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INTRODUCTION

Deggendorf Institute of Technology (DIT) considers it its responsibility to offer all employees, teaching staff and students an environment that 
stands for openness, equal opportunities, acceptance, inclusion, and freedom from discrimination. As DIT has a share of ca. 35% international 
students, it is even more important to establish a culture in which everyone feels included, integrated, and accepted. We see diversity as 
an opportunity and as the future, which is why we want to offer every single person the same opportunities to develop to the best of their 
abilities at DIT. This also includes breaking down existing barriers, exclusion mechanisms and discrimination, effectively.
Our family-friendly university community stands for equal opportunities regardless of gender, sexual orientation, origin, and religion. We 
promote cultural diversity, as weil as the physical and mental health of our students and employees. Therefore, we commit ourselves and all 
members to a respectful and sensitive interaction with each other.

This gender equality plan is a work in progress as, while we are making steady progress (see below), there is still a lot to do in our society 
and institutions to achieve true gender equality; thus, our work will not stop with the publi cation of this plan. With the support of DIT 
management, we are promoting the equality of everybody working, studying, teaching and researching at DIT, regardless of their gender 
identity. In no particular order, we focus on the increase of the proportion of women in all academic and research roles and academic career 
levels, the increase of gender competence at the university, the promotion of the compatibility of career/studies with raising a family or other 
care commitments, as weil as the expansion and safeguarding of structural equality standards. lt is especially important to us that equality 
is not just seen as a trend, but as a lifestyle.

In order to establish this in our university community, our university management feels responsible for actively ex emplifying it and thus 
serving as a good role model. This commitment is also evident in the financial support provided to establish antidiscrimination and sexual 
harassment officers at the DIT, to ensure the necessary support is available for anybody who may have been harassed, feels threatened or 
discriminated. Further support has been provided to employ a diversity trainer, who delivers diversity workshops, tailored to the demands of 
faculties, departments, or integrated teaching sessions.

DITs efforts to recruit more women to professorial roles has stagnated over the past couple of years (Table 1 & 2). Setting these numbers in 
context, and despite a gradual increase in the proportion of female professors, DIT is still scoring weil below the percentages in Germany (26,3 
in 2020) and Bavaria (22,4 in 2020). This is recognized by DIT and the management team, who are leading a progressive and modern university 
in a region known for its focus and pride in traditions and, to a certain extent, conservativism. DIT prides itself on its internationalism and 
diverse body of students and staff, and has written values of democracy, respect and equality into its mission statement: „We are committed 
to uphold our democratic, flexible and dynamic culture. Our shared values are acceptance, mutual re spect, tolerance and openness. We 
promote and champion cultural diversity and equality regardless of gender, na tionality, rank and religion. We stand for cultural diversity and 
the physical, mental and social wellbeing of our staff and students.“

As such, DIT/THD is committed to pursue equality. This report will outline the current activities and interventions, as weil as the plans for the 
future, in order to achieve not just gender, but ultimately intersectional equality

Newly employed professors per year, over the past four years:

Jahr Professiorial positions filled Professiorial positions offered  
to women

Professiorial positions offered  
to women in %

2018 14 5 35,71 %

2019 14 3 21,43 %

2020 8 1 12,5 %

2021 16 2 12,5 %

Number of warnen employed in academic positions over the past 4 years:

End of 2018 End of 2019 End of 2020 End of 2021

Total Identif. as 
female

Total Identif. as 
female

Total Identif. as 
female

Total Identif. as 
female

Academic Staff  
(excl. Professors)

125 48 (38,4 %) 155 65 (41,9 %) 175 70 (40 %) 213 48 (35,2 %)

Professors 144 17 (11,8 %) 154 19 (12,3 %) 159 20 (12,6 %) 172 48 (12,8 %)

Apart from academic positions, DIT is also working towards increasing the proportion of warnen in various manage- rial committees and 
boards and have recently appointed a female head of administration (Kanzlerin).

Measures concerning the recruitment of new statt
We are working towards a recruitment process, whereby at the stage of shortlisting, an anonymised list is used which does not show 
information on gender, age, ethnicity, nationality, etc.
Job titles and descriptions in advertisements tend to be written in a gender-inclusive language, and DIT is continu ously working on improving 
the language used on their websites and documentation.
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Project: ProForTHD 
In order to also increase the number of warnen in professorial and research roles, a new and innovative project, ProForTHD, has been 
started in 2021.

ProForTHD aims at recruiting and developing research-focused professorial staff. The project is funded by the federal ministry of education 
and research together with the Bavarian ministry of research and art (2021-2027). lt helps to establish an employer brand for our university 
to increase attractiveness for research-focused, highly qualified ex perts, and to test innovative strategies for recruitment of staff at 
professorial level. One of the central aims of Pro ForTHD is to decisively increase the proportion of female applicants for research and 
professorial positions, by ex plicitly targeting female researchers. Additionally, we would like to attract international researchers.

In order to meet our ambitious objectives, supportive structures will be created, especially for newly appointed professors, that will facilitate 
their start at DIT and will allow them to establish a good work life balance. Part of the measures to facilitate a good work-life-balance is the 
opportunity to use, and the support provided with online teaching, and to allow research-focused professors a reduced teaching load; this 
will allow them to commence re search activities early in their career. Part of this project is also a review and elimination of potential gender 
biases in the process of application and appointment procedures (Berufungsverfahren).

Measures to facilitate a good work-life-balance
Generally, all staff working under flexitime conditions, allowing them to a degree, to adapt their working hours to their commitments outside 
work. Of course, professorial staff generally have more freedom in the organisation of their working time, as they are not bound to specific 
times or working days.

DIT also provides several support services for their staff, including flexible contractual arrangements if care commit ments need to be taken 
up, the opportunity to take part in continuous professional development programmes, as well as institutional exercise and sport programmes. 
A special department, ‚Family Affairs‘ is providing further ser vices that support staff with any family or child care commitments, including an 
on-site nursery for pre-school chil dren.

1. General Steps to pursue Equality at DIT

a) Raising awareness
Statistics show repeatedly that gender equality has not yet been achieved in Germany (or any other western industrial nation), however, 
the perception of a large proportion of society is that we are living in a society of equity and equality and that, therefore, feminism and the 
pursuit of equality is not necessary anymore. This postfeminist stance is partly down to the existing laws and regulations, including the 
constitutional rights that have been put in place to give every person equal rights and opportunities, which make it appear that everything 
necessary has been done. lnequality, however, is also engrained in the dynamic power relations of a society, and due to it having been 
normalised over decades and centuries, at times difficult to identify/recognize/per ceive. Thus, one of the prime tasks of an organisation in 
its fight against equality is raising awareness of these (normalised) inequalities, the processes and power relations that reproduce them and 
keep them in place, and what everyone of us can do to make a change.

With this in mind, DIT has put in place several measures to raise awareness of inequality, the importance of diversity:
•	 Diversity Workshops: We are offering diversity workshops in which participants can reflect their own experiences and get insights into 

the basic concepts of diversity. The objective of the workshops is to develop good working environments, filled with respect for, and appre 
ciation of each other. We offer the workshops in regular intervals for individuals to sign up to them, as weil as for teaching staff to integrate 
into their modules, or departments and aca demic faculties to offer to their staff (see below). The provision and publication of these work 
shops will not only raise awareness amongst staff, generally, but will also ensure that the issues of gender and intersectional equality are 
integrated into teaching and research. Not all teaching staff and research project leads are sufficiently confident in teaching or instructing 
on these issues, but can draw on the services provided by these workshops and integrate them into their modules. The workshops will be 
tailored to the audience and the needs ofthe respective department, and can just offer a general introduction to diversity, or a particular 
focus on gender. These workshops can be offered in German or English.

 
•	 ilearn (Moodle) Course - „Diversity - not just gender“: As of 2021, we have developed and launched a special ilearn-Course entitled 

„Diversity - not just gender“. The course has been especially designed for everyone in the DIT community, who is interested in the topics 
of diversity & gender. The content explores a variety of current aspects, such as economics, discrimination, intersectuality, etc. We also 
publish details on interesting events, funding agencies, podcasts, etc. available, providing further access to information of interest. In 
irreg ular intervals, we send out information on events, new publications, etc. which anybody signed onto the course will receive. As we 
see ourselves as part of the wider community in Lower Bavaria, this course is also accessible to guests from outside of DIT.

b) The importance of language
The German language is highly gendered and there is ample evidence that the ‚generic masculine‘, still used as the official language format 
in legal texts and widely used in official, business and day-to-day communication, contributes to the gender inequality, in existence in 
Germany. There is also a level of insecurity noticeable as to how to write and speak in a gender-sensitive manner, so often this is not avoided 
out of lack of awareness but also due to a lack of confidence. To increase the level of awareness of the importance of language, as weil as 
reduce insecurities in relation to gender-sensitive language, DIT has published guidelines for gender-sensitive language, which are available 
to everybody via the DIT-website, as weil as the ilearn-course mentioned above. The recommendations laid out in these guidelines are to be 
considered as recommendations, so nobody is obliged to heed them or - in case of students - will get marked down or otherwise penalised for 
sticking with the ‚generic masculine‘ format.

www.th-deg.de/Studieninte ressierte/Beratung/genderleitfaden_thd.pdf

In addition to the gendered language guidelines, we also invite experts on gender and language to speak to the DIT community, 
at irregular intervals.
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c) Taking sexual harassment and violence seriously
DIT is taking the issue of sexual harassment and violence seriously, and has published guidelines to this effect in 2019 (see Appendix 1 & 2).

These guidelines are under constant review, however, and will be replaced in the near future. DIT is planning to establish an officer for sexual 
harassment and violence, as weil as an officer for antidiscrimination, ahead of the new Bavarian Higher Education Law, which demands the 
installation of these officers, but is still in draft format. This will improve the services to students and staff, who fall victims to discrimination 
or sexual harassment/vi olence and will also raise awareness of these issues, which frequently remain hidden, thus making it easier for 
potential perpetrators.

In addition to these guidelines, faculty women‘s representatives have the opportunity to attend a workshop helping them to manage and 
deal with sexual harassment, discrimination and violence in higher education.
 
d) Integration of gender issues in teaching
At a technical university of applied sciences, most of the teaching staff are not immediately experts in social scientific and gender issues. 
Many are very aware of gender equality and will live it at home and at work, but many others will not feel confident to integrate these topics 
in their teaching. As such, we are offering tailor made diversity workshops to teaching staff who want to include it in their teaching schedule. 
These workshops are also available to faculty meetings, in order to raise awareness and confidence in their teaching staff.
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VORBEUGUNG
SEXUELLER BELÄSTIGUNG UND STALKING
EIN PRAKTISCHER LEITFADEN
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VORWORT

Die Technische Hochschule Deggendorf legt Wert darauf, dass die persönliche Integrität und Würde aller ihrer Mitglieder respektiert wird. 
Jede Person, die hier studiert oder arbeitet, hat das Recht, dies ohne Einschüchterung, Diskriminierung und sexuelle Belästigung oder Stalking 
zu tun.

Sexuelle Belästigung und Stalking haben.unterschiedliche Gesichter wie z.B. fortwahrendes Anstarren, anzügliche Bemerkungen, ,,zufällige“ 
Berührungen, überraschende, unerwünschte Geschenke und Briefe etc. Diese können durch Macht- und Abhängigkeitsverhältnisse 
begünstigt werden. Die Vorkommnisse sind gesellschaftliche Realität und kommen in allen gesellschaftlichen Bereichen und Organisationen 
vor - so auch an Hochschulen.

Die Technische Hochschule Deggendorf stellt sich solchen Verhaltensweisen jedoch offensiv entgegen. Mit aller Deutlichkeit sei darauf 
hingewiesen, dass sexuelle Belästigung und Stalking verboten sind. Wichtig ist uns, der belästigenden Person klar aufzuzeigen, dass ihre 
Handlungen an der Technischen Hochschule Deggendorf nicht toleriert werden und ernst zu nehmende Konsequenzen haben.
Indem sexuelle Belästigung und Stalking benannt werden, werden sie sichtbar. Bereits dieses Sichtbar-Machen kann entsprechenden 
Handlungen entgegenwirken. Ziel des Handlungsleitfadens „Gegen sexuelle Belästigung und Stalking“ ist es, betroffenen Personen konkrete 
Hilfe zu bieten und allen Hochschulangehörigen ein Konzept an die Hand zu geben, mit dem sie bei Kenntnis von sexueller Belästigung oder 
Stalking einschreiten und damit ihrer Fürsorgepflicht nachkommen können.

Wir wollen Ihnen durch diesen Leitfaden einen überblick darüber geben, wo sexuelle Belästigung und Stalking beginnen und wie sie definiert 
werden. Außerdem werden Anlaufstellen·und Handlungsstrategien aufgezeigt und Beschwerdewege beschrieben.
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SEXUELLE BELÄSTIGUNG

Sexuelle Belästigung beginnt dort, wo verbal oder tätlich, -wie beispielweise auch unten aufgeführt- persönliche Grenzen ohne Erlaubnis 
durch ein unerwünschtes, sexuell bestimmtes Verhalten überschritten werden.

Das geltende Allgemeine Gleichbehandlungsgesetz (AGG) definiert in § 3 Abs. 4 sexuelle Belästigung als eine Benachteiligung, bei der 
„ein unerwünschtes, sexuell bestimmtes Verhalten, wozu auch unerwünschte sexuelle Handlungen und Aufforderungen zu diesen, 
sexuell bestimmte körperliche Berührungen, Bemerkungen sexuellen Inhalts sowie unerwünschtes Zeigen und sichtbares Anbringen von 
pornographischen Darstellungen gehören, bezweckt oder bewirkt, dass die Wurde der betreffenden Person verletzt wird, insbesondere, 
wenn ein von Einschüchterungen, Anfeindungen, Erniedrigungen, Entwürdigungen oder Beleidigungen gekennzeichnetes Umfeld geschaffen 
wird“.

Beispiele für sexuelle Belästigungen sind:
•	 unerwünschtes Berühren und Betätscheln
•	 unerwünschte körperliche Nahe
•	 anzügliche und ehrverletzende Bemerkungen
•	 obszöne Witze, Gesten und Spruche, die demütigend wirken
•	 aufdringliche sexuelle Angebote
•	 das Aufhängen und Herumzeigen von Fotos oder Zeichnungen mit wenig oder gar nicht bekleideten Personen oder sexuellem Inhalt
•	 Aufforderungen zu sexuellen Gefälligkeiten oder Handlungen

STALKING

Den Begriff Stalking gibt es in dieser Form nicht in der deutschen Rechtssprache, stattdessen wird der Begriff Nachstellung benutzt. Stalking 
bedeutet im englischen Anpirschen, Anschleichen oder Belauern. In diesem Sinne wird das Opfer gegen seinen Willen auf wiederholte, 
unzumutbare Art und Weise beobachtet, verfolgt oder penetrant belästigt.

Beispiele für Stalking sind:
•	 unerwünschte Telefonanrufe
•	 das Hinterlassen von Mitteilungen belästigender Art über das Internet, per E-Mail, Mobiltelefon oder auf dem Anrufbeantworter
•	 Überwachung oder Beobachtung einer bestimmten Person
•	 unerwünschtes Aufnehmen von Bildmaterial (Foto, Video, Handy)
•	 demonstrative Anwesenheit (Auflauern) im Hörsaal, im Seminarraum, am Arbeitsplatz oder an anderen Orten an der Hochschule
•	 Verfolgung, Annäherung, Kontaktversuche
•	 unerwünschte Geschenke oder Bestellung von Warensendungen
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Opfer sexueller Belästigung und Stalking sollten unbedingt Rat und Unterstützung bei Personen ihres Vertrauens suchen oder sich an die 
entsprechenden Ansprechpersonen (Erstanlaufstellen) der Hochschule bzw. externe Beratungsstellen wenden.

1. Unmittelbar zur Wehr setzen

Ein erster aktiver Schritt ist schon, durch klare Worte eine Grenze zu ziehen. Die betroffene Person macht damit deutlich, 
dass das ihm bzw. ihr entgegengebrachte Verhalten unerwünscht ist und nicht geduldet wird.

Beispiele der direkten Abwehr:
•	 ,,Nein, das will ich nicht! „
•	 ,,Lassen Sie das! „
•	 ,,Fassen Sie mich nicht an! „
•	 ,,Stopp!“

Es ist sinnvoll, der nachstellenden oder der belästigenden Person unter Zeugen oder per Einschreiben klarzumachen, 
dass kein Kontakt gewünscht ist.

Der Vorfall sollte auf jeden Fall direkt nach der Tat schriftlich dokumentiert werden:
•	 Datum, Uhrzeit, Ort
•	 Name der belästigenden Person
•	 Fakten zum Tathergang
•	 Namen von möglichen Zeuginnen und Zeugen
•	 Beweise sicherstellen (bspw. Briefe oder E-Mails aufbewahren)

2. Gespräch mit einem:einer offiziellen Ansprechpartner:in der Technischen Hochschule Deggendorf suchen

Es ist sinnvoll, ein vertrauliches Gespräch mit einem/einer offiziellen Ansprechpartner/in der Technischen Hochschule Deggendorf zu suchen. 
An der Hochschule Deggendorf sind dies:
•	 Die Psychosoziale Beratung (in Deggendorf und Pfarrkirchen, siehe unten)
•	 Psychosoziale Beratung des Studentenwerks
•	 die/der Gleichstellungsbeauftragte für Beschäftigte im nichtwissenschaftlichen Bereich die Hochschulleitung 
•	 (Vizekanzler:in, Kanzler:in, Präsident:in)
•	 der Personalrat

Nach Schilderung des Vorfalls werden die weiteren Vorgehensmöglichkeiten besprochen.

Vertraulichkeit ist das oberste Prinzip. Ohne Rücksprache mit den betroffenen Personen und ohne ihre Zustimmung werden keine 
Vorgehensweisen beschlossen und durchgeführt.

3. Vorgehensmöglichkeiten außerhalb der Technischen Hochschule Deggendorf

Aufsuchen von externen Beratungsstellen (s. Seite 10)

LEITLINIEN FÜR BETROFFENE
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ERSTANLAUFSTELLEN DER THD
IN DEGGENDORF

Psychosoziale Beratung der THD
Tel: +49 991 3615-8226
E-Mail: psy-beratung@th-deg.de

Die Gleichstellungsbeauftragte der
Technischen Hochschule Deggendorf
(für Beschäftigte im nicht-wissenschaftlichen Dienst) 
Tel: +49 991 3615-749
E-Mail: ramona.hilmer@th-deg.de

Studentenwerk
(Psychosoziale Beratung)
E-Mail: psycho-beratung@stwm.de

EXTERNE BERATUNGSSTELLEN
IN DEGGENDORF

Frauennotruf Deggendorf e.V. 
Östlicher Stadtgraben 35
94469 Deggendorf 
Tel: +49 991 382460
E-Mail: info@frauennotruf-deggendorf.de

Landratsamt Deggendorf Gleichstellungsstelle
Herrenstraße 18 
94469 Deggendorf 
Tel: +49 991 3100-0
E-Mail: Gleichstellungsstelle@lra-deg.bayern.de

Weißer Ring Deggendorf
Außenstellenleitung: Wilhelm Völkl 
Tel: +49 991 9959840
E-Mail: wima-voelkl@t-online.de
www.deggendorf-bayern-sued.weisser-ring.de
 
Polizeiinspektion Deggendorf
Hans-Krämer-Str. 65
94469 Deggendorf
Tel: +49 991 3896-0

KONTAKTE AUSSERHALB 
DEGGENDORFS UND 
PFARRKIRCHEN
Zuständige Polizeiinspektion vor Ort

Hilfe Telefon „Gewalt gegen Frauen“ 
Bundesweit und kostenlos unter:
0800 116016

IN PFARRKIRCHEN

Beraterin für Psychosoziale Verweisberatung der THD
Tel: +49 991/3615-8826
E-Mail: stucos-ecri@th-deg.de

IN PFARRKIRCHEN

Weißer Ring Rottal-Inn
Außenstellenleitung: Günther Wagner
Tel: +49 151 55164647
E-Mail: WR_Wagner@web.de
www.rottaI-inn-bayern-sued.weisser-ring.de

Kreis-Caritasverband Rottal-Inn e.V.
Streetwork Pfarrkirchen 
Pflegestraße 15
84347 Pfarrkirchen
Tel: +49 151 12188825
streetwork@caritas-rottal-inn.de
Beratung durch Chat verfügbar und bis zum Alter von 27 Jahren

Kath. Jugendfürsorge Regensburg Beratungsstelle 
für Kinder, Jugendliche und Eltern, Rottal-Inn
Landshuterstraße 34
84307 Eggenfelden (Es gibt eine Außenstelle in Pfarrkirchen)
Tel: +49 8721 125330 
E-Mail: info@beratungsstelle-eggenfelden.de  
Beratung durch Chat verfügbar und bis zum Alter von 27 Jahren

Polizeiinspektion Pfarrkirchen
Arnstorferstr. 4
84347 Pfarrkirchen
Tel: +49 8561 9604-0


