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The STEM sector (science, technology, engineering, and mathematics) demonstrates a considerable gender gap (Catalyst, 2019). Women are not only underrepresented in STEM, they are often paid less, experience frequently more discrimination, and are more often excluded from crucial work processes compared to their male co-workers (Funk & Parker, 2018; Sherbin, 2018). Guaranteeing gender equality at a STEM university is of high importance because products that are generated by STEM institutions, such as artificial intelligence, are restricted in their functionality if developed and operationalized by people who are very similar to each other (West et al., 2019). The underrepresentation of females in men-dominated workplaces received prominent attention in research (e.g. Tsui, 2007; van Veelen et al., 2019). Studies have analyzed the causes for this phenomenon and pointed out that stereotypes and expectations regarding “women’s work” has substantial impact on the fact that fewer females choose a career in STEM (Hill et al., 2010). Additionally, more women than men opt-out during their scientific careers (Carlana, 2019). Overall, the lack of access to women peers, role models, and mentors displays a problem for sustainable gender equality (Madgavkar et al., 2019). 
Recently, calls have been rising that to efficiently address these inequalities disruptive strategies are required for recruitment and retention of women in STEM occupations (Gender Action, 2020). Disruptive policies are defined as “measures that have the potential to produce significant and bold changes in the status quo in the short to medium term” (Gender Action, 2020, p.1.). However, only a very limited number of such disruptive approaches are known. Regarding the existing approaches we lack sufficient understanding of their implementation process as well as their impact. This study, therefore, describes the implementation and evaluation of a disruptive gender equality policy into the recruitment process at a European technical university. To boost the numbers of women academics the university board decided to open academic positions at their institute exclusively for female candidates for a period of six months. They additionally offered women a starting grant and mentorship. 
We will investigate multi-sourced data from a one-year case study to formulate new insights on the intended and the perceived implementation process. Therefore, we contribute a detailed account of a realized disruptive gender equality policy. We will analyze interviews, archival data, and online surveys from multiple stakeholders of the implementation process to describe the preparation, introduction, operationalization, and revision of the policy. Based on our mixed-method research, the theoretical model will present an overview of the diverse stakeholders (i.e. organizational management, implementation agents, new hired employees, rejected candidates, as well as external public and national institutions) involved in the policy implementation process. Furthermore, the model illustrates the interplay of the stakeholders and their interdependence with such a disruptive gender equality policy. In addition, we will show the impact of the disruptive gender equality policy on the female representation within the STEM university. 
Overall, with this study, we aim to contribute to the existent knowledge gap regarding disruptive gender equality policies, their components and impact. We aim to discover new explanations based on our theoretical model that help account for the persistence of gender inequality in STEM. Additionally, we would like to discuss an existing approach with its main learnings and inform other institutions on how disruptive gender equality programs can be implemented within their organizational policies and practices.

References
Carlana, M. (2019). Implicit stereotypes: Evidence from teachers’ gender bias. The Quarterly Journal of Economics, 1163–1224. https://doi.org/10.1093/qje/qjz008.Advance
Funk, C. & Parker, K. (2018, January 9). Women and men in STEM often at odds over workplace equity. Perceived inequities are especially common among women in science, technology, engineering and math jobs who work mostly with men. Pew Research Center. https://www.pewresearch.org/social-trends/wp-content/uploads/sites/3/2018/01/PS_2018.01.09_STEM_FINAL.pdf
Gender Action. (2020, May). Disruptive measures for gender equality in research and innovation. Policy Brief (14). https://www.genderportal.eu/sites/default/files/resource_pool/genderaction_policybriefs_14_disuptive-measures.pdf
Hill, C., Corbett, C., & St Rose, A. (2010). Why so Few? Women in Science, Technology, Engineering, and Mathematics. American Association of University Women. Washington, DC.
Madgavkar, A., Manyika, J., Krishnan, M., Ellingrud, K., Yee, L., Woetzel, J., Chui, M., Hunt, V. & Balakrishnan, S. (June 2019). The Future of Women at Work: Transitions in the Age of Automation. McKinsey Global Institute. https://www.mckinsey.com/~/media/McKinsey/Featured%20Insights/Gender%20Equality/The%20future%20of%20women%20at%20work%20Transitions%20in%20the%20age%20of%20automation/MGI-The-future-of-women-at-work-Report-July-2019.pdf
Sherbin, L. (2018, April 27) 6 things successful women in STEM have in common. Harvard Business Review. https://hbr.org/2018/04/6-things-successful-women-in-stem-have-in-common
Tienari, J., Holgersson, C., Meriläinen, S., & Höök, P. (2009). Gender, management and market discourse: The case of gender quotas in the Swedish and Finnish media. Gender, Work and Organization, 16(4), 501–521. https://doi.org/10.1111/j.1468-0432.2009.00453.x
Tsui, L. (2007). Effective strategies to increase diversity in STEM fields: A review of the research literature. Journal of Negro Education, 76(4), 555–581.
van Veelen, R., Derks, B., & Endedijk, M. D. (2019). Double trouble: How being outnumbered and negatively stereotyped threatens career outcomes of women in STEM. Frontiers in Psychology, 10, 1–18. https://doi.org/10.3389/fpsyg.2019.00150
West, S.M., Whittaker, M. and Crawford, K. (2019). Discriminating Systems: Gender, Race and Power in AI. AI Now Institute. Retrieved from https://ainowinstitute.org/ discriminatingsystems.html.


Autobiographical notes of the authors
Janna Behnke conducts her doctoral study at TU Eindhoven within the Human Management Performance research group at the department of Industrial Engineering and Innovation Sciences. Her research aims to investigate which factors contribute to a successful management of workforce diversity in STEM organizations. Primarily, the focus lays on examining the role of leadership in fostering an inclusive climate in organizations. In this respect Janna Behnke develops, gives and evaluates diversity interventions which focus on the daily processes and interactions of employees among themselves and between themselves and their supervisors. Janna studied Human Resource Studies at the Tilburg University and obtained her master’s degree with cum laude in January 2018. Her master thesis was concerned with gendered wording in entrepreneurial advertisement and how this masculine attributed wording undermines women's interest to apply for jobs in start-ups.

Sonja Rispens is an Assistant Professor at Eindhoven University of Technology (TU/e). Her areas of expertise include organizational culture and behavior, leadership, social and organizational psychology, leadership and teamwork. Sonja Rispens studied Sociology at Groningen University and obtained her PhD in Social and Organizational Psychology from Leiden University with a thesis on interdependencies within workgroups. Before joining TU/e, Sonja worked at Leiden University and the University of Twente. Sonja is a respected author within the academic community, Her work has received several awards and she is a member of the editorial board of Group Dynamics: Theory, Research, & Practice, International Journal of Conflict Management, and Negotiation and Conflict Management Research. Sonja’s experience in conflict management, conflict resolution, and teamwork research forms the foundation of investigating the antecedents and consequences of collaborative processes to build positive, sustainable organizations. Under the header ‘Collaborative Capital’, Sonja is currently studying the changing nature of collaboration due to technological developments on the one hand and complex societal challenges on the other hand. 

Evangelia Demerouti is a Full Professor at Eindhoven University of Technology (TU/e). Her research focuses on the processes enabling performance, including the effects of work characteristics, individual job strategies (including job crafting and decision-making), occupational wellbeing, and work-life balance. Evangelia Demerouti studied psychology at the University of Crete (Greece) and obtained her PhD in Work and Organizational Psychology (cum laude, 1999) from the Carl von Ossietzky Universität Oldenburg (Germany). Having worked as a post-doc researcher at Erasmus University Rotterdam and Radboud University Nijmegen, Demerouti was assistant professor and associate professor at Utrecht University between 2002 and 2009. since 2015 she is Distinguished Visiting Professor at the University of Johannesburg, South Africa. She has published over 200 national and international papers and book chapters, and is associate editor of Journal of Occupational Health Psychology and European Journal of Work and Organizational Psychology.
