talents. This remains important, especially at a time when budget cuts and a significant 

shrinkage of our workforce are necessary to remain financially healthy. Why? Because 

diversity is not a goal in itself; but because we all know there is immense power in bringing 

together different ideas, perspectives, and wishes. This is the transformative force we need to 

become and remain agile now and in the future. Therefore, HR will continue to take the lead 

and collaboratively work on: 

• Attracting women to (scientific) leadership positions. Our target figures and the 

achievement of the goals set for 2025 are guiding principles (See appendix 2 for targets 

set and their progress). This also applies to the intersectional approach and actions based 

on the outcomes of the equal pay analysis (to be conducted in 2026), as described in the 

Gender Equality Plan (2022). These actions and principles are part of this current plan. 

• Increasing employment through the Banenafspraak (in Dutch) and our commitment to the 

Covenant Uniformering Social Return (in Dutch). Our ambition remains, but the current 

hiring freeze and uncertain financial situation complicate realisation.    

• The further development of objective and just recruitment, selection, and screening 

procedures that ensure employees are selected based on objective and fair criteria.    

• Talent development focusing on diversification and the development of career paths for 

both scientific and support staff. 

1.2 Component 2: Making our policies and practices more inclusive 

Development Action III: Develop and increase internal training capacity for trainings, 

tools and workshops 

Over the past year, the Language Centre, together with UT’s DE&I Team, has developed the 

training DE&I: Beyond the label. In this workshop, an external trainer covers what DE&I is, 

what it is not, how to work on it yourself and how (and why) we work on it within UT. The current 

financial situation means that this training will probably not be able to be given (and thus 

developed) in the coming years, despite the enthusiastic reactions from employees who have 

already followed the training.  

Therefore, UT’s DE&I Team - together with the faculty-based DE&I Committees and networks 

- is developing a train-the-trainer programme and continues to give workshops itself. The 

hands-on guidance, where the focus is not primarily on imparting knowledge, but rather on 

applying this knowledge in practice will also continue.  The offer from our Career Development 

Centre (CDC) (including the online courses) is there to learn about and work on DE&I. The 

offer from HR and the Language Centre consists of: 

- The learning platform GoodHabitz. Through this platform, we offer a good number of 

online courses and master classes covering topics that relate back to the values of 

equity, fairness and inclusion. This offering will be actively promoted by UT’s DE&I 

Team and HR in the coming years.   

- The training course Diversity Proof Selection. This focuses on inclusive recruitment and 

selection. We will continue to do this in the coming years.  

- The Active Bystander trainings.  

- The leadership programme and recurring leadership masterclasses (see Development 

Action I). 

https://www.utoday.nl/news/73909/ut-tekent-convenant-voor-sociale-duurzaamheid#:~:text=De%20UT%20stelt%20bij%20aanbestedingen,voor%20die%20zogeheten%20SROI%2Dverplichting.&text=Vicevoorzitter%20Machteld%20Roos%20en%20wethouder%20Arjan%20Kampman%20tekenen%20het%20convenant.
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FOCUS AREA 2: OUR STUDENTS 

2.1 Component 1: Inclusive and respectful interactions  

Development action IV: harnessing the power of an inclusive mindset in student life and 

engagement 

UT wants to continue to support the Student Union (SU) and its committees to be effectively 

inclusive and open to the strength of diversity, with the intrinsic drive that most of our students 

already have within them. Therefore, UT will continue to provide guidance to students who 

hold committee positions within the SU, and we will do so in at least four key areas: 

• Embedding inclusion and social safety within the Kick-In and in the associated organisation 

and communication, both on- and offline. Even if the Kick-In – due to financial and/or 

personnel reasons – takes on a different form, UT’s DE&I Team will continue working with 

the involved students and staff to ensure that the Kick-In remains accessible, challenging, 

and responsibly boundary-pushing for everyone. We provide advice, run workshops, and 

serve as a resource hub. 

• Providing action-oriented guidance so it is clear what a board of a study, sports, or student 

association can do when faced with a report of inappropriate behaviour, discrimination, or 

exclusion. This way, the possibilities and steps are clearly defined, and board members 

know whom to contact and when for help. Additionally, we guide the SU board members 

in drafting (and/or updating) and bringing to life a code of conduct for associations and/or 

in drafting/reviewing new or existing statutes. 

• Continuously supporting the responsible decision-making of board members and the 

involved staff members in the coming years by asking critical questions and providing 

information. For example, the SU board can decide, based on fair criteria, which 

associations can continue to receive funding. 

• Participation in projects subsidised through the government initiative Maatschappelijke 

Diensttijd (in Dutch, MDT – Social Service Time). These projects can be developed and 

carried out for and by students (within and/or outside SU) under the guidance of UT’s DE&I 

Team. 

2.2 Component 2: Making our policies and practices more inclusive 

Development action V: updating policy for students that need (some extra) support  

UT has taken small steps towards inclusive education since signing the Declaration of Intent 

for the UN Convention on the Rights of Persons with Disabilities for more inclusive education. 

One of the most significant outcomes has been an increased awareness of (digital) 

accessibility and the importance of experiencing a sense of belonging. To make a lasting 

impact, offer fairer opportunities, and ensure our education remains attractive and accessible 

to all, it is essential to modernise UT’s policy for students who, for any reason – whether due 

to illness, condition, disability, or a (temporary) personal situation – require adjustments or 

additional support. Our aim is that: 

By the first half of 2026, the current policy will have been revised. Simultaneously, actions will 

be outlined to implement the updated policy. The primary responsibility for this update lies with 

CES/SACC (including SWIP), with UT’s DE&I Team playing a driving and advisory role. Our 

ambition is not only to look merely at the possibilities from an individual-medical perspective 

but also from a social one, where in striving for greater inclusion, the pedagogical-didactical 

context and the student's personal context are also considered (e.g., Wienen, 2023). This 

policy modernisation aligns with the development task outlined within the focus area of 

“education”. 

After signing the UN Declaration of Intent for more inclusive education, UT has taken steps 

towards more inclusive education. Greater awareness is one of the most important of these. 

https://www.rijksoverheid.nl/onderwerpen/maatschappelijke-diensttijd
https://www.rijksoverheid.nl/onderwerpen/maatschappelijke-diensttijd
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In order to make a lasting impact, provide fairer opportunities and keep and make our 

education attractive to all, a modernisation of UT's policy for students who, for whatever 

reason, need an adaptation or extra support is necessary. Therefore, the current policy for 

students with support needs will be reviewed in 2026. In parallel, actions have been drawn up 

that will put the renewed policy into practice. The main person responsible is CES/SACC 

(including SWIP) and UT’s DE&I Team has a driving and advisory role in this. Our ambition is 

to look at (support) possibilities not only from an individual-medical perspective, but also from 

a social perspective, where, in striving for greater inclusion, the pedagogical-didactical context 

is explicitly included (e.g. Wienen, 2023). This policy modernisation is therefore in line with the 

development task elaborated within the focus area ‘education’. 

FOCUS AREA 3: OUR EDUCATION AND EDUCATIONAL SUPPORT   
3.1 Component 1: Inclusive and respectful interactions   

Development action VI: harnessing the power of inclusion in our educational 

programmes and methods for students, PhDs and professionals 

Inclusion in our education is promising, necessary, and challenging. Inclusive education is 

about more than dealing with (cultural) diversity in the classroom. At the heart of inclusive 

education is how all students learn effectively, what all students learn, and how all students 

collaborate and learn together in a productive and enjoyable manner. A manner that 

imperceptibly contributes to greater well-being. We already know quite a lot about this at UT. 

UT focusses on project-based education, where collaboration, independence, and 

entrepreneurship are key. These are the hallmarks of our educational model and vision. 

However, there is room for improvement, even when budgets are tight. In fact, it's precisely 

during such times that it’s essential to critically assess how we can maximise the benefits from 

the strengths – and efficiency – of inclusive education: inspiring, accessible, and effective 

learning for all students, while preparing them for the future. And doing so without 

unnecessarily labour-intensive customisation. 

The fact that we now aim to (and have to) develop more Dutch-language undergraduate 

programmes provides an excellent opportunity to offer an inclusive and challenging education 

with a strong entrepreneurial character and sharp focus, even with limited resources. This also 

applies to the programmes we offer to working professionals (“Life Long Learning, LLL”). Over 

the coming years, CELT, SP, SU, educational policymakers in the faculties, CES/SACC and 

PLD (amongst others), will work on, advise, inspire and inform UT about inclusive education. 

With the help of UT's DE&I Team and drawing on the experiences and feedback of (specially 

set up) sounding boards and focus groups as input, the focus will be on: 

• Attractive and effective collaborative learning for everyone. 

• Accessible teaching, learning, and assessment methods. 

• Inclusive interaction between students and teachers. 

• Availability of effective support for students who are at risk of falling behind or who need 

help. This support should be available as much as possible “within the educational context”. 

Here, the causes of difficulties/discomfort are not primarily viewed from an individual-

medical perspective but rather from a social one, ensuring attention is given to the 

pedagogical-didactical context. What can be improved there? 

• Proactively responding to the needs and expectations of students and prospective 

students, so that our education remains appealing, achievable, and full of opportunities for 

many. This also applies to professionals who wish to continue their development (LLL). 

• The skills teachers and educational experts need to strive for equity, fair opportunities and 

inclusion, and how to leverage the strengths of differences. This also involves how these 

skills can be taught through our qualification programmes.  
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Development action VII: leveraging the power of inclusion to attract students 

Inclusion can be used to positively influence student intake. This can be achieved by critically 

examining our marketing and recruitment efforts and how we communicate about our offered 

programmes. Which aspects do we highlight? Where, when, and how do we tell our story, and 

how can we use this to appeal to as many potential students as possible? How we 

communicate and demonstrate that UT is a place where everyone can feel at home can have 

a positive impact on the number of students who eventually enrol. A good example is an 

initiative like Girls’ Day, where secondary school students are encouraged to take up technical 

studies. Naturally, we don’t limit ourselves to open days, PreU’s activities, or school visits. We 

must continue to do this in all the ways available, ensuring that the group of students who feel 

engaged is as large as possible. In short, it is necessary to investigate how inclusion as a core 

value is or can be embedded. This is a development task that the MC department, in 

collaboration with UT’s DE&I Team as an advisor and source of ideas, will take on in the 

coming years.  

FOCUS AREA 4: OUR RESEARCH AND RESEARCH SUPPORT 

4.1 Component 1: Inclusive and respectful interactions  

Development action VIII: taking inclusion and justice as values in securing research 

funding and in the composition and support of research teams 

Through our entrepreneurial spirit and future-oriented mindset, UT creates impact with 

knowledge, insights, and innovations. This impact is felt in the academic world, in society, and 

among people—both in the Netherlands and beyond. To continue doing this, we must focus, 

seize opportunities, and create new possibilities in the coming years. And we must do this 

inclusively and fairly. Therefore: 

• Over the coming years, UT’s DE&I Team and SBD, and with the Grants Office in particular, 

will closely collaborate. This collaboration focuses on creating new opportunities and 

seizing chances. The result will be a dynamic overview of (financial) sources from which 

we can draw. Inclusion and (social) justice are key guiding principles in this effort, with a 

focus on our impact portfolio and unique profile: high tech, human touch. We will also 

determine the steps UT needs to take—both in terms of (inclusion) policy and operationally 

– in order to access these resources. Where financially feasible, we will take these steps. 

• UT’s DE&I Team will examine and document how UT can improve the composition of 

(gender) diverse, inclusive, and (socially) safe research teams, so that the impact and 

valorisation of the results are enhanced. This approach will also apply to formulating 

research questions, determining methodologies, conducting fieldwork, gathering data, 

conducting ethical reviews, and communicating about results or outcomes. 

4.2 Component 2: Making our policies and practices more inclusive  

Development action IX: expanding fair and inclusive research practices 

UT’s DE&I Team and DE&I Committees can offer and apply their experience and expertise in 

research programmes, projects, social initiatives, graduation assignments, internships, and 

study tasks. This involvement contributes to the success of a project and enhances the 

inclusive and entrepreneurial character of UT. In the coming years, UT’s DE&I Team will 

provide advice and/or will participate in the following projects: 

• The research programme Don't forget the forgotten! Towards a platform-based approach 

for sustainable employment of employees with a disability. This consortium contributes to 

the structural improvement of the labour market position of people with disabilities. 

Additionally, this project promotes equal opportunities in the labour market, making it 

progressively more just and inclusive. 

https://www.utwente.nl/nieuws/2024/3/1389170/grote-onderzoeksbeurs-voor-verkleinen-afstand-tot-arbeidsmarkt-voor-mensen-met-arbeidsbeperking
https://www.utwente.nl/nieuws/2024/3/1389170/grote-onderzoeksbeurs-voor-verkleinen-afstand-tot-arbeidsmarkt-voor-mensen-met-arbeidsbeperking
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• The Citizens, Equality, Rights and Values (CERV) Programme of the European 

Commission, together with Green Hub. This international partnership with Women Engage 

for a Common Future (WECF International) and Oxfam Novib focuses on climate justice 

and the role of equity and inclusion within climate justice. 

• The 2024-2025 UT 4TU CEE Cohort of Teaching & Learning Fellows: Building Inclusive 

Communities. 

• The research project My Reintegration Platform for people with chronic conditions (in 

Dutch). 

FOCUS AREA 5: ORGANISATION (POSITIONING, REPUTATION AND 

COMMUNICATION) 
5.1 Combining component 1 and 2: being inclusive and respectful and embedding inclusion in 

communication strategy and -tools 

Development action X: working on the inclusive reputation and positioning of UT in 

communication 

A lot is changing in the academic world and in our society. Facts are increasingly viewed as 

mere opinions, and disagreements quickly escalate into polarising stances, with little room for 

nuance. Less diversity of views, more polarisation. You are either for or against something. 

Trust in science is also declining. Addressing each other professionally and openly about 

behaviour – or statements – is often perceived as a personal attack, with the risk of escalation 

looming. This is happening at UT as well – and it weakens our community, hampers 

collaboration, and slows down our learning and capacity for change. Most importantly, it fuels 

an "us versus them" mentality and erodes trust in each other and in the future. This is why it is 

crucial to embed inclusion – valuing and respecting each other and drawing strength from 

differences in opinion and perspective – in all the factors that influence the position and/or 

internal or external reputation of our university. This also applies to both formal and informal 

communication about all changes and (far-reaching) measures. To contribute to this: 

• (a representation of) UT’s DE&I Team is part of the UT Programme Team (PMT-UT). 

• Develop the policy team's new language policy to be implemented later in 2024 together 

with representation from UT’s DE&I Team. Bilingualism is the guiding principle. The current 

focus is on administrative and organisational language. The aim is to create a policy that, 

in practice, has an inclusive – connecting – effect. 

• General Affairs is making the "Talk about it!/Act on it!" communication tools available as a 

toolkit. This will allow everyone – across our campus and within our university – to focus 

on social safety, equity, and inclusion. With subtle nudges and boosts (Speranza, 2021), 

we help everyone to make sensible choices. Small nudges and boosts that make you 

reflect on your own behaviour, that of others, or the circumstances in which such behaviour 

occurs. Small nudges and boosts that make it easier to talk about what you experience, 

see, or hear happening, especially when it feels uncomfortable or unjust. Small nudges 

and boosts that encourage all of us to seek help and offer it when possible and feasible. 

These small nudges and boosts will help us, step by step and almost imperceptibly, to 

experience how normal inclusion and caring for a socially safe environment really are. 

These tools will be available for everyone by 2025 at: www.utwente.nl/socialsafety.  

• UT’s DE&I Team is participating in the steering activities and improvement actions of the 

Social Safety Steering Group. Our inclusive core values are seen as fundamental here in 

working towards and enhancing social safety within UT. 

In 2025, an interactive style guide will be introduced by UTLC that is inclusive in every way – 

in both Dutch and English. This guide will assist you in writing, collaborating, and treating each 

other fairly. It will be useful in everyday conversations, in disagreements, and in making difficult 

https://www.eacea.ec.europa.eu/grants/2021-2027/citizens-equality-rights-and-values-cerv_en
https://www.4tu.nl/cee/news/news/university-of-twente-cee-teaching-learning-fellowships-third-cohort/
https://www.4tu.nl/cee/news/news/university-of-twente-cee-teaching-learning-fellowships-third-cohort/
https://schildklier.nl/nieuws/ontwikkeling-mijn-re-integratie-platform-kan-starten/
http://www.utwente.nl/socialsafety
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decisions. These style guides will also be used as foundational material for workshops on all 

forms of communication (leadership communication, change communication, news items, 

social media posts, internal portals, and press releases). The development and fine-tuning will 

be carried out by UTLC, with support from UT’s DE&I Team. The push needed to work with 

these resources everywhere, at all times, will be provided by UTLC, MC (communications 

advisors), and UT’s DE&I Team. 

Development action XI: establishing and optimally utilising the strength of sounding 

boards and support networks 

Budget cuts necessitate critical reflection and clear decision-making, particularly regarding the 

structure and focus of feedback and support groups (what is their profile and focus?), and how 

these groups (or networks) can be funded. Currently, within our university, we distinguish the 

following groups and/or networks that focus on DE&I aspects. These can be divided into three 

categories: 

Category I: action-oriented committees established by or linked to HR 

• DE&I Committee within the Faculty EEMCS: works based on an action plan aimed at 

faculty-specific improvements. 

• DE&I Committee within the Faculty ET and the department of Civil Engineering and 

Management (CEM): the committee at CEM is in the orientation phase. 

• DE&I Committee within the Faculty BMS: operates based on a manifesto to address 

faculty-specific improvements. 

• Faculty ITC: the HR team has developed an action plan with improvement actions. 

• Faculty S&T: under the label of "social safety," HR is working on embedding diversity, 

equity, and inclusion. UT’s DE&I Team provides guidance to enhancing the importance of 

DE&I. 

Category II: advisory and support networks linked to and partially funded by HR 

• DE&I Advisory Board: focuses on advising, both upon request and proactively, mainly to 

the Executive Board and Faculty Boards. The DE&I Advisory Board also shares 

experiences with UT’s DE&I Team and discusses challenges mainly at the strategic and 

tactical levels. Co-financer and co-decision-maker for the annual Incentive Fund (via 

OPUT). 

• Women Academic Network Twente (WANT, formerly known as FFNT): advises the 

Executive Board and Faculty Boards on strategic and tactical opportunities and challenges 

related to the goal—and obligation—to attract, retain, and promote more women in 

academia. This network also serves as a support network for its members, specifically 

women in academic (senior) positions. 

• P-NUT EQUITY: primarily a support network for women in PhD/EngD positions and 

neurodivergent PhDs. Also provides tactical and operational advice to, among others, UT’s 

DE&I Team. It plays a significant role in organising UT-wide DE&I events, such as annually 

celebrating International Women’s Day. 

Category III: support networks and feedback groups 

• Th!nk with Pride (TwP): a support network for and by staff (and PhDs) who identify with the 

LGBTQIA+ community. Students can also participate in the WhatsApp groups managed 

by the network. TwP has a stable leadership, no formal membership, but does have 

newsletter subscribers. UT’s DE&I Team currently provides their annual budget. The 

leadership of TwP brings various perspectives to (policy) discussions related to or involving 

sexual orientation, gender identity, and expression (SOGIGE). It plays a strong sounding 
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board role and organises events like the Rainbow Days, which are celebrated annually by 

the municipality of Enschede. 

• OBP Vrouwennetwerk: primarily organises inspiring events for its members. The OPB 

Vrouwennetwerk's budget is funded by HR (via OPUT). 

By early 2025, UT’s DE&I Team must determine which networks from categories II and III fit 

within the available budget and identify the most appropriate profiles and goal-oriented 

approaches for these networks. This will be done in consultation and alignment with the 

involved networks. Additionally, all committees in category I must define how, and through 

which existing (functional) roles, specific topics will be addressed over the coming years. This 

approach aligns with the action-oriented and integrated strategy central to this overarching UT 

plan. There will also be room for improvement actions that focus on faculty-specific or possibly 

department-specific issues. At present, none of the service departments has a DE&I 

Committee. The HR manager responsible will, in collaboration with UT’s DE&I Team, start 

assessing whether this is necessary and feasible in the last quarter of 2024. 

5.2 Component 2: Making our policies and practices more inclusive 

Development Action XII: Working on the organisation of UT: (administrative) core 

actions 

In recent years, based on our previous action plans, several initiatives have been launched to 

strengthen the inclusive character of UT. We will continue working on these in the coming 

period. We regularly evaluate our progress, adjust where necessary, and continue to check 

whether the results still meet the objectives after completion. These initiatives include: 

• Making the websites more accessible. A comprehensive specialist study (on a technical 

level) was carried out last year for this purpose. The recommendations from this study are 

now being assessed, and where feasible and financially viable, implemented by MC. 

Inclusion is one of the key principles in this process. 

• Establishing and publishing policies with guidelines and practical tips to prevent 

unnecessary gender registrations and their enclosure in management reports. Data 

purpose limitation and chain information exchange requirements are the key criteria here. 

Additionally, protocols will be established for how gender identities can be registered and 

used, where there is a need or necessity to do so. This is being overseen by UT’s DE&I 

Team, with advice and assessments (from e.g. Th!nk with Pride) and the implementation 

being done by LISA, SP, CES/SACC, and HR. 

• DE&I-related news will continue to be shared via the social media channels of UT’s DE&I 

Team and the internal (and external, where appropriate) communication channels of UT. 

• Events highlighting the importance of equity, diversity and inclusion will only be organised 

in collaboration with one or more departments or teams within UT. Therefore, there will be 

no separate DE&I Week in the coming years. This choice and approach once again 

emphasise our integrated approach, where diversity, equity, and inclusion are standard 

fundamental core values. 

 

3. MONITORING, EVALUATION AND ADJUSTMENTS 
Firmly anchoring our inclusive core values at strategic, tactical, and operational levels is not 

something that can be achieved overnight. It is also a process that does not have a clear 

endpoint. Changes in our student population, our workforce, and the direction we set together 

may require adjustments or different choices. Political decisions and (inter)national 
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developments can also influence our approach in various ways. Therefore, UT’s DE&I Team, 

in its driving and steering role, ensures: 

• Based on our current research (the Wellbeing Survey, the National Student Survey (NSE), 

and the research in the context of the Risk Inventory & Evaluation (RI&E)) and exit 

interviews, we continually assess where the challenges of inclusion lie. A policy on 

standardizing exit interviews UT’s DE&I Team available for each organisational unit, and 

we also use the results to monitor progress and adjust our approach as needed based on 

the findings of these studies. 

• In 2025, we will examine whether it is necessary to develop an additional short 

questionnaire that can uniformly and locally (within a faculty or service) identify specific 

DE&I-related issues and needs. The questionnaire distributed in 2024 by the EEMCS 

Faculty can serve as a basis for this, should there be a widespread need within UT. 

• We provide annual insights into the progress being made in the various developmental 

actions. This insight is discussed, among other bodies, with the University Council. 

• We continuously analyse signals, bottlenecks, and incidents together – in this, members 

of the “support structures”, managerial staff, and the members of support, feedback and 

advisory networks/teams/committees have a significant role, being important stakeholders.  
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https://behavioralscientist.org/building-the-behavior-change-toolkit-designing-and-testing-a-nudge-and-a-boost/
http://www.utwente.nl/dei
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Appendix I 
 

 

 

 

 

 

 

 

 

 

 

2024    DE&I IS PART OF OUR DAY-TO-DAY LIFE AT UT   

DE&I ACTION PLAN ‘24 

 PROGRESS 

DIVERSITY, EQUITY & INCLUSION (DE&I) 

CULTURAL 

COHESION 

Each faculty now has a DE&I/Social safety plan organised through their DE&I 

committees and an HR managers DE&I platform realised. HR managers from the 

service departments have started the process of working on their DE&I strategy. 

DE&I Team and UTLC are reworking the offering of inclusive interaction, 

communication and representation workshops throughout UT and working on a train 

the trainer program. 

communication style guide to embed inclusive language use in new style guide. 

TMRK performed theatre production Mindlab at the beginning of April 2024 and 

a roundtable story telling method was further developed – by SEG Inclusion 

members and DE&I team – and offered to the audience members of the Mindlab 

performances. 

New HR Leadership framework developed with DE&I and Social Safety structurally 

embedded in the framework. 

A collective of DE&I advocates organised several events related to Women’s Day 

2024, a DE&I day focused on how to deal with polarisation, and a third Th!nk with 

Pride symposium held in collaboration with Saxion and the municipality of Enschede. 

Live transcription was offered at all major UT events (including the Dies Natalis 2024 

and opening academic year 2024/2025). 

Supported second round of Incentive Fund winners with DE&I Advisory Board with 

initiatives by students and staff. 

Developing more inclusive practices in the research process of UT researchers is 

an ongoing process that we actively worked on by providing workshops for various 

research groups and strengthening collaborations with SBD and Grant’s Office. 

 

Based on the new Employer Value Proposition (developed in 2023) the employee 

journey has continuously been finetuned and a plan was created for the Banenafspraak 

(in Dutch - Employment Agreement). Further thoroughly updated UT’s vacancy (werken 

bij) website according to our inclusive principles. 

CFM now actively seeks better collaboration with DE&I team and other relevant 

community members for their upcoming renovation projects (Cubicus and Horst 

buildings). 

ACCESS 

& EQUITY 

 

 
CULTURAL 

COHESION 
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Social Safety strategy team (HR, CES, DE&I, Integral Safety, TGS, CFM, SU) have 

further developed their close collaboration and now meet regularly. 

Social Safety strategy team has updated Social Safety page for staff and students 

 

DE&I Team, UTLC and HR continue to offer trainings/workshops to cultivate socially 

safe environments

SOCIAL 

SAFETY 

GENDER | GENDER 

IDENTITY | GENDER 

EXPRESSION 

Researchers and DE&I Team collaborated with SBD to take part in Girls Day 

2024. This year DE&I team was allowed to open the plenary session. 

Further strengthening collaboration with Grants office and SBD by organising 

workshops and presentations for UT’s Ethics Committee and ARMA-NL as well as 

in various research teams (ET, TNW, EEMCS). Continuously discovering and 

connecting effective ways to embed equitable and inclusive research practices in 

stronger ways.

CFM pilot phase realised one all-gender bathroom per building. With support from 

DE&I team this is being further developed and finetuned.

HR launched revised Hypatia recruitment programme which has filled 6 positions 

thus far in several faculties.

HR updated their birth leave documents to suit all family structures. 

HR trans leave policy updated in accordance with national CAO policy update. 

DE&I Team, LISA, and HR managed to update the AFAS administration system 

in line with the national gender registration guidelines and is being adapted in 

most UT administration systems (this will be further developed in next action 

plan). 

CFM now provides free period products in 7 main UT buildings.

MEAL 
MONITORING  

EVALUATING  

ACCOUNTABILITY  

LEARNING 

 

Internal Audit Team has now run Behavioural Audits on DE&I in two faculties. 

DE&I Team further developed the established learning and evaluation community with 

educational institutions in the region. 

UT partook in second workplace pride barometer beginning of 2024, in close 

collaboration with Th!nk with Pride UT. With outcomes on structural workplace 

support increasing to 39% compared to 20% in 2021. 

Pilot was started in annual review meetings to include questions on inclusion, 

social safety and sense of belonging. 

DE&I Team took part in the RI&E interviews and results will be collaboratively 

worked on with HR also in our coming development plan. 

DE&I Team continues to frequently give interviews and hold conversations with 

internal stakeholders and external researchers and counterparts. 
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Appendix II 

 

  

Version HR.2023.02.07

Refresh date: 14-10-2024

Reference date 1-10-2024

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Target

BMS 39% 40% 43% 40% 41% 38% 38% 45%

EEMCS 23% 12% 17% 19% 19% 23% 24% 20%

ET 30% 24% 24% 28% 30% 30% 30% 25%

ITC 21% 26% 20% 20% 21% 21% 24% 27%

TNW 9% 8% 8% 9% 9% 9% 9% 10%

OTHER 0% 0% 0% 0% 0% 0% 0%

UT Total 23% 20% 21% 21% 22% 22% 23% 25%

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Target

BMS 37% 28% 26% 34% 36% 38% 39% 35%

EEMCS 30% 13% 13% 20% 20% 30% 31% 20%

ET 14% 14% 14% 17% 13% 14% 14% 17%

ITC 34% 11% 19% 26% 31% 34% 34% 13%

TNW 41% 14% 28% 34% 37% 41% 42% 17%

OTHER 34% 100% 100% 100% 100% 34% 34%

UT Total 31% 17% 20% 26% 28% 31% 32% 20%

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Goal

BMS 52% 48% 49% 49% 53% 53% 53% 50%

EEMCS 31% 31% 30% 31% 33% 30% 32% 35%

ET 24% 13% 14% 19% 23% 25% 25% 20%

ITC 42% 38% 42% 41% 41% 42% 42% 40%

TNW 30% 31% 30% 33% 30% 31% 30% 35%

OTHER 100% 0% 0% 0% 50% 100% 100%

UT Total 38% 33% 34% 36% 38% 38% 39% 36%

Percentage of female scientific staff (WP) by function (UFO)

% Female Full professors (HGL) in Fte

% Female Associate professors (UHD) in Fte

% Female Assistant professors (UD) in Fte

Progression based on info in MyHR

Progression based on info in MyHR

Progression based on info in MyHR
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Hypatia figures 2023/2024/2025 

  

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Goal

BMS 71% 57% 49% 65% 67% 71% 70%

EEMCS 25% 34% 35% 30% 34% 24% 18%

ET 31% 20% 30% 32% 29% 29% 32%

ITC 29% 29% 24% 24% 33% 32% 37%

TNW 28% 26% 29% 26% 23% 28% 34%

OTHER 23% 32% 27% 22% 23% 23% 18%

UT Total 35% 34% 33% 34% 34% 35% 37%

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Goal

BMS 62% 55% 64% 64% 60% 64% 68%

EEMCS 45% 38% 39% 46% 50% 46% 45%

ET 48% 40% 30% 50% 48% 48% 47%

ITC 11% 27% 25% 19% 15% 11% 12%

TNW 56% 53% 52% 52% 60% 56% 59%

OTHER 45% 44% 44% 50% 41% 45% 45%

UT Total 47% 45% 46% 49% 49% 48% 48%

Ref. date

Faculty 1-10-2024 31-12-2020 31-12-2021 31-12-2022 31-12-2023 31-12-2024 31-12-2025 Goal

BMS 57% 58% 60% 56% 55% 56% 57%

EEMCS 28% 28% 28% 31% 29% 28% 28%

ET 39% 32% 39% 41% 37% 40% 37%

ITC 44% 42% 47% 41% 47% 41% 42%

TNW 36% 31% 33% 34% 35% 36% 34%

OTHER 0% 0% 0% 0% 0% 0% 0%

UT Total 37% 34% 36% 37% 36% 37% 37%

Progression based on info in MyHR

% Female Researchers (O) in Fte

% Female Lecturers (D) in Fte

% Female Promovendi (PhD) in Fte

Progression based on info in MyHR

Progression based on info in MyHR
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