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Šiauliai University (ŠU) Council Election Tactics and Strategy 

 

 

Problem: referring to the Law on Higher Education and Research (2009) the Council of a state university is one 

of the main collegial management bodies. Council approves the institution's vision and mission, a strategic action 

plan; set the procedure of management, use and disposal of funds of University. In 2010 any woman won‘t be 

elected between 11 members of Council of ŠU. 

 

Aim: increase women representation in 2014 ŠU Council election in average reaching critical mass (to 25%). 

 

1. Development of Šiauliai University (ŠU) Council Election Tactics and Strategy Plan (meetings + Moodle 

+ emailing) three drafts of the Plan. 

Annex 1, Moodle – Intranet Based Communications Platform 

 

 

 

2. Plan (activities + responsible persons + deadlines): 

 

 

Annex 2, Plan and discussions 
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3. Informing the Rector and Chair of the Senate of the proactive participation of the project in the election, 

seeking women representation. 

4. Regulations related to Council election detailed analysis (Law of Studies and Science, ŠU Statute, 

election regulations and procedures). 

5. Consultations with University lawyer about Council elections and how to make the representation of 

women in the election more fluent.  

 

Quotation to be demonstrated in the Video: 

“The law of Equal opportunities of Women and Men is a general legal norm and the ŠU statute is designed 

on the basis of Science and Studies Law, where the representation in terms of gender I established. 

Therefore while preparing the ŠU Council election regulation the inclusion of more equal representation 

for women and men (quota) is impossible.  

While seeking for women representation, the main intervention should be planned via election procedures: 

raising, lobbying and support for women candidates” (ŠU lawyer Saulius) 

 

6. Participation in the preparation of the election regulations: providing suggestions and participating in 

discussions. 



 3 

7. Search for women candidates from SU representatives, outside representatives (stakeholders) and 

students, lobbying and recruitment according to criteria: 1) loyalty to the university; 2) preparation and 

willingness to implement gender equality at the university. Description of the candidates in provided in 

Moodle. 

8. The candidates have to have impeccable reputation. 

9. A letter to the Rector from the INTEGER SU manager reminding the employers’ duty to implement equal 

opportunities of women and men at the university. The letter was made public at the rectorate meeting: 

Quotation to be demonstrated in the Video: 

Dear, Rector, 

I am writing to you on behalf of the project INTEGER, whose key objective is to encourage women 

participation in the management of the University... 

As the national research shows, men, while forming structures of similar features, men are keen on 

choosing men which violates the fundamentals of equal representation, because ŠU has more than 70% 

women staff… 

A more efficiently (in terms of gender balance) formed Election commission, we would tangibly express 

respect for human rights, that are the fundamental values in general legal acts and newly enacted ŠU 

statute... 

 

10. Analysis of the Council election in 2010 regulations and committee. The committee consisted of 5 women 

and 4 men. In 2014 the Committee consists of 4 women and 5 men; the Chairman – a man, a lawyer. The 

election committee was suggested by the faculties, confirmed by the Rector (what kind of criteria are 

applied while choosing the members?) 

11. Meeting with the candidates, considerations were made, who to support and finally two candidates to 

each of the following sections were suggested: science, academic, stakeholder and students.  

12. The regulations for the SU council composition were approved, where the 17.1 section was corrected 

under our recommendations. Some requirements of the regulations that serve as obstacles for women: 

- Have at least 10 of experience at the University and have at least 5 years of experience of 

management; 

- The candidate to the Council has to have experience in the responsible positions in the areas of 

science, culture, central public activity or business area (on a national level). 

- Women most often have the role of a „pawn, silently carrying out tasks“. 

- Reflective journal: Contemporary, rational and innovative types of people are shut out of the Council 

– it is prepared for people who are already chosen... Following the Regulations principles 
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requirements for everyone, who claims a management positions, should be strengthened (Professor 

Roma). 

- Reflective journal: a woman should not make excuses for that she is a women and she has her rights; 

what she thinks, learns, strives for, feels, takes care of, love, etc. (Virginija) 

{Technical advice: suggestions to prepare and provide the workgroup who is preparing the documents; to 

voice your suggestions against public discussions, i.e. the Senate session) 

13. Siauliai University Council composition regulation: 

 

Annex 3 – University council composition regulation. 

14. Recruitment of women candidates: empowerment and lobbying. The issue: who can consult the 

candidates? What to advice? Where to find a competent consultant? 

• Familiarising with the project leader and the rest of the team; 

• Motivation to participate (to agree to candidate to the Council); 

• Preparation of representative documents: motivational letter, application–questionnaire. 
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Annex 4 – Application–questionnaire of a Candidate 

• Lobbying of candidates in the university community and city, while forming the image of an 

University representative; 

• Sharing of information and moral support to the candidates; 

• Technical support. 

15. Official recognition that the Centre for Gender Studies and the EC FP7 Project INTEGER INstitutional 

Transformation for Effecting Gender Equality in Research) (No. 266638) is raising the candidate xxx. 

Minutes and recommendation of the Centre for Gender Studies meetings. 

16. Design of individual election campaign to each of the candidates: different need to display their talents 

to work in the Council, construct professional decision making image; different publicity and 

communications elements. Women candidate strategy was discussed with the communications and 

marketing director for ŠU: ŠU public relations, dissemination on cirty and national media levels and 

means (videoconference in the etaplus (local newspaper) website, university webpage, perhaps a format 

of discussion on the TV, an interview in regard to women representation and participation at the 

management of ŠU). Tactics – to position via active scientific work, internationality, credit, academic 

(professional) activity and family balance, personal qualities, development of units theiy are managing, 

etc.  

 

17. Presentation at the 12th Women‘s Worlds Congress Strategy to Success (or Failure?) in Senior 

Management at a University (Lithuania case) University of Hyderabad, India. 
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Annex 5-6 – Photo from the conference and the Presentation. 

18. Lunch-discussion with the raised candidates. Sharing of thoughts and reasoning about further prospects 

of ŠU (regional and classic) in the region; city community attitude towards ŠU and the potency of ŠU 

reconstruction; role of women in the development of the University: 

Annex 7: Discussions with the candidates and the Implementation Team. 

 

19. Comparative summary of the provided data of the 11 university employees (7men and 4 women) 

candidates to the ŠU council: how the data provided by the candidates reflect their gender differences, 

motivation and competence to work in the council (knowledge and abilities, helping to strive for the goals 

of the University and achieve the mission of the University). Women candidates stress that rector’s and 

other managers’ duty have to be associated with the responsibility of the results of University activity, it 

is not enough only to fancy being the rector or any other manager, it’s mandatory to have the ability to 

form the University’s research and study policy in form of a cultural dialogue fundamentals. Men stress 

that they have production, scientific, societal, and organisational and project activity experience and 



 7 

expertise, however do not elaborate it. Biggest flaws of women: a) lack of experience in national science 

and study formation; b) lack of experience in the fields of science and studies.  

Annex 8 – Analysis  

All of the candidates that provided the documents have miniscule motivation to become member of the 

Council.  

 

20. The election Committee asks 5 men candidates to elaborate personal data in their application forms. 4 

men Deans are candidates. 

21. The documents of supported women candidates are properly prepared and the raised women fir the 

criteria. This is made public: 

http://su.lt/index.php?option=com_content&view=article&id=13751&Itemid=238&lang= 

22. Via public audition search of stakeholder candidates, that are not part of the University staff and students, 

only one of our candidates made the list. 14 candidates list if sent to the Lithuania’s Council for Higher 

Education, that performs assessment of the candidates and suggest the University Senate to confirm the 

members of the Council:  

http://www.su.lt/index.php?option=com_content&view=article&id=14555&Itemid=238&lan 

 

 

 

 

http://su.lt/index.php?option=com_content&view=article&id=13751&Itemid=238&lang
http://www.su.lt/index.php?option=com_content&view=article&id=14555&Itemid=238&lan
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23. Observation of the election process (inside and outside): 

- A pyramid of management is constructed – five deans are rushing to the Council! Candidate analysis 

according to their position revealed that despite a high degree of education they are poorly represented 

in higher academic hierarchy levels and even women scientists in the academic community are pushed 

towards service roles due to rooted stereotypes, unconscious bias and sexist environment. 
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Annex 9 – Pyramid of management at ŠU. 

• V.Butkus Šiauliai University yesterday, today and tommorow:  

 

Annex 10 – Article of V. Butkus. 

• A vast variety of candidates are suggested to the University Council: election to the University 

Council: 

http://www.su.lt/index.php?option=com_content&view=article&id=13569&Itemid=238&lang=lt 

http://www.su.lt/index.php?option=com_content&view=article&id=13569&Itemid=238&lang=lt
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• Democracy is decreased by the Dean epaulettes::http://www.skrastas.lt/?data=2014-04-

03&rub=1065924812&id=1395161945 

• Media comment analysis reveals that the interest groups and their networks, interested in their own 

candidates (under the rug). 

24. Objective publications:  

- V. Šidlauskienė University requires an effective council: http://ignivrg.skrastas.lt/?data=2014-03-

22&rub=1141817778&id=1395315654 

http://www.15min.lt/naujiena/aktualu/nuomones/virginija-sidlauskiene-ar-siauliu-universitetas-tures-

rektore-moteri-18-428343 

Quotation to be demonstrated in the Video: 

... the members of the upcoming council have to have expertise not only in the academic but legal, management, 

prognostic, University development and change planning expertise (management of organisation ability) and 

have flexible corporate experience.. University have been established in middle ages and were managed by the 

Church and Monasteries, that’s why they are characteristic to hierarchy structure. The latter enables men to have 

higher positions and satisfy the needs of powerful men, reflect their lifestyle and expectations. A high management 

positions provide the financial resources to get and spear valuable information, make decisions while managing 

human resources, allocate tasks, encourage loyal and devoted “own” and share the goods. Most often they 

concentrate loyal people around them, employees that are most committed – a circle of trust if created with which 

limited intellectual and material resources are shared. (V. Šidlauskienė). 

 

- The 21st Century Requires New Ways Of Management:  

Quotation to be demonstrated in the Video: 

Characteristics of women management style: sociability, they are good communicators with the community, with local and 

foreign stakeholders; women are susceptible to change their management style, even though they are not a part of the 

management pyramid have lesser access to resources, information and career support. Women management style is more 

democratic and is characteristic of a good mastering of communication skills, however, usually, men colleagues show 

limited professional respect to women (“What more do they want?”), that’s why women leaders often become 

micromanagers.  (V. Šidlauskienė). 

 

25. Public discussion with the candidates to the Šiauliai University Council, that are not part of the ŠU staff 

and students: 

 

http://www.skrastas.lt/?data=2014-04-03&rub=1065924812&id=1395161945
http://www.skrastas.lt/?data=2014-04-03&rub=1065924812&id=1395161945
http://ignivrg.skrastas.lt/?data=2014-03-22&rub=1141817778&id=1395315654
http://ignivrg.skrastas.lt/?data=2014-03-22&rub=1141817778&id=1395315654
http://www.15min.lt/naujiena/aktualu/nuomones/virginija-sidlauskiene-ar-siauliu-universitetas-tures-rektore-moteri-18-428343
http://www.15min.lt/naujiena/aktualu/nuomones/virginija-sidlauskiene-ar-siauliu-universitetas-tures-rektore-moteri-18-428343
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Annex 11 – Public discussion at ŠU. 

Remarks to the candidates from the Lithuanian Council of Higher Education: 

• Have no experience in organisation of higher education, science and study field; 

• Scarce motivation to be a member of the Council seen in the provided documents;  

• Political engagement of the Candidates.  

26. Agreement between TNSF and IMES agreement to support the project candidates. 

      27. Full-scale conference of the Šiauliai University academic community. Two first women were elected to 

the Council: http://www.su.lt/index.php?option=com_content&view=article&Itemid=238&id=13945 

http://www.skrastas.lt/?data=2014-03-25&rub=1065924810&id=1395680970 

http://etaplius.lt/aiskeja-siauliu-universiteto-tarybos-nariai/ (more photos if required from the conference for the 

video) 

28. Media publication preparation about the candidates and their advertising in the University and City community 

media: 

26.  Non-university community candidate to the Council presentation in the Senate. Silvija – our only 

candidate to the Council: 

http://www.su.lt/index.php?option=com_content&view=article&id=14583&Itemid=238&lang=lt 

http://www.su.lt/index.php?option=com_content&view=article&Itemid=238&id=13945
http://www.skrastas.lt/?data=2014-03-25&rub=1065924810&id=1395680970
http://etaplius.lt/aiskeja-siauliu-universiteto-tarybos-nariai/
http://www.su.lt/index.php?option=com_content&view=article&id=14583&Itemid=238&lang=lt


 12 

 

Annex 12 – D. Šaparnienė – current vice-rector for Science and Arts. 

 

Annex 13 – Silvija B. – one of the candidates to the University Council. 

29. The University Council is formed – among the 11 candidates 4 women are elected. VICTORY!  

A 36.3% representation is achieved in the Council! We are above the critical mass (25%) margin and are on 

our way to women and men balance (40%) margin! 

http://www.skrastas.lt/?data=2014-06-07&rub=1065924812&id=1401984116 

http://www.skrastas.lt/?data=2014-06-07&rub=1065924812&id=1401984116
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27. V. Šidlauskienė: The gender identity question has to be analysed: 
 

http://91.216.163.94/naujienos/zmons/35001-profesor-v-idlauskien-lyties-tapatumo-klausim-btina-nagrinti 

 

 

 

 

 

 

http://91.216.163.94/naujienos/zmons/35001-profesor-v-idlauskien-lyties-tapatumo-klausim-btina-nagrinti
http://91.216.163.94/naujienos/zmons/35001-profesor-v-idlauskien-lyties-tapatumo-klausim-btina-nagrinti

