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1. JMU‘s understanding of diversity

Julius-Maximilians-Universität Würzburg (JMU) is committed 
to promoting a diverse and equal-opportunity university cul
ture in all areas of its organisation and to countering discri
mination. In doing so, it aims at creating the conditions for 
the best possible development of the individual potential of 
its students and employees.

-
-

In its current mission statements, the University addresses 
diversity as a guiding principle of its organisational culture. 
Emphasis is placed on equal opportunities for all genders, 
family friendliness, the integration of people with different 
circumstances, and internationality.1 

By participating in the diversity audit of the Donors’ Associ
ation for the Promotion of Sciences and Humanities in Ger
many (Stifterverband für die Deutsche Wissenschaft) from 
2022-2023,2 the University engages in a process of reflec
tion and work to further develop and strategically align its 
diversity-related structures and services. The present policy 
incorporates the first results of the joint work during the au
dit workshops at JMU (summer semester 2022).

-
-

-

-

The top priority of this policy and the audit process is the 
design and implementation of a co-ordinated and central di
versity management system at JMU. A well-aligned diversity 
management is a building block for success in research, te
aching, studies, further education, and transfer in all fields 
of action. It promotes a discrimination-sensitive interaction 
among all university members, enhances teaching/learning 
structures and access to university education, strengthens 
research groups and networks in accordance with the stan
dards of the German Research Foundation (DFG), and buil
ds bridges for the areas of further education and transfer. 
In this way, the diversity policy also supports the goals 
defined in the University’s mission statement ‘Science for 
Society’ of valuing various perspectives, life situations, and 
backgrounds of experience, as well as creating a teaching, 
learning, and working environment which is sensitive to 
barriers and discrimination.

-

-

-
-

JMU believes that the promotion of diversity holds specific 
opportunities and added value for the further development 
of its organisational culture as well as for the improvement 
of quality in all areas. By recognizing and embracing the he
terogeneity of its members, the University fosters innovati
on, collaboration, and excellence.3

-
-

In addition, the further development of the University’s di
versity management follows the legal framework and statu
tory requirements such as the General Act on Equal Treat
ment (Allgemeines Gleichbehandlungsgesetz (AGG)) and 
thus the prohibition of discrimination with regard to gender, 
ethnicity, age and disability or sexual orientation, religion 
and world views. Discrimination in the present sense me
ans the less favourable treatment of a person as well as the 
adverse effects caused to them by the unequal treatment.4 
Anti-discrimination measures and structures are therefore a 
key area of action within diversity management. By creating 
and expanding appropriate services, JMU is committed to 
further reducing disadvantages and increasing protection 
against discrimination.

-
-
-

-

Both approaches – the active promotion of diversity and 
the reduction of exclusion mechanisms and discrimination 
risks – represent the inseparable ‘sides of the same coin’ 
within JMU’s understanding of strategic action.

As part of a participatory process at JMU, specific goals and 
measures were defined for a total of five key areas sought 
out for further development. The key area (1) anti-discrimina
tion will consolidate all strategies, services, and measures 
against discrimination within a central structure. For the 
key areas (2) gender equity and compatibility of family and 
work/study, as well as (3) internationalisation, there alrea
dy exist separate strategic concepts or these are currently in 
preparation. Therefore, only individual measures which are 
particularly relevant to collaborative efforts are listed here. 
The focus of the key area (4) inclusion will be on measures 
for students and employees. A new focus has been placed 
on the key area (5) students and employees from a variety of 
socio-cultural or socio-economic backgrounds.

-

-

1 https://www.uni-wuerzburg.de/en/university/mission-statement/
2 https://www.stifterverband.org/diversity-audit (only the Stifterverband’s homepage is available in English: https://www.stifterverband.org/english)
3 Cf. de Ridder/ Jorzik (Hg.), Vielfalt gestalten. Kernelemente eines Diversity-Audits für Hochschulen, online publication retrievable via https://hs-duessel-
dorf.de/hochschule/verwaltung/diversity/konzept/hsd/Documents/Positionen_vielfalt_gestalten.pdf (only the HSD’s homepage is available in English)
4 https://www.antidiskriminierungsstelle.de/EN/about-discrimination/what-is-discrimination/forms-of-discrimination/forms-of-discrimination-node.html

https://www.uni-wuerzburg.de/en/university/mission-statement/
https://www.stifterverband.org/diversity-audit
https://www.stifterverband.org/english
https://hs-duessel-dorf.de/hochschule/verwaltung/diversity/konzept/hsd/Documents/Positionen_vielfalt_gestalten.pdf
https://www.antidiskriminierungsstelle.de/EN/about-discrimination/what-is-discrimination/forms-of-discrimination/forms-of-discrimination-node.html
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2. Where does JMU stand in the diversity ma
nagement process?

-

Over the past two decades, the University Board, the Fa
culties with their Faculty’s Women’s Representatives, the 
University’s Women’s Representative and the Equal Op
portunities Representative have consistently and success-
fully united forces to advance gender-related equity as a 
top level management task at the University of Würzburg. 
Progress has been made both quantitatively and qualita
tively. In addition to many other visible and measurable suc
cesses, this includes the continuous increase in the propor
tion of female professors, the further development of target 
-group-specific concepts for staff development (and their 
recognition as ‘excellent’ by the German Federal Ministry of 
Education and Research (BMBF) for the call for proposals 
under their female professors programme (‘Professorinnen
programm III’)), and the equal representation of men and 
women within the University Board.

-

-

-
-
-

-

The equal opportunity policy for studies, teaching, research, 
and academic self-governance (2021-25) builds on previous 
efforts and includes additional fields of action, such as a 
comprehensive target group-specific gender awareness 
and the reduction of unconscious bias. The guidelines for 
appointments also promote equal opportunities regarding 
appointment procedures. Measures for non-academic staff 
are addressed in a specific equal opportunity policy (2018-
2023).

In addition to gender-related equity and equal opportuni
ties, the general goals and strategies section (‘Übergeord
nete Ziele und Strategien’) within JMU’s staff development 
policy (‘Rahmenkonzept für Personalentwicklung’) also 
takes into account a family-friendly work culture.

-
-

Since 2008, JMU has been undergoing a structured and con
tinuous improvement process within the framework of the 
‘family-friendly university’ audit (‘Audit Familiengerechte 
Hochschule’). A wide range of measures for the compati
bility of family and career have been defined in the equal 
opportunity policies.

-

-

The University Board and the Health and Disabilities Re
presentative as well as the central departments of the 
University’s administration co-ordinate support for emplo
yees with disabilities or chronic illnesses.

-

-

Since 2008, a contact point for students with disabilities 
and chronic illnesses, the Kontakt- und Informationsstel
le für Studierende mit Behinderung und chronischer Er
krankung (KIS), has been providing comprehensive and 
individual counselling and support services to enable JMU 

-
-

students with disabilities and chronic illnesses to actively 
pursue their studies and graduate successfully. The contact 
point is a Bavarian and national best-practice example. It 
has firmly established itself as a support structure at JMU 
– even for internal staff and external institutions – which 
serves as a competence centre on the topic of studying and 
disability. As early as 2009, JMU also committed to imple
menting the recommendation of the German Rector’s Confe
rence (HRK) to establish ‘one university for everyone’ (‘Eine 
Hochschule für alle’).5 In 2021, the University of Würzburg 
also signed a statement to declare its commitment to unlo
cking potential by opening the way to doctoral studies and 
a career in academia for scientists and scholars with severe 
disabilities (‘Potenziale erschließen – Schwerbehinderten 
Akademiker:innen nachhaltig den Weg zur Promotion und 
in die Wissenschaft öffnen’).6

-
-

-

JMU’s Conflict Management Service, Konfliktberatung, pro
vides comprehensive, confidential, and open-ended coun
selling to all employees, and, if needed, the facilitation of 
conflict negotiations and help finding mediators for work
place conflicts. With its counselling services, events, and 
proactive internal communication, the University’s Conflict 
Management Service operates in a visible and accessible 
manner.

-
-

-

Other aspects of diversity are also addressed by JMU for
mats such as the certificate ‘GSiK: Global Systems and In
tercultural Competence’, the interdisciplinary Gender Forum 
JMU, the Master’s programme ‘Diversity Management’ in 
affiliation with the Chair of Protestant Religious Education 
(since 2019) and the non-degree programme ‘Critical Edu
cation on Anti-Semitism for Teaching’ (since 2022), which is 
also offered there, as well as the new certificate ‘Diversity³’ 
in co-operation with the two other universities in Würzburg 
(i.e., the University of Music and the Technical University of 
Applied Sciences Würzburg-Schweinfurt).

-
-

-

Since 2017, JMU has been offering the ‘UNIversInternatio
nal’ certification programme with a focus on linguistic and 
intercultural competence for non-academic staff.

-

JMU’s Student Representation works on diversity-related 
topics within several student organisations, including an 
organisation against racism and group-related hostility (‘Re
ferat gegen Rassismus und gruppenbezogene Menschen
feindlichkeit’), an organisation for accessibility (‘Referat 
Barrierefrei’), an organisation for queer:feminism (‘Referat 
Queer:feminismus’), and an organisation for internationa
lity (‘Referat Würzburg International Network’). It also offers 

-
-

-

5 https://www.hrk.de/positionen/beschluss/detail/eine-hochschule-fuer-alle/ (only the HRK’s homepage is available in English: https://www.hrk.de/
home/)
6 https://promi.uni-koeln.de/wp-content/uploads/2022/01/Stellungnahme-Potentiale-erschliessen.pdf (only the University of Cologne’s homepage is 
available in English: https://portal.uni-koeln.de/en/uoc-home) 

https://www.hrk.de/positionen/beschluss/detail/eine-hochschule-fuer-alle/
https://www.hrk.de/home/
https://promi.uni-koeln.de/wp-content/uploads/2022/01/Stellungnahme-Potentiale-erschliessen.pdf
https://portal.uni-koeln.de/en/uoc-home
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students contact points as well as discussion spaces to ex
plore and analyse the topics of diversity and (anti-)discri
mination.

-
-

Independently of this, international students (incomings) 
are supported by the Service Centre InterNational Transfer 
(SINT) and also receive individual support if required. Vir
tual and blended mobility projects provide mobility expe
riences for students whose physical mobility is restricted. 
JMU has introduced the position of an International Mentor 
for foreign students and researchers who wish to receive 
confidential support when dealing with conflicts in every
day university life.

-
-

-

The Welcome Centre assists international (visiting) resear
chers with administrative and practical questions regarding 
their start or stay at JMU.

-

JMU has had an internationalisation strategy since 2016. It 
is currently under comprehensive revision and re-alignment 
and is planned to be completed by the end of 2023.

JMU has also joined the European university alliance 
CHARM-EU, which promotes diversity as one of the most 
important and unifying cross-sectional issues within seve
ral strategic areas. JMU is actively involved in the relevant 
CHARM-EU working groups.

-

3. Further development goals and measures

JMU believes that it is already well-positioned and active in 
several fields of action (gender equity, family friendliness, 
inclusion). In order to bring together all the existing struc
tures and expand them with respect to current needs, a fur
ther development process was initiated at JMU as part of 
a diversity audit (‘Vielfalt gestalten’) during the spring and 
summer of 2022. All members of the University who were in
terested in the further development of its diversity manage
ment were able to participate in this process. The process 
was strategically co-ordinated by a governance group and 
a steering committee, which were set up at the start of the 
project. The joint working process will result in a centralised 
and visible structure for the management of diversity. Goals 
and measures have been defined for the key areas of anti
discrimination, gender equity and compatibility of family 
and work/study, inclusion, internationalisation, and stu
dents/employees from a variety of socio-cultural or socio
economic backgrounds.

-
-

-
-

-

-
-

Across all topics, the development of a suitable data base 
is considered a prerequisite for evaluating the success of 
the measures.

The availability of data on the key areas in focus is quite 
heterogeneous. While in the field of gender equity, regular 
monitoring and the publication of a gender data report have 

been standard at JMU since 2018, data in other fields are 
scarce. The personal data collected on students, graduates, 
and employees capture only a few dimensions of diversity, 
such as gender, age, and nationality. Information on marital 
status and children is available for employees but not for 
students. Information on chronic illnesses or impairments – 
if reported – is available for employees; for students, data 
can only be extrapolated from national surveys. KIS collects 
data for its own counselling cases.

The regular surveys of first-year students and graduates 
conducted by the University’s quality management unit, Re
ferat A.3 Qualitätsmanagement, on topics such as academic 
prerequisites, prior knowledge/education, counselling and 
support services, preparatory or supplementary courses of
fered by the University, etc. provide important indications 
but need to be much more detailed in future in order to as
sess actual needs.

-

-

-

The systematic monitoring of diversity, combined with a 
survey of needs across all status groups at the University, 
will help to make visible current needs as well as past and 
future successes within the University’s diversity manage
ment. This identification will serve to raise awareness  and, 
as a next step, forms the necessary basis for a tailored, re
fined implementation of the measures and their evaluation 
in terms of effectiveness. For the future, the success of the 
additional measures put in place will need to be monitored 
regularly using a combination of qualitative and quantita
tive surveys.

-

-

-

In various areas, the need for a more effective internal com
munication was identified. Concepts for this are being deve
loped in co-operation with JMU’s Press and Public Relations 
Office. In addition, regular round tables with all diversity 
stakeholders will ensure an efficient and sustainable fur
ther development of JMU’s diversity management. Besides, 
information will no longer be made available primarily via 
decentralised channels but will be collected on a central 
website. This intersectional approach will make it easier to 
connect with the relevant contact persons.

-
-

-

The following section presents both the objectives and 
the measures for their implementation within the different 
fields of action.

3.1. Anti-discrimination: expanding visibility, structures, 
and processes
Visible and easily accessible structures will be established 
to strengthen both prevention and action as well as to provi
de professional support to those affected by discrimination. 
To achieve this, an anti-discrimination policy will be deve
loped and published, all support services will be brought 
together on a central and easily accessible website, and 
information and further education services will be made 
available to all JMU students and staff. All services offered 
will be monitored by an internal quality management sys

-

-

-
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tem and, wherever possible, will also be made available in 
English. For this purpose, the following measures will be 
implemented:

1. A Code of Conduct will raise awareness of any risks 
of discrimination. It will support the further develop
ment towards a diversity-sensitive university culture 
and provide the framework for a discrimination-sen
sitive interaction at the University. It will be presen
ted to the public as part of the University’s external 
presentation and will also be available in English.. 

-

-
-

2. JMU already offers contact points for many diversity di
mensions. These will be clearly presented and regularly 
updated on a central website. This will make it easier 
for members of the University to access information. 
At the same time, this website will provide easy and, 
if desired, anonymous access to all contact points. 

-

 
The central website will be designed to make diversity 
at JMU visible. To this end, the #WueSeeYou and #Wue-
Together initiatives of the Office of the University’s 
Women’s Representative will also be embedded in the 
homepage. #WueSeeYou consists of multimedia re-
ports for which JMU members from different areas were 
interviewed about their individual paths to the Universi
ty of Würzburg as well as about benefits and challenges 
resulting from their personal experience of diversity. 

-

 
As an interactive online tool, #WueTogether is designed 
to give all JMU members the opportunity to display 
their diversity through anonymous self-identification, 
including the use of avatars: written information is 
fed into a ‘word cloud’, which visualises both the di-
mensions of diversity in terms of their representation/
size as well as intersectional forms of diversity. The 
choice of avatars also illustrates how diverse JMU is 
or feels. Implicitly, the tool will also help to direct and 
evaluate the diversity management services provided. 

3. In accordance with Art. 25 para. 2 of the Bavarian High
er Education Innovation Act (Bayerisches Hochschulin
novationsgesetz (BayHIG)), a contact person for anti-
discrimination will be appointed – if necessary, initially 
on an interim basis. For intersectional experiences of 
discrimination involving concurrent, overlapping, or 
interrelated dimensions of diversity, as well as for all 
dimensions of diversity for which there exist no specific 
counselling services, a low-threshold anti-discriminati-
on contact point (‘Kontaktstelle Antidiskriminierung’) 
will additionally support individuals regardless of their 
status at the University and, if required, refer them to 
any relevant external  counselling services. Additionally, 
a permanent networking structure will be established, 

-
-

which will regularly assemble all relevant JMU counsel
ling services for an exchange of ideas. The continuous 
professionalisation and further education programmes 
at JMU will be expanded and co-ordinated together  with 
all counselling centres (e.g., racist or antisemitic discri
mination, dealing with intercultural challenges, etc.). 

-

-

4. Following the example of some major American uni
versities, digital affinity spaces7 for each of the diver
sity dimensions will offer students and employees the 
opportunity to exchange information, which will con
tribute to the empowerment of the parties affected. 
The central diversity management will also make exi
sting networking opportunities more visible, espe
cially those offered by student groups and initiatives. 

-
-

-

-
-

5. In order to raise public awareness and support further 
cultural change, education and training programmes 
are offered to JMU students and employees (analogous 
to the awareness-raising formats in the field of gender 
equity). Following a joint initiative of the Office of the 
University’s Women’s Representative and Training and 
Development for Academic Staff, for example, an uncon
scious bias workshop has been added to JMU’s Leader
ship Certificate as a mandatory module. These measures 
go hand in hand with making diversity at JMU visible 
via the central website. They complement the events 
and courses for the ‘Diversity³’ certificate, which are 
jointly organised by Würzburg’s three universities, and 
will also be accredited for students within the General 
Transferable Skills (ASQ) pool and the Free Elective Area 
(‘Freier Bereich’). Within the framework of the ‘ProfiLeh
re’ training programme for teaching staff, courses for te
achers will be expanded and offered on a regular basis. 

-
-

-
-

6. All endeavours will be accompanied by intensified PR 
for diversity in co-operation with the Press and Public 
Relations Office. Rainbow flags are hoisted on special 
action days, the #WueSeeYou and #WueTogether pro-
jects are promoted through posters and flyers, JMU’s 
weekly online magazine einBLICK features reports on 
campaigns and events, etc.

3.2. Gender equity
One of the central and overarching aims of JMU is to promo
te comprehensive gender equity at all levels as a strategic 
management and cross-cutting task. In recent years, the 
University has made considerable progress in terms of ge
nder equity, which will be consolidated by the current equal 
opportunity policies for the academic (2021-2025) and the 
non-academic staff (2018-2023). The main concern here 
still lies in the comprehensive implementation of the goals  
formulated within the equal opportunity policies – such as 
increasing the proportion of women at management levels, 

-

-

7  See, for example, the affinity spaces at Harvard University: https://edib.harvard.edu/affinity-spaces. The implementation of digital ‘safe spaces’ is cur
rently also being launched in Germany, see, for example, FAU’s diversity management initiative at:

-
 https://www.gender-und-diversity.fau.de/2022/11/04/

vernetzung-von-erstakademikerinnen-an-der-fau-foerdern/ (only the homepage of the FAU’s Office of Equality and Diversity is available in English: https://
www.equality-and-diversity.fau.eu/)

https://www.pin1.harvard.edu/cas/login?service=https%3A%2F%2Fhwpi.harvard.edu%2Fcas%3Fdestination%3Ddib%2Faffinity-spaces%2Fva4
https://www.gender-und-diversity.fau.de/2022/11/04/vernetzung-von-erstakademikerinnen-an-der-fau-foerdern/
https://www.equality-and-diversity.fau.eu/
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reducing unconscious bias in academia, and preventing a 
disproportionate drop-out of women from academic careers 
(leaky pipeline effect). In addition to the continuation of exi
sting services (career development, awareness-raising, and 
support for staff with family commitments) and the further 
development of support structures, the following goals and 
corresponding actions will be addressed in the future:

-

1. Public awareness of JMU’s equal opportunities work (for 
both academic and non-academic staff) will be further 
increased through intensified PR aimed directly at the 
relevant target groups as well as through specific high-
profile campaigns. There are plans for a ‘University’s 
Women’s Representative’s / Equal Opportunities 
Representative’s Day’, a role model campaign, and the 
revision of the information provided by the University’s 
Women’s Representative and Equal Opportunities Repre
sentative on JMU’s central ‘Equity and Diversity’ website. 

-

2. The courses offered by the Office of the University’s 
Women’s Representative – including those from the 
current programme of the ‘Diversity3’ certificate provi
ded by a co-operation of Würzburg’s three universities 
– will be included in the ASQ pool and the Free Elec
tive Area to further raise awareness for gender equity 
and an inclusive and discrimination-sensitive univer
sity culture. Similarly, courses for the non-academic 
staff will be regularly included in the programmes or
ganised by the staff training and development unit 
and the Equal Opportunities Representative in co
operation with the Women’s Representative (e.g., Di
versity³). In addition to gender equity, gender diversity 
of people who do not identify with the binary gender 
paradigm or who are in transition is also addressed. 

-

-

-

-

-
-

3. According to the General Act on Equal Treatment (AGG), 
sexual harassment is a specific form of discrimination 
that must be countered with adequate prevention and 
intervention measures. In this sense, the Code of Con
duct (see section 3.1) also aims to provide more pro
tection for members of the University against sexual 
harassment and sexual violence and outlines appropri
ate responses to violations. A guideline on how to file 
a sexual harassment complaint will be developed and 
made publicly available. These publicly visible state
ments are intended to further increase shared respon
sibility and heighten problem awareness regarding 
sexual harassment. This will primarily be the respon
sibility of the contact person for sexual harassment, 
who will be appointed in accordance with the Bava
rian Higher Education Innovation Act (Art. 25, para. 2). 

-
-

-

-
-

-

-

4. Compatibility of work/study with family responsibili
ties: In accordance with the goals for managerial staff 
that were developed as part of the ‘family-friendly uni
versity’ audit, awareness of this issue will be further 
raised. With the advice services offered by the Equal 

-

-

Opportunities Representative and the Women’s Re
presentative, students and employees have the op
portunity to obtain information about various models 
of balancing family responsibilities and explore diffe
rent options. This also includes counselling regarding 
the advantages and disadvantages of working from 
home for employees with family commitments. The 
further development of a family-friendly infrastructure 
(e.g., by providing changing tables, play boxes, family 
rooms, barrier-free building planning, Keep in Touch 
programme) remains a priority, with the aim of making 
it easier to reconcile work/study and family responsi
bilities.

-
-

-

-

3.3. Inclusion of students and employees with disabilities 
and chronic illnesses
The inclusion work carried out on campus – particularly by 
KIS – is highly acclaimed across the country. The successes 
achieved so far are the basis for further work dedicated to 
the inclusion of students and employees with disabilities 
or health impairments. The University is also strongly com
mitted to actually reaching the statutory quota of 5% for 
employing persons with severe disabilities and to generally 
improving their participation in the work life. The growing 
incidence of mental illness among students and emplo
yees will be addressed more strongly by adopting suitable 
measures. In addition, important steps towards digital ac
cessibility are planned.

-

-

-

These overarching goals translate to the following individu
al measures:

-

1. Digital accessibility: The digital accessibility of the 
University’s website will be expanded throughout 
the Faculties and Central Institutions. The training 
courses on the creation of accessible documents, 
which are already offered twice a year by KIS to all uni
versity employees, will be continued. In addition, a 
guideline on digital accessibility is being developed. 

-

2. Improving inclusion for early career researchers: 
The University will continue to develop the suc
cessfully completed Inclusive Doctorate pro
ject (‘Promotion inklusive’) further on its own 
and is committed to supporting early career re
searchers with disabilities and chronic illnesses. 

-
-

-

3. Die Inklusionsarbeit der KIS wird in den kommenden Jn 
the coming years, the inclusion work of KIS will place 
an additional focus on expanding services for students 
with mental illnesses. University staff awareness will 
be raised with a brochure on the topic of studying with 
mental health problems (‘Studieren mit psychischen 
Problemen an der Universität Würzburg’) published in 
the spring of 2023. Some proven methods are already 
taught by KIS to teaching staff twice a year in a training 
course on how to recognize and support students who 
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are living with a mental illness (‘Studierende mit psy
chischen Erkrankungen – Wie erkenne ich sie und wie 
gehe ich damit um?’). Future plans also include laun
ching a group support service for students with mental 
health problems called Wue-HOPES (‘Würzburger Hilfe 
und Orientierung für psychisch erkrankte Studieren
de’), which is modelled after existing services at other 
universities.8 This kind of group offer is being provided 
in close co-operation with existing psychotherapeutic 
counselling structures at Studierendenwerk Würzburg 
and in conjunction with educational campaigns run by 
the University’s health management project, Gesunde 
Hochschule, which seeks to implement a holistic, in-
tegrated, and sustainable health management system 
at the University of Würzburg. There will also be net
working opportunities here (see section 3.1, ‘affinity 
spaces’).

-

-

-

-

3.4 International students and employees
To promote JMU’s status as a university with strong internati
onal ties, it needs to convey an increased sense of welcome 
at all career levels, which will also promote the University’s 
international reputation as an attractive place to study and 
work. A prime objective here is the fundamental revision of 
the current internationalisation strategy, which will include 
setting up a core record on internationalisation data. The 
completion of the strategy is scheduled for the end of 2023; 
the results of the participatory workshops conducted during 
the audit process will be incorporated into the strategic con-
cept for internationalisation.

-

3.5 Students and academic staff from a variety of socio
cultural or socio-economic backgrounds

-

There has been an increase in public awareness of potential 
problems around the accessibility of academic degrees and 
careers for students and academic staff, e.g., from non-aca
demic homes, from financially disadvantaged backgrounds, 
or from other intersectional circumstances. These groups 
are underrepresented at all university status levels. Social 
inequality research also refers to this as a ‘leaky pipeline’ 
and has been able to demonstrate that the higher the qua
lification level, the fewer the representatives from non-aca
demic families.9 The reasons for this unequal participation 
are complex. However, evidence points to structural causes 
that may lead to (self-)selection. In order to reduce this un
conscious and possibly unintentional (self-)selection and to 
capitalise on the potential of students and staff with diffe
rent socio-cultural or socio-economic backgrounds at JMU, 
the following measures will be implemented:

-

-
-

-

-

8  https://www.uni-hamburg.de/en/campuscenter/beratung/beratungsangebote/psychologische-beratung/hopes.html
9 https://www.hochschulbildungsreport2020.de/chancen-fuer-nichtakademikerkinder (the pages presenting the cited results of the higher education 
report (Hochschul-Bildungs-Report) are not available in English). All previous research on this topic has been on non-academic family backgrounds; figures 
for other groups are not yet available.

1. Knowledge about the target groups at JMU that may 
be affected by socio-cultural or socio-economic disa
dvantages will be improved through internal surveys. 
To this end, JMU will network with universities already 
experienced in this field and obtain support by seeking 
external expertise. A survey (see 3. ‘Further develop
ment goals and measures’) will provide important and 
practical starting points: demographic factors, compo
sition of students and employees, educational history, 
articulated needs, etc. First insights are expected to be 
gained from the JMU graduate survey in the autumn 
of 2023. The interactive online tool #WueTogether will 
also provide valuable data from self-identification. 

-

-

-

2. The next step will be to establish or advertise services 
which provide support particularly in areas where a 
high demand is expected (see results of the surveys 
and #WueTogether). Here, special care will be taken to 
avoid any stigmatisation. Both the ZBL, the University’s 
centre for academic education and teaching (‘Zentrum 
für wissenschaftliche Bildung und Lehre’), as well as the 
ZBL’s Writing Centre seem perfectly equipped to reach 
these target groups with their open and low-threshold 
services.

3. (Peer) support programmes based on best practice 
models (e.g., German University Foundation’s Tandem 
Scholarship Programme (Deutsche Universitätsstif
tung – ‘Tandem Programm’)10, University of Cologne’s 
First Generation Doctorate Programme ‘Erste Gene
ration Promotion’11, Friedrich-Alexander-Universität 
Erlangen/Nuremberg’s Guide for First Generation Aca
demics (‘Wegweiser für Erstakademiker*innen’)12) 
will be made visible and considered for co-operations 
and adaptations at JMU. The provision of affinity 
spaces where all those affected can interact with their 
peers would also make sense here (see section 3.1). 

-

-

-

4. Co-operations with existing networks (such as the non
profit organisation for first-generation students Arbei
terkind.de13) will be strengthened and external partners 
will be approached to raise awareness and encourage 
their involvement. As teachers play an important role 
in reaching future students, JMU’s school network will 
be mobilised. This is achieved through specialised trai
ning courses for teachers and systematic training of 
uni@school tutors to enable teachers to scout for talen
ted students.

-
-

-

-

https://www.uni-hamburg.de/en/campuscenter/beratung/beratungsangebote/psychologische-beratung/hopes.html
https://www.hochschulbildungsreport2020.de/chancen-fuer-nichtakademikerkinder
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4. Outlook: diversity as an opportunity and chal
lenge

-

JMU embraces the challenge and opportunity to work coll
ectively as a university community to bring about a shift 
towards a culture in which diversity is a lived reality. The 
first milestones in this dynamic and participatory process 
are the establishment of a central and collaborative di
versity management system and the provision of a set of 
practical guidelines. In the future, diversity as a practised 
mission statement will be brought together with JMU’s other 
(sub-)strategies – equity, internationalisation , staff deve
lopment, inclusion, transfer, etc. – and be made visible as 
an integral and comprehensive strategy. This will involve re
viewing JMU’s diversity policy and its associated measures 
on a regular basis and adapting them when circumstances 
and needs change.

-

-

-

-

10  https://www.deutsche-universitaetsstiftung.de/stipendienprogramme/tandem/ (the pages of the Deutsche Universitätsstiftung are not available in 
English)
11 https://www.egp-verein.de/ (the EGP’s pages are not available in English)
12 https://www.gender-und-diversity.fau.de/diversity/diversitaetsdimensionen/soziale-herkunft-und-bildung/wegweiser-fuer-erstakademikerinnen/ (only 
the homepage of the FAU’s Office of Equality and Diversity is available in English: https://www.equality-and-diversity.fau.eu/)
13 https://www.arbeiterkind.de/ (Arbeiterkind.de’s pages are not available in English)
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