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Foreword

Dear reader,
The current version of our gender equality and nondiscrimination plan, Equal Turku UAS, is valid during
2021–2022. The cornerstones of the plan are the
requirements set by our two national laws, namely the
Non-discrimination Act (1325/2014) and the Act on
Equality between Women and Men (609/1986).
As described in the introduction of Equal Turku UAS (page
1), we legally obliged both as an employer and as a
higher education institution to plan and promote gender
equality and non-discrimination in our operations. It is,
however, strongly in line with our strategy and values to
do our best to create a diverse work and study community
in which everyone feels safe, equal and with equal
opportunities.

the validity period of our next gender equality and nondiscrimination plan to develop our community in the
desired direction.

For the measures planned for the current validity
period focus widely on non-discrimination issues, we
have recognized that language may form harmful
barriers in everyday communications for those who
are not able to participate in Finnish, which is why we
emphasize the need for multilingual communications
to support inclusion and facilitate increasing valuable
diversity within our community. In terms of gender, we
aim to dismantle the gender binary within the written
communications in our community by, for instance,
replacing gender specific titles and expressions with
gender neutral equivalents, and in English, avoiding the
unnecessary dichotomy between he and she.

The survey also considers some aspects of gender
balance and gender equality. Despite Finland’s lengthy
history in gender equality – with being the first nation
in the world to grant full female suffrage combined
with the right to stand for election in 1906 – we are
aware that this is an area that is never quite complete.
Therefore, for our next gender equality and nondiscrimination plan, we shall review our gender equality
planning and monitoring processes, and improve our
related capacity building and awareness raising practices
so that the entire community of Turku UAS will be
engaged in the topics covered by the Equal Turku UAS
plan.

Also, we identified the need for carrying out a
comprehensive survey on our actual state regarding
equal opportunities and how well our current nondiscrimination policies work. This survey shall provide
useful data, based on which we can see exactly what kind
of measures and activities are needed during

13 December 2021
Vesa Taatila
Rector and President, Turku University of Applied
Sciences
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Introduction

Our community at Turku UAS includes a variety of
individuals and we consider this diversity valuable. Every
human being shall be equal regardless of gender, age,
physical qualities, ethnic or national origin, citizenship,
language, religion, conviction, opinion, injury, sexuality
or other personal characteristics. All students and
employees shall experience that they receive equal
opportunities and are treated in a non-discriminating
manner.
It is a shared mission for the entire Turku UAS community
to promote equality and non-discrimination. This requires
a positive attitude and willingness to improve the
internal interaction within our community. What we need
is honest, open dialogue and hands-on development.
The equality and non-discrimination plan of Turku UAS
is based on the Non-discrimination Act (1325/2014) and
the Act on Equality between Women and Men (609/1986)
that require educational institutions as well as those
companies that employ over 30 persons to draft plans for
how to advance equality and non-discrimination. Below,
we demonstrate the legal obligations on which this plan
is based.		

EQUALITY ACT

STAFF

EDUCATION
AND
STUDENTS

NON-DISCRIMINATION
ACT

Promoting
equality among staff (6 §),
employer’s
equality plan

Promoting
non-discrimination among
staff (7 §),
employer’s
non-discrimination plan

Promoting equality in
education (5 §), HEI’s
equality plan

Promoting
non-discrimination in
education (6 §), HEI’s
non-discrimination plan

Figure 1. The Finnish legislation obliges employers to draft an equality
plan and a non-discrimination plan and, correspondingly, educational
institutions to draft an equality plan and a non-discrimination plan.

In the Equal Turku UAS 2021–2022 plan, we describe
the measures with which we aim to ensure equal, nondiscriminating ways of action, study environments
and work environments. We define a follow-up path
for each measure so that we can make sure that their
implementation proceeds as intended.
What must be noted is that we will focus on aspects of
non-discrimination as meant by the Non-discrimination
Act and on assessing our actual equality and nondiscrimination situation according to how the concepts
are meant in legislation. In everyday language, the term
“discrimination” is often referred to when, e.g., discussing
employees’ experience of unfair treatment based on, for
instance, the faculty or unit in which they work. These
topics will however primarily be excluded from the scope
of this plan.
The progress of the agreed measures will primarily
be monitored by the Occupational Health and Safety
Committee at Turku UAS so that the committee
checks, based on a report by the HR Services, how the
implementation is proceeding. In addition, after the
Occupational Health and Safety Committee’s handling,
HR Services will present a review on the progress to
the Executive Board of Turku UAS. The progress of the
measures concerning studying and students will be
handled according to corresponding schedule in the
meetings arranged between Student Union at Turku UAS
TUO and the management of Turku UAS.
NOTE!
In this English version, the section presenting an
evaluation of the implementation and results of the
measures recorded in the previous plan is absent due to
lack of past translations.
Should you have any questions regarding past measures
and their status, please turn to HR Specialist Mirva
Virtanen (mirva.virtanen@turkuamk.fi).
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1. Promoting equality and
non-discrimination among
Turku UAS staff

In addition to acting in compliance with law, we have
other good reasons to aim at non-discriminating practices
and procedures that promote equal opportunities:
•
Experience of equality and non-discrimination
improves workplace well-being and thus advances
productivity.
•
A workplace culture following equality and nondiscrimination principles is good for employer image.

•

In this section, we consider the equality and nondiscrimination situation in our organization in 2020,
present an up-to-date pay survey in accordance with the
Act on Equality between Women and Men (609/1986) and
describe the measures with which we promote equality
and non-discrimination among our staff in future.

•

1.1 Equality and non-discrimination
situation among staff in 2020

Our staff members’ experiences regarding fair and
equal treatment are mapped through our annual staff
survey, based on which faculties and units plan their
development measures to support workplace well-being
and a functional working community.
In December 2020, 61.5% of our 654 permanent
employees were female and 38.5% male. The number of
fixed-term employees was 212 and 51.9% of them were
female and 48.1% male. Out of Turku UAS staff, the share
of women was 59.1% and that of men was 40.9%
in December 2020.
The aspects of non-discrimination and equality are
numerous. In the following, we will discuss the most
relevant ones in terms of our activities.
Equal and discrimination-free recruitment
•
Turku UAS HR Services developed the general
instructions for recruitment and induction in 2020.

•

•

Both processes will be continuously developed
further so that the focus lies on locating the
intended competence, development of employer
image and ensuring equal, non-discriminating
treatment.
Our objective is to ensure the equality of our
recruitment process and offer all new employees
equal opportunities to get to know the Turku UAS
operations and sources of information.
We will separately discuss the concept of affirmative
action so that we can ensure that actual equality
and non-discrimination is realized in recruitment.
We will separately discuss the prerequisites of
utilizing anonymous recruitment.

Equality and non-discrimination in salaries
•
Turku UAS wishes to actively promote an equal
salary system. We aim to influence related equality
and non-discrimination issues, such as pay
differences between different fields or between
men and women, as far as collective bargaining
agreements allow. Please see a detailed pay survey
with comments in 1.1.1.
Work and family balance
•
We have drafted instructions for supervisor for how
to best support their employees in different career
phases and life situations. The instructions list the
means through which we can support our staff in
the most appropriate ways, considering the different
types of challenges brought by different life
situations, whether the situation involves studying,
children or forthcoming retirement.
•
Combining work and family life is supported by
flexible working hours, the opportunity to work
remotely and a positive attitude towards partial
leaves of absence.
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Non-discrimination related to ethnic origin, nationality
and language
•
We have identified the need to work on our
communications aimed at non-Finnish staff members
so that everyone will receive all relevant information
and services.
•
Simultaneously with advancing our communications
arranged in English, we shall make sure through
staff training that the Finnish skills of our nonFinnish staff members improves and that the level
of English of our Finnish staff members is sufficient.
This way we prevent language-based division into
different groups and promote equal opportunities.
Accessibility
•
Our work and other environments are designed
in accordance with currently valid accessibility
legislation. Focusing our operation in the Kupittaa
area has decreased the number of our locations
and helps this way offer more uniform, accessible
premises to a larger number of staff and students.
•
Our website and graphic instructions have also
been updated to meet the requirements of the new
EU’s Web Accessibility Directive.
Interfering with and prevention of sexual or genderbased harassment
•
Turku UAS has an electronic safety deviation
notification form. We encourage to use this form to
also report potential bullying, sexual harassment,
discrimination and inappropriate treatment. The
notifications are processed confidentially and
according to the equality principle.
•
The total number of notifications has increased
since the form was launched. However, the reason
is not simply the increased number of incidents to
be reported. Instead, the underlying reasons are
firstly the increased awareness of the form and its
utilization opportunities and, secondly, the increased
number of information security attacks targeted at
organizations.
•
The Security Manager annually presents the
incidents reported through the form, categorized by
thematic topic, to Turku UAS Executive Board and
Occupational Health and Safety Committee as well
as by separate decision to Turku UAS Board.

In December 2020,
59.1% of
Turku UAS employees
were female
and 40.9% were male.

Equality from the viewpoint of gender diversity
•
We have recognized the significance of breaking the
gender binary. We aim to talk to our staff without
pre-assumptions about their gender. In addition,
for instance the HR Services shall update in their
material the Finnish word “esimies” into a gender
neutral form “esihenkilö”. We aim at avoiding using
and creating gender-specific terminology.
•
For gender diversity and GDPR reasons, it is
advisable to avoid asking the respondent’s gender in
questionnaires and forms whenever the information
is not particularly required for e.g. compiling
statutory statistics. In case the gender information
is required, we aim to include option “other” unless
male/female categories are specifically required for
e.g. compiling statutory statistics.
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In addition to our annual staff survey and the above
listed aspects regarding our current equality and nondiscrimination situation, in future it is also necessary
to conduct a survey on the actual non-discrimination
situation within our work community. This survey shall
extend to cover all the individual factors based on which
discrimination is prohibited by the Non-discrimination
Act.
According to Section 7 of the Non-discrimination Act
(1325/2014), “The employer must assess the realisation
of equality in the workplace and, taking into account the
needs of the workplace, develop the working conditions
as well as the methods complied with in the selection
of personnel and in making decisions concerning the
personnel”. These measures shall be effective, expedient
and proportionate, taking into account the operating
environment, resources and other circumstances.”
The law drafting material (HE 19/2014) for the Nondiscrimination also states the same and, in addition, that
as a rule, the assessment should cover all prohibited
discrimination factors. This viewpoint was also brought
up by The Regional State Administrative Agency for
Southwestern Finland in their review report
(from 7 May 2020).

1.1.1 Pay survey based on 1 October
2020 data
The pay survey of Turku UAS staff members based on
the data from 1 Oct 2020 is available in Table 1 on page
9. All salary components and increments based on years
are included in the figures. In terms of the availability
supplement, the salaries of teaching staff are presented
both with the availability supplement included and
without the effect of the availability supplement.

The groups that include only a small number of people or
a significantly small number of representatives of either
gender are excluded from the pay survey.
Observations on the pay survey:
•
Differences in teaching staff salaries can be
explained by the availability supplement that affects
the field of engineering in accordance with the
collective bargaining agreement. The field is notably
male dominated. The collective agreement does
not order availability supplement for teaching staff
working in, for instance, the field of health care.
Paying the availability supplement is not a decision
made by the employer as our universally binding
collective bargaining agreement is imperative.
•
Based on the 1 Oct 2020 data, 118 employees
received engineering availability supplement.
Out of these 118 employees, 85 were male and
33 female.
•
The salary of teaching staff with the increment
based on years is defined according to the pay scales
in the collective bargaining agreement.
•
Among the non-teaching staff, salary group HAB
covers a range of different kinds of roles in which
the title may be the same (e.g. Specialist) but the
level of demand varies notably and thus the salary
also varies.
•
The background data for the figures presented
in the pay survey has been investigated, with no
unfounded salary differences as meant by the
Equality Act identified between men and women.
•
People have given feedback that the career path
model for AVAINTES should be more clear and
further developed. More consideration is also
expected in defining salaries based on roles. The
career path model will next be reviewed in 2022.
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MEN

WOMEN

SALARY

SALARY

DIFFERENCE

SALARY

SALARY

(NUMBER)

(NUMBER)

MEN,

WOMEN,

MEN /

MEN,

WOMEN,

MEN /

AVG

AVG

WOMEN

MEDIAN

MEDIAN

WOMEN

6 080.77

5 823.30

-257.47

5 801.27

5 989.29

188.02

6 265.84

5 619.64

-646.20

6 608.48

5 604.15

-1 004.33

5551.91

5480.96

-70.95

5604.15

5604.15

-

5 186.30

4 830.44

-355.86

4 931.59

4 883.14

-48.45

4718.31

4707.31

-13.99

4883.14

4883.14

-

4 713.31

4 318.43

-394.88

4 630.77

4 221.27

-409.50

4543.69

4276.21

-267.48

4591.57

4221.27

-370.30

DIRECTORS

3

1

DEANS

2

1

MIDDLE

9

16

TOTAL

14

18

PRINCIPAL

35

29

DIFFERENCE

MANAGEMENT*

LECTURERS**
PRINCIPAL
LECTURERS***
SENIOR

105

185

LECTURERS**
SENIOR
LECTURERS ***
LECTURERS

15

41

(MAIN OCC.)**
LECTURERS
(MAIN OCC.)***
LABORATORY

11

1

TOTAL

166

256

HAA

3

5

HAB

62

130

3 302.85

3 217.28

-85.57

3 338.82

3 190.64

-148.18

HAC

19

9

2 889.45

2 936.48

47.03

2 553.32

2 548.94

-4,38

OTHER SALARY

25

40

2 654.90

2 600.26

-54.64

2 557.70

2 548.94

-8.76

10

6

119

190

ENGINEERS

GROUPS
OTHERS OUTSIDE SALARY
GROUPS
TOTAL

* Heads of Education and Research & Heads in Corporate Services
*** without availability supplement

** availability supplement included

Table 1. Pay survey of different employee groups: salary averages calculated from middle management contractual salaries and monthly salaries of
teaching and non-teaching staff. The table presents the salaries of teaching staff both with and without the availability supplement.
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1.2 Upcoming measures to promote
non-discrimination among staff

During the period of validity of the Equal Turku UAS
2021–2022 plan, the following measures will be made to
promote non-discrimination among our staff:

1. In 2021, HR Services shall conduct an extensive survey
of the non-discrimination situation that will cover all the
prohibited reasons for discrimination as meant by the
Non-discrimination Act (1325/2014).

2. Active attention shall be paid to the communications
and services aimed at non-Finnish staff.
•
Communications Services shall instruct and remind
content producers to also produce in English all
relevant contents and Messi news, instructions
and content pages that affect the entire staff.
The contents do not need to be identical. The
minimum requirement is to guide the reader to a
person/function who/that is able to provide more
information in English.
•
Also HR Services shall participate in promoting
multilingual communications e.g. through
emphasizing the issue in the general induction to
Turku UAS practices available to new employees.
•
The goal of the Messi reconstruction project is to
create an intranet that also technically supports
multilingual communications. Messi 2.0 will be
deployed in 2021, coordinated by Communications
Services.
•
HR Services shall map the number and experiences
of non-Finnish speaking staff members who carry
out their daily work in English.

•

In Salo, occupational health care producer is
Mehiläinen while in Turku it is Turku Centre for
Occupational Health. Due to different service
providers, the experiences regarding occupational
health care of our Turku and Salo employees differ
from one another. HR Services shall tender out the
occupational health care services in 2021.

4. HR Services shall pay attention to the results of the
remote work risk assessment survey.
•
In autumn 2020, HR Services carried out a remote
work risk assessment survey as part of the statutory
occupational health and safety activities at Turku
UAS. HR Services and the Equal Turku UAS working
group shall review whether the results require
taking action to ensure more equal treatment for
employees as well as to ensure that the remote work
risk assessment survey will be carried out again
regularly when necessary.

5. HR Services shall make sure that the instructions
available in Messi and other channels for reporting
harassment incidents and for processing safety deviation
notification form are up-to-date and in line with one
another.
•
At the same time, we will check whether it is
possible to acquire numeric data on annual level on
those notifications submitted through the form that
are related to the topics concerning this plan.

3. Attention shall be paid to inequality between
campuses.
•
CampusSport services are not available in Salo. To
compensate this, HR Services shall provide double
ePassi balance to those employees whose location
has been recorded as Salo IoT Campus in their
employment contracts.

6

1.3 Upcoming measures to promote
equality among staff

During the period of validity of the Equal Turku UAS
2021–2022 plan, the following measures will be made to
promote equality among our staff:

1. Linguistic choices bear language political, employer
image related and ideological significance. Seemingly
small details contribute to building an entire worldview
as well as guide the thinking of readers and listeners.
This is why we shape our organization’s internal language
towards a more gender neutral one for example through
the following means.
•
We shall replace esimies with esihenkilö in our
internal material.
•
We shall avoid creating new gendered terminology.
•
In our communications and content production
carried out in English, we aim to permanently break
the linguistic gender binary (he/she). One way to do
this is to speak in plural.

2. HR Services shall review if assessment tools are
usable for assessing the actual equality situation of our
organization.
•
We shall also bear in mind the significance of
equality research activities. Consideration to and
careful planning of equality aspects may affect as
an evaluation criterion for RDI project, as in the
context of making funding decisions, some funders
consider how gender issues are visible in the project,
how well equality takes place within research
communities and how topics related to promoting
equality are present in the project.
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2. Promoting equality and
non-discrimination among
Turku UAS students

In all our activities we aim at non-discriminating practices
and procedures that promote equal opportunities.
In this section, we consider the equality and nondiscrimination situation in our organization in 2020 and
describe the measures with which we promote equality
and non-discrimination among our students in future.

2.1 Equality and non-discrimination
situation among students in 2020

Students’ experiences regarding bullying and
inappropriate treatment are mapped through the annual
student barometer survey. When filling in the survey,
students can ask Turku UAS Security Manager to contact
them in order to solve the issue. Other than that, the
survey results lead to measures that are conducted in
teaching faculties.

Table 2 (on page 14) presents the gender ratio of Turku
UAS degree students (bachelor’s and master’s degrees) in
autumn 2020.
When compared with the corresponding table in the
previous Equal Turku UAS plan from 2017, we can see,
for instance, that the relative share of male students
has decreased in educational fields (33% in 2017) and
somewhat in the field of health and well-being
(15% in 2017).
Another observation is the increase of the relative share
of female students in ICT (14% in 2017) and engineering
(16% in 2017).

Students can also use the electronic Turku UAS safety
deviation notification form. The form can be used for
reporting any potential bullying and discrimination
or inappropriate treatment. All notifications reported
through the form are processes confidentially and 100%
equally.
•
The total number of notifications has increased
since the form was launched. However, the reason
is not simply the increased number of incidents to
be reported. Instead, the underlying reasons are
firstly the increased awareness of the form and its
utilization opportunities and, secondly, the increased
number of information security attacks targeted at
organizations.
•
The Security Manager annually presents the
incidents reported through the form, categorized by
thematic topic, to Turku UAS Executive Board and by
separate decision to Turku UAS Board.
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MEN
(NUMBER)

MEN %

WOMEN
(NUMBER)

WOMEN %

TOTAL
(NUMBER)

education

30

24.4

93

75.6

123

arts and
humanities

198

29.6

471

70.4

669

social sciences,
business,
administration
and law

1035

44.2

1308

55.8

2343

ICT

960

81.4

220

18.6

1180

engineering

2481

78.3

687

21.7

3168

health and
well-being

396

13.8

2472

86.2

2868

others or
unknown

15

13.2

99

86.8

114

Table 2. Gender ratio of Turku UAS degree students (both bachelor’s and master’s). Source: Vipunen 14 Dec 2020.

The aspects of non-discrimination and equality are
numerous. Below, we will discuss the most relevant ones
in terms of our activities:
Equal and discrimination-free recruitment
•
Turku UAS faculties recruit student assistants. We
follow the requirements of the Equality Act and
Non-discrimination Act also in the recruitment
of student assistants. For example, a memo
justifying the selection of the candidate shall be
drafted whenever the position has been open for
applications (instead of targeted recruitment).
•
The Student Union TUO has started to utilize
anonymous recruitment.
Combining studies and family
•
We offer alternative methods of completion and
opportunities for substitutions so that studies are
more flexible to students in their different life
situations. These options can be communicated
more effectively.
•
Studies that are not bound to time and place is
supported and enabled through, for instance, remote
exams and online courses. The rapid transfer to

remote studying in spring 2020 has sped up the
opportunities for location-independent studies.
Equality and non-discrimination in the content of studies
•
The awareness of antiracist practices is important in
order to correct and ideally also prevent conscious
or subconscious discrimination on the basis or ethnic
or cultural background. Both staff and students
would benefit from training concerning this topic.
Increasing awareness would also help understand
the issue in a more versatile way than currently
when designing the contents of studies.
•
In the field of arts, people need to pay special
attention to whose work is discussed and
presented during studies. The viewpoint
becomes easily eurocentric. Entire continents
may be ignored when going through topics and
history.
•
Another point to emphasize in the contents
of studies is training for encountering people
as persons. This is particularly important in
fields that are based on encountering people,
e.g. pedagogue students at Arts Academy and
students in social services and health care.
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Equality and non-discrimination in student selection
•
We aim to neutralize the gendered image of
different fields of study by avoiding such marketing
and communications that underlines conventional
gender roles. Turku UAS aims to be open for
everyone, regardless of e.g. their gender and
cultural background, in all our marketing and
communications.
•
For students arriving from outside the EU/ETA
area and paying tuition fees, we have a consistent
statutory scholarship system with same criteria
applied to everyone.
•
The selection procedures in student selection have
become more consistent and their accessibility has
improved.
•
The first-timer quota of 85% is applied to our
degree studies except for degree programmes
that are conducted in a foreign language or
are very small. It has been recognized that
non-first-timers have more difficulties in being
admitted a study place. On the other hand,
the Open UAS path offers non-first-timers
opportunities to find their way into degree
studies. However, from the socio-economic
viewpoint we must take into account that
majority of Open UAS studies are not free-ofcharge.
•
In the entrance examination, applicants
have the possibility to apply for individual
arrangements, e.g. calmer examination room or
delayed examination time, for instance due to
literacy problems..
Equality and non-discrimination in teaching, guidance
and evaluation
•
We support smooth, accessible studies through
guidance and supporting services, e.g. by offering
study psychologists’ services.
•
Students as a group are very diverse, which is why
guidance practices vary.
•
Non-discrimination and equality in evaluation are
ensured through random cross-evaluations. Theses
always have two mutually independent reviewers
to ensure a discrimination-free evaluation. Course
evaluations cannot be made entirely uniform with
one another. However, a solid goal is to have clear
and transparent evaluation criteria.
•
Study Guidance Counsellors pay attention to
students who have been absent from their studies
e.g. due to military service or family leave by
transferring them to a later arrival group and the
corresponding email list. Special support is offered

when necessary so that returning to studies goes in
the smoothest possible way.
Accessibility
•
Our new operational environments are designed
in accordance with currently valid accessibility
legislation. Focusing our operation in the Kupittaa
area has decreased the number of our locations
and helps this way offer more uniform, accessible
premises to a larger number of staff and students.
•
Our website and graphic instructions have also been
updated to meet the requirements of the new EU’s
Web Accessibility Directive.
•
The arrangements described in the section
discussing equality and non-discrimination in
student selection also support the accessibility of
application procedures. The accessibility of online
studies has also improved.
Interfering with and prevention of sexual or genderbased harassment
•
Students are encouraged to use the safety deviation
notification form of Turku UAS also for reporting
any potential sexual harassment or gender-related
discrimination or inappropriate treatment.
Equality from the viewpoint of gender diversity
•
We have recognized the significance of breaking the
gender binary. We aim to address to our students
without presumptions about their gender. We also
avoid creating and using gendered terminology.
•
For gender diversity and GDPR reasons, it is
advisable to avoid asking the respondent’s gender in
questionnaires and forms whenever the information
is not particularly required for e.g. compiling
statutory statistics. In case the gender information
is required, we aim to include option “other” unless
male/female categories are specifically required for
e.g. compiling statutory statistics.
In addition to the viewpoints above, it may be necessary
to conduct a survey on the actual non-discrimination
situation within our work community. This survey shall
extend to cover all the individual factors based on which
discrimination is prohibited by the Non-discrimination
Act.
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2.2 Upcoming measures to promote
non-discrimination among students
During the period of validity of the Equal Turku UAS
2021–2022 plan, the following measures will be made to
promote non-discrimination among our students:

1. In 2021, Corporate Services (based on a preliminary
plan, the Future Learning Design team in collaboration
with the Student Union TUO) shall carry out a survey of
the actual non-discrimination situation in our educational
context and among students. This survey shall extend
to cover all the individual factors based on which
discrimination is prohibited by the Non-discrimination
Act (1325/2014).

2. Student Services shall visually present, as part of the
Messi reconstruction project, the benefits and services
available to non-degree students so that the method of
presentation clearly describes the benefits and services
brought by different study right categories.

3. The student administration maps the service needs
in order to facilitate the sufficient service level in
appropriate channels.

4. Active attention shall be paid to communications and
services aimed at non-Finnish speaking students.
•
Communications Services shall instruct and remind
content producers to also produce in English all
relevant contents and Messi news, instructions
and content pages. The contents do not need
to be identical with the Finnish ones. Also HR
Services shall participate in promoting multilingual
communications e.g. through emphasizing the issue
in the general induction to Turku UAS practices
available to new employees.
•
Units shall make sure that in their orientation,
new students will be informed that Turku UAS is
an international, multicultural higher education
institution. Students are also encouraged to
report if they observe deficiencies in supporting
multiculturality and in the quality and quantity of

•

non-Finnish communications.
The goal of the Messi reconstruction project is to
create an intranet that also technically supports
multilingual communications. Messi 2.0 will be
deployed in 2021, coordinated by Communications
Services.

5. In terms of study-related well-being, equality and
other corresponding topics, the study ability group
drafts a plan about which topics and areas should be
taken to the Management Forum.

6. TUO and Student Services prepare peer tutoring for
online implementations. The intention is to have the
extended peer tutoring scheme ongoing from the start
of 2022.
•
The need for peer tutoring in part-time studies and
Master’s degrees will also be mapped by the study
ability group.

7. The Future Learning Design team starts an
investigation on how different action models in
implementing KOTE studies work and have succeeded.

8. The Future Learning Design team shall encourage
to consider the support for antiracist and multicultural
aspects in designing the contents of studies.
•
Students will be encouraged to develop their
multicultural competence.
•
Teachers can guide group forming in e.g. studies
involving group work so that students from different
cultural backgrounds will encounter more easily.
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2.3 Upcoming measures to promote
equality among students

During the period of validity of the Equal Turku UAS
2021–2022 plan, the following measures will be made to
promote equality among our students:

1. In 1.3, we recorded that a review of an assessment
tool for investigating the actual equality situation will
be carried out. This review will also be applied to studies
and students.

The Equal Turku UAS plan
will next be updated
during autumn 2022.

2. Linguistic choices bear language political and
ideological significance. This is why we shape our
organization’s internal language towards a more gender
neutral one for example through the following means:
• We shall avoid creating new gendered terminology.
• In our communications and content production carried
out in English, we aim to permanently break the
linguistic gender binary (he/she). One way to do this
is to speak in plural.
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