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PROEFE. DR. TENG JUN  Professor and Associate Dean of the Institute of International and Comparative Education at Beijing Normal
University. She is a member of the Executive Committee of the world comparative education societies,
Assistant Secretary-General of Comparative Education Society for Asia, and Secretary-General of the
Chinese Comparative Education Society. Jun is also a former Adjunct associate professor in the Faculty of
education and Columbia University, and a short-term consultant to the World Bank Global Education
Partnership. Prof. Dr. Teng Jun has long been engaged in comparative education research. Her main research
areas include international organization education policy, 21st-century core literacy, global competence,
global education governance, international education, and development education. She has maintained
close exchanges and cooperation with UNESCO, the World Bank, the United States, Finland, and other
countries. She has led and participated in more than 20 national and provincial projects and published more
than 80 papers in peer-reviewed journals such as Education Research and International and Comparative
Education Review; as well as in newspapers such as China Education Daily and Guangming Daily. Her
doctoral thesis, titled The Discourse Evolution of UNESCO's Education Policy, was nominated for the 2012
National Outstanding Doctoral Thesis. Her latest monograph, Preparing to Work in International Organization,
was published by Shanghai Education Press in 2018.

38 ERIBEARZERSIERBAEAARBUZ, BfiK, HRAURBEZSRESASNESER, TNLERBEES
EREK, PTEREZSURBENSHUBK, BEXEHMCLETAZIBTERRARAIE, HRRITLHBESFUEE
i), KBASHRAEWR, EERANGEEEMARBEEER, 21BR0EF, SRBEN, SHREAE, B
RREMNARRAE, SKSEBRAER, ﬂiﬁiﬁﬁ\ XE, FZZIERMEFARARBBDZRSEE, REIHNES
TERK, SFKRM0BT, HE (REHR (LLERBEBEMA) FCSSARTR (FERER) . (ARRE) SR
FIRE LERIEXBORE, EIiEX (HXAEIZSIHSUH.A%Iﬁﬂﬁﬂ‘hﬁlmi*) FONFELEERABELTEIRS,
BNEE (BMMARTEMNLHNA) B EEHEBREIHR,

PROE. DR. YE BEIBEI

Prof. Dr. Beibei Ye, professor, doctoral supervisor, vice-minister of the Education Department of Guangxi
Normal University and vice president of Guangxi Institute of Basic Education. She was selected as the first
batch of thousands of young and middle-aged backbone teachers of institutions of higher learning in
Guangxi development scheme, the first batch of “national culture plan® in Guangxi and the region culture
program specialist. She also served as the supervisor of the second phase of Guangxi gardener project in the
21st century, the director of the National Mathematics Education Research Association and the National
Elementary Education Academic Committee, and the secretary-general of the Guangxi Mathematics
Education Research Association. She is engaged in the research of curriculum and teaching theory. In the
past three years, she has published more than 20 papers, co-authored two books, and presided over and
participated in several national, provincial, and department level research projects. She won the first in
Guangxi education teaching achievement prize, the first prize in Guangxi teachers education curriculum
teaching skills contest, the third prize in Guilin's fourth social science outstanding achievement award, and
the first prize of Guangxi universities education technology application contest.

MERE, %, @, BEESH, M AMEAFHEFTRBKFET AEMBAEARREGK, A\EEH ASEFRTEFEEETRMEE T, St H “Bigit
7R RS R, MEAHEETIRE_NSN, SEXFRERRKEE, 2EYEREFFAERASEE, [ BRFREMNRSH LK. NBRESKFLHAMR
R, A3FEREX20RE, SELTE2M, IFASE5STERE. &% THHMNE., SREET AEMBBRFARBEEL, [ AEESSIRBTRERER A RERE
—ER, ENTENRHSNZAERRR=5K, E AERBERANAAE-SRESE,

PROF. DR. ELVIRA FORTUNATO Prof. Fortunato is Vice-Rector at the NOVA University and Director of the Materials Research Center (CENIMAT) of the
Associated Laboratory i3N, the Institute of Nanostructures, Nanomodeling, and Nano fabrication. Fortunato pioneered
European research on transparent electronics, namely thin-film transistors based on oxide semiconductors,
demonstrating that oxide materials may be used as true semiconductors. She is a co-inventor of the paper electronics
concept worldwide: Paper-e®. In 2008, she won an Advanced Grant from the European Research Council (ERC) for the
project “Invisible" and in 2018 received the second ERC grant with the amount of €3.5 million for the project named
*Multifunctional Digital Materials Platform for Smart Integrated Applications | DIGISMART". Her research team is
exploring novel active properties in advanced and sustainable multifunctional materials (including oxides), as well as
novel electronic-active materials (including alternative deposition methods). The main objective is the development of
eco-friendly technologies and devices to be used and exploited in electronic circuits made of stable amorphous
semiconductors that can serve large area smart flexible and conformable surface electronics. She is an elected
member of the Academy of Engineering (2008), the European Academy of Sciences (2016), the Lisbon Academy of
Sciences (2017), and the Academia Europaea (2019). She is part of the Board of Trustees of the Luso-American
Development Foundation (2014). Since 2016, she is one of the members of the Group of Chief Scientific Advisors from
the European Commission. Since 2019, she is coordinating, at NOVA University the SPEAR project, a European platform
for supporting and implementing plans for gender equality in academia and research

Fortunato B iZ R BH AR FHIBIKK, 3N STREMBARFD (CENIMAT ) EEFNMKLEN, HRBBAMKFEF PR K, FortunatoIFRIEEEIMHT TiERR FEMH
R, DEFTEAYESEERRARE, ERT BB UARIEEEN A, ﬁmzéﬁﬁ%ﬁa?&%,u HE KA Paper-e®, 20085, #E “Fafz” MBEMIKE TEMH
RERS (ERC) BEMAARES, HT2018FRETEN “ATEEEMNANSIERTMRES |DIGISMART" H95E ZIRERCIAFR, £ENA3507BRTT, #AIFAFEIBAIETE
REEHBIIFENSIIEMN (BEEMNY ) URMEEFEEME (BEBRRRAE) . TZEFRFRERENIESRFSAH KB FRERERARNIFMREATIR
&, REFSHKTTUHRERERRENIAMEREBE FIRERMRS, wREITRFMR (2008) , BRMEIZERE (2016) , BHIARIZER (2017) FEUHZEARFRIE (2019) KLk
MR, Mméi%il)\&ﬁgﬁ (2014) WESBEMA, EzousiﬂﬁE WRBEBERSEFREMa)/NEKIMRRZ—, B2019FUR, MEHELTAKFSPEARITE R T
—ABRNEA, UEZHALEEARBHNAR RIS ES K,
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PROF. DR. YU XUEMEI Professor, doctoral supervisor, and Director of the International Office of Tongji University. In 2004, she got her Ph.D.
degree in intercultural communication and educational science from Technische Universitat Berlin (TU Berlin). In 2007,
granted by Alexander von Humboldt Foundation, she started her research work in the TU Berlin as AvH Research
Fellow, in the field of cultivation of learning ability and behavior ability of human being in an intercultural context. She
was listed in Shanghai Pujiang Talent Plan, awarded to outstanding young teachers in colleges and universities in
Shanghai and Excellent administrative staff of the Training Institutions for overseas students sponsored by the Ministry
of Education. She has an extensive trajectory in international exchange and cooperation as Project Officer in the
Department of International Cooperation and Exchange of the Ministry of Education, as Director of the Deutschkolleg of
Tongji University, and as Dean of the International Education College of Tongji University. In 2014, she was the Director of
the International Office of Tongji University, heading henceforth the overall affairs of international exchange and
cooperation. Besides, she has been pursuing research for the last 15 years in intercultural communication and
psychology, author of four academic books published by ludicium Press in Germany, and several articles in China and
abroad. As National Second-class Psychological Counsellor, she translated from the German language into Chinese and
published two psychological monographs: My Psychosis, My Bicycle, and I. The Self-Organization of Madness, and
Circular Asking. Systemic Therapy in Case Studies: A Textbook. She is also a Member of the Standing Committee of the
Shanghai Municipal Committee of the CPPCC, Councillor of Shanghai Public Diplomacy Association, Member of
Shanghai Sun Yat-sen Cultural Exchange Association, and Evaluation Expert of “University Rankings by
Internationalization”

i, ¥, IR, #L, FLESWE, AFAENBDREEME, 2004FEUFEEBKIVAFAXHER, REEFELEM, TREXMRRFNRES, 2007FRSE
ETAULR-HERSSEE, FARBRFEEREAMTURZAEHRIE, RABXHMERTHANZEIENIITARNNESR. BAREBTHEIAZTL, ®THLEES
RIAFEFHD, REBLEBZASUZNBEHERTFE, SERAFEGSFESRATF, BEREBEGSHFSRAARMNLEMEER. BFAFEEMEHREE. HE
BFFERRK, 2014F4ARESERFALINENLEEE, LARIRFRAENNIZREEE. EI1SERNEEXMMZRFMELMRA, EREudicumtihR#tHiR T HER
FAREE/RE, FERSPRFBREREXY TR, FHERZROEERN, FELEZLTE (BHRRE——RANETRARE) F. FTRRIELBETRINER, LB
HRIDSBE, LBRLUXNLZRDESR. “KREERUKEHE" ENER,

MS. HOU HUIJUN Executive Vice President of the PROF.DR. GAYE TEKSOZ Gaye Teksoz is a professor at
National Academy of Education the Middle East Technical
Administration. She is a native of University (METU) - Ankara
Dehui, Jilin Province. She earned /Turkey. She got her BS, MS,
her master's degree in Marxist and PhD. from the METU
Theory and Ideological Politics Environmental ~ Engineering
Education at Peking University. Department and is currently
Hou Huijun is a senior research giving lectures and
fellow, the Party Secretary, and supervising research in the
Executive Vice President of the Faculty of Education. Her
National Academy of Education areas of interest are
Administration (NAEA). Her Environmental Science,
research field is ideological Environmental Education,
politics education. She has written Education for  Sustainable
and published one monograph, Development, and Climate
participated in the compilation of Change  Education.  Since
one textbook, presided over and February 2018, she is a part of

completed four METU administration as
BEE WRR, SHEEA, EUTFIEAS provincial/ministerial-level Advisor to the President (Dean
= ’ y B A 7T ’ N . .
DR VIEE S BARARE S, LS research projects, and published of Students).
= 7y = v eA. =] ’ % ~

T, MERRHBTRERESHE, g5 1O than 20 academic papers in

(iR 4¢ . . . China Higher Education, China
IR, TWHARAAHBEBEAHE, HRE R g . e o
:;57%5 ’o %gﬁ/zsvmgrs, E?%;iﬁi';ﬂ&i%aﬂ4 Education Daily, Journal of Central Gaye TeksozR TEHEZRHRIFHREHRAE (METU ) MEIZ, MAEMETUIMETIER

W, % (FESENE) . (hERER) . University ~ of  Finance & K/THEL MEMELRM, BREREFRFRNESHR. HHRRTVLRR
(épggyj;}gxg«_i}m  (ExmEFHsms  Fconomics,  and  Journal  of RRZE, FRBE. TRERRABNSBKRTHRE. B2018F 28K, MURKM
B) . (BRIHRHA) ZHY L EREAET National Academy of Education 8] (ARFEES) WIS EMETUNITHRER,

2088, Administration.

PROE. DR. PANG LAN

Professor Pang Lan has obtained her Ph.D. in Educational Sciences. She is a former deputy director of the Academic Affairs
Department of China University of Geosciences at Wuhan, and she is currently the secretary of the Party Committee of the
School of Physical Education. She has rich experience in university teaching management and has excellent organizing
capabilities. She has been long engaged in studies in fields of higher education management and university teaching. She
has published more than 20 academic papers, co-authored 2 monographs, presided over and participated in more than 10
national, provincial, and department-level scientific research projects. Moreover, she has won first prize for teaching
achievements in Hubei Province twice and second prize for that achievement as well. From October 2004 to October 2005,
she was a visiting scholar at the University of Warsaw, Poland. From March to June 2015, she was a visiting scholar at the
University of Alberta, Canada.

ERZ, AR, BEZEL, MTESH, BEPEHRAZ (X)) BSLELK, HEFEZREERIC. AFFENK
FREFGEZRNANEN; KENESEREZE, XAERFMARR. Q2FLRERLN202E, SETE2W, £H. 85
EREK. SR THEHARRB10SH, SRALBBEMR-FRAIR, “EFRIRE. 2004F10AF2005F10FERZEDKE
HisEEE; 2015538 Z6BEMEXF/RAERZMIAEZE,
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Joanna Polanska (ORCID 0000-0001-
8004-0864) is a  Professor  of
Biocybernetics at the Faculty of
Automatic  Control, Electronics, and
Computer Science, and member of the
Committee of Biocybernetics and
Biomedical Engineering of the Polish
Academy of Sciences (2016-2020). She
obtained her Ph.D. in Technical Sciences
(1996, The Silesian  University of
Technology, Gliwice, PL) and DSc in
Biocybernetics and Biomedical
Engineering (2008, IBIB PAN, Warsaw,
PL). She  holds  Polish  Titular
Professorship since 2015, She was
awarded a scholarship at W.M.Keck
Center for Computational Biology,
Houston, USA (1996-1997). and got a
postdoc IT position at Baylor College of
Medicine, Houston, USA (2001-2002).
She has also made a research visit to the
Department of Statistics, Rice University
(2003). Her professional career includes
academic training at the Maria
Sklodowska-Curie Oncology Centre in
Gliwice, PL (2008), and the Medical
University of Gdansk, PL (2013). She
leads the Upper Silesian Centre for
Computational Science and Engineering

PROE. DR. JOANNA POLANSKA

Professor Polanska is an expert in data science,
focusing mainly on the development and application
of novel data analysis algorithms in medicine and
biology. Her expertise covers, among the others, the
application of the mathematical modeling into the
epidemiology and risk assessment of type 1 diabetes
mellitus (the long-term research done in the
cooperation with the Medical University of Silesia,
Katowice). Medical image analysis is professor
Polanska's second research interest, concentrating
mostly on the automated systems for the

(since 2013). She was the Vice Dean for
Scientific Research and International
Cooperation (2008-2016), and she is a
Dean of the Faculty of Automatic
Control, Electronics, and Computer
Science at the Silesian University of
Technology, Gliwice, now. She is the
head of Ph.D. studies since 2011 and
leads the Department of Data Science

and Engineering since 2015. Technology.

Li Tianfeng, female, born in January 1963, ethnic Han, is
currently the director of Graduate Work Department of
Yunnan Normal University, a professor and doctoral supervisor
at the department of Education. She has served as the dean of
the School of Education Science and Management of Yunnan
Normal University, the deputy director of the Academic Affairs
Office, the head of the School of Teacher Education, and the
director and executive deputy secretary-general of the Office
of Teacher Education Alliance of Higher Education in Yunnan
Province. She is also a member of the 2nd Ethnic Education
Experts Committee of the department of Education, a national
certified professional expert of higher education, director of
the Yunnan Higher Education Steering Committee, a member
of the Education Branch of the sixth and seventh Chinese
Education Association, a member of the Educational Policy
Professional Committee of the Chinese Educational
Development Strategy Society, a member of the Academic
Committee of the Yunnan Provincial Education Society, and an
advisory member of the Yunnan Private Education
Development Expert Committee. She mainly engaged in the
study of pedagogy principles, education history and teacher
education.

segmentation of the tumor and its internal structure.

PREFE. DR. LI TIANFENG

Joanna Polaniska ( ORCID 0000-0001-8004-9864 ) 2FE I TilkX
FEIEE, BFMTENRZZRNEYRSICRIR, HERE=
MEREVIREIEHMEYEZTIZZRAMMA (2016-2020) , 3%k
BTHARZELT2M(19965F, BERTTWARZE, SRR, KZ)
MEMZEEICEYEZ TIZM T (20085, SEEMEREMIHENS
EMEZMARR, %510, K=Z). BH2015F4E, hiBER=151E80T,
WIKS T ERAREBWMKeckit BEMERRFOHIRES (1996-
1997 ) , HEXEREBINENEZPRIRSITIE LRI (2001-2002 )
, ERITRZSRITRIFE (20035F ) . HAYER 4 EBIEIE R Z 485
#R A9 Maria Sklodowska-CurieFRyE=Z ALy ( 2008 ) BA KB =18 4 Hi
RERKE (2013) HEARZI, #E2013FLMNS LHHEATIT
BRZE5TERD, HEEEINFARMEFRSIERRK (2008
2016) , MERBAMRABAT Tl KEBENEG. BFMITEN
REZRMNRK, B0 FELRBEETZMMAMNAZFA, K2015
EFRMSHENESTRA,

PolanskaBIZRBB\HEER, EBBNTFEZNEMF TR
BAONEENFARIGA. BOETRKEERFREE BRI TR
FMREIFEFHEA (SEERTEZXZSFEARN KA
R) . EFEBRIFREPolanskaBiZHE _MANEB, TERNTFEH
NRRHTIHEREAIBEHDE.

Polanska# 1% 21 2 EFR B FFIBXENERM A, HS58574503
BitX, EH2002 & X#HWoS/Scopuslit®, 2013FAR25EFIZ
W R REXERIRE TR 10%MES TR, XS H3IB
T1,9008 % (REEEHSIA) . BHR1IBELIEXNSIH, 581ME
TREZERSMRA. BTFHORZMH, BRETHEATEGRS
# (2017 ) , #3 Maria Sktodowska-Curie B &8 #F 33 BT B 4€ 22
(2013) LR SM—ARMAARFEIT Tl KZERAK LR,

Professor Polanska is an active member of many international multidisciplinary consortia, she co-authored more than 450
papers in this number over 200 publications indexed in WoS/Scopus, 25 scientific papers published since 2013 are in top
10% of the most important journals according to these databases. Her articles were cited more than 1,900 times (excluding
self-citations). She was/is a supervisor of 19 doctoral theses and a member of the 58 Ph.D. advisory boards. For her scientific
achievements, she obtained the Silesian Scientific Reward in Life Sciences (2017), Reward of the Head of Maria Sktodowska-
Curie Oncology Institute in Warsaw (2013), and multiple first-class awards from Rector of the Silesian University of

EXR, &, 1963F18%, Rk, RATEMEXRE
MARETIFBIBR, REFBRR, HLLESWH. HE
TEIMEAZRENZEEEZRMKRRK. BSLEIL
K, BIREZRAZA. CHESSERBDBER
BAREFERESERBK, REREXLEE_E
RERBEETRERZER. 2ESFERBERLTL
WEER, cHERSERBEFLTIESERSE
FER. TERBEZSBYEENREAN. CRES. F
ERELARUBZSHEHRTUZASEE, TR
HEFSFAEREER. cHERDBELRRERE
RAEBEWNERE. TENEREZRE, HEE. B
BESETUHEHWR RERR—RANELERS ‘&
BE TUREA, HERTHAHTARSRBRTERE
TEMBEERETR., ZHERALERRRERRNE
(BBFRE) AHIRARA,

FRRBBFERERGLHSMNFESTE 1N, HEPREBEPLERMB 1N, sREEFHSHNZE
MBI, ZHEERETEAREMUMETETIM; HREREZAM, EHRBM103,; EERNEARE
HERRENI0RE, RER. & TREMBN (EFSE5RERFBFHMRRIM, ERBFMRRL2
I HRETH=FROM, ARETMRRRAHM) . FLEFE_BHEMLAERE. ZHE “TRILE
TRT" | TEMEAEREBITENS,

She is the person in charge of “Education” at the national first-class undergraduate professional construction site, the chief expert of the national training demonstration
project of the newly recruited university teachers in Yunnan Province of the Ministry of Education, and the person in charge of the public course of “Principles of Education”
of the postgraduate quality curriculum construction project in Yunnan Province. She hosted one project of National Philosophy and Social Science Fund, one project
entrusted by the National Education Center of the Ministry of Education, two projects of Yunnan Philosophy and Social Science Fund and four major education planning
and special topics of the Yunnan Provincial Department of Education; she published four academic monographs and oversaw 10 textbooks; she published more than 40
papers in domestic academic journals. She won 13 national, provincial and department level awards (including one national teaching achievement award, two provincial
teaching achievement awards; two provincial philosophical society third prizes, eight provincial education department and school level awards). She also won the title of
the second national outstanding teachers of master of education, Yunnan Province “Yunling outstanding female staff’, Yunnan Normal University outstanding teacher and

other titles.
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PROF. DR. CAROLINE PAUWELS Prof. Pauwels is the rector of VUB since Sep. 2016. Prof. dr. Caroline Pauwels studied philosophy and communication
sciences, and is a member of the communication sciences department since 1989, that she presided over for the
last years. She was promoted in 1995 with a dissertation on the audiovisual policy of the European Union. From 2000
to 2016, rector Pauwels directed the research center SMIT, which specializes in information and communication
technologies, and that became part of iMinds (now IMEC) in 2004. Within iMinds, rector Pauwels was head of the
Digital Society Department that unites research groups from the universities of Ghent, Leuven, and Brussels. From
2012 to 2014, the University of Ghent awarded her the Francqui Chair. Besides, she was/is a member of several
boards of directors, functioned as government commissioner for the VRT, and is a member of the Royal Flemish
Academy of Belgium for Science and the Arts.

Pauwels#iZH20165F 98 E£IBEVUBKIKAK, Caroline PauwelsBiIZFHZARAE SRR EFMERESE, B1989FUR—HIBE
FRIRF AR, HEETERFREME, BEI9SFEARTBXRRBAWHENIE, HIWIE#HITTEE, M20005F5]
20165, PauwelsiXKAMSESMITHRARL, ZFOLEITRARESTIBERA, FF20045F6HiMinds (B HIMEC) #I—
853, PauwelsiKRBFHIIMARA, ZIITKS TRERERE. SXAFEERRENARNE. K201257)
20144, REFAZFEFFrancquiE@, Lo, WERSAIEELMMA, BEVRTHBFERARSE, FERLEARER
FBEERFEZRERIIMR,

Prof. dr. Regina Hitzenberger is the Vice-Rector for Infrastructure at the University of Vienna and Professor for Aerosol PROF.DR. REGINA HITZENBERGER
and Cluster Physics. She has been part of the leadership team at her university. As a Vice-Rector, she covers key areas
for the functioning of a complex research university and includes property and building planning, health and safety
issues, data protection, library affairs, and university sports, as well as personnel matters of temporary scientific staff
and general university staff. As a Professor of Physics, her research focus is on the physical and optical properties of
atmospheric aerosols, cloud condensation nuclei, direct and indirect radiative effects of atmospheric aerosols and
radiative transfer through (Exo)planetary atmospheres. She is author and co-author of more than 100 publications and
numerous conference papers. Her academic leadership activities have been manifold during her academic career.
Including the supervision of Ph.D. students and the establishment of an internationally visible research group.
Furthermore, she is also involved in the international academic community, e.g. as a member of the American
Association for Aerosol Research AAAR, as a reviewer for funding agencies such as the National Science Foundation
(USA) or the European Research Council, or as a co-chair of international conferences, e.g. on Carbonaceous Particles
in the Atmosphere. From her perspective, leadership means taking on responsibility and support for young academics;
therefore, she has participated in the university-wide mentoring program for women at the University of Vienna. In
2019, she received the award medal from Eétvés Lorand University in recognition of her achievements in the field of
atmospheric research and for her long-standing leadership qualities at various university levels as well as for her skills
to advance the existing and fine cooperation between Eétvos University and the University of Vienna in teaching and
research. Before she was appointed Vice-Rector in 2015, she was Vice Dean of the Faculty of Physics at the University
of Vienna from 2006 to 2011. Prof. Hitzenberger has conducted several types of research stays in the United States
and Japan.

Picture copyright: "© derknopfdruecker.com”.

Regina Hitzenberger 24BN A BRI BRI K R SBARMARYEZHITE, —ERAXZMSENMR. EHEIRK, HMIRERET ESMARUNPEEN X BN, BIEM
SMBHMY. BRNZLEA, HERP. BBRESSMAZREURIERHNZEARMAKZETHEARMASES, FAYEZRE, MNARESRASTERIYIENAZE
M, ZREZ, KEBRWESEMEREINUNURED (4 ) TEXSHESEiE, HR100SHERYARSXINEINIEENSEE, EBNFREETR, BNFANSE
MEEFEE, OFEBLTENBEREABRTEMRMNZNARNAE, 1, HTS5ERERR, IENXESBERMRDSHSAAMRIIMS, XEERMNZESES (National
Science Foundation, USA) . BXiM#IRIESE S ( European Research Council ) SHEMHMAIERA, HERSINBKEER, FIMNMASPREFMAEMRSIN. EHER, MSE
IREWFRFEREREFRMZR,; Blt, N7 HBMNRFLEEENTHEES T, BE2019FRETOFRS ZRFNRE, NREMERNSHARTANRHMABES S
ARBRFIKBAS A GEURIRH D Z KESH M AE Z ANERENARAENNE RIFSIENRRAL, 20155 IS BIRK ZA1, METF20065EF 2011518 F4thmk
FMEFIREIRRK, HitzenbergerBiZZ RIERIFAZEEXENAEARHAR.

EIFAR#X:  “©derknopfdruecker.com” ,

PROEF. DR. BERIT EIKA Prof. dr. Berit Eika is the Pro-Rector of Aarhus University with special responsibility for the field of education. She took
over as Pro-Rector in 2014 and is among other things busy preparing students for the future job market and promoting
the coherent education system. As a Pro-Rector, she focuses on ensuring quality in the university's education. At the
same time, Berit Eika is the chair of the university's interdisciplinary education committee. For more than 20 years,
Berit Eika has worked with educational and educational policy assignments. Among other things, she acted as head of
the first Danish university center for medical education at Aarhus University and later as vice dean of the university's
Faculty of Health. Berit Eika is a professor of medical pedagogy. As a professor, she has been an advisor to the
universities of Lund, Tromse, Bergen and Oslo as well as at the Karolinska Institute.

Berit Eika# IR R R R AZHEIRK, TBHRBFES, WTF2014FH14IBEPro-RectorBIRR KRS, ATFERERE
BFZERDRROMUTIAMIFES, FHEH—MEFZERRUTIZMIFESHOMBNBERR, FREIKK, HBNTF
BRREZENHERE. FN, Berit EkaRAEEFMBBEZRRMER. Berit Eka ABBBEMBEREKIIFER20SF.
WEERRBHFAFEEAZE - NRZEZHERLERE, FBRIEEZRZEZREIRK, Berit EkaREFHEZEH
B, (FRRIR, WBIBEREXE, BEBEAZE, RRBAE, REMAFURTSMET-FEEOMIE,
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LEAD2 Research:

International

The third edition of LEAD2 MOOC (March-July 2020) attracts over 700 Pub[ications—SpeCial
participants

The third edition of LEAD2 MOOC | LEAD2 Rig%=%

The third edition of LEAD2 MOOCs ends in July 2020. Currently, the MOOC has attracted 730 ISsues

participants from different countries. The course covered key topics on university governance and o o
academic leadership accompanied by interactive discussions, assignments, and tests. Participants
who successfully pass all 4 modules of the course, are awarded certificates. Participants in the Focusing on the themes of Academic
current MOOC have experienced very active participation and interactions in different discussion .

forums and sharing their learning experiences. Leadership (AL) and Governance among
If you are interested in enhancing university governance and leadership skills, this MOOC course Chinese and European Universities under

is the right choice for you! X X
the context of innovation and
https:.//www.canvas.net/browse/vub/courses/university-governance-and-academic-leadership internationalization, the LEAD2 project

partners are actively conducting research

LEAD2 RiEE== ( 2020E3B E7H ) 5| 77008388 5#% in various higher education contexts. The

research output will be aimed for 4

= DR 2 . . P .
*ﬁ%ﬂ’ﬂ%‘?ﬁ%?‘ 4’: % §'ﬁﬁﬂt‘-%,‘ﬂ*&im%bﬂiﬁﬁleléin#ﬁ ﬁﬂﬂ]ﬁ’]—?—“]*"%“ journals.
MR EERARAS T A AR ANSIARE, RE BRI GM EREE | The Special Issues will present insights
https://www.canvas.net/browse/vub/vub-zh/courses/university-governance-academic- on similar and different viewpoints as
leadership-chinese well as knowledge gaps in European and
Chinese Higher Education contexts.
Moreover, the research papers will
highlight comparative perspectives in AL
and governance, academic leaders in
diverse contexts, transformation in
Ea university governance structures, and
. teacher leadership. In order to address
Online Knowledge Base these key issues, the LEAD2 project
partners have dedicated to implementing
the studies which will result in over 30
LEAD2 Online Knowledge Base (OKB): a tool for LEAD27E£&*NiRfE (OKB) : articles  dealing with varied and
learning and research RRFIFMARHIE interrelated  issues  on  university
governance and academic leadership in
Designed by the LEAD2 project, OKB is an open online sharing ~ LEAD27E4: 4012 EE ALEAD2IR B igit, 2 the contexts of European and Chinese

platform that provides a rich online knowledge base that —AFMMELHLZTE, CIRHET—
incorporates various resources and literature on the topics of  £EMELMINE, ERFESTEEARS
university governance and academic leadership and facilitates  ;a1Bfn=2 R4S 0 F Sf & FEEF X

learning and sharing of stakeholders on these topics. B, HEHFEEEEEXLE TS e

SRS, 2y [F —_
It focuses on the EU and Chinese higher education contexts, = LEADZ%LE}F . B,-‘F Hj

anc:hin thte meantlin;e.llit ?:lso pri)lvides litir]ature andggsciurcej EAAINEERTRANTENSENE H&q:%'q:ﬂ' :|:|J

on these topics globally. Currently, more than 1000 objects an . = = o

resources are available on the online knowledge base izi"iggi‘z:ﬁkﬁzmﬁg?ﬂggﬁ O O
categorized by types of resources or languages. The online F;;T1OOO§$¢&?ZI£1“‘ Lﬁu“?éﬂ‘_l "
knowledge base will be continuously updated to provide the - #
users with the latest studies and learning resources on SIIRS AN, %7 SANRAE R
university governance and academic leadership. The short #, MENMEEAERAGIAZERE

higher education.

PATE QU E ML A E | T IR FERRER
FRASTREREM, LEAD2INEEIFR

0 N =3 ol e T
guidelines to use this platform can be found in the previous MFERASNOEIAAMMIRIE, X %giigfﬁ;*Aﬂj?° ﬂ?xﬁifhiﬂ?@ﬁﬁ
ournal i : F AR R TR 7T LAE £ — 5939 MEABTIRR, XN EAET
Jjournal issue or check out the online knowledge base for more PR = = R PN
details: FURHE, thaT A AL AN E LKA BRENFIPESSHRENMERENZEAR

ESEMER: SN AEMBUNRE[RFETORFHRSL
http.//wwwileadz-knowledge-base.eu/ )Lﬁ@ ARBEREXTEFZAMENTIKRE
http://www1.lead2-knowledge-base.eu/ BEAEMNLEENS, EREERTHER

*E—.JJ AREREBEEMIERTURRDNS
NFWR. LEAD2INE SR K IERTEFF
R, ONEFRTEFHERIOREFZAR
X,

1. The first special issue entitled “Comparative perspectives and cases in academic 1. BN EFREHTE N “PRESHEEZARAMENTIEEAEN

leadership and governance in European and Chinese Higher Education” will be published by EEERIMASFNZEG” , 4§ ( Asia -Europe Journal ) HAFHAR.

Asia -Europe Journal. 2. BIANEARNHTEN “REFESSHRRBITASEEN" , A
2. The second one entitled “Conceptualizing teacher leadership in Chinese Higher Education {Chinese Education and Society) ( (PEHES#R) ) HFILHIR.
Institutions” will be published by Chinese Education and Society. 3.EENEAMEHTE N “BUNFIFRERN AR RIREMREER 1
3. The third one entitled “University governance structure and its transformation in Europe 34 ( European Journal of Education) HAFIHiAR,

and China” will be published by the European Journal of Education. 4, BUANERESUFHAL “NSTUNABRREZRMEN" BH
4. The fourth one entitled “Exploring academic leadership from a diverse perspective” will {Higher Education Quarterly) HBFIH AR,

be published by Higher Education Quarterly.
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WOMEN IN ACADEMIA: EUROPEAN AND
CHINESE PERSPECTIVES

FAFREM
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Prof. dr. Melita Kovacevic,
University of Zagreb

Melita Kovacevic is a Full Professor at the Department of
Speech and Language Pathology, University of Zagreb. She
was Vice-Rector for Research and Technology from 2006 to
2014. She was EUA-CDE (European University Association
Council for Doctoral Education) Steering Committee member
(2009-2016) and Chair (2011-2016). She is a Vice-Chair of the
PRIDE association (Association of Professionals in Doctoral
Education). Melita Kovacevic has been a member of different
national and European bodies related to higher education. She
holds the position of a European expert for higher education.
Melita Kovacevic contributes largely to the debate on various
topics in higher education in Europe and beyond. She
participated in a number of different international activities
related to doctoral education, research capacity, academic
leadership, and quality assurance in the European Union,
South-East Europe, China, Central Asia, and Africa.

Melita Kovacevic fEA&#N#5 K225

Melita KovacevicZIEIEEIH AFIBESRIEFZ A HIE., Mh1E2006-2014
FHAEIBEFEAR SR R E BTG ﬁﬁﬁ%gmﬂ&ﬁ,%ﬁﬂmk
ZMEEIHEEES (EUA-CDE) IEEER A5 (2009-2016 )
FERF (2011-2016) , WEBKNNSEHE LXK, PRIDEHS (BL
BETUIWWS) BIERE, HERAEERIMNSEREVMIIN S,
Melita KovacevicZERR M R E it X B XS EHE SN EFMHITH
M TESRE, WERE, R, FE. PEFAENSIHT L
S5BIHBE. MREN. ZAMENTRERIEBTXNEREARE

i,

What is the most rewarding part of leading people?

| think that leaders are put into a position to create something new. Of
course, they need to have a clear vision, and they have to know how to
read people and situations. However, what | would say is really challenging
and rewarding is that leading people have this very rare possibility, first to
develop something new, to be creative, to have open hands. At the same
time, they have to motivate others to join them because teamwork is
always how a leader will achieve what they say is their vision. Leader's
team members have to know that they were heard. This is the only way
leaders can accomplish their goals, if they have followers who are
supporting their leadership voluntarily.

NEERBENENDIRMAAL?

m\mﬁ%%&mawmm%mmm YR, HNSEE - EMNE

B ARSI AFIEE, ATIHIANE RS kit REH
z‘?‘s@ﬁ%%ﬁﬁiﬁﬁi’ﬁﬂﬁﬂ?ﬂﬂ?ﬁ‘éh, RIARMES, BUlEY, HEEEH
MRg, SItE, ﬁMI]M\ﬁEﬂE’JEﬂﬁA}JD)\fMI] IjJIB}\ESimLZ\ﬂﬁ%DL
1@192;&*?&@51%%‘%@0 OEYEREARSRMIINASEH, NSS4
SKHLB R,

If you could go back in time, what piece of leadership advice that you
know now would you give yourself when you had your first leadership
role?

| think that any leader is put in a position where they have their first time
taking on a leadership role. Of course, it's a stressful moment, regardless
of the experience that a person has. It's important for those who are put in
such a position to be very good listeners and to try to prepare themselves
in advance, knowing their audience, who are the counterparts, and to treat
them with a lot of respect. Then, if this kind of communication is set up, it
will help them to be more successful in their role. Although a good leader
must know what to ignore, a leader also must be a person who knows to
listen opinions of others and to accept advice. For some leaders this is not
an easy task. And if not, it can easily bring them to a failure.

MREIA@MEBTE, EREE—RBENSRUNRE, BRRESCHEN
MINFEEATEER, MENNECREARNEARSENRI ?

BUREA—NNSEREVRIEEASRBSHER, LEXABEHNE
[, ZEE-NBEANREZ, FIRLEAEXE— Aﬁﬁt%k*ﬁ —
MIHITE R RERN, ESNREMAMITES, THRONNTE, HEEM
. MERBTEIMAESS, BANFRIRNEEASHS, BA—F
HMS BB 1% B2, Bitth AR —MERWEMASRMNES
BIMA, WFRELEGASERY, XHIESE. MRQEIHM, WHNRE
BB ALBEIRSE.

What top 3 skills do you think a leader needs to have, and what's the
best way to build them?

There are many skills that a leader needs to have, and it's very hard to
choose only 3. But one skill or feature that | would say that a leader needs
is to be a visionary. A leader needs to be brave because he or she needs
to do something that no one has done before or to do it differently.
Leaders have to be wise, respectful, and take other people around them
into account. Visionary leader has to be able to see the potential for
change, and at the same time to have skills to lead others.

Some people could have a vision, but they do not know how to lead
people, and vice versa. On one side, a visionary leader has to be ready to
take some risks in order to follow his or her own vision, but on the other
side, he or she must behave responsibly when putting a vision into action.
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In your view what are the main strategies that can help women achieve a more
prominent role in their organizations?

Society in general, and academia in particular, needs to identify the barriers women are
facing and reasons these are resistant to change, female academics need to take an active
role in this change. It is not an easy task, It requires additional engagement and continuity. It
is very important to work on the self, including self-confidence, self-discovery, developing
skills, at the same time networking could be beneficial as well. It could be very valuable to
learn from past experiences and to build upon that to achieve goals. As much as it is always
very relevant to be introspective, flexibility, and proactive behaviour in the academic
environment could contribute significantly to a change on a personal and collective level.

NP BEMLREE, AT UBMZEESISENRMUPRAEITFARIEERHNER?

BAMEE, AHRZAR, FREANRILMHERNEEUNLEREENRE, TEFEFTEEX
—EERPLRERRER. ITE—HESNE, EFTRESMS5MESN, BRIEFEEEE
26, BEEE. BERIN, KRG, BUAMRXAMEHREEL, NIENERBRPEIH
DA A ERSII BARER R B NEN, AFAHER, BE. RENRRENLZEREFEEN,
ER AN MANEREEHI KL M HERTTH,

"...academia in particular,
needs to identify the barriers
women are facing and
reasons these are resistant to
change, female academics
need to take an active role in
this change."

What advice do you have for women
pursuing (academic) leadership positions?

Society must acknowledge the possible
negative effects of women leaders not
being present in academia, effects that
could go far beyond the institutions
themselves, affecting the scope of
performed research, knowledge, and
society in general. As women, we have to be
fully aware of that as well. We should not
underestimate our role. I'd prefer not to give
any advice, but considering my own
experience and my female colleagues, |
believe that any woman who is considering
a leadership position needs to set her own
goals. Additionally, she must be aware of
her strengths and weaknesses, we all have
them, to work on her skills, to strengthen
ties with other colleagues, to be a part of
active networks, to believe in herself, and to
act like a leader. It's also important to work
together, on the same level and with the
same attitude with her male colleagues. We
need a balanced academic environment.

Academic Leadersnip

e EARRAETERHTEEIEE
RS RBERSENERE, THFE
BEATERREFERREMR. 7

EERER)ASRUN LB F LRI

HRUTARBIEARRGE R ASES 54~
LA BRI, I L B ) o] AL 48 tH P 75 i1 A
B, 2¥MEARMWHANML, HNEBIER, fF
S, BN S BIREIX— &, BN
BECHER., RAEARENRY, BERIRE
CATRSIINER, RANEASRBEASER
HEHGBEBGEACNE R, WA, WUREIRE
BEMRAFER, RiMEKLENERL, BHES
B, MESEMABNBE, M ERNA
RAN— %), HieECHERASEBHASE, &
HESMNE, SBES— &1 FREES K8
RNEE. BBE— A TEHNEAAE,
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Prof. dr. Beibei Ye - Guangxi Normal University

Prof. Dr. Beibei Ye, doctoral supervisor, vice-minister of the Education
Department of Guangxi Normal University and vice president of
Guangxi Institute of Basic Education. She was selected as the first
batch of thousands of young and middle-aged backbone teachers of
institutions of higher learning in Guangxi development scheme, the
first batch of “national culture plan” in Guangxi and the region culture
program specialist. She also served as the supervisor of the second
phase of Guangxi gardener project in the 21st century, the director of
the National Mathematics Education Research Association and the
National Elementary Education Academic Committee, and the
secretary-general of the Guangxi Mathematics Education Research
Association. She is engaged in the research of curriculum and
teaching theory. In the past three years, she has published more than
20 papers, co-authored two books, and presided over and
participated in several national, provincial, and department level
research projects. She won the first in Guangxi education teaching
achievement prize, the first prize in Guangxi teachers education
curriculum teaching skills contest, the third prize in Guilin's fourth
social science outstanding achievement award, and the first prize of
Guangxi universities education technology application contest.

MiERE, B, B, BXES, T AMEAFHEZTEIBKRET
BAEMBEMAREIIR K. NEEM ASSERTEIEFETRINE
Bitkl, @ BT f KB R, M ERET T
BE_NSm, SEARFRERRIES, 2EVISHEFEFIAREARE
B, [ ABRERERARSIUBR, NBRESHZLHEMAR, G3F%
REN05E, SELE2H, TRHSE5SHERE, 8B, TREH
e, BREE ARUMBABRFNRESER, [ ARRESFFREITH
%ﬁ%ﬁ%&%k%*?”,&Mﬁ%@mﬁ%ﬂ?ﬁ%&%”:%ﬁ,
BRI ARBERARNARE-ERESE,

What is the most rewarding part of leading people?

As a leader, | think the most valuable thing is that | can look at
pedagogy from a more macro perspective. At the same time, | can
expand my academic circle and build a research team to promote
scientific cooperation and academic development of discipline and
university. In the leadership practice and leadership process, the most
exciting and valuable part is that leaders can build an ideal
interpersonal relationship in their field. This network should highlight
everyone's strengths and avoid their weaknesses as much as possible
to encourage team members to complete tasks better. Because in the
practice of leadership, leaders need to deal with many people and
inspire all the people in the team to develop their strengths. Therefore,
as a leader it is necessary to discover everyone's strengths, build a
better working relationship, create a more harmonious team
atmosphere and maximize the team's advantages. Besides, in the
process of leadership, leaders must have a broad pattern and clear
thinking, and continuously reflect and adjust promptly during the
process of research and leadership.

ﬁ/’.ﬁiﬁd} NMEERBENENBARM 4 ? EASERPRENENMS 2
L

FRESE, HIANRENENIFIUNENEMNEERERES, [
Rt E] LU A B EREARB FHARMARRA, RERNMSIERAEER
FMAZNFARRE, ENSIBNNSTRED, REBNENENITEDZE
JE%TMTEEﬁEﬂ@ﬁiﬁLﬁﬁﬁ BWAITER, XFERNE

RERHE— AAM%%#H&*EZL R fEZIBABL 53 B 47 th FE Al
“ EhEASEERD, ASEFESRSAITRE, BRAKTAEN
AEEEEWH% ﬁuﬁ%ﬁgﬁxfﬁﬂﬁAAMﬂtﬁ,ﬁE A
Eﬂ%lﬁ*?ﬂ , EEEFIENEAARE, EEAAMBRAL, %

EMSTROTRET, NSEBRER ., BEEN, FERRON
%%J&W*%ﬁu,&ﬁﬂﬁ

What top 3 skills do you think a leader needs to have, and what's
the best way to build them?

| think the three skills that leaders need most are communication,
coordination, and organization. Leaders need to be able to
communicate with different types of people, be able to coordinate
interpersonal relationships among different people, and also need to
have the organizational ability to bring people together. In my
opinion, the most effective way to cultivate these abilities is to
combine theory with practice. To be specific, people who are willing
to be leaders and accept the training and grow into leaders should
be put into management positions while learning theoretical
knowledge related to leadership. For example, to train a leader, you
can first let them practice in basic leadership positions and arrange
management positions from low to high according to the step-by-
step rise method. It is like playing a game, passing through the ranks
continuously. Exercise these three skills in the process, then their
leadership ability will gradually improve.

HEER, NSERFTERZIBMENRMIA?

IBFFIXTLFNEE ?ZﬁﬂﬁﬁTmﬁZ’ﬁMﬁﬁE%?%Eﬁé%i
fi ﬁﬁﬂE@L%ﬁ WREENTIEREES), NEEFEEBSNEX
BPNDE, EBHERRNAZBPARXR, THEEEZARENE
MIRRE—E, EREREFXNENRTZERNAERELES
X, ERTHASENESRIEFRBKANSENA, r%jﬁﬁk
NRAXEBRIIRMER, S ZHAESER A EH#TRE, tLNiiEs
—ﬁﬁgﬁ_Tuﬁtﬁﬁgﬁmenuﬁﬁﬁﬁ REMBN LA
f BRI SHTHERERMG, MGITHER—HsSBxER, X

AR FR B ARET IR AR = FhIREE, A MBMNINS RNt
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If you could go back in time, what piece of leadership advice that
you know now would you give yourself when you had your first
leadership role?

The first time | had a leadership position was as an administrator in a
teacher training project with about 50 people. Now, | would like to
tell myself that | should have paid more attention to the relationship
between people, not just the management of transactional work, or
work distribution, progress, or degree of completion. In fact,
leadership is an art of relationship building, whether it is in the East or
the West, it is of great concern. When | was young, | paid more
attention to the progress and completion of the work, simply dividing
the work for everyone, and urging the progress and results of the
work. | did not pay enough attention to the people involved in the
project. In fact, the advancement and progress are of course
important, but it is particularly vital to divide the work according to
the characteristics of each person, give play to the advantages of
each team member, complete the task more harmoniously and
efficiently, and build a better relationship throughout the process.
Now | do communicate more with them, coordinate, and highlight
the advantages of the team.

WRETB RIS X, MEEE—RBERSRMUNRE, ESRIEECH
Emﬂﬂﬁ EFMKEEYK, ﬁ%ﬁm@a%ﬁﬁ*ﬁf MEMEIN
E ?

B RMASERE—MIBOANRIBRITE SR, FRAREENE
fi, NERSRENNED, NEEEEASAZENER, MANINE
AESHTENEE, RELTTANEHSR, #EATHES, %
MER—XFNER, FRRARDTRASNEET LN, FRlf
BORELT TENHERRAE, BEMARRS T, B2 LIF#EA
GR, WOHTHANZING, AEESNEARASE, BELHD
ERPREG N ANERETHT, AEANLRSE0RS, BN
B, BRLEAES, HELTRINEEFNXRLNEE, NENH
RSB INE S FaiE, #iTHE, BREAMRKE,
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What's your
development?

view on what makes for effective leadership training and

Effective leadership training and development can be discussed from both, the
perspective of the trainer and the learner. In addition to course learning, practice and
communication, the trainer should be set up in the training itself. This kind of hybrid
leadership training is more effective. Participants can have time to study and think, verify
and consolidate through practice, test the effects of training, and even reflect on the
theory from practice, putting forward suggestions to optimize the course content and
focus. For example, in the LEAD2 project, there will be some opportunities to focus on
discussion and build a platform to share people's thoughts on leadership. At the same
time, project participants will return to their posts to practice. Therefore, such leadership
training and development are effective. Learners can improve their academic leadership
through planned communication platforms. Two factors contribute to the effective
training and development of academic leadership: a platform for academic exchange,
and a platform for administrative experience exchange. Among them, the academic
exchange platform is ranked first. For example, the LEAD2 project not only allows me to
meet more leaders and peers in related fields, but everyone can also express their
academic opinions. In the process, | can share some of my opinions as an academic
leader. The project is also divided into different leadership levels, where you can think
and exchange administrative experience at different levels. The establishment of these
two types of communication platforms is essential for leadership training and
development.

BN R AENMENBIIFIZREEH ?
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What do you think are the main challenges (if any) that females may face in their
(academic) leadership roles?

In fact, we will find that the ratio of men and women in leadership positions is not
balanced. There are more male leaders than female leaders. So the big challenge for
female leaders is how women should communicate with men. | think this is also an
art. Women should think about how to integrate into the male-dominated
communication circle, overcome some communication difficulties, and spend more time
and energy than men to make men accept female leaders. Another challenge comes
from the family. Women may spend more time and energy taking care of their children
and family after work than men do. Therefore, it is difficult for women to devote more
time to work than men do. The gender gap and society's widespread recognition of
women's' need to juggle family and work have added to the pressure on women to take
on leadership roles.

"My advice to women who are
already in leadership positions
is to be clear about your
goals..."

THERENS RS ESE IR PR FIEE ?

HIBASRMENSHUTBLLEAFTTE, B
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A, AHEEREECERTLANAAMASE DERN
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BN BABENSRENTINE
W EBRE B

What advice do you have for women pursuing
(academic) leadership positions?

For women who want leadership positions and are
seeking leadership positions, make it clear that
working in a university can be difficult in balancing
life and work. Female academic leaders should first
ensure their academic abilities and academic
achievements, and then seek the development of
administrative positions on this basis. Secondly, the
goals must be clear, priorities set, and trade-offs
must be made. If you want to be an academic leader,
you will inevitably sacrifice your time with your
family, thus placing more time and energy on
research and networking, focusing on academia and
leadership.

My advice to women who are already in leadership
positions is to be clear about your goals and whether
you want to continue to pursue higher leadership
positions. If you have reached your expected goal
and no longer desire to be promoted, you can
develop more interpersonal relationships on the
premise of effectively completing your work. You
can focus on your work and scientific research while
considering all aspects. But if you want to continue
your promotion, you still must invest more time and
energy in your work, continue to work hard and make
sacrifices. So, no matter what level we are in, women
must be well positioned and clarify their needs.

WFERBENSIRE, EEIKASKUMNLYE, &

BH LB ? WFEEEENSIRSMIH, Wﬁﬁﬁ
Bix?
WFEEBEMSIRE, EESRKMERMTHE,

BRmESR TIFES @EE%E&WIW tﬁ;ﬁﬁ
SEEENHBFRBECHFEARENNERARR, AFMIL
AEMIRITRIRMUNRR, HRX, BHREREW, 5
BERFEMENE, BRA—NERASE, BREY
SRABLHEE, Mﬁ%ﬁ&%%%ﬁ@ﬂﬁﬁh%
BRAEEAREAM, BEEAFMMSHN Lt
F, WFCEBENSRENTE, RNEVEEHE
BHCMBR, RERSSERESHNNSRM. MRM
Eﬁ%ﬂﬁa%ﬂﬁ?ﬁﬁﬁﬁ,$ﬁ%§§ﬁ,ﬁﬂ
ME%WzﬁKEIW%MkTEEE%%AM%%.
§E$$Hlﬁﬂﬂﬁmﬂﬁ§m AFHE, BRNR
BHETH, RABRRAESHNEEHETIEL, %
ﬁ%h#ﬁﬁm% FTALEBANER—NER, TH
EHNNEMFEN, RAWECHFT
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A PORTRAIT ANALYSIS OF THE ACADEMIC LEADERSHIP OF FEMALE
RESEARCHERS IN CHINESE UNIVERSITIES

PFERZFLERAREZARNNS IHIB GRS

BEIBEI YE & XIAOCAO ZOU [1]
GUANGXI NORMAL UNIVERSITY

MR 1]

BINE

FEMEAZHEZR

Abstract:

With the increasing number of women researchers in
Chinese universities, more and more women become
academic leaders. Their academic leadership
becomes an important driving force to promote the
reform and development of universities. Through data
mining and analyzing the performance factors of their
academic leadership, this paper will form the portrait
of their academic leadership and explain the factors
that construct their academic leadership and promote
their individual cognitive and group identity. It requires
revealing individual value, optimizing the structure of
the academic organization, and builds a female
academic culture during the dynamic process of
specializing female researchers in universities, so as
to form and develop the academic leadership of
women researchers by achieving individual and
collective goals.

RE: AEXZLTERRERHEMREA, HPmAHZE
ARTAENVNBEHLE EFEE, RELERREFEAR
MENMATHERFEEESRRNEZR], BT
PEXRFUMMAREZAASNNRAEZSHITE
SRS, ZRXFBERTERREZANS NNE
&, RELBREAZZEMREZANS HIHESER
ALMAREMEONNSEKRINE, IMFEEAZEL
MRAE T WHHNSIREFEZEMEMNE. RMHEFEAR
AL, BEUMBRFAXN, EXFUEARE
;"Jz—géﬁghﬁfl\%\ BERNESHRBIRKIMBR N
u 2 o

Keywords: Chinese university; female researchers;
academic leadership; portrait analysis

Kigia: FEKRE; WHEMRE; FAMEN; BRI
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[1] Beibei Ye (1978.11) professor, doctor, doctoral supervisor, vice-minister of education faculty of Guangxi normal university and vice President of Ethnic Education
Development Research Center of Guangxi. Main research directions: curriculum and teaching theory, ethnic education, teacher education.
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A GLIMPSE OF MOOC ONLINE PARTICIPATION
LEAD2 MOOC EDITION MARCH-JULY 2020

MOOCE&Z 515!

%M

LEAD2 MOOC - 20204%3-7B iR &

The LEAD2 MOOC is part of the LEAD2 project that aims to
enhance knowledge, skills, and competences regarding University
Governance and Academic Leadership. Since 2019 the MOOC has
had several editions and two versions, one in English and the other
in Chinese. The third edition was launched in March 2020 and has
attracted a total of over 1000 learners. As part of the work plan, an
intervention was included in this edition to improve the activity of
the online learners and to improve the success rate. Therefore, the
main aim of this report is to describe the intervention and to
present the activity of the learners in the MOOC, especially
regarding the learners' weekly online activity and learners' activity
in the module sections.

As an important part of the intervention, a weekly personalized
intervention was administered since the 7th week of the MOOC
course to increase the retention and improve students' success
rate in the MOOC. From the 7th week until the 10th week, all
students received a personalized progress report while
randomized students continue receiving similar feedback from the
11th week onwards.

Figure 1. Learners' weekly online activity by the average page views and
— Avg Page Views ——Avg Participation
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LEAD2 MOOCRELEAD2IE M —5R4%, ZIMB
FEBEEALSABNZAMNS HMMIA, HaE
MEEN, Ezo19$7‘;z$ﬁusﬁ LEAD2 MOOC &
FEITARHRBHRPEIANREK, ZRFEIRD
202053 A HME=FRIR, K5/ T100081
s85%&, FRRIBIIEHXIN—285, iEFRHEBA
WEAZRIBEHT T TRURSELEIENSS
MAmERREETR, Flt, ARENEEEN
ANBTFMERARTIRIESEBENENER,
7‘%5?%?%5%%%E’\JT:E?%%EJJWE%@H&E"J
EIIE .

EREENTMEMR, MMOOCIRIEHFE7EF
8, RIZANRSEA#IT XM MEHLTFRURESE
IEBEERSREBIE, NE7ERE104,
ﬁﬁ—?ﬁﬁ ll&l AT —HAIEENERRS, FR
IV EF L, FEHLIMENR S > 4 5 I E) 24
B 5.

Figure 1 shows the learners’ weekly online
activity, by average page views and
average participation from the first week
until the 17th week of the course. Both the
page views and participations show similar
behavior across the weeks. A dramatic
increase in page views and student activity
can be seen between weeks 8 and 12, and
then gradually decreases until the 18th
week. Figure 2 shows the learners' activity
in the module sections by the number of
learners and the number of page views.
Compared to other modules, the learning
analytics shows that module 1 has the
highest learners' activity and page views
with  an average of 1043 and 359
respectively. However, despite the
relatively lower number of page views and
the number of students in modules 2 and 4,
they remain steady with an average of 362
and 150, respectively.

BB RIRFIEAREF - 17ANFEINE
NEENTIYSERERRTEIIESATELE
MBS, THNRENSEEEREARERIL
EUMITH, EHS-128, THNKEMFLEE
HMEREIEMN, AREEHTE, BEEH18MA,
EFIERENTIHNLERR T SERPF
JJEMESER. SEMRRAL, FIFHE
TERINITEMNGENEIERERS, 77l
710430359, #AT, Ré*ﬁﬂ&ﬁﬂ’fiﬂ%ﬂ’]ﬁ@
IXU"*Efﬂ—T—T%Aﬂffﬁiﬂx"‘ BEERFKRTE
RE, 7351736271150,
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Although a cause-effect relationship cannot be established, the analysis of the results suggests that the
intervention seems to have an impact on learners' participation activity and page views in the MOOC. The
decrease of an average page view and page activity from week 1ith onwards could be attributed to the
randomization of students who did not receive the intervention.

RELFEVEARXZR, EXMERMNSMRE, IMFRUFRZEI]EEMOOCHHNSEFENMNENTERTZM. AFE113
Fria, FHTENEENENREL EIEEITEFRES TMAE S BRI,

Figure2 =arners' activity in the module sections 2. R ERBRAEER
W# Students @ # Page Views mEE mEThEmes L
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This short report provides a glimpse of MOOC online participation through learning analytics. MOOC online
participation using learning analytics has become an important research topic which can provide rich
information and deep analysis regarding the participation in MOOCs. This is beneficial for designers and MOOC
providers to further improve their course design and enhance their offer and learning experiences of MOOC
participants.

The LEAD2 MOOCs are engaging in a wide range of research related to online learning analytics and the impact
of MOOCs on learner's competences. We look forward to more participation from MOOC learners and an
increasingly improved MOOC design that enhances the learning experiences of online learners.

XREENREETZIINEEN B TMOOCELES5RR. BETFINMHMOOCELSSEER N —IMEENHARIR
%%%ﬂuﬁgﬁﬁ*Moocé‘—?E‘J$'§1’E‘%$Hi§)\ﬁ:‘$ﬁ° XHEYFIRITEMMOOCE & # — P iU#iRZR T, REMO0CE
5&MZEIRRE,

LEAD2 MOOCIEE# TS ELFE I D UKLMOOCH ZI) BERENNEME RN ZME, HINNBFHESMO0CEIENRK
25, FERHKXEMOOCKHIRITUIBRAELF IENZEIKRR,
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DISCUSSION FORUM ON GENDER & ACADEMIC LEADERSHIP
“MRAEZRMEN" TTiLitis

The LEAD2 MOOC is part of the LEAD2 project, which aims to enhance LEAD2 MOOCRLEAD2INBE M —&85Y, B1ELEIRRIMN
knowledge, skills, and competences regarding European and Chinese FMAREXZFAEMEARNS HEAFIR, FKEEFEE
University Governance and Academic Leadership. The LEAD2 project 7, LEAD2INB@iE#HiTS. BEEZIIFMOOCIEE
combines blended training and learning through workshops, peer learning, &RZINESZI)BES. FRAHMOOCEEH 1T
and MOOCs. The new edition of the MOOC is currently underway and was H, EFFHgETE]2MN20205F382HEI2020F7812

launched on March 2, 2020 and runs until July 12, 2020. H.

As this issue of the LEAD2 Journal focuses on gender and academic HFZAHILEAD2ETIXEIMEMFIFZARMEH, &
leadership, the participants took part in exploring, sharing, and discussing 5&Z£5% &R, HEMiTE THAIEZER EMEZ
their experiences, views, and practices related to this topic. The discussion 3. iﬁlﬁ*l]y-% AR 2 7E B RILEAD2 MOOCHY
took place in the Forum section of the current LEAD2 MOOC and allowed SBRERE “I0I5" #17H, SNEIURZE, iTie
the participants to share and compare the experiences and challenges FLELETHAEMS MG Z IR FEIGHOPEEL, Frii1—

women in leadership face. Here is what they had to say on the topic. EESRITEY— M A I X MERBEIE,
GENDER AND ACADEMIC LEADERSHIP HASEZERNE N

The gender gap in leadership continues to be a perplexing conundrum despite increased female representation in the
workforce. Several studies report that women make up less than 20 percent of the top ranks of academia, are less likely to be
promoted, and earn less than their male counterparts of the same rank in some contexts. In addition to a significant proportion of
leadership potential and contributions being unrealized, the lack of gender diversity also represents a loss in productivity,
quality, and performance for organizations.

REYSHIZFRIZIELLFIBAEMN, ENSEHFEMMIZERNE - NS ARBNNE, B/LIRAREERTHEZRRTUENS
EERE120%, BFAERAIRTREMARIR, T'E'“EIR'FLISU\&HE:FH%J&%UE’J , REMERSHEMRNRERRA—IBNNS B NFNTTET
AT, CEREAREMR. RENSNAENTE,

“With r@an]s to the current state af gmder € ualtt) in our university, I can say that
women do enjoy the same Prh)ilege as men do as far as emP oyment Is concerned. There are
no discriminatory bebaviors intended 4mnng women so as [o):z as they meet the minimum
rez{mremenr for the position. In terms o mmtmtgmg gender mses [aart of the institutional
poticy that we fo”o’w is the nomination scheme wherein once a viable position is vacated, the
management m/@s a/so in consideration nomination from the middle managers s sucb as “the
eans from the faculty. So technically, regardless of whetber it is a "be" or a "she", an
[7 oyee may rise the mnkg based on quﬂ[g ftcamm and performance (Participant from

urope

G

A

;ﬁ§$%

et

What is the current situation of gender balance
among your university or institution leaders?

ERTENAZ SRRV RSE U TEIAR N 2 ——

“Our wniversity bas a gaod balance
of women ana[);esﬁects their ngbts
and in response, there are women in

Ieaders{t[ roles.” (participant
“It tS more oriented towards the males from Asia)
mt er than females as most senior
Pra essors in the institution bave been “
males. The fema[e to male ratio is 1:4 in ﬁﬂ‘]xﬁmtﬁAmﬁtthﬁ
genera[ (participant frvm Asia) @, §I FEE M IAIA *J ltt

eansae
“BTFHIRAS RA RS RS R
e MR B R R
WIS BRI S
RETHHE5E)

16 VOLUME 1 ISSUE 3 JULY 2020



m Leadz JOURNAL
= 7

Forum and Glossary | i¢ iz f1 K B8 %

Within your university or institution, how women are
getting promoted? Are there difficulties for women to
get promoted? Which difficulties are there?

BRENXFENMTR, WHERWFASHN ? THEAREBRE
MG ? HIPLERIE ?

“There is no limitation rgardinl% romotion, where the process is the same irrespect[-ue af the gmder ro[e,
every academic sm/’f needs to fu il criteria at their respective positions to obtain the promoted postings.
The difficulgy wmost academics face is filling in the farms to request far promotions. (Partici[mnt from
Asia)

"BATEWE, ReHAReNs, SHIEBRE—H#N. S_UFAARPFTELE

BN EARIIRE, AEEREEFH. RASBFERRNEERRBRSE ARG, W kB
LiME5%)
“As fur as promotion is concerned, there are no inequa]ities that were noted in wy university as it is also
un[awful on the grounds of discrimination against women. So the university przrvides equal opportunity far
both gender in terms af promotion, as [ang as t}:e) wmeet the standard requirement nee ed ly the position.”
(Participant from Europe)

“BEATME, EENAFERERUNFESHNR, BHRREATHRIEEN, AUX
FHBLRHFSNEANEG, RBMIFESRUNER. " CREKNNS5E)

“1 tbinbear& ago, fema[e students at university faced a clm[[enge to get Promoted. Some bad biglyer
credentials and still earned a reduced wage. LMC/Q‘[) the situation nowaaiys is very different, and many
Universitj branches ensure that men and women are equa[.” (Imrtiripant from Asia)

“HELFH, RAFEARESAHIONRE, BEANRRKS, EIRNARME. Fs
MR, RENBRABERAT—H#T, TSAFBRIESLFEE. " (CRELMNNESS5E)

“Women are getting promated based on their performance in their respective departments. There are no
di]rficu[ties /or women to get Promoted in our institution because performance matters when it comes to
promotion.” (participant from Asia)

“CHARBEFMES BRI, ARV EREEFHREH AR,
HESAFE, TANLERIRER, " CRELNNES5E)
“I believe that years ago women bad real Prablem: getting [Jromoted as a member of the university. Some
of them were asgn for berter qua[t'ficatiom or receiving a lower mlmj, Fartunateb, notmda_ys the
situation is very i]i(erent. Women are treated eqm[b and there are governing bodies of the university
that ensure equd[it) between men and women.” (Purtici[mnt fram Eurape)

“HIAA S FREHEARFPRESAWIFEEE, 1PN LARERFEZEFHN
ARBERLFEMBFK, FENE, RENBERAEERR—HT., WHEIFTEN
%, RFBEENMMRRIEBSLTE, " REKMNS5E)

In your opinion, what are some challenges women in
leadership roles face?

HEEER, BENSASHTHHEIGEMLERL ?

“Regﬂrdin the rba”enges, some institutions are still reluctant to embrace gmder equa[it due to

unreso[vei issues with regard to women. Common [Jroblems a woman may encounter is the eeling of
eing underrated as z]og/ are bet’ng aid less, not com[zlimenzedfor the effart that is being shown,

being tkaugbt that tkej are being N igbt at warkfor minor mismkes.” (Panicipﬂnt from Euro[:e)

ST —EAADATEESHITS, Ehx
EoEnoaEEE, ST ADT, Bils
ffhsnmssn, whereacay—E0E

“T}Jg{ can do all t})infs li/@ men, but the reason bebind it is the narrow tbinking of the male

lominant society, which considers women to be less ca[zabls.” (Parzici[mnt from Asia,

“WATEI MERBA—EHMENERE, BEENRERBYSESMAINH IR
BEAANTHENRE, " CRELMNNSESE)

“I tbinktbe most cba[[eng[ng situation women face regarding [eader&hip roles is that some men do
not take them seriously. Therefore, tbe] underestimate their value and merits, 1 find this situation
really unfair and 1 ka]]e this bebavior stops as soon as [wssible.” (Participant from Europe)

“HINAZHEENSAEAEARNRAMRME —LEHNEHISEE, Fit,
Mg T BCHMENRLR, RRSXMEAENRIQT, REEIMTHERR
Bk, " CREININSESE)

“The main_challe is the ability to shift branch to anoth iall) th
e e o o v breve o v gl for thos

“WHERY, RANKSRMFAGEATE VA -IMNHFEEBES—1AE, LH
ENBLEERENZFHA, " CRELMNS5E)

What are your recommendations for your university/ institution to reduce the gender gap in academic leadership?

I ERRERZ/NME R FANS MR ZEAEE 221

« ; « . ) “I believe th d d job. T
ol el tovend s o Lol alcal ol e e i T of i 8
the university irrespective of the gender and university’s common aim, irrespective of class PR U /ﬂi “}';e I‘}’{"Zm’” and gnalyzing dt g
age barrier. Implement assessment booklets and 4 e‘iarn‘er&. Tmplementation of appraisal success};; Otb of t Zlnbﬂs [FRAEETS G 25
and guidelines far all :m[Z' to fol[ow a boa/‘légts and instructions /or Al waitiam o researcoers, ti ezelcou d be sa??j 1ls’sues to take
bl il e i e g, K o o] b
Cparticipars from Asia) From Asia) geiPers.” (Paﬂici[angfrm Europe)
“IHEET—MNAERNWIBFITIEAR “f 1M1 3 RIWE — 2 N IERBUHFIT g ke e o e

(i, TERESIAERES, hAS EXRING, hASHR BRI L, SRR S Uk p R
HHEBIRMES A, AITTEFERIE MAERMEFFEEERS, MTTEF ET?EA\EE'JE!?,IJJ EIA‘EJ%E%FE’J—
Shtt, UEMER LaT AR i RE S B LTS L M L L
A CRELNHESE) - e Imibls 2~ RITNER, (R

“Eqmzlit) in all aspects to assure
that there's no bias. Equa rights,
obligations, and promotion mostly
to women.” (participant fram
Asia)

“They should give equal rights in
terms of benefits and worl ing
conditions and the working
environment.” (participant from

Asia)

“MRARZIERR], TES
HENRBELEZETEHN
go) T (RELMNMES

This interesting LEAD2 MOOC Forum sparked interest and discussion among the participants and raised awareness on the topic
of gender and academic leadership. The participants raised interesting points about the issue and shared the realities,
experiences, and practices in their countries. If you have something interesting to say on the topic, join the discussion. You can
post and share your ideas and reflections on our LEAD2 PADLET Chat Rooms.

[=]

iy

Chat room for senior leaders  Chat room for junior leaders
AESENSHXE SEFAMEWRE

EAVGE X BILEAD2 MOOCH 7 MR T 8 58 MBI, 125
TIHESIAIE RS /% — EHAINE, SEERX A RITEETE
BONS, 9= 7 SEERMIR, ZRASE, NREXME
WA EBIES, BIATE, EaIL7ER(ILEAD2 Padleth]
XE rRFn S EhEsERE,
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A

Agentic Woman I wikegics
Women who have agentic traits competence and
dominance rather than communal traits like
interdependence and cooperation with others.
BRRIEBRIEERNMNESBAMARSEZRBFIE
ABEBEHHEHER T,

Aktepe, S. O. (2020). Gender Inequality in Work Organizations: What HRM
Practices Mean for Gender Inequality. In Tan, B. U. (Eds). Macro and Micro-

Level Issues Surrounding Women in the Workforce: Emerging Research and
Opportunities (pp. 1-36). IGI Global.

B

Backlash Effect I JSALRVES
Is defined as social and economic repercussions for
disconfirming with the prescriptive stereotype. It is
common in a workplace environment, for instance,
when women are ignored by the organization when
their behaviors and styles are not associated with
masculinity. In order to overcome that barrier and to
be fit for managerial positions, they behave in an
agentic way (i.e., not communal but dominative).
However, since agentic women are viewed as
socially deficient, they become the subject of
another discrimination and face another barrier (i.e.,
backlash).
HIE A SMEZIRENSAET BRI SFEFTEm,
ETFFAMMRPILRER, LHMTHAAREBHS
ET*H%B‘I, 48, /\?}c%ﬂﬂ%'&“ﬂ] AT RS
SHEAEEERRAS, MNURESXTE (B, FERQ
,\E’J, MERESZEHN) .. ER, BFREZHEN
AERZHEMA, BRI R S —MRERNNER,
FHElEE 5 —iBREE.
Aktepe, S. O. (2020). Gender Inequality in Work Organizations: What HRM
Practices Mean for Gender Inequality. In Tan, B. U. (Eds), Macro and Micro-
Level Issues Surrounding Women in the Workforce: Emerging Research and
Opportunities (pp. 1-36). IGI Global.

Rudman, L. A, & Phelan, J. E. (2008). Backlash effects for disconfirming gender
stereotypes in organizations. Research in organizational behavior, 28, 61-79

C

China National FREF1IRE
Knowledge | TRBEE
Infrastructure (CNKI) (CNKI)

It is a key national information construction project
under the lead of Tsinghua University and has built
a comprehensive China Integrated Knowledge
Resources System, including journals, doctoral
dissertations, masters'  theses, proceedings,
newspapers, yearbooks, statistical yearbooks,
ebooks patents, standards and so on.

XRBERFELN— Iﬁlﬂ%iﬁf‘u}_iﬁlﬁ& HE
BY T -ERENTESSNRARRS, SIEHT,
BIEMieX, mi;me:t, SWIER, BE, &F
£, FUHANEEL, BFH, T, WES,

Zhou, X. Li, Y., Yuan, L. Ma, G, Tan. X, Zhang, K. Gong, L. & Jia, B. (2020)
Learning Path Recommendation Method Based on Knowledge Map. In
Ordofiez de Pablos. P. Zhang, X, & Chui, K. (Ed). Handbook of Research on
Managerial Practices and Disruptive Innovation in Asia (pp. 171-184). IGI Global.

D

Data mining I HiEZE
It is the discovery of structures and patterns in large
and complex data sets. There are two aspects to
data mining: model building and pattern detection.
Model building in data mining is very similar to

\WXords in blue appear in the LEAD2 journal

Words in red are in the literature

statistical modeling, although new problems arise
because of the large sizes of the data sets and the
fact that data mining is often secondary data
analysis. Pattern detection seeks anomalies or small
local structures in data, with the vast mass of the
data being irrelevant. Indeed, one view of many
large-scale data mining activities is that they
primarily constitute filtering and data reduction.
Although some subdisciplines of statistics have
examined special cases of this problem, the bulk of
the work on pattern detection to date has been
computational, with an emphasis on algorithms.
APABE ZBIBEPNEMTIER, BIBREEHR
ANFHE: REMEIEGN, REEERERENE
SSITREEEAMN, REBTRIBENRNARKIE
BIEEEERHIBES X —FImMEM T e, &
XENEREPIHEERNREBEN, MEREL
BEX, ERLE, T2 RMREIREZ SN —FISR
2, ENEEMMEENBESRR. RERLRITFFE
FFIR T LA HIER, Bied R, BXRENE
MEYRER D TR EMN, EREHEE,

Hand, D. J. & Adams, N. M. (2014). Data Mining. Wiley StatsRef: Statistics
Reference Online, 1-7.

F

Feminism | TRENX

Any political movement to work to end the
oppression of women. There is, however, no single
definition of feminism as theories run the gamut
from liberal feminism that emphasizes the need for
equal opportunities for women within society, to
radical feminism, influenced by Marxism which
seeks an end or transformation of institutions and
social structures that collude in the oppression of
women.

EEESERW L ENEBENBAEH, Af, WX
EXNRBE-ME-NEN, AHERWEEENEAL
MEX CRETHARSPEELSNANTE) 2K
1&§Z$)Z$>(, ZORBEXTM, FEIREENE

THEFRELERIREIFI RS,

Irving, C. J.. & English, L. M. (2012). Women, Information and Communication
Technologies, and Lifelong Learning. In Wang, V. X. (Ed), Encyclopedia of
Information Communication Technologies and Adult Education Integration (pp
360-376). IGI Global

G

Gender Division of Labor | 143159 T

Division of jobs and responsibilities based on gender
without considering individual abilities or interests or
aptitudes of men and women.
ETHANITENREST, RERMANENLBY
B9 N A BE,

Thasniya K. T.. (2020). Gender Bias in School Education. In Kuruvilla, M., &

George. |. (Eds), Handbook of Research on New Dimensions of Gender
Mainstreaming and Women Empowerment (pp. 54-70). IGI Global

Gender Equality | HERIFEE
It is not necessarily meaning that women and men
are the same however it is aiming to exterminate
any and all reasons for them to be treated
unequally just because of their gender.
BR—EBKEBUERE, EREBNRBEREIMKT
BEREE, BXETFHEL, HATSHIEEHmAI,

Aytekin, G. K. (2019). Importance of Women Employment in Economy: The
Case of Turkey. In Dogru, C. (Eds), Handbook of Research on Contemporary
Approaches in Management and Organizational Strategy (pp. 188-206). IGI
Global.

EEFREKELEAD2ZET
T B FRR B STk

Gender Equity | RN IE
It involves fairness, equivalent treatment and
opportunities, equivalent economic advancement,
empowerment, and respect for ability, aspiration,
and advancement without the limitations often
imposed within imbalanced power domains.
EERAT, BENHENNS, BFNEFHE, &
RFNNTEES), SAMBANGE, MAZHFRFEEH
RO,

Stewart, T., Throne, R, & Evans, L. A. (2020). A Critical Review of Gender Parity

and Voice Dispossession Among Executive Women in Higher Education
Leadership. In Berg, G. A, & Venis, L. (Ed), Accessibility and Diversity in the 21st

Century University (pp. 99-114). IGI Global
Gender Stereotypes | MERIZIIRENSR
Represent over-simple generalizations of the
gender attributes, differences, and roles of women
and men, which seldom reveal accurate information.
When individuals express gender assumptions by
default to others regardless of evidence to the
contrary, they are  perpetuating  gender
stereotyping. The most common female stereotypic
role is that of a loving wife and mother, while the
male one projects the husband as the financial
provider of the family. These kinds of stereotypes
are dangerous as they can negatively affect
personal and professional growth.

REXUREYE, ERNB LA TREREE,
RBRAERNES, SMIRIAT i ARSI
RMAEEEROIERERN, thilfESHEFEERIZIR
R, THSRHEANEIATERCREENETNE
%, MBMNULRARENZFRHE, XLARED
SREK, BRENSTADATERL K =EHER
.

lonescu, A (2013, Cyber Identity: Our Alter-Ego?. In Luppicini, R
(Eds), Handbook of Research on Technoself: Identity in a Technological

Society (pp. 189-203). IGI Global
Glass Ceiling | RIBRIER
It is the invisible barrier (glass) through which
women can see elite positions but cannot reach
them (ceiling’). The artificial barriers based on
attitudinal or organizational or socio-cultural bias
prevent qualified women from advancing upward in
their organization into managerial positions.
XE—MEANNRE (HE) , THEITNBITIZRE
BIRFRMUE, BRERABRUE ( “RER" )
ZF MFIE*HM:WiAS‘(MF‘AE‘JA?JIF‘E;;Bﬁiﬁ?@ﬁ
AR EARPE A HEIRRL,

George, I & Kuruvilla, M. (2020). Conceptualizing Gender Mainstreaming and
Women Empowerment in the 21st Century. In Kuruvilla, M, & George, . (Ed)
Handbook of Research on New Dimensions of Gender Mainstreaming and
Women Empowerment (pp. 1-21). IGI Global.

Glass ClLiff | WIEEE
A metaphor used to refer to the problematic
organizational circumstances, or crises at which
women are appointed to the leadership positions
that suggest women's leadership is thought to be
problematic and risky.

—ABRm, FARENBEEMNARFE, SRS
FRSRSHBEY, FXEFTUERSNRIAARER
B EPEH.

Aktepe, S. O. (2020). Gender Inequality in Work Organizations: What HRM
Practices Mean for Gender Inequality. In Tan, B. U. (Eds), Macro and Micro-
Level Issues Surrounding Women in the Workforce: Emerging Research and
Opportunities (pp. 1-36). IGI Global.
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Glass Escalator | IRIBE K
It can be considered as an opposite of glass ceiling.
While glass ceiling does not permit people to go
higher levels of the organizational hierarchy, “glass
escalation” helps people to move up the ladders of
the organization. Most of the examples of glass
escalation effect is related with men performing in
women dominated job environments.

AIAN SHBXRERIER. RERBERTRRLITA
ITENBRBRREMNES RS, B “WEAR" =
BB AR FHERBIMNHS, IRIBFHRIIRIFIK S 8561
FHESHEECHESHTERREPNRIEX,

Kiligaslan-Gokoglu, S., & Oztiirk, E. B. (2020). End of Occupational Segregation
in the Nursing Profession: What Has Changed for Female Nurses?. In Tan, B. U
(Ed), Macro and Micro-Level Issues Surrounding Women in the Workforce:
Emerging Research and Opportunities (pp. 262-284). IGI Global

Group identity [ BHAIAR
It refers to a person's sense of belonging to a
particular group. At its core, the concept describes
social influence within a group. This influence may
be based on some social category or on
interpersonal interaction among group members.
E-NAEERANEBR. ZMESHZO2ERE
RSN RFEMA, SMEMAIRETFEMERE
7Y, HETRERETFEHAM R Z B APRE,

IResearchNet. (2020). Group identity.

H

Horizontal Segregation |  #&MIfRE
Different genders are associated with types of work
and industries. For example, in mining industry we
don't see female workers or there are a few male
midwives.

AEEMESS TEMTLRREX, G, ERI L
F, BNERHZHTIA, BB~ L,
Kiligaslan-Gékoglu, S., & Oztirrk, E. B. (2020). End of Occupational Segregation
in the Nursing Profession: What Has Changed for Female Nurses?. In Tan, B. U

(Ed), Macro and Micro-Level Issues Surrounding Women in the Workforce:
Emerging Research and Opportunities (pp. 262-284). IGI Global

Individual Cognitive Skills [N ATAZI$%EE
The mental process of knowing, including aspects
such as awareness, perception, reasoning, and
judgment. There are six major categories
of cognitive processes, starting from the simplest to
the most complex: knowledge, comprehension,
application, analysis, synthesis, and evaluation.
INENRYOIREFE, BEEIR, MK, WIEMANES
H. NRESIRERNNTRABAKRE: MR,
B, NA, 9, SaMiTE,

Zhigalev, Boris A.et al. *Curriculum Reform Due to Project-Based Learning
Methodology Implementation in Teaching an ESP Course to Russian University

Natural Science Students’ Handbook of Research on Curriculum Reform
Initiatives in English Education, edited by Christopher Denman and Rahma Al

Mahroodi. IGI Global, 2019, pp. 250-269
Intersectionality | RX M

It refers to the complex and cumulative ways in
which different forms of discrimination (such as
racism, sexism, and classism) combine, overlap, and
intersect in the experiences of marginalized people
or groups. In feminist theory, the term as coined by
Kimberle Crenshaw is related to triple oppression.
EREELSCABIIHANENT, FEFEMIZR
(BIaNFRESX, HRIXAFMMRKREN ) HE, EEBF
BERMEREZERNAN. ELREELH, 2B
BECE (Kimberle Crenshaw ) BIEMARIES =EEE
X,

Nazneen A.. (2020). The Question of Gender Equality: A Feminist Perspective.
In Kuruvilla, M., &George, |. (Eds), Handbook of Research on New Dimensions
of Gender Mainstreaming and Women Empowerment (pp. 22-35). IGI Global

L

Leaky Pipelines | BREE
It refers to the phenomenon of leakage or reduction
of the presence of women in the workplace,
according to access to greater responsibilities
within companies.

RIBE QS NERIBERRENE R, ERIESI
L ITEARPZEARBINR,

Corchuelo Martinez-Azua, B. & del Horno Garcia, A (2020). Innovative
Contribution of Women in Spanish Companies. In Dantas, J. G.. & Carvalho, L. C.

(Ed). Handbook of Research on Approaches to Alternative Entrepreneurship
Opportunities (pp. 410-431). 1GI Global

O

Outline of the National
Medium- and Long-
Term Educational

SR

(ExRFK
HRENRE
R

Reform and (2010-
Development Plan 2020% ) )
(2010-2020) WE

The rationale of this policy is that China is at a key
stage for reform and development, as progress is
being made in economic, political, cultural and
social development as well as in promoting
ecological civilization. However, China is also
experiencing pressure from its vast population,
limited natural resources, the environment, and
changes to its recent pattern of economic growth. In
order to meet these challenges, it is seen as a
necessity to introduce a broad reform of the
educational system.

ZMERMIERR, BEEST, A, XtH#ES, PE
ELTFHRESERHXENERHLDRBURBHES
B, B2, PEEEIEERBEAAD, BREASA
R, MRURIEHZFIB K ARNEBUNEN, TR
XL, BUBENHEEEHTIZHNE,

UNESCO. (2010, July). Outline of China's National Plan for Medium and Long-
term Education Reform and Development (2010-2020). Beijing

P

Patriarchy | AN

It is a term used in feminism to describe the system
of gender-based hierarchy in society which assigns
most power to men, and assigns higher value to
men, maleness, and ‘masculine traits". Feminism
recognizes most of human society as patriarchal.

TIREXFEAI—IAE, BFERRPETHR
HERFIRR, ZBRRBRRORNDELBAN, HE
TEAESHME, SHM “SHEHE" . TREXIA
AAEHBHKRZBREBINH,

Policek, N. (2020). Identifiable Challenges as Global Complexities
Globalization, Gender Violence, and Statelessness. In Boskovic, M. S

(Eds). Globalization and lts Impact on Violence Against Vulnerable Groups (pp.
52-74). 1GI Global

R

Resilience | I
It is the ability to recover easily or to adapt to
change and adversity.

RE—MESIRE B EFLHRNEET,

Cré, M. D, Andreucci, L, Pinho, A. M., & Pereira, A (2013). Resilience and
Psychomotricity in Preschool Education: A Study with Children that are
Socially, Culturally, and Economically Disadvantaged. In Cruz-Cunha, M. M
Miranda, I. M., & Gongalves, P. (Ed), Handbook of Research on ICTs for Human-
Centered Healthcare and Social Care Services (pp. 366-378). IGI Global.

S

Strategic Gender [ EREE MR
Needs (SGNs) K (SGN)

These are long-term needs related to the relative
position or status of women to men in society.
Strategic interests/needs include changes in the
gender division of labor, equal wages and women's
control over their own bodies, legal awareness, an
end to gender based violence, etc.

LR SETERSPEN TS EMNEN Bt S
FEOKEATER, MRS/ FESEEND THTIE,
B LEMFELNECSRRES], FRBIR, HRE
FHAINRNE,

George, |, & Kuruvilla, M. (2020). Conceptualizing Gender Mainstreaming and
Women Empowerment in the 21st Century. In Kuruvilla, M. & George, |

(Ed). Handbook of Research on New Dimensions of Gender Mainstreaming
and Women Empowerment (pp. 1-21). IGI Global.

T

Think Manage- | BESIER
Think Male B4SH

The dominant image of successful leaders in an
organization is typically strongly sex-typed male.
BAPRINASENETEHRRBEERBIMNMEFIES
1,

Seo, G, & Huang, W. . (2017), Social Perceptions, Gender Roles, and Female
Leadership: A Theoretical ~Grounding for ~ Understanding  the
Underrepresentation of Women in Top-Level Management. In Wang, V. X
(Ed), Encyclopedia of Strategic Leadership and Management (pp. 619-630). IGI
lobal

Tokenism | KRIAEENX
It is providing some rights to a minority group for
show. Occupational sex segregation studies
supported by feminist movements are highlighting
this concept. But in nursing profession neither
women nor men are token. Although men are few in
nursing, they are not chosen for just to say that they
exist, instead they are highly encouraged to choose
the nursing profession because they are needed.
EALKBHARM T —LEHARA, TEEZEN
Rl RIREMARE TiX—#E, EREFETL,
TRBY, BARRIE. REBARDNEPETLE,
BEfNHARRRREARE SHFEMRER, mEERD
HEMATMZERZER, IhERTIFEET L,

Seo. G. & Huang, W. D. (2017). Social Perceptions, Gender Roles, and Female
Kiliaslan-Gokoglu, ., & Oztirk, E. B. (2020). End of Occupational Segregation
in the Nursing Profession: What Has Changed for Female Nurses?. In Tan, B. U
(Ed), Macro and Micro-Level Issues Surrounding Women in the Workforce:
Emerging Research and Opportunities (pp. 262-284). IGI Global

\'

Vertical Segregation | HEfRS
The situation when people do not get jobs above a
particular rank in their jobs because of their
especially sexes.
MIBFHANMRERESTFEBERUN NS
Mo

Akansel, |. (2020). The Relationship Between Old Institutional Economics (OIE)
and Feminist Economics: An Essay on Veblen and Feminist Economics. In
Akansel, | (Eds), Examining the Relationship Between Economics and

Philosophy (pp. 1-26). IGI Global
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New MOOC on Leadership Development for Young Academic Leaders

BFEFAMENHFIR

Good news! The LEAD2 project is developing a new MOOC for young academic leaders.

YR | LEAD2IN B IEE h B FFAMELIZFHNRIR,

University Governance and Academic Leadership are becoming
significant in promoting higher education and enhancing university
development. It is something that young academic leaders should not
miss since they play a crucial role in transforming teaching and
research in higher education leading to significant changes in
education. This MOOC aims to help young academic leaders to better
understand key issues on University governance and academic
leadership and support them in becoming a new generation of
academic leaders with multiple competencies in the new higher
education context.

The MOOC course includes six modules. Module 1 introduces basic
concepts regarding university governance and academic leadership in
the higher education setting. Module 2 (Governance Structure features)
introduces different university structures. The module also gives some
cases of universities introduced by experienced academic leaders.
Module 3 discusses different academic leadership theories and styles
accompanied by unique characteristics and attributes. Module 4 brings
specific strategies and techniques to develop the required leadership
skills and competencies for young academic leaders. Module 5 helps
MOOC learners to know some practical challenges young leaders are
facing and strategies to overcome these obstacles. Learners completing
the five modules will be qualified to get a certificate in Module 6.

RERBUEANS NN T EABERENALE
REGEEEN, BEFRARNNSENNAE
TR A IS, Rt e EESHENR
LA, SINBETEEARD S AREEAE
SNfEA, ZRRSERNSESANSETHT
BEX AL AENE RIS ANLRING, H35
IR NS S HE SR BRSNS —
RERTMSE,
RIRRROEAMER, R NETELSEN
EERA SRS RIS NOEAHS, Bk
= CRREMET ) WRRNKZEMHET 71
g, ZERERE T —EREREENEANSE
PEORZRA. ER=HARNEANSELR
RUBHT T I, REIBHISTAEE, SR
SIA TR EMEITIRD, DERBELRAS
FIBMMS AL, BRI BERIES =
T RE S A — SRk U Se AR e
FERSHORES, FRL A MERISE S &S A AT
ARG R,

The new MOOC on Leadership Development for Young Academic Leaders will be

available from 5 October 2020.
Do not miss this opportunity, stay tuned by following the LEAD2 news!

HMNBFZEAMSNERF R T2020F10A5HEIEN LA,
ARTEHTIANE, BF5E%ELEAD2SAE !
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LEAD2 PADLET
CHATROOMS FOR SENIOR AND JUNIOR LEADERS

© leadzpadiet + 5 - 2jours
Chat room for junior leaders

Shar e and exper

Topic 2 for discussion: Gender and
academic leadership
The gender gap in leadership confinues fo be a
perplexing conundrum despite increased
female representation in the workforce.
Several studies report that women make up
less than 20 percent of the top ranks of
academia, are less likely o be promoted, and
arn less than their male counterparts of the
same rank. In addition fo a significant
proportion of leadership pofential and
contributions being unreaiized, the lack of
gender diversity also represents a loss in
productivity, quality, and performance for
organizations.
In your opinion
Within your university or institution, how
women are getting promoted? Are there

difficulties for women to get promoted?

ANNULER

@ leatzpadiet + 6 -« 2jours

Chat room for senior leaders
‘Share your knowledge and experiences.

1 lead2padlet 4 jui

Welcome and thanks for joining us!

The objective of this chat is fo create a space
for conversation on topics of leadership and
university governance. We would like o foster
a community of practice and knowledge,
provide an opportunity fo share experiences,
and expand the social and professional
network of ifs parficipants

Before you write in this chat please have in
mind these following ips:

« Respect the group's objective: We want
you to stay focused on the topic and
philosophy of the chat.

« Introduce yourself: mention some
information about you (name, nationalty,
institution, role) that can help others to
visualize who you are.

« Verify the information you share: Always

check the authenticity and veracity of the

ANNULER

Chat room for senior leaders Chat room for junior leaders
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