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1. Task 4.4 in the greater context of LeTSGEPs project plan
The Re-Design of the LeTSGEPs GEPs marks the transition from the second to
the third major phase of the project - from the first to the second
implementation phase. With the first implementation phase lasting roughly one
year, the re-design cannot be seen as a full completed GEP-cycle with evaluation
of the whole GEP, but there were valuable experiences already made during the
first year of implementation that have now led to adjustments in the GEPs that
will ensure a successful and effective second round of implementation, gaining
an new momentum and ensuring the support of the leadership and other
stakeholders with a new joint start.

2. Process of GEPs’ Re-Design
2.1 Preparation
Preparation for the Re-Design of the GEPs started already by supporting the
LeTSGEPs partners in the implementation and regularly exchanging about the
results and the challenges of implementation. Ways to meet the challenges and
change of strategies were already discussed, some of which eventually also led
to changes in the GEPs (Project Meetings in Dec 2021 and Feb 2022).
In the second training phase the Re-Design was consistently prepared. In the
training of 13/1/22 there was input given on how to evaluate the success of the
GEPs so far and how to explore possibilities for improvement, complemented by
exercise and experience exchange. In the training on 08/02/22 MPG gave direct
feedback on potential for improvement of LeTSGEPS GEPs and presented a
compilation of good practices from LeTSGEPs GEPs as inspiration for other
partners as well as external good practice examples for consideration of
Covid-19-long-term-effects.
2.2 Support Measures
In the D 4.2 Second Bilateral Meetings on GEP Implementation between
28/2/22 and 3/3/22 there was a part integrated that led from the obstacles
encountered in the implementation phase to possible design-changes in the
GEPs. The questions that supporting partners UNIMORE, MPG (as task leader),
UT (as WP leader) and RWTH therefore discussed with partners were:
-

Which actions have been accomplished and which have not?
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-

What are the main obstacles that you have encountered?

-

Are there changes in your GEP that could help in solving these
obstacles? Let us look at each of the problems and discuss!

-

Do you plan any further improvements in your GEP, for example in its
structure or its design?

-

Are there new measures that you want to include in your next GEP?

Till the mid of April partners then were advised to send an overview of their
planned changes to MPG and UNIMORE and clarify if they needed further
support. A bilateral meeting between MPG und UT for support on the
implementation of a guideline against sexual harassment and sexual violence
was consequently held. Till 21/5/22 the partners sent drafts of their revised
plans to UNIMORE, RWTH and MPG for receiving feedback and to issue last
changes if needed.
2.3 Time Plan
After receiving the drafts of the updated GEPs on 21/5/22, MPG and UNIMORE
gave feedback on changes needed and possible improvement till 28/5/22. Then
the partners had the time to re-adjust and get the GEPs signed by their
leadership till 24/6/22, so that they then could be integrated into the deliverable
till 30/6/22.

3. Changes in the GEPs
Overview of changes in LeTSGEPs’ GEPs:
The changes in the LeTSGEPs partners’ GEPs are very different in their extent.
While there were big changes especially in the GEPs of partners who started
from a low level of gender equality strategies and structures to begin with,
partners who already had a broad set of gender equality measures before
coordinating them in a GEP, made fewer and less far-reaching changes.
The reasons for changes, as elaborated for each partner in chapter 3, were
diverse. One category were changes that were necessary due to unforeseen
hindering factors or events, a major role in this area had the Covid-19
pandemic, especially for measures that included personal meetings with more
than just a few persons (e.g. lunch meetings at MPIN). These were partially
postponed or adapted to other formats. But there were also effects of the Covid
pandemic that made changes more easily possible: for MISANU the
introduction of flexible working models was positively influenced while for UT
the prospect of having online lessons did not change due to the lack of
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respective changes in the Law of Labour. An unforeseen event, that drew a lot of
resources and made implementation of the GEP more challenging, occurred at
MPIN, which is in a process of fusion with the Max-Planck-Institute for
Ornithology.
Another category is the adjustment of the GEP measures in case the
implementation was not possible or not possible in the planned time frame or
extent. Especially CY started with an extremely ambitious GEP, while it became
clear that for some of the measures, the needed personnel and financial
resources were not available. The same applies for the Mentoring Program at
MPIN. In the bilateral meetings partners, who had this problem, were advised to
update the GEPs to what with this experience in the meantime seems as a
realistic, but still ambitious plan and to find common ground again with the
leadership and stakeholders so that a new binding time plan is fixed and
committed to.
In the case of other measures it became clear during the implementation
process that there were more efficient designs or ways of fostering a better
acceptance or turnout (e.g. at MPIN integrating the measure “Regular report on
progress, project contributions and authorships to PIs” into already existing
feedback processes or at UT developping the measures for protection against
sexual harassment and violence in the framework of a memorandum of
understanding with UNDP Albania). At UNIME the LeTSGEPs realized that it
needed a fundamental change to be able to implement the whole GEP more
successfully and integrated a measure for a social reporting unit into the
updated GEP.
The most gratifying reasons for change are obviously when the implementation
of a measure is already achieved and successfully completed. The two GEPs
that show the most of these kinds of updates are the ones by UT and MISANU,
which are also the partners with least gender equality measures and structures
in place before the LeTSGEPs project. The new measures were consequently
brought to a new level, integrating further and more ambitious steps in the
same areas.
There were also additional new measures added to some of the LeTSGEPs’
GEPs, for example to strengthen the efforts on introducing innovative practices
in the field of Gender Budgeting (Gender Procurement by UNIME) or by
following the advice and new possibilities for collaboration with stakeholders
that resulted from the work in the first implementation period (e.g. guidelines
for non-discriminatory administrative language and internship activities for
students against discrimination in collaboratio with the UNIME trusted advisor).
Changes in structure were made with different goals: While MISANU re-grouped
its measures in three categories (institutional, scientific-research and
promotional) in order to make it more clear for which measure to work with
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which stakeholders, MPIN revised the whole structure of its GEP to make it
more understandable and more accessible for the Institute’s public.
The design of GEPs was also partly changed. ICM is the most impressive
example for this change. It has produced attractive illustrations for its GEP and
made it public on a website which was designed specifically to disseminate the
GEP (https://gep.icm.csic.es),

3.1 UNIME
The following changes have been made in reaction to problems that occurred
and reactions that were gathered in the implementation phase:

Change 1: Gender procurement
Description: The activities of the UNIME Gender Equality Plan in the first version
were divided into four key areas (AREA 1. Recruitment, retention, career
progression; AREA 2. Leadership in research and decision-making processes;
AREA 3. Family reconciliation policies- work; AREA 4. Prevention of
discrimination or sexual harassment) to these we have added a fifth area AREA
5. Gender procurement. In particular, area 5 is aimed at introducing gender
equality in public procurement, as a fundamental tool for using the latter as a
means of promoting gender equality, directly linking equality objectives to the
problems of access to economic resources.
The following measures are envisaged:
5.1 Survey on gender procurement practices used by Italian public
administrations and feasibility study
5.2 Preparation of the draft regulation on public procurement taking into
account the gender issue

Reasons for change:
Problem that was reacted to: From a comparison between the governing bodies
of UNIME and the UNIMORE LeTSGEPs group, during the individual training, it
emerged that this problem is really rooted in public institutions, and how few
universities and research centers are still taking action to overcome this gap. It
was therefore decided to tackle it at UNIME, starting with an analysis of the
state of the art to understand what are the real needs and where to intervene.
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Change 2: Area 1 improvement (Recruitment, retention, career progression)
Description: Area 1 aims at bridging 3 specific gaps that have been identified by
the analysis of the careers of academics and students. Wanting to give
continuity over time to gender reporting, together with the governing bodies we
have introduced a new measure which provides for the expansion of the
organizational social reporting unit, which will also focus on gender reporting.
Furthermore, in order to guide our students towards STEM disciplines, a work
orientation dedicated to women will be provided, or a project of orientation to
female work for graduates and recent graduates.
Reasons for change:
Problem that was reacted to: the need to insert two new actions arises from
problems encountered during the implementation of the first year of the UNIME
GEP. First, in identifying a unit that monitored the implementation of the GEP,
especially for those actions that involve the disbursement of financial sums.
Second, that of bridging a gap that exists at unime or the presence of women (in
almost all categories) in the STEM disciplines.

Change 3: Area 4 Improvement (Prevention of discrimination or sexual
harassment)
Description: area 4 aims at raise awareness among UNIME students and
employees on the problem of sexual violence, harassment and gender
stereotypes. Measures have been added to this area in order to promote gender
equality among the academic actors. The new measure concern the
introduction of guidelines for non-discriminatory administrative language and,
internship activities for students against discrimination under the supervision of
the Unime trusted advisor.
Reasons for change:
Problem that was reacted to:
Experience that led to change: The two actions were suggested by the trusted
advisor, who from her experience and supervision of the students found that
there was a need for a non-discriminatory administrative language and training
for students on these issues.
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3.2 MISANU
The following changes have been made in reaction to problems that occurred
and reactions that were gathered in the implementation phase:
Change 1: Reorganization of the measures
Description: MI SANU’s first GEP had 12 measures/actions listed by cardinals,
and now it has 11 measures/actions grouped according to their goals into three
groups (institutional, scientific-research and promotional). Former Measures 6
and 7 are merged into new measure SRM 2 that concerns collection and use of
data. The idea of the grouping of the measure is to facilitate the implementation
of GEP and the monitoring of MI SANU progress in different fields of actions.
Reasons for change:
Problem that was reacted to: The 12 measures also served as the MI SANU
Action Plan and since three most structural measures (Measure 1, Measure 2
and Measure 11) have been implemented successfully, it was needed to clarify
that position of gender equality and prevention of discrimination has been
appointed and that she started her duties, while the first gender sensitive
Financial plan has been approved. As some measures lead to the substantial
change of the organizational culture, it was necessary to precise their nature in
their title.
Experience that led to change: MI SANU realized in the last twelve months that
some actions require a similar approach while others, that lead to the structural
changes, require involvement and work with different groups of stakeholders.
Some actions were also targeted at MI SANU’s external stakeholders. Regarding
these activities, it was good to put them in a logical order and describe the
measures locating the stakeholders and fields of actions.
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO: In MI SANU case the three types of the actions
were easily recognized in the first implementation phase, and a UNIME GEP
served as our inspiration while defining the area of actions.
Change 2: Introduction of measure PM 3
Description: Our new GEP introduces measure PM 3 Retreat for employees and
associates of MI SANU, which did not exist in the previous GEP. The idea is to
give MI SANU’s employees and associates a possibility to socialize, meet each
other better in an informal setting, and be informed about the GEP and
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opportunities through informal and relaxing meetings.
Reasons for change:
Problem that was reacted to: MI SANU had to face the challenges of working
from home and working remotely from 2020 to 2022. This inevitably produced a
physical distance between employees and upsetting the balance between
business and private obligations. Certainly, this global problem needs long term
treatment and consideration, but small steps like this may make a difference in
a positive direction.
Collected data that led to change: MI SANU GE Working group obtained from
the employees a proposal to consider introduction of this measure, which exists
in many companies and institutions in the form of team building. Working group
agreed that the proposal is reasonable, especially because of the Covid 19
pandemic.
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO:

MPIN has already exercised this type of

gatherings (joint lunch), and their experience encouraged us to suggest the new
measure.
Change 3: Omitting Measure 2
Description: This measure concerned steps for

the establishment of the

position of Gender Equality Officer at MI SANU, which was achieved.
Reasons for change:
Experience that led to change: Measure 2 was successfully implemented, so MI
SANU’s new GEP has to acknowledge this important change. New GEP precises
the role of the Gender Equality Officer in data collection and studies based on it,
GEP monitoring, training, etc.

3.3 UT
The first GEP for the University of Tirana was focused on five areas. The new
one (for the period 2022-2024) focuses on the same areas, but there are some
changes in measures and activities in different areas. The following changes
have been made in reaction to problems that occurred and reactions that were
gathered in the implementation phase:
Change 1: Reorganization of the measures
Description: The first GEP of UT had 8 measures spread in five areas. There are
also 8 measures in the new action plan. Four of them are similar to the first plan
(measures 1.2, 2.1, 3.1 and 5.1) , one measure has been rewarded (3.2) and
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three of them are new measures (1.1, 2.2 and 4.1)
Reasons for change:
Problem that was reacted to: Measure 1.1 was removed because two out of its
three activities were successfully implemented by the University of Tirana. UT
appointed a gender focal point and the job description was approved.
Now, the gender focal point is expected to pursue gender data collection. We
replaced measure 1.1 with a new measure that related to enhancing the quality
of data analysis through gender disaggregated data.
Experience that led to change: We changed measure 4.1 because during the
implementation of the first plan we found that the measures could not be
implemented as we had formulated because there was a need for legal changes
which for the moment being can not be done by our institution.
Collected data that led to change:
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO:
Change 2: Introduction of new activities in the new action plan
Description: UT first GEP had 13 activities distributed in 8 measures. The new
GEP has 23 actions that are also distributed in 8 measures. We included several
new activities in different measures in the new GEP, meanwhile some existing
measures have been reformulated and organized according to the new
measures. Two to four activities are planned for each measure.
Reasons for change:
Problem that was reacted to:
Action 1.1.3 that we had in the first GEP was general and dedicated to collecting
gender equality data. During the first year of implementation we faced many
challenges related to lacking procedures about who would collect these data,
what data and when would they be collected. So, in this new GEP we have
foreseen two additional activities related to developing a manual on "How to
collect gender-sensitive data" and capacity building of staff that are working in
the human resources department to collect the gender-sensitive data according
to this manual.
Experience that led to change: University of Tirana was committed to initiate
the necessary adjustments to the internal regulations that enable flexible
working time. But we encountered some limitations in this area starting from
the labor legislation in force which could not be overcome. In the first GEP, we
included two measures related to the possibility of working online. Meanwhile,
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UT did not reflect any changes in its regulations that would allow online
teaching, because it is prohibited by the legislation in force. For that reason we
changed all actions within measure 4.1 and we introduced new actions that are
both doable by the institucion and improve the work balance.
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO: Gender Responsive Budgeting (GBR) is an
important tool that is used in Albania to advance gender equality in national and
local level. Based on good national practices we have included activities that
enable the implementation of gender responsive budgeting in drafting
budgeting at UT. We have included in measure 1.2 two new activities related to
GRB. One activity has to do with capacity building, while the other activity
includes a report with gender lenses about the budget of UT.
In the first plan, UT included two actions that addressed issues related to
gender-based violence and age discrimination. Meanwhile, last year UT signed a
memorandum of understanding with UNDP Albania which consists of the
protection of academic and administrative staff, as well as students from all
types of violence. Both parties are cooperating to develop a relevant policy and
procedures for the prevention and adequate treatment of cases of violence,
harassment and sexual harassment in the workplace. We included two
additional activities in the new GEP relating to capacity building and awareness
in this area.
3.4 CY
The following changes have been made in reaction to problems that occurred
and reactions that were gathered in the implementation phase:
Change 1:
Description: In Goal 1 - Assessment, Prevention and Treatment of Pay Gaps (the
section related to GB), the dates were changed to 2023. The action “Set up an
observation unit in order to take stock of the institution's situation in terms of
inequalities; ensure the monitoring and assessment of the actions carried out
and their impacts.” has been deleted. The action “Measure the impact of
maternity leave on salary and career progression” has been moved in this part
from Goal 3.
Reasons for change:
Problem that was reacted to: The obstacles we are currently having involve the
difficulty to obtain the data needed to achieve these goals. The action that was
omitted is not feasible to carry out by the end of 2023.
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Change 2:
Description: In Goal 2 - Guarantee Women and Men in Public Service Equal
Access to All Positions in All Fields and at All Levels, the action “Disseminate
the publications of job vacancies with a link to a webpage containing
information on the comparative situation between women and men at CY” was
taken out of the GEP.
Reasons for change:
Problem that was reacted to: The HR department would like to add a link to a
webpage containing more comprehensive information about the general
objectives/strategy of the university, but the request to the communication
department has been done several times without success. The action was
omitted since the implementation date cannot be established. Other actions
within Goal 2 have had the same issue.
Change 3:
Description: Goal 3 - Promote Balance Between Professional Activity and
Personal and Family Life has been simplified and the first set of actions
“Increase the flexibility of work time and working conditions” have been omitted.
Reasons for change:
Experience that led to change: These actions were omitted because they were
already attained during the first phase of implementation. Since the Covid crisis,
staff have had the right to work up to 2 days per week from home.
Change 4:
Description: Goal 5 - Promote Attention to Gender in Research has been
modified.
Reasons for change:
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO: Classes on gender are currently being provided
at CY and a new Bachelor degree has been launched (i.e. Bachelor ACT on
environmental and societal transitions).
Change 5:
Description: In Goal 6 - Governance, Management and Monitoring of the
Professional Equality Policy, the action related to the AFNOR equality and
AFNOR Diversity labels has been deleted.
Reasons for change:
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Problem that was reacted to: This is because it is not obvious that a budget will
be allocated to it before the end of 2023.

3.5 ICM
The ICM’s Gender Equality Plan was designed for a period of 4 years in
accordance with the national legal framework. The GEP has 14 measures
organized around 8 fields of action. Our GEP is thus fully valid. The continuous
and systematic process of verifying the realization of products, and analysis
and measurement of progress in achieving the results has permited us to make
decisions

about

the

necessity

to

carry

out

some

small

adjustments/improvements in relation to some measured activities. As planned
in the GEP in December 2022, an intermediate monitoring will be carried out
with the review of the evolution of the data in key areas, which may lead to
further improvements. Our GEP is, of course, a "living" document.
Change 1: Development of a reader friendly version of the GEP with an
attractive and dynamic website
Description: We recently published a reader friendly version of our GEP on a
specific website that includes an attractive and dynamic design, that is aligned
with the institutional image of our Center. It was important to have an
easy-to-read version that was more accessible to different audiences.
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO: We consider that the GEP document is a
working document and too dense for disclosure. That is why the decision was
made to make a more reader friendly version that would contain the key
elements of the GEP and also convert it into a digital, web product. We believe
that this more user-friendly and readable design could reach more people. This
web version has a link to the full version of the GEP in pdf-format, for those who
want to deepen their knowledge of it. For this initiative we take into account
good practices shared by other RPOs.
Change 2: Introduction of new activities and indicators in the area of Gender
Dimension in research
Description: Considering the Horizon Europe new requirements regarding the
integration of gender dimension in research, during the implementation phase
we noticed the importance of adding new activities to the area, such as having a
methodological tool to integrate the gender dimension in the content of
research at ICM and test it with two case studies.
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Reasons for change:
Good Practice Example that was used and how it was adapted to fit to the
individual situation of the RPO. The integration of gender dimension in research
is demanded in several internal and external calls, and knowing how to address
this issue in their research projects is one of the needs of ICM staff. To improve
capacities and facilitate this process, we have added a new activity aimed at
developing a tool that guides researchers in verifying the integration of the
gender/sex variable dimension in the design of their research projects. This tool
will be tested in the two ICM pilot projects. This activity is based on identified
good practices on the topic (e.g., GenderWave of the Gender Baltic Project).
Change 3: Integration of an institutional commitment in the updated version of
the GEP
Description: The updated version of the Gender Equality Plan includes a letter of
Institutional commitment to gender equality signed by the ICM’s director.
Reasons for change:
Problem that was reacted to: This initiative does not respond to a problem, but
is part of one of the GEP measures. It defines a strategy to promote the
positioning and institutionalization process of the GEP itself, which includes the
public and explicit commitment of the ICM management to gender equality and
its support for the instrument that guides institutional action in this matter: the
GEP. This public commitment will be key now also as the ICM will soon have a
new director.
Change 4: Adjustment and rescheduled of the GEP’s work-plan
Description: Adjustment and rescheduling of the GEP Work Plan in response to
new programming needs, and to cover the entire execution period of the GEP
2021-2024
Reasons for change:
Problem that was reacted to: The work schedule has been readjusted in
response to factors such as: changes in the implementation strategy and
adjustments in the prioritization of activities, incorporation of activities, delays
in the execution of some activities due to various circumstances (for ex. limited
access to data for gender budgeting), etc. Another key change has been that, in
its first version, only the actions of the first year were scheduled. This new
version includes the schedule of activities until the end of this GEP period (till
2024).
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3.6 MPIN
The following changes have been made in reaction to problems that occurred
and reactions that were gathered in the implementation phase:1
Change 1: Revision of GEP’s structure
Description: The GEP’s structure with the order of topics, the headings and
sub-headings was completely changed and re-structured to be more easy to
understand and follow.
Reasons for change:
Experience that led to change:
In the course of the MPG internal evaluation-process of GEPs, we received the
feedback that the GEP’s structure is hard to follow and the sub-headings are
illogical. So, for the sake of better acceptance of the GEP we revised its
structure.
Change 2: Update of data
Description: Where there was new data on gender equality available, we used it
to update the data collection and the figures in the GEP (e.g. on Awards).
Reasons for change:
Collected data that led to change: The new data was incorporated in the
analysis.
Change 3: Adaptations of budgets
Description: The budgets for the training on prevention of sexual harassment,
for the career and empowerment training for women researchers and the overall
annual budget of the GEOs have been adapted. The overall budget of the GEPs
and the budget for the career and empowerment training were raised, the
budget for the training on prevention of sexual harassment talk was lowered.
Reasons for change:
Experience that led to change:
The first round of events has been held, and we now have a better overview of
the market regarding trainers fees.
1

This report refers to the internal version of the MPIN GEP made available to the Institute’s
members on the Institute intranet, which is the significant version to steer the gender equality
strategy and activities at the Institute. Due to the public nature of this deliverable the version in
the annex contains a shortened data analysis. Three measures had also to be excluded due to
privacy issues (measures on criteria list for authorships on publications, on regular report on
progress, project contributions and authorships to PIs and on support of staff members in lower
pay grades to get higher qualified jobs within the institute). Changes on these measures are still
portrayed in this report.
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Change 4: Postponement of start of the measure “regular lunch meeting for
women and non-binary researchers”
Description: The start of this measure has been postponed from spring to
summer 2022.
Reasons for change:
Problem that was reacted to:
Covid regulations were still in place that did not allow these kinds of meetings.
Change 5:
Description: The measure “Mentoring Programme” has been redesigned to be
more efficient, and in order to reduce the need of personnel hours. There have
already been so called “Mentoring”-sessions for groups of Postdocs by PIs
(group leaders), where they share their experiences, organized as a round table
discussion. This programme will be expanded and adapted for PhD students
(performed by Postdocs).
Reasons for change:
Problem that was reacted to:
It has become clear that the originally envisioned design of the Mentoring
Program is not feasible with the current shortage of personnel resources due to
the merger with the Max Planck Institute for Ornithology.

Change 6:
Description: The measure “Regular report on progress, project contributions and
authorships to PIs” will not be implemented by a having its own
databank-application, as originally planned, but by integrating it into review
processes that already exist in the Institute with an additional part in the
respective forms and review meetings.
Reasons for change:
Experience that led to change: It became clear that the acceptance of the
measure would be higher if it could be integrated in processes/structures that
already exist.

Change 7: Data collection on issues of compatibility of family and career
postponed
Description: The collection of this data will be integrated into the mandatory
17

survey on health and well being that is performed again in 2023.
Reasons for change:
Experience that led to change: We expect a better turnout this way.
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INTRODUCTION
The Gender Equality Plan of the University of Messina (UNIME) was developed as part of the
European project LeTSGEPs “Leading Towards Sustainable Gender Equality Plans in research
performing organizations”, led by the University of Modena and Reggio Emilia, in which universities
and research institutes from Italy, Germany, France, Spain, Serbia and Albania participate.
The University of Messina participates in the project with a team of business economics
scholars with consolidated experience in the field of social responsibility and social reporting. The
team includes prof. Luisa Pulejo (Scientific coordinator), prof. Carlo Vermiglio, Dr Guido Noto and
Dr Valeria Naciti of the Department of Economics, and prof. Giovanna Spatari, Professor of
Occupational Medicine and Pro Rector of the University's Welfare and Gender Policies.

LeTSGEPs project partners

For the University of Messina, participation in the LeTSGEPs project represents a great
opportunity to strengthen, through the comparison with the practices and skills present in the other
European partner institutions of the project, the path already undertaken by UNIME toward gender
equality, the creation of equal growth and career opportunities for its employees and the
overcoming of any role asymmetries between men and women that the University system could
generate. Moreover, this path is in line with the Gender Equality Strategy for 2020-2025 of the
European Commission and with the European regulatory framework on gender equality by now
consolidated, which concerns the entire labor market, including the research sector.
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The project, which started in January 2020 and is expected to end in 2023, deals with the prearrangement and implementation of Gender Equality Plans (GEPs) in European Universities and
research institutions. In this way, the project anticipates the recent declaration by the Research
and Innovation Directorate of the European Commission, which makes the preparation of the GEP
(Gender Equality Plan) a necessary requirement to be eligible for the Horizon funds starting from
2022.
In this first year of activity, several University organizational structures were involved in the
context analysis to identify the expressed or latent needs of the direct stakeholders. On several
occasions, the UNIME LeTSGEPs research team met with the members of the Committee for
Equal Opportunities (CUG) to collect information and to define useful actions for the preparation of
the GEP.
Further indications arise from the meetings and discussions made with the UNIME employees
which took part in the training activities of the LeTSGEPs project.
Moreover, within LeTSGEPs project, a survey has been distributed to all employees (teaching
staff and administrative staff, PhD students and postgraduate students) to investigate the issues
connected to the reconciliation between work and family life in the University of Messina.

Survey on the reconciliation between working life and family life of UNIME employees

The data collected provided statistically significant information to design effective
actions and interventions for the pursuit of gender equality.
The Technical Coordination Unit of Strategic Planning, Management Control and
Reporting of the University collaborated in the preparation of the GEP, carrying out a
gender analysis of the University budget aimed at grasping the impacts of decisions and
consequences on the different stakeholders (Gender Budget Analysis).
The Gender Equality Plan of the University of Messina, therefore, is the result of the
indications of the European Commission and of a participatory process, supported by the
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governance of the University and built on the involvement of UNIME's LeTSGEPs research
group and other structures and internal stakeholders. It is consistent with the gendersensitive policies carried out by the University and take into account the Positive Actions
Plan (PAP) prepared by the CUG for the three-year period 2021/2023 and the
Performance Plan UNIME (2021-2023), and the valuable information that emerged from
an extensive discussion within the University.
The Gender Equality Plan (or GEP) of the University of Messina defines a series of
actions to be implemented over a three-year time horizon (1 June 2021 - 31 May 2024). It
is also expected that the same is monitored and updated annually.
The document is divided into two sections. The first provides information on the
organizational and environmental context relating to gender equality in the University of
Messina and the key issues that should be addressed as a priority by the organization are
identified and analyzed in order to pursue and implement gender equality.
The second describes the activities of the Gender Equality Plan, sets the specific
objectives to be achieved and the methods for monitoring the progress of the related
actions and policies through effective indicators, and identifies those responsible for the
implementation of each proposed action.
This information is divided into five key areas:
AREA 1. Recruitment, maintenance, career progression
AREA 2. Leadership in research and decision making
AREA 3. Family-work reconciliation policies
AREA 4. Prevention of discrimination and sexual harassment
AREA 5. Gender procurement
Together with the PAP prepared by the CUG, it will form an integral part of the next
Strategic Plan of the University of Messina.
The final version of the GEP has been prepared in Italian and in English, thus making it
usable by the European Commission, which will take care of the evaluation of the research
projects that come from our University.
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GENDER EQUALITY AT THE UNIVERSITY OF MESSINA
The UNIME was founded in 1548 by Pope Paul III and, due also to the geographical
position of Messina, has been a privileged place for exchanges between different cultures.
Currently, the UNIME data on employment show phenomena of occupational gender
segregation: 35% of academic personnel are women, ranging from 46% as researchers to
23% as full professors, with an even higher difference in the Department of Economics
and BIOMORF (only 4% of women as full professors). Compared with 2014 the latest
2018 data show even a decreasing trend in GE within UNIME (from 41% to 35% in total
academic positions and from 26% to 23% in full professors’ positions). Gender inequalities
are also evident at the governance level with only 17% women as vice-Rectors, 0%
women in the Administrative Board, 26% in the Senate, and 8% Heads of Departments.
Gender studies are currently tackled in the Department of Economics (with the Social
Accountability taught in the master's degree course of Business Consulting and
Management) and in the Departments of Political Sciences and Medicine.
The University is historically engaged in activities to raise awareness on GE issues:
from 2004 to 2007, three editions of the “Women’s course, politics and institutions” and
three cycles of seminars on “gender violence” in the years 2014-15, 2015-16 (structured in
over ten meetings and addressed to local professionals) were delivered.
In compliance with Law 183/2010, the Single Guarantee Committee was established for
equal opportunities, the enhancement of the well-being of those who work and against
discrimination

(CUG)

which

replaced,

assuming

its

responsibilities,

the

Equal

Opportunities Committee and the Peer-Thetic Committee on the phenomenon of mobbing.
It aims to promote GE and fight discrimination among all university personnel and
students, including gender discrimination. Since its recent establishment, CUG has been
very active in promoting actions to fight gender inequality and to prevent sexual
harassment.
Furthermore, a well-established practice is the drafting of the Gender Budget (GB)
published in 2022 in its second edition. In detail, the latest edition of the GB of UNIME is
divided into five sections. The first analyzes the bodies that the University Governance
uses to implement all those preparatory and control activities for the achievement of
perfect gender equality. The second section analyzes at a structural level the gender
composition in its four fundamental components: student body, teaching staff, technical
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administrative staff and governing bodies. The third section is an in-depth study of the
reclassification of the university budget in terms of gender. The fourth section shows the
gender differences at the structural level with specific reference to STEM study courses.
Finally, in the last section, reference is made to the key actions that have been indicated in
the GEP.
In addition, the trusted Consultant has been appointed, pursuant to art. 5 of the "Code
of conduct to protect the dignity of people who study or work at the University of Messina"
with the task of providing advice and assistance to those who are subjected to sexual,
moral or discriminatory acts of harassment and to contribute to promote the solution of the
case, with absolute discretion and guaranteeing the right to privacy, as well as
participating in training activities promoted by the University and other bodies, on equal
opportunities, communication techniques, mobbing, self-esteem courses, counselling etc.
This is an important milestone for UNIME as not all Italian Universities have yet provided
for the appointment of this professional figure.
In accordance with the Italian Law, gender-based policies at the University of Messina
are designed and implemented by the CUG. Moreover, it is important to mention that
within the University governance a pro-rector for gender-based policy was appointed.
The gender-based policy (2019-2021) of the University of Messina builds around 10
strategic lines.
The first line concerns information, training, and awareness with regards to the CUG
role. This line which comprehends actions such as web-site update, press conference and
conferences, aims at engaging all the University stakeholders with the Committee.
The second strategic line refers to actions to promote gender culture, equal
opportunities and organizational well-being. The relative activities concern conferences,
seminars, research and study grants and other activities to prevent sexual harassment and
homophobia.
The third line focuses on training and ICT alphabetization. Actions such as training
courses on hate speech and ICTs for disability are considered.
The fourth line concerns actions of prevention and psychophysical health such as sport
tournaments, screening, awareness campaigns for food disorders.
The fifth strategic line refers to work-life balance. The related actions comprehend smart
working, maternity and child protection, investigations.
The sixth line is about actions of prevention of violence and discrimination in the
workplace.
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The seventh strategic line concerns monitoring. The related actions are the preparation
of a gender equality plan, the monitoring of careers the investigation of administrative data
and surveys to employees, students and researchers.
The eighth line is called networking. This focuses on the networking activities to be
fostered with local, national and international gender and equity committees, associations
and centers.
The ninth strategic line is related to the access of European, national and regional funds
to contrast any form of discrimination.
Last, the tenth line considers the preparation of CUG mandate reporting.
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ANALYSIS OF THE KEY ISSUES1

The context analysis is aimed at highlighting the main inequalities and gender gaps that
the organization is called upon to consider and address through the implementation of ad
hoc actions.
First of all, a gap in the student recruitment has been identified with regards to some
areas. These are: ICT, Engineering – in which the percentages of women enrolled is
particularly low (11% and 23 %) – and Education – which display a high unbalance since
women represent 94% of the students enrolled. These results are displayed in the
following table.
INDEX:
Education

Students enrolled in tertiary education by sex and field of education
M
%M
F
%F
TOT
%TOT
%F/TOT
88
1%
1.431
10%
1.519
7%
94%

Arts and humanities

532

6%

1.617

11%

2.149

10%

75%

Social sciences, journalism and
information
Business, administration and law
Natural sciences, mathematics and
statistics

740

9%

2.209

16%

2.949

13%

75%

1.522
808

18%
10%

2.320
1.329

16%
9%

3.842
2.137

17%
10%

60%
62%

Information and Communication
Technologies
Engineering, manufacturing and
construction

348

4%

42

0%

390

2%

11%

807

10%

245

2%

1.052

5%

23%

Agriculture, forestry, fisheries and
veterinary

267

3%

394

3%

661

3%

60%

Health and welfare
Services
Unknown
Total

2.094
1.013
153
8.372

25%
12%
2%
100%

3.553
655
284
14.079

25%
5%
2%
100%

5.647
1.668
437
22.451

25%
7%
2%
100%

63%
39%
65%
63%

This issue is already considered in the Positive Action Plan (2019-21) in the measures 2/a
(seminars and events) and 7/c (student careers monitoring)
Another key issue emerges with respect to the career progression of women from grade C to
grade B and A. As displayed in the following graph, the University experiences a “scissor” behavior
when analyzing gender in career progression. Disaggregating grade C into RTD A (temporary
position), RTD B (tenured track - assistant professor) and RTD I (tenured track - old contract), we
may notice that the percentage of women on the total in all three types of contract is very close to
50%. Specifically, 56,52 % have RTD A contracts, 56,34% RTD B contracts and 49,63% have RTD
I contracts2.

1
2

A detailed UNIME context analysis is available at https://letsgeps.eu/deliverables/ (D2.4)
USTAT MIUR 2019/2020
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This is even more evident in some disciplines as portaged in the following table.

INDEX:

Proportion (%) of women among grade A staff, by main field of R&D

GRADE A:

M

%M

F

%F

TOT

%TOT

%F/TOT

Natural sciences

38

22%

24

30%

62

24%

39%

Engineering and technology

16

9%

2

2%

18

7%

11%

Medical and health sciences

50

29%

2

2%

52

20%

4%

Agricultural sciences

16

9%

9

11%

25

10%

36%

Social sciences

34

19%

27

33%

61

24%

44%

Humanities

21

12%

17

21%

38

15%

45%

175

100%

81

100%

256

100%

32%

Total

At the leadership level, the analysis highlights that although small gaps exist at the global level i.e. considering the different leadership positions (bodies, groups, pro-rectors, BoD, Senate,
Departments etc.) - there are significant gender gaps in the BoD and the Senate which are the key
government bodies of the University.

INDEX:

Proportion (%) of women on head of
institutions and boards (members and leaders)
M

F

TOT

%F/TOT

Members (including leaders)

55

39

94

41%

Leaders

29

21

50

42%

Head of institutions

1

0

1

0%
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In order to improve and foster participation of women at every organizational level, it is important
to improve the work-life balance for every employee. This issue is already considered in the
Positive Action Plan (2019-21) in the measures 2/c (scholarships), 5/a (smart working), 5/c
(childcare services), 5/d (pink parking). However, from the result of the survey conducted in the
first months of 2021, an additional effort seems to be required. In fact, respondents highlighted that
childcare services and flexible/remote working could be improved. The following figure shows the
average ranking of several suggested Gender Equality Plan actions.

Extremely Important

Not Important At All

Last, although UNIME is already playing a significant role in promoting the prevention of
discrimination and sexual harassment, it is important to continue to support and strengthen this
role as, also due to the pandemic, incidents of discrimination and violence against gender have
increased. female throughout the national and regional territory.
Furthermore, as emerged from the results of the questionnaire administered to UNIME
employees, more than 20 (10) percent of women (men) declare to have experienced age-based
discrimination. Moreover, about 30 percent of women declared to have heard of (13.9), been
subjected (11.9) or witnessed (8.2) gender-based discrimination. The percentage is lower than 10
percent for men.
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This issue is already considered in the Positive Action Plan (2019-21) in the measures 2/d
(actions to prevent sexisms and homophobia), 3/a (sexual violence training), 6/b (listening center),
6/c (events against sexual violence).
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FOCUS OF THE GENDER EQUALITY PLAN
The actions here developed derives from the key results of the context analysis here provided,
from the existent policies in place and carried out by the CUG and from the Performance Plan
developed by the University for the following triennium.
The actions identified within each key area aim to indicate adequate procedures to detect
gender bias and discrimination; define and implement innovative strategies to correct and contrast
any inequality that has emerged in all areas of research, teaching and training and professional
courses at the University; establish medium and long-term objectives for the promotion of gender
equality among all components (teaching and research staff, administrative staff, students) monitor
the progress of the related policy actions through effective indicators.
The set of activities contained in the GEP relates to five key areas:
1. Recruitment, maintenance, career progression: this area is aimed at filling 3 specific gaps
that have been identified by the academics and students career analysis: 1) there is a gap that
widens starting from grade B (associated possessors) to the detriment of women who have a much
lower percentage; 2) academic career progression obstacles in certain disciplines such as
engineering and medicine; 3) in the disciplines of education sciences (M), Engineering (F) and
Computer Science (F) there are significant gaps already from enrolment in degree courses. This
area is thus aimed at promoting a gender-culture through training, events and activities ad hoc.
2. Leadership in research and decision-making processes: this area has a twofold objective:
1) to integrate the DSPI (Strategic Document of Integrated Programming) and the PAP (Plan for
Positive Actions) within the GEP; 2) to fill a gap in leadership in fact despite the different
delegations to female pro-rectors, there is a gap in the BOD (0 women) and in the Senate (4
women).
3. Work-family reconciliation policies: this area is aimed at solving all those problems that
prevent the reconciliation of lifetimes for the family and work. Particular attention is devoted to
strengthening activities fostering organizational wellbeing, welfare and to support parents and other
employees in addressing a good work-life balance.
4. Prevention of discrimination or sexual harassment: is aimed at raising awareness among
UNIME students and employees about the problem of sexual violence, harassment, and gender
stereotypes. According to the National Statistic Bureau (ISTAT), the related episodes are
unfortunately growing in the whole regional and national territory in the last period due to the
pandemic.
5. Gender Procurement: this area is aimed at introducing gender equality in public
procurement, as a key tool to use the latter as a means of promoting gender equality, linking
equality objectives directly to the issues of access to economic resources.
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SPECIFIC GOALS AND MEASURES PER KEY AREA
1. Recruitment, maintenance, career progression:
1.1 Promotion of UNIME's mission as a gender-inclusive and fair training and work environment.
1.2 Scholarships for advanced training courses on gender culture.
1.3 Expansion of the social reporting organizational unit, which will also focus on gender reporting
1.4 Women orientation work, female work orientation project for graduates and new graduates
2. Leadership in research and decision-making processes:
2.1 Investigation of decision-making processes (e.g. committees, board of directors).
2.2 Survey on research projects in terms of gender (e.g. PI, research project members)
3. Work-life reconciliation policies:
3.1 Extension / improvement of childcare services within the workplace.
3.2 Development of nursing areas
3.3 Agreement with national and international post services for parcel delivery
3.4 Summer schools for children and adolescents
3.5 Activation of agreements for sports activities for employees and their families.
3.6 Smart Working
3.7 “Pink (Pregnant)” parking spaces
4. Prevention of discrimination or sexual harassment
4.1 Congresses, round tables, seminars.
4.2 Actions to combat sexism and homophobia
4.3 Guidelines for a non-discriminatory administrative language
4.4 Internship activity for students to fight discrimination under the supervision of the Unime Trust
Advisor
5. Gender procurement
5.1 Investigation on current public procurement practices
5.2 Development of draft regulation of public procurement taking into account gender issue
Annexes 1 and 2 describe in detail the actions listed above, indicating for each of them: the
objectives, the subjects involved, the beneficiaries, the expected results and the monitoring
indicators. The scheme adopted for Annex 1 is the one created within the LeTSGEPs project.
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ANNEX 1
DETAILED DESCRIPTION OF PLANNED GEP ACTIVITIES
Action 1.1

Promotion of UNIME’s mission as gender-inclusive and fair training and work environment

Short description of the action

To foster a gender-equal culture through training, seminars and events at every organizational level and
for incoming students

3

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☒ Raising awareness

☐ Teaching

☒ Gender (& Diversity) training
☒ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☒ Recruitment

☐ Flexible working conditions

☒ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

There is a gap that widens starting from grade B (associated possessors) to the detriment of women

to be addressed by this action

who have a much lower percentage
Recruitment, maintenance, career progression: Through a set of activities which focus on training, this
action aims at improving career recruitment and progression.

Specific institutional objective(s) of
action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☒ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☒ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☐ Management
Responsible for the

Academic Senate; General Manager; Head of Department; CUG

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

3

The first three points reflect the impact areas of GEPs to be compulsory introduced in Horizon Europe.
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Potential success factors for this

Legal framework, Top management endorsement.

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

05/2024

Academic personnel

implementation (personnel,
equipment)
Expected (measurable) output

Nr of seminars on gender issues in STEM and non-STEM disciplines

of this action (short-term
effects)
Expected outcome of this

Increased awareness of gender issue in Accademia

action (mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was
reached.)
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Action 1.2

Scholarships for advanced training courses on gender culture

Short description of the action

To devote specific financial resources to students and researchers studying and advancing knowledge
on gender equality

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☒ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☒ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☒ Recruitment

☐ Flexible working conditions

☒ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring

Institutional key site(s) of inequality
to be addressed by this action
Specific institutional objective(s) of

☐Gender balanced decision bodies
Academic career progression obstacles in certain disciplines such as engineering and medicine; 3) in
the disciplines of education sciences (M), Engineering (F) and Computer Science (F) there are
significant gaps already from enrollment in degree courses.
Recruitment, maintenance, career progression: Devoting financial resources to improve gender
awareness.

action based on key site(s) of
inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☐ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

CUG; Academic Departments

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Legal framework; Top management involvement

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

05/2024

€ 5.000 per YR

20

implementation (personnel,
equipment)
Expected (measurable) output of

Scholarship

this action (short-term effects)
Expected outcome of this action

Increased awareness of gender issue

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)

21

Action 1.3

Expansion of the social reporting organizational unit, which will also focus on gender reporting

Short description of the action

To attribute competences on gender budgeting and monitoring to the social accountability reporting unit

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☒ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☒ Data collection

(one action might tackle more than

☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☒ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☒ Recruitment

☐ Flexible working conditions

☒ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☒ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☒ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

There is a need to better comprehend gender equality within the institution and to put in place

to be addressed by this action

monitoring activities.

Specific institutional objective(s) of

Recruitment, maintenance, career progression: To enforce social accountability.

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☐ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Academic Senate; General Manager; Head of Department

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Legal framework, Top management endorsement

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

05/2024

Administrative staff

implementation (personnel,
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equipment)
Expected (measurable) output of

Gender Budget

this action (short-term effects)
Expected outcome of this action

Planning and monitoring gender equality

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 1.4

Women orientation work, female work orientation project for graduates and new graduates

Short description of the action

Student orientation aimed at bridging the gap in the low percentage of women enrolled in STEM
disciplines through dedicated meetings and events.

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☒ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☒ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☒ Recruitment

☐ Flexible working conditions

☒ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☒ Institutional Governance

☐ Other fields, please specify:

☐ Gender equality policies

-

☒ Gender monitoring
☐Gender balanced decision bodies

Institutional key site(s) of inequality

There is a need to better comprehend gender equality within the institution and to put in place

to be addressed by this action

monitoring activities.

Specific institutional objective(s) of

Recruitment, maintenance, career progression: To enforce social accountability.

action based on key site(s) of
inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☐ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Academic Senate; General Manager; Head of Department

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Legal framework, Top management endorsement

action
Planned implementation period

Start month/year

End month/year

09/2022

05/2024
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Resources needed for

Administrative staff

implementation (personnel,
equipment)
Expected (measurable) output of

Gender Budget

this action (short-term effects)
Expected outcome of this action

Planning and monitoring gender equality

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 2.1

Investigation of decision-making processes

Short description of the action

To explore gender gaps in decision making bodies (e.g. committees, board of directors, etc.).

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☒ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☒ Gender monitoring
☒ Gender balanced decision bodies
Institutional key site(s) of inequality

There is gap in leadership, in fact despite the different delegations to female pro-rectors, there is a gap

to be addressed by this action

in the BOD (0 women) and in the Senate (4 women)

Specific institutional objective(s) of

Leadership in research and decision-making processes: To better understand potential imbalances in

action based on key site(s) of

decision making bodies

inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☒ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☐ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Academic Senate; Rector; Board of Directors; Academic Departments

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Top management endorsement

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

12/2022

Administrative staff and Academic personnel

implementation (personnel,
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equipment)
Expected (measurable) output of

N.1 Report

this action (short-term effects)
Expected outcome of this action

Fostering the gender equality at the leadership level

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 2.2

Survey on research projects in terms of gender

Short description of the action

To explore gender gaps in research projects (e.g. PI, research project members)

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Other, please specify:

Field(s) of action

☒ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☒ Data collection

(one action might tackle more than

☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☒ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☒ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☒ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

There is gap in leadership in fact despite the different delegations to female pro-rectors, there is a gap

to be addressed by this action

in the BOD (0 women) and in the Senate (4 women)

Specific institutional objective(s) of

Leadership in research and decision-making processes: To better understand potential imbalances in

action based on key site(s) of

research teams.

inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☒ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

LeTSGEPs Research Team: General Manager; Heads of Academic Departments

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/21

12/22

Administrative staff and Accademic personnel

implementation (personnel,
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equipment)
Expected (measurable) output of

N.1 report

this action (short-term effects)
Expected outcome of this action

Fostering the gender equality at the research leadership level

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.1

Extension / improvement of childcare services within the workplace

Short description of the action

To improve kindergarten services also through the activation of agreements with external providers

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☐ Data collection

(one action might tackle more than

☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family

to be addressed by this action

and work. From the survey results it emerged a need for improving childcare services.

Specific institutional objective(s) of

Work-life reconciliation policies: To support families in the childcare

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Rector; General Manager; Heads of Departments; Pro rector of welfare

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Top management endorsement

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2022

05/2024

Financial resources
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implementation (personnel,
equipment)
Expected (measurable) output of

Number of kindergarten places available for employee

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.2

Development of nursing areas

Short description of the action

To develop nursing areas in every University facility

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☐ Data collection

(one action might tackle more than

☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring

Institutional key site(s) of inequality

☐Gender balanced decision bodies
This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family
and work. From the survey results it emerged a need for improving childcare services.

to be addressed by this action
Specific institutional objective(s) of

Work-life reconciliation policies: To support families in the childcare

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Pro rector of welfare

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

05/2024

Physical spaces

implementation (personnel,
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equipment)
Expected (measurable) output of

Number of nursing areas available for employee

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.3

Agreement with national and international post services Amazon or the Italian Post Office for parcel
delivery

Short description of the action

To allow people receive and send mail and boxes in their workplace

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring

Institutional key site(s) of inequality

☐Gender balanced decision bodies
This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family
and work.

to be addressed by this action
Specific institutional objective(s) of

Work-life reconciliation policies: To support employees in the management of their time

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Specific Appointed Unit

implementation
Action’s importance for your

☐ Very high

☒ Medium

☐ Very low

institution

☐ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2022

05/2024

Administrative staff
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implementation (personnel,
equipment)
Expected (measurable) output of

Number of facilities providing the parcel delivery services

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.4

Summer school for children and adolescents

Short description of the action

To organize summer school for children and adolescents in agreement with the University sport
association

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family

to be addressed by this action

and work.

Specific institutional objective(s) of

Work-life reconciliation policies: To support families in the child and adolescent care

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG

implementation
Action’s importance for your

☐ Very high

☒ Medium

☐ Very low

institution

☐ High

☐ Low

☐ Can’t decide

Potential success factors for this

The existence of sport facilities

action
Planned implementation period

Start month/year

End month/year

06/2022

05/2024
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Resources needed for
implementation (personnel,
equipment)
Expected (measurable) output of

N. 1 of summer school for employees’ children and adolescents

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.5
Short description of the action

Activation of agreements for sports activities for employees and their families
Activation of agreements with the University sport association for sports activities for employees and
their families

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family

to be addressed by this action

and work.

Specific institutional objective(s) of

Work-life reconciliation policies: To support employees in the management of their time and welfare

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

UNIME subsidiary for Sport; General Manager; CUG

implementation
Action’s importance for your

☐ Very high

☒ Medium

☐ Very low

institution

☐ High

☐ Low

☐ Can’t decide

Potential success factors for this

The existence of sport facilities

action
Planned implementation period

Start month/year

End month/year

06/2022

05/2024

Resources needed for
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implementation (personnel,
equipment)
Expected (measurable) output of

Percentage of usage of University sport facilities

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.6

Smart Working

Short description of the action

To improve flexible and remote working possibilities

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☐ Data collection

(one action might tackle more than

☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☒ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring

Institutional key site(s) of inequality

☐Gender balanced decision bodies
This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family
and work.

to be addressed by this action
Specific institutional objective(s) of

Work-life reconciliation policies: To support employees in the management of their time and welfare.

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☒ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☐ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Staff engagement

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/21

05/24

ICT facilities

implementation (personnel,

40

equipment)
Expected (measurable) output of

Percentage of agile workers >60%

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 3.7
Short description of the action

Pink (Pregnant) parking spaces
To devote parking spots to pregnant womens in every facility

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☒ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☒ Care & family work

☐ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at solving all those problems that prevent the reconciliation of lifetimes for the family

to be addressed by this action

and work.

Specific institutional objective(s) of

Work-life reconciliation policies: To support pregnant women in accessing UNIME facilities

action based on key site(s) of
inequality
Target group(s) to be addressed

☐ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector’s delegates; Municipal subsidiary in charge of transports and parking

implementation

services.

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Stakeholder engagement

action
Planned implementation period

Start month/year

End month/year

06/2021

05/2024

Resources needed for
implementation (personnel,
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equipment)
Expected (measurable) output of

Percentage of pink parking spot >1%

this action (short-term effects)
Expected outcome of this action

Organizational wellbeing

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 4.1

Congresses, round tables, seminars

Short description of the action

To organize congresses, round tables and seminars on discriminations and sexual harassment
prevention

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☒ Raising awareness

☐ Teaching

☒ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☒ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring

Institutional key site(s) of inequality
to be addressed by this action

Specific institutional objective(s) of

☐Gender balanced decision bodies
This area is aimed at raising awareness among UNIME students and employees about the problem of
sexual violence and gender stereotypes. These are current issues, numerous cases of femicide in Italy
in the last period, also due to the pandemic of Covid-19.

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community and at
the local level.

action based on key site(s) of
inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

Academic Departments; Student Associations; CUG, Pro rector of welfare

implementation
Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this

Collaboration with stakeholders and existence of events and activities on this topic.

action
Planned implementation period

Resources needed for

Start month/year

End month/year

06/2021

05/2024

Academic personnel
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implementation (personnel,
equipment)
Expected (measurable) output of

Round tables and congress

this action (short-term effects)
Expected outcome of this action

Increased awareness on gender issue and sexual harassment

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 4.2

Actions to fight sexism and homophobia

Short description of the action

To organize events and other actions to fight sexism and homophobia

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Other, please specify:

Field(s) of action

☐ Understanding the organization

one field of action)

☐ Integration of gender aspects in

☐ Data collection

(one action might tackle more than

☐ Research

☒ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☐ Creating a gender-inclusive workplace culture
☒ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance
☐ Gender equality policies

☐ Other fields, please specify:
-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at raising awareness among UNIME students and employees about the problem of

to be addressed by this action

sexual violence and gender stereotypes. These are current issues, numerous cases of femicide in Italy
in the last period, also due to the pandemic of Covid-19.

Specific institutional objective(s) of

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community and at

action based on key site(s) of

the local level.

inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG; Head of Departments; Pro

implementation

rector of Welfare

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Start month/year

End month/year
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06/2021
Resources needed for

05/2024

Academic personnel

implementation (personnel,
equipment)
Expected (measurable) output of

Actions and consultations

this action (short-term effects)
Expected outcome of this action

Increased awareness on gender issue, sexism and homophobia

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 4.3

Guidelines for a non-discriminatory administrative language

Short description of the action

To organize events and other actions to fight sexism and homophobia

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☒ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☒ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance

☐ Other fields, please specify:

☐ Gender equality policies

-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at raising awareness among UNIME students and employees about the problem of

to be addressed by this action

sexual violence and gender stereotypes. These are current issues, numerous cases of femicide in Italy
in the last period, also due to the pandemic of Covid-19.

Specific institutional objective(s) of

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community and at

action based on key site(s) of

the local level.

inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☒ Research and teaching staff

☒ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG; Head of Departments; Pro

implementation

rector of Welfare

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Start month/year

End month/year
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06/2023
Resources needed for

05/2024

Academic personnel

implementation (personnel,
equipment)
Expected (measurable) output of

Actions and consultations

this action (short-term effects)
Expected outcome of this action

Increased awareness on gender issue, sexism and homophobia

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 4.4

Internship activity for students to fight discrimination under the supervision of the Unime Trust Advisor

Short description of the action

Internship on discrimination practices aimed at training students of Social Sciences courses

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☐ Integration of gender aspects in
☐ Research

☒ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☐ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☒ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance

☐ Other fields, please specify:

☐ Gender equality policies

-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at raising awareness among UNIME students and employees about the problem of

to be addressed by this action

sexual violence and gender stereotypes. These are current issues, numerous cases of femicide in Italy
in the last period, also due to the pandemic of Covid-19.

Specific institutional objective(s) of

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community

action based on key site(s) of
inequality
Target group(s) to be addressed

☒ Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☒ LeTSGEPs WG

☐ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG; Head of Departments; Pro

implementation

rector of Welfare

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Start month/year

End month/year

50

09/2021
Resources needed for

05/2024

Academic personnel

implementation (personnel,
equipment)
Expected (measurable) output of

Actions and consultations

this action (short-term effects)
Expected outcome of this action

Increased awareness on gender issue, sexism and homophobia

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 5.1

Investigation on current public procurement practices

Short description of the action

The action is aimed at identifying any gender gaps in the public procurement of university

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify: Gender procurement ☒

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☒ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☒ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance

☐ Other fields, please specify:

☐ Gender equality policies

-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at introducing gender equality in public procurement, as a key tool to use the latter

to be addressed by this action

as a means of promoting gender equality.

Specific institutional objective(s) of

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community and at

action based on key site(s) of

the local level.

inequality
Target group(s) to be addressed

☐Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☐ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG; Head of Departments; Pro

implementation

rector of Welfare; Gender reporting unit

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Start month/year

End month/year

01/2023

05/2024
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Resources needed for

Administrative staff

implementation (personnel,
equipment)
Expected (measurable) output of

Actions and consultations

this action (short-term effects)
Expected outcome of this action

Introducing gender equality in public procurement

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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Action 5.2

Development of draft regulation of public procurement taking into account gender issue

Short description of the action

The action is aimed at drawing up a draft University regulation on procurement that takes into account
the gender variable.

Impact area(s)

1. Increase in the participation of women in research and innovation and improvement of their career
prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Other, please specify: Gender procurement ☒

Field(s) of action

☐ Understanding the organization
☐ Data collection

(one action might tackle more than
one field of action)

☒ Integration of gender aspects in
☐ Research

☐ Raising awareness

☐ Teaching

☐ Gender (& Diversity) training
☐ Career progression and development

☒ Internal funding applications
☐ Work-life-balance aspects

☐ Recruitment

☐ Flexible working conditions

☐ Promotion

☐ Dual Career

☐ Retention

☐ Care & family work

☒ Creating a gender-inclusive workplace culture
☐ Prevention of gender-based violence/sexual

☐ Other, please specify
☐ Gender Budgeting, please specify:

harassment
☐ Institutional Governance

☐ Other fields, please specify:

☐ Gender equality policies

-

☐ Gender monitoring
☐Gender balanced decision bodies
Institutional key site(s) of inequality

This area is aimed at introducing gender equality in public procurement, as a key tool to use the latter

to be addressed by this action

as a means of promoting gender equality.

Specific institutional objective(s) of

Prevention of discrimination or sexual harassment: to raise awareness in the UNIME community and at

action based on key site(s) of

the local level.

inequality
Target group(s) to be addressed

☐Students

by this action

Involved actors for the

☐ LeTSGEPs core team

implementation

☐ LeTSGEPs WG

☐ Research and teaching staff

☐ Administration

Please specify who:

Please specify who:

Please specify who:

☒ Administration
☒ Management
Responsible for the

General Manager; Rector; Academic Senate; Board of Directors; CUG; Head of Departments; Pro

implementation

rector of Welfare; Gender reporting unit

Action’s importance for your

☐ Very high

☐ Medium

☐ Very low

institution

☒ High

☐ Low

☐ Can’t decide

Potential success factors for this
action
Planned implementation period

Start month/year

End month/year
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01/2023
Resources needed for

05/2024

Administrative staff

implementation (personnel,
equipment)
Expected (measurable) output of

Actions and consultations

this action (short-term effects)
Expected outcome of this action

Introducing gender equality in public procurement

(mid-term effects
Evaluation procedure (How to

See Annex 2

determine if goal was reached.)
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ANNEX 2
TABLE OF MEASURES
Area

Actions

Promotion of UNIME's mission as a
gender-inclusive and fair training
and work environment

Numerator

Denominator

Nr of seminars on gender
issues

1

Nr of seminars on gender

1

issues in STEM departments
Average nr of participants to
seminars on gender issues

Recruitment,
maintenance, career
progression

Scholarships for advanced training
courses on gender culture

06/21

End

05/24

1

Target
2021

Target
2022

Target
2023

>5

>5

>5

>1

>2

>2

>25

>25

>25

>2.000
€

>3.000€

>5.000 €

Financial resources for gender
scholarships

1

06/21

05/24

Nr of staff devoted to gender
reporting

1

06/22

05/24

>1

>2

Gender budget

1

01/22

05/24

1

1

Women orientation work, female
work orientation project for
graduates and new graduates

Nr of orientation activities for
STEM disciplines

1

06/22

05/24

>2

>5

Investigation of decision-making
processes (e.g. committees, board
of directors)

Nr 1 report

1

06/21

12/22

Expansion of the social reporting
organizational unit, which will also
focus on gender reporting

Leadership in
research and
decision-making
processes

Start

56

1

1

Work-life
reconciliation
policies

Survey on research projects in
terms of gender (e.g. PI, research
project members)

Nr 1 report

1

06/21

12/22

Extension / improvement of
childcare services within the
workplace

Nr of kindergarten places
(directly managed or agreed
with external provider)

Demand

06/22

05/24

Development of nursing areas

Nursing areas

Facility

06/21

05/24

Agreement with national and
international post services Amazon
or the Italian Post Office for parcel
delivery

Agreement

1

06/22

05/24

Summer schools for children and
adolescents

Nr 1 summer school

1

06/22

05/24

Activation of agreements for sports
activities for employees and their
families

Nr of employees and family
members using the service

Nr of employees

06/22

05/24

Actual lean workers

Potential lean workers

06/21

05/24

>60%

Agile workdays

Workdays

06/21

05/24

>60%

PCs for agile work

1

06/21

05/24

>300

Agile workers equipped with
devices and data traffic

Agile workers

06/21

05/24

>10%

Digital signature among agile
workers

Agile workers

06/21

05/24

100%

“Pink (Pregnant)” parking spaces

Pink parking spot

UNIME parking spot

06/21

05/24

Congresses, round tables, seminars

Nr of hours of specific courses
and seminars

1
06/21

05/24

Average number of participants

1

Smart Working

Prevention of
discrimination or
sexual harassment

57

1

>50%

1

>10%

>50%

>50%

100%

1

1

1

1

>5%

>10%

>1%

>1%

>1%

>3

>3

>3

>25

>25

>25

Nr initiatives on the topic

1

Activation of "trust" consultant

1

Nr consultation with devoted
UNIME services

1

Guidelines for a non-discriminatory
administrative language

Guidelines

1

01/23

05/24

Internship activity for students to
fight discrimination under the
supervision of the Unime Trust
Advisor

Nr of internships

1

06/22

05/24

Investigation on current public
procurement practices

Nr 1 report

1

01/20
23

05/20
24

1

Development of draft regulation of
public procurement taking into
account gender issue

Nr 1 draft regulation

1

01/20
23

05/20
24

1

Actions to combat sexism and
homophobia

Gender procurement

58

06/21

05/24

>3

>3

>3

1

1

1

1

1

1
1

>=1

>3

Mathematical Institute of SANU
The Plan for Achieving and Improving Gender Equality
(Gender Equality Plan)
Introduction
The Mathematical Institute of the Serbian Academy of Sciences and Arts (hereinafter:
MI SANU or Institute) is an institute of national importance for the Republic of Serbia. It is
dedicated to achieving scientific excellence and top results in the fields of mechanics,
mathematical and computer sciences, and their applications, fostering a culture of responsible
research and innovation (RRI), and contributing to the achievement of strategic goals of the
overall development of the Republic of Serbia.
In achieving these goals, MI SANU recognizes the contribution, individual
characteristics, education, specificities and skills of its associates, and is committed to building a
culture and environment in which freedom in research, mutual respect and appreciation is
nurtured regardless of origin, gender, age, religious or ethnic affiliation, or any other form of
identity.
Improving gender equality is an important component in building these values, their
sustainability and ensuring equal opportunities that MI SANU guarantees in all spheres of its
activity. The principles of Gender Equality (GE) and anti-discrimination policies have been,
since the establishment of MI SANU, implied in its work, and the Plan for Achieving and
Improving Gender Equality (Plan) aims to introduce measures to promote GE and express the
commitment of MI SANU to promote GE at all levels, including consistent application of
principles, main goals and concrete measures that improve this area.
On May 26, 2021, the Management Board of MI SANU, at the suggestion of the
Working Group for Gender Equality (Working Group) and the research team of the Institute
participating in the European Commission Horizon 2020 project LeTSGEPs (Leading Towards
Sustainable Gender Equality Plans in Research Institutions), adopted MI SANUfirst one-year
Plan. This document, the implementation of which was planned for a period of one year, is the
basis for the adoption of a new three-year plan, as MI SANU has committed to participate in the
project "LeTSGEPs". Despite some delays in implementation, which were largely caused by the
direct or indirect consequences of the Covid-19 virus pandemic, one year of implementation
experience of the first MI SANU GE Plan has been valuable in compiling and defining the
objectives of this revised and adjusted Plan.

1. The meaning of certain expressions in the Plan

1

In the absence of standardized terminology of GE, the meaning of certain terms used in
this Plan is uniform, in accordance with the laws and strategic documents adopted in the
Republic of Serbia in this domain, and some of these terms have the following meaning:
a.
Gender means socially determined roles, opportunities, behaviors, activities and
attributes, which a certain society considers appropriate for women and men, including the
relationship between men and women and roles in those relations that are socially determined
depending on gender;
b.
Sex is a biological characteristic on the basis of which people are divided into women
and men;
c.
Gender Equality implies equal participation of all persons regardless of gender in all
areas of social and private life, as well as their equal position, equal opportunities to exercise
their rights and equal benefit from the results achieved in accordance with the Constitution of the
Republic of Serbia, generally accepted rules of international law, ratified international treaties
and laws;
d.
Gender perspective refers to taking into account gender differences, sex differences and
different interests, needs and priorities of women and men and their involvement in all phases of
planning, preparation, adoption and implementation of policies, regulations, measures and
activities;
e.

Gender dimension means integrating sex and gender analysis into research;

f.
Gender-sensitive language is a language that promotes equality between women and men
and a means of influencing the consciousness of those who use that language in the direction of
achieving equality, including changes in opinions, attitudes and behavior within the language
used in personal and professional life;
g.
Gender responsive budgeting is the introduction of the principle of Gender Equality in
the budget process or the process of financial planning; implies a gender budget analysis and the
inclusion of a gender perspective in all budget processes and the restructuring of revenues and
expenditures with a view to promoting gender equality;
h.
Gender balance exists when the representation of one of the sexes is between 40-50% in
relation to the other sex, and significantly unbalanced gender representation exists when the
representation of one sex is lower than 40% in relation to the other sex, unless a special
regulation defines differently;
i.
Gender analysis is an assessment of the impact of the consequences of each planned
activity, including legislation, measures and activities, public policies and programs, for women
and men and gender equality in all areas and at all levels;
j.
Gender-based violence is any form of physical, sexual, psychological, economic and
social violence committed against a person or groups of persons due to belonging to a certain sex
or gender, as well as threats of such acts, regardless of whether they occur in public or private
life, as well as any form of violence that mainly affects persons belonging to a certain gender;
k.
Harassment is any unwanted conduct that has the purpose or consequence of violating the
dignity of a person or group of persons on the basis of sex or gender, and especially if it creates
fear or a hostile, intimidating, humiliating and offensive environment;
2

l.
Sexual harassment is any unwanted verbal, non-verbal or physical act of a sexual nature
that has the purpose or consequence of violating personal dignity, especially if it creates fear,
hostile, intimidating, humiliating or offensive environment;
m.
Gender stereotypes are traditionally formed and rooted ideas according to which women
and men are arbitrarily assigned characteristics and roles that determine and limit their
possibilities and position in society.

2.

Existing legal framework

Protection against discrimination and respect for GE are the basis for the realization of
human rights established by international documents confirmed by the Republic of Serbia. The
process of including our country in the European integration requires that the highest
international standards resulting from these documents be respected in the realization and
protection of basic human rights.
In its commitment to GE, MI SANU relies on the international and national legal
framework governing this area.
2.1 International documents
The key international instruments this Plan is harmonized with are:
1. The UN Universal Declaration of Human Rights (1948),
2. The Convention on the Elimination of All Forms of Discrimination against Women, UN
General Assembly Resolution 34/180, 1979 (“Official Journal of SFRY – International
Treaties”, No 11/81),
3. The Optional Protocol to the Convention on the Elimination of All Forms of
Discrimination against Women (“Official Journal of FRY – International Treaties”, No
13/02);
4. The International Covenant on Civil and Political Rights, UN General Assembly
Resolution 2200 А(XXI), 1966 (“Official Journal of SFRY – International Treaties”, No
7/71);
5. The International Covenant on Economic, Social and Cultural Rights, UN General
Assembly Resolution 2200 А(XXI), 1966. (“Official Journal of SFRY – International
Treaties”, No 7/71);
6. The Optional Protocol to the International Covenant on Civil and Political Rights
(“Official Journal of FRY – International Treaties”, No 4/01);
7. The Optional Protocol to the International Covenant on Social and Economic Rights
(“Official Journal of FRY – International Treaties”, No 4/01);
8. The UN Convention on the Rights of Women, 1952;
9. The Convention on the Elimination of All Forms of Racial Discrimination, 1966;
10. The Nairobi Forward-looking Strategies for the Advancement of Women, UN, 1985;
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11. The Vienna Declaration and Action Programme, UN, 1993;
12. The Beijing Declaration and Platform for Action, adopted at the Fourth World
Conference on Women, 1995;
13. The UN Millennium Development Goals, adopted at the UN Millennium Summit, 2000;
14. The UN Security Council Resolution 1325 (2000),
15. The UN General Assembly Resolution 3521 (XXX) Equality between Men and Women
and Elimination of Discrimination against Women, 1975;
16. The Convention against Discrimination in Education, 1960;
17. The Convention concerning Discrimination in Respect of Employment and Occupation
(ILO-C-19) 1958;
18. The Maternity Protection Convention (ILO-C-103) 1952;
19. The Convention concerning Equal Opportunities and Equal Treatment for Men and
Women Workers (Workers with Family Responsibilities) (ILO-C-156), 1981;
20. The Convention concerning Equal Remuneration for Men and Women Workers for Work
of Equal Value (ILO-C-100), 1951;
21. The General Recommendation 33 of the Committee for the Elimination of Discrimination
against Women on Access to Justice, 2015.
The Plan is also harmonized with all Council of Europe documents in the field of human
rights and gender equality. These documents are:
1. The European Convention for the Protection of Human Rights and Fundamental
Freedoms, 1950, amended pursuant to Protocol No 11 (“Official Journal of SMNE –
International Treaties”, No 9/03, 5/05 and 7/05 – corr.) with Protocol 7 (1984) and
Protocol 12 (2000);
2. European Social Charter, 1961 and Revised European Social Charter, 1996;
3. Declaration on Equality between Women and Men as a Fundamental Criterion of
Democracy, 1997;
4. Recommendation of the Committee of Ministers of the Council of Europe No R (97) 20
– on “hate speech”;
5. Recommendation by the Committee of Ministers of the Council of Europe No R (97) 21
– on the media and the promotion of a culture of tolerance;
6. Recommendation of the Committee of Ministers on: education CM/Rec(2007)13;
elimination of sexism in language Р(90)4; equality between women and men
Р(1229)1994; reconciling work and family life Р(96)5; role of women in science and
technology Р(1435)1999; balanced participation of women and men in political and
public decision-making Р(2003)3; standards and mechanisms to achieve gender equality
Р(2007).
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Considering its European Union membership candidate status, the Republic of Serbia is
committed to fully adopting the EU acquis. Therefore, this Plan takes into consideration key
European Union documents in this field:
1. The Treaty of Amsterdam (1997) regulating human rights, particularly the principle of
equal treatment of men and women and the prohibition of sex-based discrimination;
2. The European Union Charter on Fundamental Rights,
3. Council Resolution on Women in Science;
4. Council Recommendation on the promotion of positive action for women;
5. Commission Recommendation on the protection of dignity of women and men at work;
6. Council Resolution on the promotion of equal opportunities for women;
7. Council Resolution on the balanced participation of men and women in decision-making;
8. Resolution of the Council and of the Ministers for Employment and Social Policy on the
balanced participation of women and men in family and working life;
9. Directive no. 2000/43/EC of 29 June 2000 implementing the principle of equal treatment
between persons irrespective of racial or ethnic origin,
10. Directive no. 2000/78/EC of 27 November 2000 establishing a general framework for
equal treatment in employment and occupation;
11. Directive no. 2006/54/EC on the implementation of the principle of equal opportunities
and equal treatment of men and women in matters of employment and occupation;
12. Directive 92/85/EEC on the introduction of measures to encourage improvements in the
safety and health at work of pregnant workers and workers who have recently given birth
or are breastfeeding (tenth individual Directive within the meaning of Article 16 (1) of
Directive 89/391/EEC);
13. European Parliament Resolution on women in decision making;
as well as other acts of importance for achieving gender equality in society and especially in
scientific work.
In addition, the development of the Plan took into account the strategic goals set out in the
European Commission Gender Equality Strategy 2020-2025, namely:
(1) ending gender-based violence,
(2) challenging gender stereotypes,
(3) closing gender gaps in the labour market;
(4) achieving equal participation across different sectors of the economy
(5) addressing the gender pay and pension gap,
(6) closing the gender care gap, and
(7) achieving gender balance in decision-making and politics.
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The plan relies in particular on the values, principles and basic elements of the European
Commission's Horizon Europe Research and Innovation Program (2020), as well as the Horizon
2020 Program, in which MI SANU participates as one of the partners in international projects, in
the field of RRI, which includes GEy in science.
2.1

National Documents

The Constitution of the Republic of Serbia (2006) guarantees human rights established by
ratified international treaties, generally accepted rules of international law and laws (Article 18,
paragraph 1). In Article 15, the Constitution establishes a policy of equal opportunities as an
obligation of the state and guarantees equality between women and men.


In addition to the highest legal act, the national legal framework on which this
Plan is based consists, inter alia, of the following regulations and strategic
documents:

1. Gender Equality Law (2021)
2. Law on the Prohibition of Discrimination (2009)
3. Law on Preventing the Discrimination of Persons with Disabilities (2006);
4. Law on the Ombudsperson (from 2009)
5. Law on Science and Research (2019)
6. Family Law (2005);
7. Labor Law (2005)
8. Law on Personal Data Protection (2018)
9. National Action Plan for the Implementation of UN Security Council Resolution 1325 Women, Peace and Security in the Republic of Serbia (2017-2020)
10. Strategy of scientific and technological development of the Republic of Serbia for the
period from 2021-2025. - "The power of knowledge"
The above mentioned documents are in accordance with the priorities and goals defined
in the Plan of the European Research Area and the integration of the scientific research system of
the Republic of Serbia into it. The Strategy of Scientific and Technological Development, (2021)
defines also as one of its aims "Gender Equality in decision making positions, development of
policy for gender equality in research organizations".
The Law on Science and Research, in the Article 4, defines as one of its basic principles
of scientific work “Gender Equality in science and research, as well as in decision-making
bodies”.
Finally, the Scientific Council of MI SANU especially recognized the following
documents as important for its work - the Code of Conduct in Scientific Research, adopted by
the Government of the Republic of Serbia (GoS), and the Code of Ethics of the European
Mathematical Society. Both these documents also provide for the prohibition of all forms of
discrimination, as well as the fostering of the principle of GE.
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3.

Why does MI SANU adopt the Plan for Achieving and Improving Gender Equality?

In the global structure of researchers in mathematics, computer science and mechanics,
there are usually fewer women than men, although looking at the Republic of Serbia and MI
SANU itself, this statistic is significantly more favorable. Creating conditions that would enable
and encourage women to continue their careers in disciplines that are traditionally nurtured in MI
SANU is important for its future development and staff empowerment.
Also, a balanced relationship between professional and work responsibilities is important
for all researchers and all employees, in order to be able to realize their full potential, of which
MI SANU should also take care. In addition, given the numerous initiatives not only in Europe
but worldwide around women in STEM disciplines, participation in such initiatives, activities
and international networking is undoubtedly beneficial for researchers of both sexes and
attracting new scientific projects and collaborations, especially international ones.
One of the main instruments for achieving these goals is the adoption of this Plan. It also
documents all the efforts that MI SANU has already undertaken in this direction, while at the
same time being a guide for further measures in the development of GE in MI SANU, and
support to the integration of GE in policies and practices of umbrella and partner institutions of
MI SANU.

4.

Responsibility for implementing the GEP

The only way to achieve full equality and an affirmative environment in which everyone
feels comfortable is the support of all employees and associates of MI SANU to these principles,
in all areas and activities in which they operate. That is why the broad participation of employees
in creating institutional policy and building this Plan is the most important.
Like the 2021 Plan, this Plan was prepared by the MI SANU Working Group on Gender
Equality (Working Group), formed through the participation of MI SANU in the Horizon 2020
project LeTSGEPs, in cooperation with MI SANU Council for Responsible Research and
Innovation (MI SANU Council for RRI), and the Center for Science and Innovation
"Intersection", as an advisor to MI SANU in this project.
The implementation of the Plan will be supervised by the Gender Equality Advisor, the
Scientific Council of MI SANU, the Working Group, and the Director. The Working Group
which will continue its work also after the completion of the Horizon project 2020 LeTSGEPs.

5.

The GEP time-line

The Gender Equality Plan of MI SANU is one of the strategic documents of MI SANU,
scheduled to be valid until December 31, 2024. As already mentioned, an important component
in its design was preparatory training and research within the Horizon 2020 LeTSGEPs project,
support that MI SANU will have until the completion of the project itself, i.e. until December 31,
7

2023. Based on the experience from the implementation of the Plan from 2021, it is estimated
that a period of three years is a reasonable framework in which planned measures could be
implemented. It will be folfowed by the review of the results of its implementation, and the
adoption of a new three-year plan. Also, it is possible to supplement and revise this Plan
meanwhile, if necessary.
The leadership of MI SANU, Advisor for Gender Equality and Prevention of
Discrimination, the Working Group and MI SANU Council for RRI will ensure that all
employees of MI SANU are involved in this process and that current needs, issues and measures
to be implemented are continuously considered or adjusted.

6.

GEP Main goals

MI SANU commits to undertake the activities necessary to create structural changes in
order to achieve and maintain a higher degree of GE at all levels and in all areas of its work and
research, with the objectives and goals that are, together with the measures for its achievement,
presented in the following table:

Objectives
Institutional capacity building for
identification of relevant data and their
ongoing maintenance, as well as
establishment of systematic procedures
and information systems to improve data
collection and address data shortages.

Smart goals
Empowerment and motivation of MI SANU
employees and associates to run in the elections for
members of the Management Board from among the
employees, with the aim that at least one woman is
elected to the Board, according to the procedure
prescribed by the Statute of MI SANU.
Collection of data on the gender structure of
lecturers in departments and seminars, authors of the
articles in the MISANU repository, and other data
relevant for the work of the Institute and Gender
Equality, segregated by gender and age
Mentoring program in the field of GE and research
career

Strengthening the visibility of GEy and
raising awareness of the importance and
benefits of adequate gender balance at all
levels.

Organizing an annual workshop on GE topics in
research,
Mentoring program in the field of GE and research
career
Celebrating Women in Mathematics Day, Women in
Computer Science Days, and Girls' in Information
8

and Communication Technologies (ICT) Day

Promoting gender diversity within
academic structures, with a strong
emphasis on greater participation of
women in decision-making bodies and
decision-making processes, in accordance
with institutional, national and other
regulatory frameworks.

Nomination of Gender Equality and Preventing
Discrimination officer,
Empowerment and motivation of MI SANU
associates to run in the elections for members of the
Management Board from among the employees, with
the aim that at least one woman ise elected,
according to the procedure prescribed by the Statute
of MI SANU
Monitoring of the structure of working bodies and
evaluation commissions and enhanced of GE in their
composition

Applications of gender sensitive
budgeting

Raised awareness on the importance of gender
sensitive budgeting and building capacity for its
implementation, through the built partnership with
the Ministry of Education, Science and
Technological Development, the Ministry of Finance
and the UNWomen on mainstreaming gender
sensitive budgeting in MI SANU and other research
performing organisations
Preparation of a gender-sensitive financial plan,
starting in 2022

Supporting Gender in Research and
Innovation content component

Monitoring the degree of integration of the gender
dimension in the research of MI SANU (examination
of gender norms and stereotypes and research of the
needs, attitudes and behavior of both sexes through
research work)
Organizing an annual workshop on gender
mainstreaming in research and innovation
Support for cooperation with the Association of
European Women in Mathematics
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Empowering employees to achieve a
balance between work and leisure

Approval of remote work in specific family or
general circumstances

Prohibition of sexual and other
harassment

Adoption of the rulebook on the prohibition of
sexual and other harassment

Table 1. Goals and measures in achieving gender equality

7.
Overview of MI SANU’s previous activities in improving Gender
Equality
During the 75 years of its existence, MI SANU has nurtured a culture of affirmation of its
employees and associates, regardless of gender, ethnic, national and religious affiliation. It is
especially important to point out that many of the concrete measures that the European
Commission suggests to encourage the development of this culture have been practiced by MI
SANU for several years and decades. We will look at some of the most important ones.
MI SANU, together with the Center for the Promotion of Science, has been organizing
the May Month of Mathematics (M3) event for 10 years now, which aims to bring mathematical
and computer sciences closer to the general public, but also to motivate young people to study
and work in these fields. The most accurate proof that our efforts have been successful is the
constant increase in the interest of female students in computer science at various faculties in the
country, while in mathematics this number is far higher than the average of the European Union
countries. In 2020, M3 hosted the exhibition "Women of Europe in Mathematics", and on that
occasion the appropriate catalog was promoted. A good part of its circulation was donated to the
students of the Mathematical Gymnasium in Belgrade and the Gymnasium "Jovan Jovanović
Zmaj" in Novi Sad. Also, from 2020, we joined the celebration of May 12 as the International
Women in Mathematics Day, and two scientific cafes were held with women mathematicians.
The contribution to the promotion and development of the values of RRI was realized
through the participation of MI SANU in the project "Nucleus", financed within the Horizon
2020 program in the period 2016 to 2019, which also dealt with this topic. During this project,
the Code of Ethics of MI SANU was adopted by the Scientific Council, which coincided with the
instructions of the Ministry in this field.
From the beginning of 2020, MI SANU participates in another Horizon 2020 project LeTSGEPs, within which this Plan is adopted. As part of these activities, MI SANU held several
successful gatherings, internal, national and international, dedicated to Gender Equality and
gender budgeting (GB). During 2020, the employees and associates of MI SANU had the
opportunity to participate in four large workshops within this project, and training in which 15
associates of the Institute were involved.
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The Ministry also foresaw that each scientific research institution should have its own
Gender Equality Plan, and that the European Commission envisages it as an obligatory condition
when applying for projects financed within the Horizon Europe program, starting in 2022.
In March 2021, an anonymous survey was conducted through the Questionnaire on
Everyday Life of MI SANU and the balance of business and private life of employees and
associates of MI SANU, which was filled by 46% of permanent employees at MI SANU, This is
the first research of its kind conducted at the Institute, and represents the starting point for the
development of this Plan, and in this regard will be presented in detail in the following chapters.
Starting in 2017, MI SANU is giving the Annual Award for the best student, master and
doctoral theses in mathematics and mechanics, and computer science, and from 2019 also for the
best graduation papers of the students of the Mathematical Gymnasium. This award is a
significant step forward in stimulating young people to engage in scientific work in the Republic
of Serbia and it is worth noting that a large number of female students have already received it,
that is, respecting strictly scientific criteria, the gender structure of the winners of this award is
more balanced than the gender structure of the winners of similar awards in other European
countries.
MI SANU is proud of the fact that the Principal Investigator of the first project in the
field of artificial intelligence, which was approved for the Institute for funding by the Science
Fund of the Republic of Serbia in 2020, is Dr. Tatjana Davidović, scientific advisor of MI
SANU. This project also has a balanced structure of members both in terms of experience and
gender.
In the past decades, MI SANU, despite relatively unfavorable economic circumstances,
has found ways to support its employees in scientific training, development of international
cooperation, but also in enabling flexible working hours, so that they can better plan their family
and private obligations. It is certainly a measure whose far-reaching effects were many times
positive for the development of MI SANU and its attractiveness as a place of employment in
competition with the increasingly strong industrial and IT sector in the country and abroad. This
is the culture for which the Institute is known, but in this Plan we want to emphasize that this
good practice and its sustainability is conditioned by respect and adequate attitude of all
employees towards it. This is especially important as this culture it is not an implied privilege of
all institutes in the country and abroad, as evidenced by the numerous strategies of the European
Commission, which have been trying to incorporate it into the practice of research organizations
in Europe for years.
It is difficult to list all the individual initiatives that many associates of MI SANU have
had in recent years in this area, and which undoubtedly deserve to be recognized by the Plan.
Individual initiatives and personal contacts make a big difference, especially in small
organizations and countries with limited financial resources for science, and that is why it is
important to nurture them. We will list several current initiatives in which our associates
participate, who undoubtedly contribute to the development of MI SANU and the improvement
of Gender Equality culture: COST action "European Network For Gender Balance in
Informatics" with the participation of Dr. Silvija Ghilezan, scientific advisor of MI SANU,
"Guidelines for Gender Equality and to improve diversity" with the participation of Dr. Velimir
Ilić, research associate of MI SANU, and the participation of Dr. Vesna Todorčević , scientific
advisor, in the work of the Association of European Women in Mathematics.
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8.
Review of the activities of MI SANU in the field of gender equality
during the implementation of the 2021 Plan
This Plan implies the continuation of MI SANU´s mission to promote GE in research,
and in this part it explicitly refers to the most important activities in the period from May 26,
2021 to May 31, 2022.
The plan from 2021 foresaw two important novelties concerning the improvement of the
gender policy of MI SANU. The first is the establishment of the position of Advisor for Gender
Equality and the Prevention of Discrimination, as an additional activity in the Institute. In
February 2022, Biljana Nedeljkov, advisor for knowledge transfer and promotion was appointed
to this position by the decision of the Director of the Institute, Dr. Zoran Ognjanović, at the
suggestion of the Working Group. Biljana has attended several international workshops and
trainings in the field of gender policy, gender responsive budgeting and the promotion of GEy in
academic institutions. The main novelty of this Plan is that in its Annex it further specifies the
role, rights and responsibilities of the Advisor for Gender Equality and Discrimination
Prevention.
A big step forward for MI SANU is the introduction of gender-sensitive budgeting. With
the help of UN Women Serbia and representatives of the Ministry of Finance of the Republic of
Serbia, an online training was held in November, attended by the management of MI SANU,
members of the Working Group and employees in accounting and finance. Although, as one of
the institutes of SANU, MI SANU was obliged to apply gender budgeting (which will be
mandatory for all other institutions financed from the budget of the Republic of Serbia), it
needed technical assistance and professional support to apply this principle in practice, especially
given the existing way of financing scientific research institutions in Serbia. These issues were
discussed at the workshop and technical doubts were resolved, so the 2021 Plan received praise
and the highest marks as an exceptionally good strategic document concerning GE. Efforts in the
first half of the year resulted in the adoption of the MI SANU budget for 2022, which applied the
principle of gender-sensitive budgeting.
MI SANU also, despite the pandemic conditions, together with the Center for the
Promotion of Science, in May 2021, successfully marked the 10th anniversary of the May Month
of Mathematics event. As part of that program, and on the occasion of Women's Day in
Mathematics, two virtual events were organized entitled "Inspirational Conversations" dedicated
to Serbian scientists in the field of mechanics, where the work of prof. Vera Nikolić Stanojević,
prof. Milena Radnović, prof. Katica Hedrih Stevanović and prof. Livija Cvetićanin were
presented. Also, on April 28, 2022, the Day of Girls in Information and Communication
Technologies was marked for the first time in the premises of MI SANU and at the Indigo Hotel.
This event was held in cooperation with the Center for the Promotion of Science, the Eversin
company, and the Indigo Hotel, and is part of the activities envisaged by the first genderresponsive budget of MI SANU.
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MI SANU will host the Sixth Project Meeting Horizon 2020 of the LeTSGEPs project on
June 20 and 21, 2022. On this occasion, an international workshop "Gender Equality in Research
Performing Institutions - Strategies, Negotiating and Sustainability" will be organized for
researchers in Serbia. The Working Group has put a lot of efforts in the previous year in the
preparation and organization of this event, especially because the pandemic conditions
significantly hindered international cooperation. These activitiesiIn particular affirm the Institute
as a credible national institution which, even in complex conditions, manages to contribute to
solving current problems and enhance the progress of science and society in Serbia.
In addition to these activities, two international COST actions were successfully
implemented: "European Network for Gender Balance in Informatics" in which prof. Dr. Silvija
Gilezan participates, and "Guidelines for Gender Equality and to Improve Diversity" with the
participation of Dr. Velimir Ilic, research associate at MI SANU.
During 2021, the Annual Awards of MI SANU were awarded, a total of 13 awards, of
which as many as eight were awarded to female students. It should be emphasized here that all
the Commissions were guided primarily by scientific criteria in decision-making, and that this is
an example of a good result in encouraging women to engage in science. In this context, we are
proud to point out that MI SANU is an example for many institutions in developed countries in
terms of its results, even in a situation in which they have sibstantial budgets for similar
activities, unlike MI SANU.

9.

Results of the Research on the State of Gender Equlaity at MI SANU

During 2020, as a part of the LeTSGEPs project, an analysis of indicators on the state of
GE at MI SANU was conducted.
The analysis of the indicators showed that the Glass Ceiling Index as a parameter of the
change in the percentage of women with progress in titles for MI SANU is equal to 1.03. This is
a complex parameter formatted for this research, which takes into account, among other things,
women's education, salaries, maternity leave, career advancement and the representation of
women in senior and managerial positions. This result speaks of a slight decline in the number of
women in high ranks, ie. about the somewhat lower probability that the women researcher will
reach the highest research title.
Namely, this indicator is defined as the ratio between the total share of women in
research staff and the share of women in the role of scientific advisor / full professor (so-called
grade A). The value of this index can vary from 0 to infinity. The value of index 1 indicates that
there is no difference between women and men in terms of the probability of reaching the
maximum career level (scientific advisor / full professor); an index value less than 1 means that
the share of women in the maximum achievable role is higher than their average presence among
research staff; an index value greater than 1 instead indicates the presence of an effect known as
the “glass ceiling effect,” which sees women less represented in the highest positions than the
average presence in research staff. In general, the higher the value assumed above the glass
ceiling index, the stronger the glass ceiling effect and the more difficult it is for women to
achieve a major role in an academic career.
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The national average for Serbia is not available, but the precision of the conditions for
election to scientific titles provided by the Rulebook on election to research titles in this context
certainly has a positive effect. The Rulebook stipulates explicit minimum qualitative and
quantitative conditions for elections to scientific titles that are the same for everyone and leaves
no possibility for gender discrimination in terms of their fulfillment.
We need to point out several specificities of these indicators in the context of our
institution. MI SANU has a relatively small number of employees (78), which from a purely
statistical point of view is not a sufficient sample for conclusions based on the law of large
numbers. Furthermore, the promotion to research positions that happened after reviewing the
situation on the basis of gender indicators in the preparation of this Plan has significantly
changed the observed percentages already, so for the analysis of indicators in our context it
makes sense to use as a cross-section of the actual situation at the time of the survey.
Results of that study on gender structure are shown on the graphs 1. below, based on the number
of researchers in MI SANU on 1 June 2020.
st

Graph 1. Number of students, graduates and researchers at MISANU (June 1, 2020)
Most of the indicators used in the survey used at the European level and that are used in
this survey are primarily constructed with large organizations in mind, such as universities,
which include both humanities and technical sciences, and which work with a large number of
students of various profiles. As MI SANU does not organize classes, it made no sense to measure
indicators for students, except for doctoral students - so in our analysis, undergraduate students
were interpreted as trainee researchers and research associates without a doctorate.
Another specificity is that the indicators specifically looked at the percentage of women
in the so-called STEM disciplines, while there are naturally much higher values at MI SANU
than at the other partners for this indicator and average values at the EU level. For our needs, it is
much more expedient to make comparisons with other mathematical institutes in Europe and to
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differentiate categories according to groups of mathematical and computer disciplines, which
will be the approach of the analysis in the next steps.
The following table shows the numbers of employed scientists in the highest ranks by age
groups.

INDEX:
Rank
A:

Percentage (%) of women in highest ranks, by age groups
M

%M

F

%F

TOT

%TOT

%F/TOT

Country
F/TOT

EU
F/TOT

<35

-

0%

-

0%

-

0%

0

N/A

36%

35–44

-

0%

-

0%

-

0%

0

N/A

28%

32%

50%

N/A

26%

68%

23%

N/A

23%

100%

32%

F/TOT

%

45–54
55+

3
10

Total

13

23%

3

77%

3

100%

6

50%
50%
100%

6
13
19

Table 2: Percentage (%) of women in the highest ranks, by age group on June 1, 2020
As can be seen from Table 2, there are no male and female researchers in the highest
research positions under the age of 45. Although it is seen that there is a gender balance in the
age range of 45 to 55, there are more male researchers in the next age range of 55+. However,
taking the total number of female researchers in rank A, the percentage of female researchers in
both age ranges is the same, 50%.
However, in the analysis of indicators for MI SANU, it is also important to take into account
the historical periods when there was a ban on employment in the public sector, because the lack
of researchers at certain ages corresponds to these phenomena.
INDEX:

Women among researchers by field of R&D

%M
M
M

76.60%
3

Natural sciences
36
Engineering and
technology

%F
F
F

66.67%
20

19.15%
9

T%TOT

%F/TOT

Country
F/TOT

72.73%

35.71%

7.88%

22.08%

47.06%

10.54%

TOT

56
26.67%

8

17

15

4.26%

Social sciences

3.33%

2

1
0.00%

Humanities

3.33%

Total

47

1
100.00%

30

3.90%

33.33%

11.52%

1.30%

100.00%

5.49%

100.00%

38.96%

47.71%

3

1
100.00%

77

Table 3: Actual situation of the gender structure of researchers by areas in MI SANU in June 2020.

MI SANU has, meanwhile, as already mentioned, in the process of the new sectoral
organization foresaw three sectors with managers, deputy managers and secretaries and, looking
at the gender structure in these positions today, we can say that in this sense the full gender
balance.
Also, in March 2021, a survey was conducted on everyday life in MI SANU and the balance
of business and private life of its employees. This research was done with LeTSGEPs project
partners, and the MI SANU LeTSGEPs team previously translated the questionnaire into
Serbian. It took 20-25 minutes to complete the questionnaire. The questionnaire was completed
by 37 employees of MI SANU, approximately 46% of the total number of employees. Of the
respondents, 82% are employed under the age of 45.
The questionnaire consisted of a set of questions grouped into categories:


demographic issues: age, gender, marital status, number of children, child care, family
income structure, etc.



professional issues: scientific title, duties in MI SANU, type of employment contract,
relationship with superiors, job satisfaction, etc.



relationship between private and professional life: family responsibilities, child care, time
devoted to work, etc.



social values and attitudes towards gender policy: discrimination, traditional gender roles,
ranking of measures to be incorporated into the Gender Equality Plan, etc.



free time: time spent in leisure activities, travel, vacations, etc.



implicit association test.

The results of the research were obtained in an aggregate form. Most of the respondents
answered the questions about discrimination within MI SANU with "no". Over 80% of
respondents answered that they had not faced or witnessed any form of harassment in MI SANU.
Two respondents stated that they have been exposed to or witnessed age discrimination, and the
same situation was with gender discrimination. Two respondents answered that they were
exposed or witnessed ethnically motivated discrimination, and the same number of answers was
received for discrimination based on religion.
It is noticeable that respondents of both sexes in the range of 65-100% agree that
opportunities for career development, availability of equipment, advancement, obtaining a
contract for an indefinite period, obtaining leave and the like are equal conditions for men and
women, while in some issues there were up to 27% answer that the conditions are a bit easier for
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men. It is noticeable that the high concordance corresponds to the associates of MI SANU in
these issues.
Also, the percentages of employee and associates' answers almost coincide in the answers
to the questions that treat the relationship between private and business life and professional
burnout. About 40% of respondents worry about work when they are not working at least half
the time; about 80%of them are too tired to take care of household chores at the end of the day.
About 60% of respondents realize that work prevents them from devoting the time they want to
their personal lives. About 40% of respondents feel the need to work during the holidays to meet
work demands. These indicators indicate the need to further analyze these circumstances and
perceptions and to pay even more attention to achieving a balance between the private and
business spheres of life of the Institute's employees. Also, these results should be compared with
other sectors and the rest of the population in Serbia in the following research.
The Implicit Association Test (IAT) suggests that respondents show little bias towards
gender roles. Namely, a positive grade means a stronger connection between the name of the
male tone and (negative) career attributes, while a negative rating suggests a stronger connection
between the name of the male tone and (positive) family attributes. Using typical thresholds in
the literature, a score between -0.15 and 0.15 does not indicate bias, a score between 0.15 and
0.35 (in absolute value) indicates that there is a slight correlation between the two concepts and a
score higher than 0.35 (in absolute value) suggests that there is a moderate to significant
correlation.
The average score of the respondents in MI SANU is 0.25. Respondents (0.43) are
significantly more biased than respondents (0.10), i.e. men employed at MI SANU have less
implicit prejudices regarding gender roles than women employed at the Institute, which can be
seen from the chart below.

Graph 2: Distribution of respondents' grades on the Test of Implicit Associations. The positive
value indicates a stronger connection between the "female" - "family" and the "male" - "career".
The results for men are marked in green, and the results for women are marked in orange.
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Finally, the respondents stated or suggested the following in the survey:
• "Keep up working as before, no gender discrimination"
• “During maternity and family leave, the same status should be guaranteed to all who
come to work. If the mother is not permanently employed, the protection of the right to
return to work after maternity leave should be increased. "
All these assessments were taken into account during the development of the Plan.
Special attention will be paid to employees who start a family and use the leave on that occasion,
which fortunately was taken into account by the legislator in Serbia, and both men and women
can pay special attention to children of all ages.
10. Results of the research during the implementation of the Plan from 2021.
During the adoption of the Plan from 2021, several large researches were conducted
within the project LeTSGEPs, on the results of which this Plan also relies. During 2021, research
was started on the gender structure of authors in the Repository of Papers of MI SANU and at
some seminars of MI SANU. Certainly, this is a job that requires additional time and resources,
and the statistical processing of these data and their monitoring will be the responsibility of the
advisor for gender equality and prevention of discrimination.
Dr. Marija Šegan Radonjić, research associate, and Kristina Milojević, librarian,
conducted research on the gender structure of authors in the Repository of Papers of the Ministry
of Science and Technology of SANU. It showed that the ratio of the number of authors to the
number of authors is approximately two to one. For the Student Seminar, Dr. Đordje Baralić
made statistics on the ratio of the number of lecturers to the number of lecturers at the seminar in
the first five years of work, and the ratio of approximately two to one was obtained again. It is
interesting that preliminary research on the gender structure of lecturers at the Departments of
MI SANU shows similar values, but for a relevant conclusion much more is needed because the
total number of employees in MI SANU is small for a statistical result. The frequent occurrence
of number two should actually be related to the ratio of the number of researchers to the number
of female researchers permanently employed at MI SANU.
The following table shows the numbers of employed scientists in the relevant scientific
and research titles on May 15, 2022.
Rank

Number of male researchers with Number of female researchers with Total
the title
the title

Full Research Professor

15

5

20

Research
Professor

Associate

5

3

8

Research
Professor

Assistant

13

6

19

7

10

17

Research Assistant

18

Research Trainee

5

7

12

11. Setting up the GEP
After carrying out an initial assessment of GE state-of-play at MI SANU, the Institute is
ready to set up its Plan for Achieving and Improving Gender Equlity for 2022-2024. The
findings of the initial analysis allow identifying the priority areas of intervention to be addressed.
Not all areas can however be tackled at the same time, and some may be more pressing than
others. Therefore, this Plan sets out the priorities considering the assessment as well as the
available resources, at the same time being holistic, inclusive and integrative. Its participatory
approach will hopefully engage the whole MI SANU community in the envisaged activities, and
ensure a smooth and effective implementation of the proposed measures in a sustainable way.
12. Funds for the Implementation of the Plan
Funds for the implementation of the Plan will be provided partly from the Horizon 2020
project LeTSGEPs, and partly from the own funds of MI SANU, according to the financial plan
for the respective year.
13. Publication and Promotion of the Plan
After the adoption by the Management Board, and the signing by the authorized persons,
the plan will be available on the website of MI SANU, in Serbian and English, and the
employees of MI SANU will be informed by a special letter about its adoption. In the coming
months, a workshop will be held to which all employees will be invited in order to get
acquainted in more detail with the Plan and the planned measures and mechanisms for promoting
gender equality at the Institute.
MI SANU will pay special attention to the promotion of the Plan among other research
organizations in Serbia, and among other partner institutions.
14. Reporting on the Implementation of the Plan
The annual report on the implementation of the Plan is prepared by the Adviser on
Gender Equality and Prevention of Discrimination, in cooperation with the MI SANU Working
Group on Gender Equality. Data on the implementation of the Plan are an integral part of the
annual report on the work of MI SANU.
The report on the implementation of the 2021 Plan is integrated in point 8 and the Annex
to this Plan, and is an integral part of it. With this document, the Management Board of MI
SANU adopts the annual report on the implementation of the previously valid Plan, at the
proposal of the Advisor for Gender Equality and Prevention of Discrimination, as well as
conclusions and proposals on how to improve work on this topic.
Summary
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With its Plan for achieving and improving Gender Equality, MI SANU commits to
contribute to building gender sensitive culture in the research space in Serbia and beyond. The
envisaged set of actions, with different degrees of complexity, is meant to articulate this strategic
view. As initiatives as adhering to a charter or adopting general GE objectives do not constitute
per se, these commitments defined in the Plan are materialized into a concrete set of steps and
actions to be undertaken.
Below is a schematic overview of the fields of envisaged measures, resources and
objectives of MI SANU GEP. The concrete set of measures is elaborated in more detail in the
Annex.

Fields of actions/ measures
in the adopted Plan, and measures

Dedicated
resources

Increase the participation of women in research
and innovation and improvement of their career
perspective

Data
collection GE awareness
and monitoring
raising and
training
+

Gender balance in leadership and decisionmaking
Integration of the gender dimension into
research and teaching content

+

+

+

+

+

+

+

Work-life balance and organizational culture

+

Measures to prevent gender-based violence
including sexual harassment

+

+

+

Table 4. Areas covered by the Plan, measures, intended resources and mechanisms for its
implementation. “+” indicates that the Plan and other relevant documents such as the Financial Plan of
MI SANU provide for measures related to the area and the corresponding aspect of that area.
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Annex:
Measures envisaged by the MI SANU GEP
With its GEP (Plan for Achieving and Improving Gender Equality / Plan), MI SANU
supplements and elaborates its existing regulations and development strategies, and in addition
fulfills the task that lies ahead for all scientific research organizations in Serbia. In the
implementation of this Plan, MI SANU will continue to work closely with the Ministry, the
Serbian Academy of Sciences and Arts, the Center for the Promotion of Science, the Center for
Science and Innovation "Intersection", and other domestic and international partners.
Based on the gained experience, as well as the fact that Measures 1, 2, 10 and 11 from the
previous Plan were fully implemented, and Measures 5, 6, 7 and 9 were partially implemented,
the starting points for revising the Plan and adapting it to changed circumstances were defined. It
is important to uderline that for the most part in 2021 and during the first half of 2022, due to the
pandemic, only remote work was possible, so one part of the measures that included wider
engagement of human resources of MI SANU could not be implemented. The plan from 2021
did not clearly point out that for some sets of measures, a period of several years is assumed.
This Plan envisages three types of measures according to their character: institutional
(IM), scientific-research (SRM) and promotional (PM) measures. All these measures strive to
support the achievement of work-life balance for MI SANU employees.
Institutional measures are measures that should improve the legal framework of MI
SANU in the field of GEy and prevention of discrimination, as well as the improvement of this
aspect at the Institute. Scientific-research measures are measures related to the issue of GE in
activities related to scientific-research activities, while promotional measures include measures
related to the popularization of scientific work and GE. Table 3 lists the Measures envisaged for
implementation during the implementation of this Plan.
Acronym
measure

of Name of Measure

IM1

Application of gender sensitive budgeting

IM2

Support for a gender-balanced Management Board structure

IM3

Adoption of the Rulebook on the approval of work from home and remote working
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IM4

Adoption of the Rulebook on Prevention of Sexual and Other Violence

SRM1

Inclusion of MI SANU associates in the relevant international scientific associations of
women

SRM2

Monitoring the gender structure of authors in the repository of MI SANU, members of
working bodies and election commissions, and lecturers at departments and seminars of
MI SANU

SRM3

Support for young researchers in career planning

SRM4

Integration of Gender Dimension in Research and Innovation

PM1

Annual workshop on gender equality issues

PM2

Celebrating Women's Day in Mathematics and Girls' Day in Information and
Communication Technologies

PM3

Realization of excursions for employees and associates of MI SANU

Table 5. Overview of the Measures envisaged by the Plan
As part of the implementation of the Plan, MI SANU will implement the following 10
measures in the observed period:
Institutional measures
IM1: Application of gender sensitive budgeting
Gender sensitive budgeting means allocating funds in the institution's budget for
measures that should contribute to GEy in research and overall activities, support for employees
in family planning, and other aspects of importance for supporting the achievement of gender
equality.
The Republic of Serbia is committed to the implementation and gradual introduction of
gender-sensitive budgeting for all budget users, and this activity is coordinated by the Ministry
of Finance. From 2021, SANU, the umbrella institution of MI SANU, is included in this
program. In the context of MI SANU, this measure means the allocation of funds in the budget in
accordance with the possibilities to support the measures provided by this Plan.
The first gender-sensitive financial plan was made for 2022, and the Institute will strive
to further improve its financial plan in accordance with the possibilities through the fair
distribution of funds from the gender aspect and to participate in activities that popularize
science.
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IM1

Application of gender sensitive budgeting

Brief description of the measure

Application of gender sensitive budgeting to the
financial documents and all MI SANU activities

Objectives of the measure



Raising awareness about GE



Career development and opportunities for
advancement



Development of gender sensitive culture



Gender sensitive budgeting

Impact

Material support for measures to promote gender
equality

Target groups

All employees

Institutional places of inequality that
should be touched by the measure

Gender budgeting is a way to touch on all places of
inequality

Evaluation method

Financial plan

Stakeholders involved

Management of MI SANU, administration of MI SANU

Required resources

Financial resources to support the measures

Expected short-term effects

Introduction of gender sensitive budgeting in MI SANU

Expected med-term effects

Increasing interest in working at MI SANU
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IM2:

Existing measure

Yes

Application period

Starting from 2022.

Success factors

Increasing of the number of researchers at MI SANU

Clarification

Gender sensitive budgeting is the responsibility of all
RPOs in Serbia

Responsible person

MI SANU Managing Board

Support for a gender-balanced Management Board structure
According to the Law on Science and Research and the Law on the Serbian Academy of
Sciences and Arts, MI SANU is managed by a Management Board whose two members are
elected by SANU from among its members, two members are elected by MI SANU employees
by secret ballot, and one is appointed by the Ministry of Education, Science and Technological
Development of the Republic of Serbia. The current composition of the Management Board of
MI SANU is such that there are no women in it, so by all parameters it represents a place of
gender inequality at MI SANU.
However, the achievement of numerical equality or greater representation of women in
this area does not depend only on MI SANU, but also on all mentioned bodies, so what should be
improved is the election process and encouragement of all employees to elect representatives
from among employees in each election cycle, but representatives of both sexes. To this end, MI
SANU will work to further encourage its associates to run in the future elections and work on
raising awareness of the importance of involving women in the decision-making processes. It is
important to point out here that this measure was foreseen by the Plan from 2021 and that,
although it was not realized, a lot was done on it. First, the initiative was sent to the Ministry of
Education, Science and Technological Development of the Republic of Serbia to take into
account gender equality in the formation of the new Board, especially bearing in mind that the
Ministry delegates a member of the Board, while SANU cannot influence because there are no
women in the relevant department. academic. Also, the Working Group discussed on several
occasions the importance of the Institute's associates running for the Management Board in the
next election cycle.

IM2

Support for a gender-balanced Management Board structure
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Brief description of the
measure

Objectives of the measure

Election of at least one colleague from the ranks of employees in
the Management Board of MI SANU



Participation of researchers of both sexes in decision
making and management of the institute



Raising awareness about gender equality



Career development and opportunities for advancement



Development of gender sensitive culture

Impact

Gender balance in governing bodies

Target groups

All employees, management of MI SANU

Institutional places of
inequality that should be
touched by the measure

Lack of women in the Management Board of MI SANU

Evaluation method

Every four years, the employees of MI SANU elect two
representatives to the Management Board. The goal is to encourage
and elect at least one colleague to this body in the next election
cycle.

Stakeholders involved

• LeTSGEPs research team
• GE Working Group
• Management of MI SANU
• MI SANU RRI Council
• All employees

Required resources

Employees of MI SANU

Expected short-term effects Election of one female employee of MI SANU to the Management
Board
Expected midterm effects

Creating a gender balance in the management of the institute
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IM3:

Existing measure

Yes

Application period

2022-2023

Success factors

Raising awareness about GE, implementing gender equality,
empowering women to participate in the management of the
institute and project management, more balanced managing bodies

Clarification

There are no women on the current Managing Board

Responsible person

MI SANU GE Working Group

Adoption of the Rulebook on the approval of work from home and remote working
The balance between private life and work is a vital issue for all employees, especially in
extraordinary life circumstances, and that is why the existence of such an opportunity is very
important. The possibility of working from home is provided by the Rulebook on the work of MI
SANU, and is especially important in the circumstances of caring for small children or caring for
close family members during illness and other similar circumstances. This de facto practice has
been practiced during the previous decades in MI SANU, but it needs to be formalized, specified
and harmonized with other legal acts. MI SANU Working Group for Gender Equality will, in
cooperation with MI SANU Council for OII, prepare, and a Rulebook on approving work from
home and remote working propose it to the Management Board for adoption. We note here that
this measure was also envisaged by the 2021 Plan, but that due to the scope of work and the fact
that the Recommendation on Remote Working was in force practically all the time of its
implementation, there were no conditions to discuss this measure among a wider circle of
employees. A Gender Equality Adviser will be involved in this process.
IM3

Adoption of the Rulebook on the approval of work
from home and remote working

Brief description of the measure

Adoption of the Rulebook on approving work from
home in special family or general circumstances

Objectives of the measure



Support to employees in special circumstances



Career development and opportunities for
advancement
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Impact

Better balance of private and business obligations

Target groups

All employees, management of MI SANU

Institutional places of inequality that
should be touched by the measure

The measure is aimed at employees of both sexes

Evaluation method

Rulebook adopted
Number of submitted and approved applications for
work from home

Stakeholders involved

• Management of MI SANU
• All employees

Required resources

No additional resources needed

Expected short-term effects

Facilitating special life situations for MI SANU
associates

Expected med-term effects

Greater satisfaction of MI SANU associates with work
and life

Existing measure

Yes, partially

Application period

Continuous, as of 2022

Success factors

Fulfilling work tasks, reconciling family obligations
and work

Clarification

Supplement to existing measures

Responsible person

MI SANU RRI Council
WG for Gender Equality
Director
MI SANU Managing Board

IM4:

Adoption of a Rulebook on the Prohibition of Sexual and Other Harassment
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The Rulebook on the Prohibition of Sexual and Other Harassment is one of the acts that
should be provided for in the Plan according to the instructions for drafting plans for achieving
and promoting gender equality given by the European Commission, as well as a set of rules to
which the mentioned Law on Gender Equality calls. It is expected that in the near future, the
Ministry, as part of the preparations for participation in the calls Horizon "Europe", will
prescribe to scientific research organizations the obligation to adopt such a rulebook, or, as in the
case of the Code of Ethics, to offer a universal document for all scientific organizations in Serbia
in accordance with the Law on Prohibition of Discrimination and other regulations relevant to
GE.
The working group believes that, as in the case of the Code of Ethics, it is the right way
to adopt such an act and, if necessary, supplement the articles that would make it applicable and
consistent with the Rules of Procedure of MI SANU.
During the period of implementation of the Plan from 2021, the working group came to a
working version of this document, and therefore the goal of this measure is to continue this work
and lead to the adoption of the Rulebook.

IM4

Adoption of the Rulebook on Prohibition of Sexual and
Other Harassment

Brief description of the measure

Adoption of the Rulebook on Prohibition of Sexual and
Other Harassment

Objectives of the measure

Protection of employees from harassment

Impact

Creating legal mechanisms to protect against harassment

Target groups

All employees

Institutional places of inequality
that should be touched by the
measure

The measure addresses the sensitive issue of protection from
sexual and other harassment

Evaluation method

Adoption of regulations
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Stakeholders involved

All employees at MI SANU

Required resources

MI SANU Staff

Expected short-term effects

Formal regulation of harassment protection mechanisms

Expected midterm effects

Development of indicators that take into account the
specificity of the institution and the nature of research in
mathematics, computing and mechanics

Existing measure

A new measure

Application period

Starting from 2022.

Success factors

Creating legal mechanisms to protect against harassment

Clarification

This measure is an obligatory part of the Gender Equality
Plan envisaged by the Horizon "Europe" program

Responsible person

MI SANU WG for GE, MI SANU RRI Council, Director, MI
SANU Managing Board

Scientific-research measures
SRM1:

Involvement of MI SANU associates in the work of the Association of Women of Europe
in Mathematics

The Association of European Women in Mathematics (ZEM) was founded in 1986, with
the aim of supporting the development of women's careers in mathematics and their networking.
As part of its activities, it organizes numerous scientific conferences and workshops and closely
cooperates with the European Mathematical Society, of which MI SANU is an institutional
member. In addition to these, there are other scientifically specialized societies with similar
goals.
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Participation in these activities would benefit to raising awareness and empowerment of
MI SANU researchers, but it could also be of scientific benefit for the associates of the Institute,
and Institute as such, as well as an opportunity for MI SANU to attract foreign funds with which
it would additionally support and stimulate its associates to engage in scientific work. This
measure was also envisaged by the 2021 Plan, but pandemic conditions, as well as the inevitable
saturation of work and distance conferences, and then the situation created by the cancellation of
the International Mathematical Congress in 2022 in St. Petersburg, hindered some concrete steps
in achieving this more. Bearing in mind that in the last few years the work of MI SANU has been
significantly affected by global situations that cannot be influenced in any way, it is
recommended that the Institute's management, expert associate for promotion and knowledge
transfer and advisor for gender equality consider annually application of this measure in
accordance with the financial capabilities of the Institute and the general circumstances at the
time.

SRM1

Involvement of MI SANU associates in the work of the
Association of European Women in Mathematics (EWM)

Brief description of the
measure

Participation of MI SANU associates in the activities of the
EWM association

Objectives of the measure



Raising awareness about GE



Career development and opportunities for advancement



Development of gender sensitive culture

Impact

Greater visibility of researchers from MI SANU on the
international scene, participation of MI SANU in international
projects dealing with GE in science

Target groups

All employees, management of MI SANU

Institutional places of
inequality that should be
touched by the measure

Opportunity for women to be members of international
commissions and consortia

Evaluation method

Co-financing of membership fees for their associates and
participation in meetings organized by the EWM in accordance
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with the budget possibilities of MI SANU

• Management of MI SANU

Stakeholders involved

• MI SANU RRI Council
• All employees
Required resources

Financial support in accordance with the possibilities of MI
SANU

Expected short-term effects

Membership of 5 associates of MI SANU in the association
EWM

Expected midterm effects

Increasing the international visibility of MI SANU and its
associates on the international scene, raised awareness on GE in
Research

Existing measure

Yes

Application period

2022-2024

Success factors

Raising awareness about gender equality, implementing GE,
empowering women to participate in the management of the
institute and project management

Clarification

Until now, MI SANU has not been significantly engaged in the
work of this association at institutional level

Responsible person

Expert associate for the promotion and transfer of knowledge

31

SRM2:

Monitoring the gender structure of authors in the repository of MI SANU and lecturers
in Departments and Seminars of MI SANU, and other information and data that
are gathered and noted at MI SANU

The analysis done so far shows that MI SANU is far above the average of the European
Union when it comes to the contribution of women in science. However, a deeper statistical
analysis that would take into account the specifics of work in mathematics has not been done yet.
With this measure, we want to follow the mentioned indicators in the coming years, because we
believe that they are the most representative in the effective realization of the MI SANU mission.
Two measures were envisaged in the 2021 Plan: Measure 6 and Measure 7, and as stated in this
Plan, the implementation of this measure, which is the mandate of the Adviser on Gender
Equality and Prevention of Discrimination, has already begun.
The aim of this measure is to increase the representation of women in working bodies,
election and ad hoc commissions, in accordance with existing laws and rules, and it shows the
Institute's intention to promote women's participation in important decision-making bodies, and
thus directly, and we hope, indirectly, to increase gender equality and scientific excellence of the
Institute.
The results of this analysis would be included in the annual report on the implementation
of the Plan.

SRM2

Monitoring the gender structure of authors in the repository of MI
SANU and lecturers in Departments and Seminars of MI SANU,
and other information and data that are gathered and noted at MI
SANU

Brief description of the
measure

Monitoring the gender structure of authors in the repository of MI
SANU and lecturers in Departments and Seminars of MI SANU, as
well as other information and statistical data that are collected and
recorded in MI SANU, will be, except collectively, classified and
expressed by gender and age.

Objectives of the
measure



Support to employees in special circumstances



Career development and opportunities for advancement

Impact

Setting indicators that would be relevant for gender studies related to
the work of the institute.

Target groups

All employees, management of MI SANU
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Institutional places of
inequality that should
be touched by the
measure

The existence or non-existence of inequality has not been established
because no appropriate examination has been done

Evaluation method

Annual report

Stakeholders involved

All researchers employed at MI SANU

Required resources

Researchers, analytics software

Expected short-term
effects

Obtaining accurate and valid data

Expected midterm
effects

Development of indicators that take into account the specificity of the
institution and the nature of research in mathematics, computing and
mechanics

Existing measure

A new measure

Application period

Starting from 2021.

Success factors

Raising awareness about gender equality, application of gender
equality

Clarification

Indicators analysis

Responsible person

Nominated member of the MI SANU WG for GE
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SRM 3:

Support for Young Researchers in Career Planning

The mentoring program would allow younger associates of the institute, as well as all
others who need it, to consult on gender issues, balancing work and family responsibilities,
planning training and careers, and supporting progress.
MI SANU already has an informal similar practice, but this program would enable
everyone who needs it to contact the leadership of the Institute, which would then ask some of
the prominent scientists to help with their advice and to act as mentors in relation to the
mentioned topics. This measure was envisaged by the Plan from 2021, but due to the already
mentioned reasons, not much could be done to formalize it. The working group discussed and
sought the experiences of partner institutions on the LeTSGEPs project in order to use some
already existing good solutions.

SRM3

Support for young researchers in career planning

Brief description of the
measure

Support to young associates and associates in career planning through
a mentoring counseling program

Objectives of the
measure



Support to employees in special circumstances



Career development and opportunities for advancement

Impact

Support, counseling and guidance of young researchers and
especially women in career development and balance of private and
business obligations

Target groups

Young researchers, students, research associates

Institutional places of
inequality that should be
touched by the measure

The existence or non-existence of inequality has not been established
because no appropriate examination has been done

Evaluation method

Program reports

Stakeholders involved

All researchers employed at MI SANU
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Required resources

Researchers, analytics software

Expected short-term
effects

Increasing internal communication between younger and more
experienced associates of MI SANU

Expected midterm
effects

Strengthening trust and building institutional capacities of MI SANU

Existing measure

A new measure

Application period

Starting from 2022.

Success factors

Raising awareness, applying GE, career development

Clarification

This mentoring program aims to provide support that is not tied to
narrowly professional support for scientific work

Responsible person

Assistant Director for International Cooperation, Work with Young
Talents in Mathematics, Computer Science and Mechanics and
Popularization of Mathematical Sciences, Advisor to MI SANU on
the LeTSGEPs Project and MI SANU Council for RRI

SRM4: Integration of Gender Dimension in Research and Innovation
Gender-sensitive research takes into account the differences between men and women in
all aspects of research, from the initial idea, the formulation of research questions, goals and
methodologies, to the outcomes and presentation of results. Gender is, therefore, part of research
design and is systematically monitored and controlled during the research and innovation
process, even when it is not the main focus of the analysis.
In addition to gender mainstreaming, a gender-sensitive approach seeks to ensure an
equal share of both women and men in scientific work. Gender-balanced research teams work as
cutting-edge in their fields, and a gender-sensitive approach further encourages researchers to
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use a more sensitive research methodology in general. Gender mainstreaming, therefore, makes
research better and more valid through:
1) assisting in achieving more relevant research results for society;
2) enabling the development of new paradigms of research, teaching and career
advancement in research institutions;
3) enabling the preparation of more competitive proposals for funding research from
national and international sources, since this approach is one of the postulates of modern
scientific work.
To this end, MI SANU actively supports the integration of the gender dimension into
research and will prepare recommendations for the introduction of a gender-sensitive approach
through suggestions: a) how to take gender into account when composing research teams and b)
how to integrate gender into research content.
Also, special attention will be paid to the inclusion of gender equality content in the
adoption of plans and programs of work and research, seminars and other activities, so as to
exclude gender stereotypes, misogynistic and misandry content and include content related to
gender equality in order to overcome gender stereotypes and prejudices, fostering mutual respect,
non-violent resolution of conflicts in interpersonal relations, prevention and suppression of
gender-based violence and respect for the right to personal integrity.
SRM4

Integration of Gender Dimension in Research and Innovation

Brief description of the
measure

Integration of Gender Dimension in Research and Innovation at MI
SANU

Objectives of the
measure

• Ensuring excellence in research and innovation
• Utilizing the creative power of gender analysis for science and
innovation
• Improving the social relevance of produced knowledge,
technologies and innovations
• Overcoming gender stereotypes and prejudices, fostering mutual
respect, non-violent conflict resolution in interpersonal relationships,
preventing and combating gender-based violence and respect for the
right to personal integrity

Impact

• Consideration

of gender norms

• Breaking gender stereotypes
• Improving the quality of scientific work
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Target groups

All employees

Institutional places of
inequality that should be
touched by the measure

All places of inequality in research and innovation

Evaluation method

Monitoring the involvement of the gender dimension in the research
of MI SANU (examination of gender norms and stereotypes and
research of the needs, attitudes and behavior of both sexes through
research work)
A guide with recommendations for integrating the gender dimension
into scientific work and innovation has been prepared

Stakeholders involved

Scientific Council of MISANU, all researchers, MI SANU WG for
GE, MI SANU RRI Council

Required resources

Financial resources to support the measures

Expected short-term
effects

Integrating the gender dimension into the scientific work of MI
SANU
Exclusion of gender stereotypical, misogynistic and misandrian
content, and inclusion of content related to gender equality

Expected medterm
effects

Increasing excellence of research and results of MI SANU

Existing measure

Yes

Application period

Starting from 2021.

Success factors

Increased number of scientific papers with an integrated gender
dimension
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Clarification

The gender component in science and innovation is a prerequisite for
scientific excellence (necessarily based on inclusiveness and
intersectionality), and is one of the key requirements for supporting
scientific projects at the national and international level.

Responsible person

Director, MI SANU WG for GE, MI SANU RRI Council

Promotional measures
PM1: Annual Workshop on GE Issues
With the annual workshop on GE the MI SANU continues its tradition started with the
Info Day in the field of RRI, held in 2018, and will organize annual workshops to promote all
aspects of RRI, raising the culture of gender sensitivity, and introducing especially to younger
colleagues the opportunities for development careers in mathematics and computer science.
The aim of this workshop is, in addition to promoting and introducing GE in all
workflows in MI SANU, the preparation of MI SANU for the process of the integration of the
research system of the Republic of Serbia into the European Research Area, as well as applying
for financial resources to support women in science.

PM1

Annual workshop on GE topics

Brief description of the
measure

Workshop dedicated to Gender Equality in Research, and
especially to the perspectives and opportunities for career
development in mathematics and computer science in relation to
gender topics

Objectives of the measure

Impact



Raising awareness about GE



Career development and information on training
opportunities in GE in research



Incorporating gender component into research



Improving gender culture

1. Increasing the participation of women in research projects and
improving career prospects
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2. Perception of the gender dimension in research
Target groups

Researchers, collaborators and staff of MI SANU, students

Institutional places of
inequality that should be
touched by the measure

Lack of consideration of GE in some aspects of research and other
MI SANU activities

Evaluation method



Funds provided in the budget of MI SANU for this purpose.



Workshop successfully organized with a large number of
participants.
• LeTSGEPs research team

Stakeholders involved

• Gender Equality Working Group
• Management of MI SANU
• MI SANU RRI Council
Required resources

Organizational team, financial resources for cocktail and coffee
breaks

Expected short-term effects The number of workshop participants is above 35, raised awareness
among MI SANU employees on RRI issues
Expected midterm effects

Increasing the number of young researchers at MI SANU, more
gender sensitive research projects

Existing measure

Yes

Application period

Annually, starting in 2021.

Success factors

Awareness raising, improved GE at MI SANU, obtaining funds
from MI SANU, Ministry, UN Women in Serbia and other funders
and development institutions

39

PM2:

Clarification

The activity will be carried out in close cooperation with the RRI
Council

Responsible person

Assistant Director for International Cooperation, work with young
talents in mathematics, computer science and mechanics by
popularizing mathematical sciences

Celebrating Women's Day in Mathematics, Information Technology Day and Girls in
ICT Day
In recent years, MI SANU has done a lot to promote mathematical and computer sciences
in the Republic of Serbia. He joined the initiatives initiated by the European Mathematical
Society, and from 2020, special activities dedicated to women in mathematics and the
celebration of Day of Women in Mathematics are planned as part of the May Month of
Mathematics event. Girls' Day in Information and Communication Technologies was marked on
April 26, 2022 for the first time. In the coming period, the plan is to continue this practice,
because this measure should encourage young people to continue their careers in these sciences,
but also to keep in mind MI SANU as one of the good places where I could continue my
professional development.

PM2

Celebrating Day of Women in Mathematics,
Information Technology Day and Girls in ICT Day

Brief description of the measure

Celebrating Day of Women in Mathematics and
Information Technology Day and Girls in ICT Day

Objectives of the measure



Raising awareness about GE



Career development and opportunities for
advancement



Development of gender sensitive culture

Impact

Popularization of mathematical, computer sciences and
mechanics

Target groups

Researchers, students, pupils
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Institutional places of inequality
that should be touched by the
measure

Increasing the number of doctoral students in
mathematics, computer science and mechanics

Evaluation method

Events held

Stakeholders involved

Researchers, management of MI SANU

Required resources

Financial resources for organizing events

Expected short-term effects

Popularization of women's careers in mathematics and
computer science

Expected medterm effects

Increasing interest in working at MI SANU

Existing measure

In part, the celebration of Women in Maths is being
introduced in 2020, and in IT will be introduced in 2022

Application period

Starting from 2021.

Success factors

Increasing the number of young researchers at MI SANU

Clarification

Day of Women in Mathematics is marked as part of the
May Month of Mathematics event with special events

Responsible person

MI SANU RRI Council

PM3: Realization of excursions for employees and associates of MI SANU
Like the rest of the world, MI SANU had to face the challenges of working from home
and working remotely from 2020 to 2022. This inevitably produced a physical distance between
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employees and upsetting the balance between business and private obligations. The Working
Group received a proposal from the employees to organize an excursion or trip for the Institute's
employees and associates, which would aim to socialize in an informal atmosphere and the
opportunity for the Institute's team to meet and partially compensate for the negative effects of
the three-year absence of join work in physical presense. This practice exists both in the business
sector and in many of our partner institutions in the academic sector, so it is expected it will have
positive results on the MI SANU staff wellbeing and the overall collaboration and mutual
appreciation.

PM3

Excursions (team building) for employees and
associates of MI SANU

Brief description of the measure

Application of gender sensitive budgeting to the
financial documents and all MI SANU activities

Objectives of the measure

• Raising awareness of GE
• Promoting a good and friendly atmosphere among
employees
• Development of gender sensitive culture

Impact

Improving good interpersonal relationships
Associates of MI SANU

Target groups

All employees

Institutional places of inequality that
should be touched by the measure

Balance between private and business obligations of
employees

Evaluation method

Events held

Stakeholders involved

Associates of MI SANU

Required resources

Financial resources for organizing events

Expected short-term effects

Improving the working climate in MI SANU

Expected med-term effects

Increasing interest in working at MI SANU
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Existing measure

New

Application period

Starting from 2023.

Success factors

Increasing of the number of young researchers at MI
SANU

Clarification

The measure was proposed in consultation with MI
SANU employees

Responsible person

MI SANU RRI Council
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Detailed description of planned GEP activities

Goal 1 - Assessment, prevention and treatment of pay gaps
Action 1

Action name: General Gender Wage Gap Analysis

Short description of the
action

Collect data to refine the analysis of pay gaps by gender

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of budget reclassification

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR direction and steering committee

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☒ Gender Budgeting, please
specify: Budget reclassification
☐ Other fields, please specify:
-

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
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Action’s importance for
your institution

☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Planned implementation
period

Septembre 2022 - December 2023

Resources needed for
implementation
(personnel, equipment)

Time and Personnel

Expected (measurable)
output of this action
(short-term effects)

Collection of data on wages by gender, grade, and tenure

Expected outcome of
this action (mid-term
effects)

Understanding of sources of inequality

End month/year

Evaluation procedure
Yearly update
(How to determine if goal
was reached.)
Any additional comments you would like to make:
Use individual level data to analysis gender wage gap controlling by demographic characteristics,
but also teaching hours, teaching and administrative responsibilities (regular and extra hours),
teaching load reduction, bonus, etc.

3

Action 2

Action name: Career Related Gender Wage Gap Analysis

Short description of the
action

Collect data to refine the analysis of gaps related to career progress

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☒ Career progression and
development
☐ Recruitment
☒ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☒ Gender Budgeting, please
specify: Budget reclassification
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of budget reclassification and lack of data or analysis of gender
wage gap source

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR direction and steering committee

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
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Action’s importance for
your institution

☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Planned implementation
period

Septembre 2022 - December 2023

Resources needed for
implementation
(personnel, equipment)

Time and Personnel

Expected (measurable)
output of this action
(short-term effects)

Collection of individual level data such as Distribution of internal
promotions; Evaluation of the average duration between two promotions.

Expected outcome of
this action (mid-term
effects)

Understanding of sources of inequality linked to career progression

End month/year

Evaluation procedure
Yearly update
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 3

Action name: Career and Life Planning

Short description of the
action

Measure the impact of maternity leave on salary and career progression

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☒ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☒ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☒ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information on impact of maternity or paternity leave on career
progression

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction and steering committee

Action’s importance for
your institution

☐ Very high
☐ High

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

By the end of 2023

End month/year

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)

Individual level data collection on wages, bonus and career progression

Expected outcome of
this action (mid-term
effects)

Data collected

Evaluation procedure
Information updated every year
(How to determine if goal
was reached.)
Any additional comments you would like to make:

7

Goal 2 - Guarantee the equal access of women and men to jobs and
ranks in the public service
Action 4

Action name: Communication Campaigns for Professional
Gender Mix

Short description of the
action

Launch campaigns involving women in very masculine fields and men in
very feminine fields for administrative staff and for researchers (eg.
Events organized in collaboration with Elles bougent and Lyli network)

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☒ Raising awareness
☒ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Low percentage of women Professors and low percentage of men
among administrative staff

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
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Responsible for the
implementation

HR direction and Communication Rectorate

Action’s importance for
your institution

☐ Very high
☒ High

Planned implementation
period

2022 and 2023

Resources needed for
implementation
(personnel, equipment)

Personnel and collaboration with national and local stakeholders

Expected (measurable)
output of this action
(short-term effects)

Number of promotional actions and campaigns launched per year

Expected outcome of
this action (mid-term
effects)

One campaign per year

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year

Evaluation procedure
Increase – even if small – in the percentage of women applicants to
(How to determine if goal professorships and men applicants to administrative jobs
was reached.)
Any additional comments you would like to make:
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Action 5

Action name: Graduate Student Mentoring Program

Short description of the
action

Develop mentoring activities for doctoral students in Sciences

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☒ Career progression and
development
☒ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☒ Integration of gender aspects in
☒ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Low percentage of women Assistant Professors in Sciences

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation

Gender Equality Officer, Women and Science Association, School of
Graduate Study

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:
Researchers in
Sciences

☐ Administration
Please specify who:

Please specify who:
Researchers and national
stakeholders

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

By the end of 2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Time and Personnel

Expected (measurable)
output of this action
(short-term effects)

Number of participants in the mentoring program

Expected outcome of
this action (mid-term
effects)

Participation of at least half doctoral students in sciences

Evaluation procedure
Participation of all doctoral students in sciences
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 6

Action name: Gender Stereotypes and Implicit Bias Training

Short description of the
action

Training of supervisors, HR staff and all actors involved in recruitment
and promotion procedures in the prevention and fight against
discrimination, prejudices, stereotypes and gender biases.

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☒ Career progression and
development
☒ Recruitment
☒ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Low percentage of women Professors (career advancement issues)

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR direction

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2022 and 2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to specific training

Expected (measurable)
output of this action
(short-term effects)

High proportion of concerned staff trained

Expected outcome of
this action (mid-term
effects)

High proportion of concerned staff trained and multiple modules offered

Evaluation procedure
Training of all staff involved and annual report on of the training provided
(How to determine if goal and its beneficiaries
was reached.)
Any additional comments you would like to make:
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Action 7

Action name: Increase Awareness Among Newcomers

Short description of the
action

Sustain the integration seminar for newcomers and include sessions on
gender equality policy at CY

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☒ Raising awareness
☒ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information sessions on gender policy for newcomers

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation

HR direction

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2022

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to specific training

Expected (measurable)
output of this action
(short-term effects)

Proportion of newcomers who participate

Expected outcome of
this action (mid-term
effects)

Proportion of newcomers who participate

Evaluation procedure
Participation of all newcomers
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 8

Action name: Career Progression Data Analysis

Short description of the
action

Analyse women and men promotions according to the representation of
the two sexes in the relevant corps / ranks - for all staff

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☒ Career progression and
development
☐ Recruitment
☒ Promotion
☒ Retention
☒ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Gender-specific rates of loss from the academic career path (leaky
pipeline)

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR direction

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☐ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

By the end of 2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Collection of individual level data on the distribution of internal
promotions by gender and rank, Assessment of the average length of
time between two promotions (by gender and by rank), Assessment of
the% of women and men promoted from one year to the next by
professional category, Representation rate of women transitioning from
assistant-associate professors to professor, Percentage of women and
men assistant-associate professors and HDR (official authorization to
supervise research), Number of requests and positive responses of the
PEDR (bonus for excellent research attainments), CRCTs and CNRS
delegation (teaching load reductions), Percentage of promotion
applications.

Expected outcome of
this action (mid-term
effects)

Understanding of sources of equality in career advancement

Evaluation procedure
Each faculty has gendered data about its personnel
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 9

Action name: Sex-Equal Allocation of Tasks

Short description of the
action

Raise awareness to ensure that there is a gender balance in the
allocation of managerial tasks in the departments

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Low percentage of women department directors

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation

HR direction

Action’s importance for
your institution

☐ Very high
☐ High

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☒ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2022

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Data collection on proportion of women with managerial tasks

Expected outcome of
this action (mid-term
effects)

Increasing proportion of women with managerial tasks

Evaluation procedure
Proportion of women with managerial tasks equivalent to the proportion
(How to determine if goal of women in the faculty
was reached.)
Any additional comments you would like to make:
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Action 10

Action name: Transparency of Funding Criteria

Short description of the
action

Analyze, by gender, the gaps in access to research funding and granting
of scholarships

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☒ Integration of gender aspects in
☐ Research
☐ Teaching
☒ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information of research funding allocation by gender

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☐ Management

Responsible for the
implementation

HR direction, steering committee, research rectorate

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☐ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

Beginning of 2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Collection of individual data on funding and scholarships obtained by
gender and expenditure for research (travels, equipment, documentation,
premises, etc.)

Expected outcome of
this action (mid-term
effects)

Data collected

Evaluation procedure
Data collected on amount of funding according to gender and yearly
(How to determine if goal update
was reached.)
Any additional comments you would like to make:
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Action 11

Action name: Promotion Policies and Practices

Short description of the
action

Enhance the communication of the right to deduct from total years of
career, the time devoted to maternity or paternity leave in the
applications for competitions and promotions

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☒ Career progression and
development
☐ Recruitment
☐ Promotion
☒ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☒ Work-life-balance aspects
☒ Flexible working
conditions
☐ Dual Career
☒ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information on leave policies and their impact on career
progression

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
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Action’s importance for
your institution

☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Planned implementation
period

2023

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Develop a new communication tool other than emails, or selective
destinations of emails

Expected outcome of
this action (mid-term
effects)

Increasing knowledge of leave policies

End month/year

Evaluation procedure
A communication per year
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Goal 3 - Promote the balance between professional activity and personal
and family life
Action 12

Action name: Child-care Funding, Parental Leave

Short description of the
action

Launch communication campaigns on holiday leave for family reasons,
the maintenance of full treatment during maternity leave, on the
preservation of bonuses at after family leave, on the family treatment
supplement, over-compensation of part-time, on the absence of the day
of deficiency for pregnant women who declared their pregnancy, on the
childcare - notably in the absence of such leave for the other parent, on
the monetization of the time savings account, on the post to occupy the
return of family leaves, the Universal Service Job Check (CESU) system
and reimbursement of child care expenses

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☒ Work-life-balance aspects
☒ Flexible working
conditions
☐ Dual Career
☒ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information on parental leave policy and child care funding
possibilities

Target group(s) to be
addressed by this action

☐ Students

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:
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Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Please specify who:

Responsible for the
implementation

HR Direction and Communication Rectorate

Action’s importance for
your institution

☐ Very high
☒ High

Planned implementation
period

2023

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Number of promotional actions, campaigns launched per year.

Expected outcome of
this action (mid-term
effects)

Number of promotional actions, campaigns launched per year.

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year

Evaluation procedure
A campaign per year
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Goal 4 - Fight against sexual and sexist violence, harassment and
discrimination
Action 13

Action name: Raising Awareness

Short description of the
action

Launch communication campaigns for all staff and students on the tools
available at CY

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☒ Raising awareness
☐ Gender (& Diversity)
training
☒ Other: Communication
Campaign
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☒ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information on tools available at CY

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☐ Management

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
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Responsible for the
implementation

Communication rectorate and Women Safe Institute

Action’s importance for
your institution

☐ Very high
☒ High

Planned implementation
period

2022 and 2023

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)

Number of campaigns launched per year

Expected outcome of
this action (mid-term
effects)

Increase in information diffusion

Evaluation procedure
At least 1 campaign per year
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 14

Action name: Raising Awareness

Short description of the
action

Create a dedicated section on the CY intranet site and publish the
procedure and good practices in place at CY

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☒ Raising awareness
☐ Gender (& Diversity)
training
☒ Other: Intranet
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☒ Creating a gender-inclusive
workplace culture
☒ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of publicly available data

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction and Communication rectorate

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

End of 2023

End month/year

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)

Creation of a web section on sexual and sexist violences, harassment
and discrimination

Expected outcome of
this action (mid-term
effects)

Webpage launched

Evaluation procedure
Creation of a dedicated webpage
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 15

Action name: Training to Staff and Students

Short description of the
action

Provide training sessions to department and faculty directors,
supervisors, staff representatives, as well as all staff and students

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☒ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of training programs

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction

Action’s importance for
your institution

☐ Very high
☒ High

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to training

Expected (measurable)
output of this action
(short-term effects)

Number of training sessions in place and number of participants

Expected outcome of
this action (mid-term
effects)

Increasing number of training sessions in place and number of
participants

Evaluation procedure
All department and faculty directors, supervisors, staff and student
(How to determine if goal representatives
was reached.)
Any additional comments you would like to make:
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Goal 5 - Promote the gender dimension in research
Action 16

Action name: Role Models/Representation

Short description of the
action

Strengthen communication aimed at highlighting the careers of women in
scientific professions, aimed at students

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☒ Integration of gender aspects in
☐ Research
☒ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Low percentage of female students enrolled in engineering

Target group(s) to be
addressed by this action

☒ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

Gender Equality Officer

☐ Research and
teaching staff
Please specify who:

☐ Administration
Please specify who:

Please specify who:
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Action’s importance for
your institution

☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Planned implementation
period

2023

Resources needed for
implementation
(personnel, equipment)

Personnel and communication service work

Expected (measurable)
output of this action
(short-term effects)

Number of campaigns launched per year

Expected outcome of
this action (mid-term
effects)

Number of campaigns launched per year

End month/year

Evaluation procedure
One campaign per year
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 17

Action name: Inclusion of Gender Dimension in Research

Short description of the
action

Training sessions on the introduction of gender in research (department
directors, research project managers)

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☒ Integration of gender aspects in
☒ Research
☐ Teaching
☒ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of training on introducing gender dimension in research

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

Rectorate of Research

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☐ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to training

Expected (measurable)
output of this action
(short-term effects)

Number of training participants

Expected outcome of
this action (mid-term
effects)

1 training per year

Evaluation procedure
All department directors participating
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 18

Action name: Inclusion of Gender Dimension in Research

Short description of the
action

Establish a community of researchers working on gender, and bring
together researchers from all disciplines and promote gender studies
produced within CY

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☒ Integration of gender aspects in
☒ Research
☒ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of network or communication in gender related studies at CY

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation

Rectorate of Research

Action’s importance for
your institution

☐ Very high
☒ High

☒ Research and
teaching staff
Please specify who:

☐ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2023

End month/year

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)

Creation of a network of researchers

Expected outcome of
this action (mid-term
effects)

Some researchers participating and engaging in communication
campaigns

Evaluation procedure
Network of researchers in place
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Goal 6 - Governance, management and monitoring of the equality policy
Action 19

Action name: Employee Awareness and Engagement

Short description of the
action

Set up a network of equality advisers

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☒ Gender equality policies
☒ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of information of practices inside departments

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☐ Management

Responsible for the
implementation

HR Direction and Gender Equality Officer

☐ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

38

Action’s importance for
your institution

☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Planned implementation
period

End of 2022 - beginning of 2023

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to the new role

Expected (measurable)
output of this action
(short-term effects)

Appoint a referent in each faculty

Expected outcome of
this action (mid-term
effects)

Appointment of a referent in each faculty in progress

End month/year

Evaluation procedure
Network created and operating
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 20

Action name: Regular Evaluation of Policies/Gender

Short description of the
action

Draw up an annual report on the implementation of the equality policy

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Structural Integration
of Gender Equality

Field(s) of action

☒ Understanding the organization
☒ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☒ Gender monitoring
☐Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☐ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of annual report

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction and Gender Equality Officer

Action’s importance for
your institution

☐ Very high
☒ High

☐ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

40

Planned implementation
period

2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel and budget devolved to the report

Expected (measurable)
output of this action
(short-term effects)

Results of the diagnostics carried out

Expected outcome of
this action (mid-term
effects)

Results of the diagnostics carried out

Evaluation procedure
Yearly update
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Action 21

Action name: Leadership Qccountability

Short description of the
action

Determination of a budget for the training of agents

Impact area(s)

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Engaging Leadership

Field(s) of action

☐ Understanding the organization
☐ Data collection
☐ Other:
☐ Raising awareness
☐ Gender (& Diversity)
training
☐ Other:
☐ Career progression and
development
☐ Recruitment
☐ Promotion
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☒ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies

(one action might tackle more
than one field of action)

☐ Integration of gender aspects in
☐ Research
☐ Teaching
☐ Internal funding
applications
☐ Work-life-balance aspects
☐ Flexible working
conditions
☐ Dual Career
☐ Care & family work
☐ Other, please specify
☒ Gender Budgeting, please
specify:
☐ Other fields, please specify:
-

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational
context)

Lack of budget on gender related issues training

Target group(s) to be
addressed by this action

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

Responsible for the
implementation

HR Direction

Action’s importance for
your institution

☐ Very high
☒ High

☐ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:

☒ Medium
☐ Low

☐ Very low
☐ Can’t decide
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Planned implementation
period

2023

End month/year

Resources needed for
implementation
(personnel, equipment)

Personnel

Expected (measurable)
output of this action
(short-term effects)

Part of the training activity budget allocated to training on equality issues

Expected outcome of
this action (mid-term
effects)

Part of the training activity budget allocated to training on equality issues

Evaluation procedure
Yearly update
(How to determine if goal
was reached.)
Any additional comments you would like to make:
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Presentation
The commitment of the Institut de Ciències del Mar (ICM) towards gender equality, led by the
Equality Task Force since 2017, has made it possible to create an environment that is
increasingly sensitive to the principle of equal treatment and opportunities between women
and men at the centre. This work has received a major impulse by obtaining funding from two
European Horizon 2020 projects, Leading Towards Sustainable Gender Equality Plans in
research performing organisations (LeTSGEPs) and RESponsible research and innovation
grounding practices in BIOSciencies (ResBIOS). It is within the framework of the LeTSGEPs
project that the ICM has developed its first Gender Equality Plan.
The Plan responds to the current regulations on equality among public administrations and
research centres, is aligned with the European Commission's Horizon 2020 guidelines
regarding the integration of the gender dimension in research and is under the framework of
the CSIC's II Equality Plan.
Prior to the design of the Plan, a diagnosis was carried out to establish the specific reality of
women and men regarding equal treatment and opportunities, as well as to identify the
inequality gaps and the factors that produce them. The diagnosis has led to an awareness of
situations of inequality and discrimination based on gender, as well as the possibility of making
informed decisions to reverse this situation. The results of the diagnosis, the current legal
framework, the Guidelines of the European Commission and the CSIC’s II Equality Plan, have
been the basis on which the ICM’s Gender Equality Plan has been designed.
The Gender Equality Plan, which aims to promote a structural transformation that involves
the adoption and institutionalization of gender equality as a cross-cutting principle of
the ICM, is the result of the articulated efforts and consensus among multiple actors in the
organisation and establishes a cross-cutting roadmap towards gender equality in the ICM.
To this end, the Plan prioritises 8 key fields of action, sets the objectives and concrete results
to be achieved in each of them, and establishes the measures and actions to be implemented
to achieve them.
The Plan also allocates resources and assigns responsibilities, establishes the implementation
schedule (to be implemented over the next 4 years, 2021-2024), and a monitoring and
evaluation system based on gender-sensitive indicators.
The Plan is a living document. After a year of implementation, the GEP has been reviewed and
some adjustments and improvements have been made to respond appropriately to new
challenges and context.
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1. Gender Equality at the RPO: Main results of thew
Diagnosis
The diagnosis was done with four main objectives in mind: to establish the specific reality
among women and men in the ICM concerning equal treatment and opportunities, to identify
possible inequalities and discrimination, to determine the factors or conditions that favour
them, and to assess the suitability of internal regulations and processes to comply with the
provisions of the legal framework on gender equality.
The areas studied in the diagnosis respond to the legal framework and other aspects
considered essential to the achievement of gender equality in the ICM, which are:
❑
❑
❑
❑
❑
❑
❑
❑

Institutional Culture
Gender Balance in the organisation
Human Resources management: selection and recruitment, training, promotion
and career progression and development
Remuneration policy
Work-life Balance
Sexual and Gender-based harassment, sexist attitudes, and perception of
discrimination
Inclusive and non-sexist communication
Gender dimension in research

The diagnosis has been carried out based on the formulation of qualitative and quantitative
gender-sensitive indicators, according to the characteristics of the organisation and taking in
consideration the above aspects. The choice of suitable indicators was done with due regard
to the availability of verification sources - understood as objective instruments enabling the
qualitative and quantitative assessment of the indicators in a specific and concise way, as well
as the possibility for reassessment over time thus enabling to measure their evolution and
detecting changes or improvements resulting from the implementation of the Equality Plan.
The Diagnosis considered four years (2016-2019) as the main reference period and, annually,
the 31st of December as the cut-off date. In some areas, and depending on the information
available, shorter periods have been taken into account.
Concerning the results of the quantitative data analysis, a system of gradation by percentage
bands is established regarding the presence of women in each group:
Minimal presence of women < 20%
Low presence of women: 20%-30%
Quasi-parity presence among women and men > 30% - <40%
Equal presence of women and men: between 40% and 60%
High presence of women > 60%-70%
Over-representation of women 70% - 80%
Hegemonic presence of women 80%
No data available
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To underscore the relative differences among women and men staff the maximum and
minimum values for each are highlighted in green and red, respectively.
The results of the diagnosis constitute the Baseline, providing input values to the selected
indicators, and establishing the status of gender equality at ICM before the implementation of
the Gender Equality Plan (GEP).
Below a summary of the main findings:

❑ INSTITUTIONAL CULTURE
An institutional culture refers to the set of shared values of an organisation guiding the
interactions and behaviours of employers and employees. Institutional culture is transversal to
the organisation and influences their members, the work environment, the leadership methods,
and management processes. The Institutional culture, however, is permeable to evolution and,
with time, it changes (or can be changed) just as organisations change and transform.
The diagnosis aims to analyse to what degree equal treatment and opportunities between
women and men, and non-discrimination on the grounds of gender, are part of the institutional
culture of the ICM. This approach is done with a twofold perspective: what steps have been
taken by the ICM to generate this culture; and to what extent the staff of the centre is part of
and embraces it.
The formal commitment of the ICM to gender equality is not explicitly stated in any institutional
document; however, the ICM, as an institution that is part of the CSIC, assumes the CSIC
Gender Plan as its own. Nevertheless, the ICM is committed to design - under the framework
of the CSIC Gender Equality plan - a GEP at centre level, which is one of the main objectives
of the H2020 SwafS “LeTSGEPs” project.
The ICM Equality Committee was formally established in 2018 with a view to promoting equal
opportunities for all staff of the Institute. In 2020 the Equality Committee became the Equality
Task Force (ETF). The ETF is responsible for the promotion of numerous measures aimed at
raising awareness of gender equality, both internally and externally, as well as establishing a
network of external contacts and alliances at the local and national levels. Its work is entirely
voluntary, with their members performing their duties in addition to their scientific, technical or
administrative work, and it operates on a continuous basis. It is difficult to assess to which
extent the initiatives thus far taken by the ETF are fully known by the staff. It is believed that,
to move forward, fully develop its functions and achieve objectives, the ETF needs resources
assigned in a more permanent basis.
To promote structural change that results in the incorporation of gender equality in ICM’s
institutional culture and practices, it will be necessary to coordinate strategies at different levels
and implement measures that cut across the organisation.
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❑ GENDER BALANCE IN THE ORGANISATION
Between 2016 and 2019, the number of staff at the ICM has remained steady in global and
relative terms, with a slightly greater presence of women, which has increased over time. At
the end of 2019, the total number of staff was 1971. Women, 107, accounted for 54.3% of the
total workforce compared to 90 men, 45.7%. This distribution shows an apparently balanced
representation of women and men in the total workforce (Table 1).
Table 1. Evolution of the workforce (2016-2019)
YEAR

Women

% Year

Men

% Year

TOTAL

2016
2017
2018

100
101
107

51.8%
52.3%
53.8%

93
92
92

48.2%
47.7%
46.2%

193
193
199

2019

107

54.3%

90

45.7%

197

Source: RRHH CSIC

However, further analysis shows a different reality. Considering that parity represents a
balanced representation between women and men so that neither gender has a presence of
more than 60% or less than 40% (see LOIEMH), parity is blurred or non-existent when looking
more deeply at groups of staff.
Table 2. Distribution of staff (FTE)2 (2019)
Women
Research staff
Scientific-technical staff
Total

61
46
107

%T

%W

46.6%
69.7%
54.3%

57.0%
43.0%
100.0%

Men

%T
70
20
90

53.4%
30.3%
45.7%

%M
77.8%
22.2%
100.0%

TOTAL
131
66
197

Note: “% T” is the percentage relative to total in the group; “% W” is the percentage relative to total women in the
staff; “% M” is the percentage relative to total men in the staff.

Table 2 shows the breakdown of the workforce into two large groups of staff, “research staff”
and “scientific-technical staff”. It can be seen that, while the former group is in parity (as a
whole), the latter is feminised, with 69.7% of it being women.
It should be noted that administrative staff are not affiliated to the ICM because they work for
more than one institution under the organizational structure that includes the ICM; thus, they
have not been considered in this diagnosis.
In terms of contractual relationship with the organisation. There are a number of staff with other types of
agreements (ad honorem, ICREA, scholarship holders, etc.) that will be considered where appropriate.
1

This classification refers to the one used in the European Commission's She figures, (available at:
https://op.europa.eu/en/publication-detail/-/publication/9540ffa1-4478-11e9-a8ed-01aa75ed71a1/language-en).
Adequacy of grades in Spain:
2

Grade A corresponds to the scale of research professors of OPIs. Grade B, scale of scientific research staff in OPIs;
scale of tenured scientific staff in OPIs; distinguished research staff; with a contract from the "Ramón y Cajal"
Programme. Grade C (first post-doctoral stage) personnel with a contract from the "Juan de la Cierva" Programme;
work and service in charge of research projects. Grade D (pre-doctoral stage). equivalent to research personnel in
training (FPI, FPU and other pre-doctoral contracts from competitive calls).
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Table 3. Degree groups 2019
Degree
Doctorado
Licenciatura
Grado
Diplomatura
Equivalente diplomatura
Técnico/a superior o equivalente
Bachiller o equivalente
No data
TOTAL

Women
35
44
16
0
3
3
2

%T
42.2%
62.9%
55.2%
0.0%
100.0%
75.0%
100.0%

%W
32.7%
41.1%
15.0%
0.0%
2.8%
2.8%
1.9%

4
107

80.0%
54.3%

3.7%
100.0%

Men
48
26
13
1
0
1
0
1
90

%T
57.8%
37.1%
44.8%
100.0%
0.0%
25.0%
0.0%

%M
53.3%
28.9%
14.4%
1.1%
0.0%
1.1%
0.0%

TOTAL
83
70
29
1
3
4
2

1.1%
20.0%
45.7% 100.0%

5
197

Source: RRHH CSIC

The distribution by academic degree also reveals some significant differences (Table 3).
Considering the groups by extent and degree, women account for 42.2% of those with a
doctorate and 62.9% of those with a bachelor's degree, nearly inverting the percentages for
men, which are 57.8% and 37.1% respectively. Even more remarkable are the data when
looked at in relative terms. Whilst 32.7% of the female staff have a doctorate, among the male
staff this percentage is 53.3%, i.e., the majority of men in the work force have a doctorate
compared to only one third of women at the same level. The figures are reversed for men, of
whom 53.3% have a doctorate and 28.9% a bachelor's degree, showing that the lower degree
groups concentrate a higher number of women, given that the technical staff is feminized.
The organisational structure of the ICM is complex (Figure 1). The governing bodies are made
up of single-person bodies and teams. The unipersonal governing bodies of the ICM (Director
and Administration Manager) are occupied by men. The Directorate Team is made up of one
vice-director, occupied by a woman, and three deputy directors, of which one is occupied by a
woman and two by men. Gender parity in the Directorate Team has been a constant in the
Institute.
The Governing Board includes, in addition to the Directorate Team, the two unipersonal bodies
(Administration Manager and Director, both of which are occupied by men), the heads of the
research departments, led by four men, and the legal representation of workers, which is also
male-dominated, with three men and one woman.
As a result, the Governing Board is masculinised, with women occupying only 21.4% of the
positions.
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Figure 1. Organisational chart of the ICM structure

The ICM has four Task Forces and three Committees (Table 4) for specific actions or goals.
All the committees and working groups are feminised both in absolute and relative terms
(except for the Scientific Strategy group, which incidentally is also one of the most important
committee). This feminisation is more than remarkable given the voluntary nature of the work
carried out. In this sense, a greater presence of women implies their greater commitment to
working for the "community".
This reality, which is easily shown to be extensive to other areas such as participation in journal
editorial committees, participation in CSIC publications (White Book 2021), project/grant
evaluation committees, etc., is in stark contrast with the smaller academic and strategic
representation of women researchers at ICM as shown in Figure 1.
Table 4. Committees and Tasks Forces at ICM (2019)
Women
Committees

Tasks Force

Communication and Outreach
Scientific Supportl Services
Research strategy
Waste management
Working hazards
Sustainability
Equality

5
6
4
9
6
16
13

%
group
83.3%
75.0%
50.0%
90.0%
60.0%
72.7%
65.0%

Men

% Men

TOTAL

1
2
4
1
4
6
7

16.7%
25.0%
50.0%
10.0%
40.0%
27.3%
35.0%

6
8
8
10
10
22
20

Source: ICM
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The ICM has four research departments corresponding to four disciplines of Marine Sciences;
almost 93% of the total staff is linked to a department (Table 5). Some employees are assigned
to staff carrying out Scientific and Technical Services.
Table 5. Distribution of staff by department (2019)
Women

% Dept.

%T
Women

44
15

58.7%
53.6%

41.1%
14.0%

12
27
96
11
107

34.3%
56.3%
52.5%
78.6%
54.3%

11.2%
25.2%
89.7%
10.3%
100.0%

Marine Biology and
Oceanography
Marine Geosciences,
Physical and Technological
Oceanography
Renewable Marine Resources
Subtotal
Scientific-technical services
Total

Men

% Dept.

% T Men

Total

31
13

41.3%
46.4%

34.4%
14.4%

75
28

23
21
87
3
90

65.7%
43.8%
47.5%
21.4%
45.7%

25.6%
23.3%
96.7%
3.3%
100.0%

35
48
183
14
197

Source: ICM

Graph 1. Distribution by department (2019)
Physical and Technological Oceanography
Marine Geosciences,
Marine Biology and Oceanography
Scientific-technical services
0%

10%

20%

Women

30%

40%

50%

60%

70%

80%

90% 100%

Men

Among the four departments, only “Physical Oceanography and Technology” is maledominated. The department with the highest number of members, Marine Biology and
Oceanography (75), has the highest percentage of women, 58.7%. The employees linked to
the Scientific and Technical Services is very feminised, with 78.6% of the total being women.
The research and technical staff are made up of 14 research groups. The size of the research
groups and the presence of female and male researchers are very irregular (Table 6).
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Table 6. Distribution of the staff by research groups (2019)
Women
Barcelona Center for Subsurface Imaging
Marine Biogeochemistry, Atmosphere and
Climate
Coelenterate Ecology
Ecology and Conservation of Marine Living
Resources
Ecology and Genomics of Marine
Microorganisms
Functioning and Vulnerability of Marine
Ecosystems
Biology of Reproduction
Continental Margins Group
Laboratory of Seafloor and Subseafloor
Geological Processes
Bioeconomy modeling of fisheries
Plankton Ecology and Ocean Health
Physical and Technological Oceanography
Ocean and Littoral Sedimentary Processes
Litoral Biological Processes
Subtotal
Technical-scientific staff
Total

% RG

%T
Women

Men

% RG

% T Men

Total

4

50.0%

3.7%

4

50.0%

4.4%

8

6
8

66.7%
61.5%

5.6%
7.5%

3
5

33.3%
38.5%

3.3%
5.6%

9
13

13

65.0%

12.1%

7

35.0%

7.8%

20

16

59.3%

15.0%

11

40.7%

12.2%

27

9
4
3

50.0%
66.7%
60.0%

8.4%
3.7%
2.8%

9
2
2

50.0%
33.3%
40.0%

10.0%
2.2%
2.2%

18
6
5

1
1
9
13
5
3
95
12
107

20.0%
33.3%
50.0%
37.1%
71.4%
37.5%
52.2%
75.0%
54.3%

0.9%
0.9%
8.4%
12.1%
4.7%
2.8%
88.8%
11.2%
100.0%

4
2
9
22
2
5
87
3
90

80.0%
66.7%
50.0%
62.9%
28.6%
62.5%
47.8%
25.0%
45.7%

4.4%
2.2%
10.0%
24.4%
2.2%
5.6%
96.7%
3.3%
100.0%

5
3
18
35
7
8
182
15
197

Source: ICM – Note: Some of the research groups show above have been merged in 2020

In what concerns scientific-technical staff there are several points to note. Some of this staff
do not belong to a department but are integrated into a research group, and others have been
assigned to a department but are not part of a specific research group.

❑ WORKING CONDITIONS
Regarding the working conditions, two inter-connected dimensions were analysed:
employment status (civil servant vs. labour staff) and type of contract. In absolute terms, there
is parity among civil servants, 47.5% are women and 52.5% are men (Table 7). However,
among the labour staff, there is a more uneven distribution. Women make up 68% of those
hired under the Collective Agreement (Convenio único del personal laboral de la
Administración General del Estado) and 52.2% of those hired outside. Moreover, although the
collective agreement may have better employment conditions (e.g., work-life balance
measures), is also associated with lower salary conditions.
In relative terms, the differences are more significant. For instance, 35.5% of women are civil
servants compared to 46.7% of men; and while 31.8% of women are employed under collective
agreements, only 17.8% of men are.
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Table 7. Staff by employment status (2019)
Employement status

38

%T
Reg.
47.5%

35.5%

42

%T
Reg.
52.5%

34

68.0%

31.8%

16

35

52.2%

32.7%

69
107

52.5%
54.3%

64.5%
100.0%

Women

Civil servant staff
Staff hired under Collective
Agreement
Labor
staff
Staff hired outside Collective
Agreement
Subtotal
TOTAL

%TW

Men

%TM

Total

46.7%

80

32.0%

17.8%

50

32

47.8%

35.6%

67

48
90

47.5%
45.7%

53.3%
100.0%

117
197

Source: RRHH CSIC

Regarding the type of contract, it is important to highlight the gap between women and men in
temporary contracts (Table 8). Women account for 59% of the total of these contracts
compared to 41% of men, which in relative terms means that 57.9% of women in the workforce
have this type of contract compared to 47.8% of men. The rest of the groups do not present
any notable differences.
Table 8. Staff by type of contract (2019)
Women
Civil servant staff
Permanent
Fijo
Labor
Indefinido
staff
Temporal
Subtotal
Total

%T

%T
Women

Men

%T

% T Men

Total

38

47.5%

35.5%

42

52.5%

46.7%

80

2
5
62
69
107

100.0%
50.0%
59.0%
52.5%
54.3%

1.9%
7.2%
57.9%
64.5%
100.0%

0
5
43
48
90

0.0%
50.0%
41.0%
47.5%
45.7%

0.0%
10.4%
47.8%
53.3%
100.0%

2
10
105
117
197

Source: RRHH CSIC

❑ HUMAN RESOURCES MANAGEMENT
Gender equality must be considered as an objective and a crucial element of any organisation.
This commitment must be translated into both the elimination of any discrimination that may
occur in staff management practices and a gender mainstreaming approach in those policies,
with special attention to the selection/recruitment, training, promotion and termination
processes. This area assesses how the human potential of the organisation is managed and
maximised, analysing whether there is any direct or indirect discrimination based on gender in
the processes referred to above.
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Selection and recruitment
The recruitment of civil servant staff is characterized by great variability from year to year, as
there are multiple variables involved. The calls for applications depend on the public offer
announced by the Ministerio de Economía, Industria y Competitividad (Ministry of Economy,
Industry and Competitiveness) - whose decision does not always take into account the centers'
demands for positions - and on the profiles of the center's staff who can apply to them.
The number of people who have joined the ICM via public employment offers during the period
2016-2019 is very limited, amounting to 14 people (Table 9). While the overall intake is even
(57.1% are women and 42.9% are men), the number of female recruitments has decreased
steadily from 100% of appointments in 2016 to zero appointments in 2019. In terms of
professional groups and scales, of the 11 appointments in group A1, 54.5% were women.
Table 9. Evolution of the number of new civil servants by groups and levels (2016-2019)
GROUP

SCALE
Personal
investigador
científico

A1

Personal
científico titular
Personal técnico
superior

C1

Ayudantes
investigación

C2

Personal auxiliar

Gender
Women
Men
Subtotal
Women
Men
Subtotal
Women
Men
Subtotal
Women
Men
Subtotal
Women
Men
Subtotal

TOTAL
Women
Men

2016
num
%T

2
0
2

100.0%
0.0%
66.7%

1
1
2

1
0
1
1
0
1
3
3
0

100.0%
0.0%
33.3%
100.0%
100.0%
0.0%

TOTAL
2018
2019
Num.
%T
num
%T
num
%T
1 100.0%
1 100.0%
0
0.0%
0
0.0%
1 100.0%
1
7.1%
50.0%
0
0.0%
0
0.0%
3 37.5%
50.0%
3 100.0%
1 100.0%
5 62.5%
66.7%
3 50.0%
1
50.0%
8 57.1%
2 100.0%
2 100.0%
0
0.0%
0
0.0%
2 33.3%
2 14.3%
100.0%
0
0.0%
1 50.0%
0.0%
1 100.0%
1 50.0%
33.3%
1
50.0%
2 14.3%
1 100.0%
0
0.0%
1
7.1%
100.0%
6 100.0%
2 100.0%
14 100.0%
66.7%
3 50.0%
0
0.0%
8 57.1%
33.3%
3 50.0%
2 100.0%
6 42.9%

2017
num
%T

3
2
1

Source: RRHH CSIC

In the reference period (2016-2019), there were a total of 272 labour staff recruitments, of
which 57.4% were women. However, these contracts have very different dynamics and can be
looked at from different perspectives.
The first major difference is that there are contracts inside and outside the Collective
Agreement. In the period in question, there were 144 contracts within the Collective
Agreement, of which 62.5% were women; of the 128 contracts outside the agreement, 51.6%
were women.
Considering recruitment by groups and scales, there are significant differences between
recruitment within and outside the Collective Agreement.
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For this analysis, two issues should be highlighted: firstly, the recruitment within the Collective
Agreement (Table 10A) is almost entirely centred on two categories, G1-Senior graduate and
G2-Middle graduate and, in both cases, women account for 63.3% of total recruitment.
Secondly, the feminization of these contracts is connected, among other things, to technical
careers.
Table 10. Evolution of the number of recruitments by professional groups and levels
(2016-2019)
(A) Personal laboral: Convenio único
GROUP LEVEL
G1

G2

G3

G4

Titulado/a superior
actividades
técnicas/prof.
Titulado/a medio
actividades
técnicas/prof.
Titulado/a medio
gestión/ servicios
comunes
Técnico/a superior
actividades
técnicas/prof.
Técnico/a superior
gestión/ servicios
comunes
Oficial actividades
técnicas/prof.
TOTAL

num
Women
22
Men
9
Subtotal
31
Women
6
Men
5
Subtotal
11
Women
Men
Subtotal
Women
1
Men
Subtotal
1
Women
Men
1
Subtotal
1
Women
0
Men
1
Subtotal
1
45
Women
29
Men
16

2016
2017
2018
2019
TOTAL
%T
num
%T
num
%T
num
%T
num % T
71.0%
11
61.1%
23
60.5%
13
59.1%
69 63.3%
29.0%
7
38.9%
15
39.5%
9
40.9%
40 36.7%
68.9%
18
72.0%
38
88.4%
22
71.0% 109 75.7%
54.5%
5
71.4%
3
75.0%
5
62.5%
19 63.3%
45.5%
2
28.6%
1
25.0%
3
37.5%
11 36.7%
24.4%
7
28.0%
4
9.3%
8
25.8%
30 20.8%
1 100.0%
1 100.0%
0
0.0%
0
0.0%
1
2.3%
1
0.7%
100.0%
0.0%
1 50.0%
1 100.0%
1 50.0%
2.2%
1
3.2%
2
1.4%
0
0.0%
100.0%
1 100.0%
2.2%
1
0.7%
0.0%
0
0.0%
100.0%
1 100.0%
2.2%
1
0.7%
100.0%
25
100.0%
43 100.0%
31 100.0% 144 100.0%
64.4%
16
64.0%
27
62.8%
18
58.1%
90 62.5%
35.6%
9
36.0%
16
37.2%
13
41.9%
54 37.5%

On the other hand, the employment contracts of doctoral staff are carried out outside the
Collective Agreement (Table 10B). However, the distribution of these contracts by professional
group shows significant variations between women and men. For instance, 75% of the total
number of female doctoral contracts are in the lowest group FC3 (the one with the lowest
salaries), while this percentage among men is 47.6%. This pattern has tended to consolidate
over the years except for 2018.
The remaining groups or categories present lower figures but, in general, the same inverse
trend is maintained. This practice undoubtedly has implications in the gender pay gap.
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(B) Personal laboral: Fuera Convenio
2016
num
%T

GROUP LEVEL
Women
Men
Subtotal
Women
Personal investigador
Men
contratado
Subtotal
Women
Personal investigador
Men
en prácticas
Subtotal
Women
Titulado/a superior
Men
con grado de doctor/a
Subtotal
TOTAL FC
Women
Doctor/a
Men
Subtotal
Women
Titulado/a superior
Men
con grado de doctor/a
Subtotal
TOTAL FC1
Women
Doctor/a
Men
Subtotal
Women
Titulado/a superior
Men
con grado de doctor/a
Subtotal
TOTAL FC2
Women
Doctor/a
Men
TOTAL FC3
Doctor/a

FC

FC1

FC2

FC3

TOTAL
Women
Men
Women
Men
TOTAL PERSONAL LABORAL

2 66.7%
1 33.3%
3 33.3%
1 100.0%
0.0%
1 11.1%
2 40.0%
3 60.0%
5 55.6%
9 100.0%
0.0%
2 100.0%
2 13.3%
0.0%
2 100.0%
2 13.3%
15 100.0%
0.0%
1 100.0%
1
5.9%
8 50.0%
8 50.0%
16 94.1%
17 100.0%
3 42.9%
4 57.1%
7 43.8%
48
100%
16 33.3%
21 43.8%
45 54.9%
37 45.1%
82 100.0%

2017
2018
2019
TOTAL
num
%T
num
%T
num
%T
num
%T
1 100.0%
3 37.5%
0.0%
4 40.0%
0.0%
5 62.5%
1 100.0%
6 60.0%
1
6.3%
8 42.1%
1
7.7%
10 17.5%
1
50.0%
2 66.7%
1 100.0%
6 66.7%
1
50.0%
1 33.3%
0.0%
3 33.3%
2
12.5%
3 15.8%
1
7.7%
9 15.8%
2
50.0%
1 100.0%
3 100.0%
7 77.8%
2
50.0%
0.0%
0
0.0%
2 22.2%
4
25.0%
1
5.3%
3 23.1%
9 15.8%
5
55.6%
6 85.7%
2 25.0%
15 51.7%
4
44.4%
1 14.3%
6 75.0%
14 48.3%
9
56.3%
7 36.8%
8 61.5%
29 50.9%
16 100.0%
19 100.0%
13 100.0%
57 44.5%
0
0.0%
2 100.0%
0
0.0%
0
0.0%
0
0.0%
2 25.0%
0.0%
1 50.0%
0
0.0%
1 16.7%
1 100.0%
1 50.0%
1 100.0%
5 83.3%
1
4.5%
2
7.4%
1
6.3%
6 75.0%
22 100.0%
27 100.0%
16 100.0%
8
6.3%
0.0%
0.0%
0
0.0%
1 100.0%
1 100.0%
3 100.0%
1 10.0%
1 12.5%
3
7.3%
4
66.7%
5 55.6%
4 57.1%
21 55.3%
2
33.3%
4 44.4%
3 42.9%
17 44.7%
6 100.0%
9 90.0%
7 87.5%
38 92.7%
6 100.0%
10 100.0%
8 100.0%
41 32.0%
1
50.0%
1 33.3%
7 70.0%
12 54.5%
1
50.0%
2 66.7%
3 30.0%
10 45.5%
2 200.0%
3 300.0%
10 125.0%
22 17.2%
3
100%
3
100%
12
100% 128 100.0%
1
33.3%
1 33.3%
8 66.7%
66 51.6%
2
66.7%
2 66.7%
4 33.3%
62 48.4%
30
20
50

60.0%
40.0%
100.0%

46 59.7%
31 40.3%
77 100.0%

35 55.6%
28 44.4%
63 100.0%

156 57.4%
116 42.6%
272 100.0%

Source: RRHH CSIC

Analyzing all the aggregate data on employment contracts (Table 11), while access to public
employment is marked by irregularity, employment contracts, even though the percentages
are evenly balanced, show consistently higher percentages of women being hired.
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Table 11. Recruitment of large groups of staff (civil servants and employees) (2016-2019)

0.0%
4.8%
8.8%
6.7%
4.9%

3
3
6
2
14

54.9%
60.0%
59.7%
55.6%
57.4%

93.8%
93.8%
93.9%
100.0%
95.1%

37
20
31
28
116

% contrataciones
Men

45
30
46
35
156

% Tipo contrato

Men

0.0%
0
1 33.3%
3 50.0%
2 100.0%
6 42.9%

% contrataciones
Women

% contrataciones
Men

% Tipo contrato

Men

% contrataciones
Women
6.3%
6.3%
6.1%
0.0%
4.9%

Total
PF

% Tipo contrato

3 100.0%
2 66.7%
3 50.0%
0
0.0%
8 57.1%

Labor staff

Women

2016
2017
2018
2019
TOTAL

% Tipo contrato

Year

Women

Civil servants

Total
PL

45.1% 100.0%
40.0% 95.2%
40.3% 91.2%
44.4% 93.3%
42.6% 95.1%

82
50
77
63
272

TOTAL
Plantilla

85
53
83
65
286

Source: RRHH CSIC

Regarding the recruitment by employment regime (Table 12), almost all of these contracts are
temporary (99.3%) and a large part of them are for specific work or service (83.4%). Moreover,
these contracts are linked to research project contracts, and 58.1% correspond to women.
Although at a significant distance, the second group with the highest number of contracts is
temporary research staff (12.1% of the total) and of these, 57.6% are women.
Table 12. Evolution of hiring by employment regime (2016-2019)
Employment regim
Women
Men
Subtotal
Women
Contrato en prácticas Men
Subtotal
Women
Por obra o servicio
Men
determinado
Subtotal
Temporary
Women
Por circunstancias de
Men
producción
Subtotal
Women
Personal investigador
Men
temporal
Subtotal
Women
Men
Permanent

Personal laboral
indefinido no fijo

num
1

2016
2017
%T
num
%T
100.0%

1
3
6
9
40
30
70

1.2%
33.3%
66.7%
11.0%
57.1%
42.9%
85.4%

1
1
1

100.0%
1.2%
100.0%

1
45
37
82

1.2%
54.9%
45.1%
100.0%

23
14
37

62.2%
37.8%
74.0%

7
6
13
30
20
50

53.8%
46.2%
26.0%
60.0%
40.0%
100.0%

2018
2019
num
%T
num
%T
1 100.0%
1

1.3%

39
30
69

56.5%
43.5%
89.6%

6
85.7%
1
14.3%
7
9.1%
46
59.7%
31
40.3%
77 100.0%

30
21
51

58.8%
41.2%
81.0%

5
41.7%
7
58.3%
12
19.0%
35
55.6%
28
44.4%
63 100.0%

TOTAL
Num % T
2 100.0%
0
0.0%
2
0.7%
3 33.3%
6 66.7%
9
3.3%
132 58.1%
95 41.9%
227 83.5%
0
0.0%
1 100.0%
1
0.4%
19 57.6%
14 42.4%
33 12.1%
156 57.4%
116 42.6%
272 100.0%

Source: RRHH CSIC
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In terms of the duration of contracts, there is a minimal difference between women's and men's
contracts with average durations of 2.0 and 2.2 years respectively, for the whole period
covered by the diagnosis (Table 13).
Table 13. Changes in the duration of contracts (2016-2019)
2016
Average
Num.
duration

2017
Average
Num.
duration

2018
Average
Num.
duration

2019
Average
Num.
duration

Total
periode

Total
Average
duration

Women

45

1.5

30

2.3

46

2.2

35

2.2

156

2.0

Men

37

1.7

20

2.2

31

2.5

28

2.6

116

2.2

82

1.6

50

2.3

77

2.3

63

2.3

272

2.1

TOTAL

Due to their particular interest, it is important to analyze in more detail the postdoctoral and
predoctoral contracts. The number of postdoctoral contracts has remained steady in recent
years, but the percentage of contracts between women and men has alternated between
years. While women accounted for 42.9% and 43.8% in 2016 and 2018, they accounted for
66.7% and 68.8% in 2016 and 2019. The distribution of women and men by type of contract is
very variable, but it should be noted that, overall, women are in majority in all types of contracts
except for research project contracts (Table 14).
Table 14. Evolution of postdoctoral recruitments (2016-2019)
Tye of contrat
Contrato con cargo a
proyecto investigación
(fuera convenio)
Contrato proyecto de
investigación
Contratos convocatoria
Ramon y Cajal
Contratos en prácticas
doctor/a con cargo a
convocatoria
Contratos obra o
servicio determinado de
convocatorias
Contratos para
formación posdoctoral
Personal investigador
(Unión Europea)

2016
2017
Gender
num
%T
num
%T
Women
Men
Subtotal
Women
3 30.0%
Men
7 70.0%
Subtotal
10 71.4%
0
0.0%
Women
1 100.0%
Men
Subtotal
1 11.1%
Women
1 100.0%
Men
Subtotal
1
7.1%
Women
1 100.0%
Men
Subtotal
1 11.1%
Women
2 50.0%
Men
2 50.0%
Subtotal
4 44.4%
Women
2 66.7%
2 66.7%
Men
1 33.3%
1 33.3%
Subtotal
3 21.4%
3 33.3%
Women
6 42.9%
6 66.7%
Men
8 57.1%
3 33.3%
TOTAL
14
100%
9
100%

2018
2019
num
%T
num
%T
2 33.3%
6
66.7%
4 66.7%
3
33.3%
6 37.5%
9
56.3%
1 33.3%
2 66.7%
3 18.8%
0

1 100.0%
1
6.3%
1 100.0%
0
0.0%
1
6.3%
2 40.0%
3 60.0%
5
7
9
16

31.3%
43.8%
56.3%
100%

1
1
1
1
2
3
0
3
1

100.0%
6.3%
50.0%
50.0%
12.5%
100.0%
0.0%
18.8%
100.0%
0.0%

1
11
5
16

6.3%
68.8%
31.3%
100%

TOTAL
NUM
%
8
53.3%
7
46.7%
15
27.3%
4
30.8%
9
69.2%
13
23.6%
1 100.0%
0
0.0%
1
1.8%
1
50.0%
1
50.0%
2
3.6%
3
75.0%
1
25.0%
4
7.3%
6
75.0%
2
25.0%
8
14.5%
7
58.3%
5
41.7%
12
30
25
55

Source: RRHH CSIC
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21.8%
54.5%
45.5%
100%

Some recruitments are feminized but it must be considered that, in many cases, they are
unique recruitments within this type of contract. Analyzing the data from the perspective of
recent years, no gender gaps can be perceived.
Pre-doctoral contracts (Table 15) have also maintained similar figures in recent years, but with
significant fluctuations in their distribution between women and men by year. The reversal of
percentages in the last two years is undoubtedly noteworthy, with women's contracts going
from 83.3% of the total number of contracts in 2018 to 25% in 2019. The available data,
however, do not suggest the existence of factors that could cause direct gender gaps in predoctoral contracts.
Table 15. Evolution of pre-doctoral recruitments (2016-2019)
Type of contrat
Contrato proyectos de
investigación
(bolsa predoctoral)
Contratos predoctorales

2016
2017
Gender
num
%T
num
%T
Women
Men
Subtotal
Women
2 40.0%
5 55.6%
Men
3 60.0%
4 44.4%
Subtotal
5 100.0%
9 100.0%
Women
2 40.0%
5 55.6%
Men
3 60.0%
4 44.4%
TOTAL
5
100%
9
100%

2018
num
%T

num
1

2019
%T
100.0%

83.3%
16.7%

1
1
6

12.5%
14.3%
85.7%

6 100.0%
5 83.3%
1 16.7%
6
100%

7
2
6
8

87.5%
25.0%
75.0%
100%

5
1

TOTAL
NUM
%
1 100.0%
0
0.0%
1
3.6%
13
48.1%
14
51.9%
27
14
14
28

Source: RRHH CSIC

Training
Access to continuous training and updating of staff's professional knowledge and skills is a
fundamental right, as well as necessary to professional development. Therefore, it is essential
to ensure that everyone has equal access opportunities to training. The provision of continuous
training is managed by the CSIC central organization.
Training can be analysed from a twofold perspective: a) general training (although this can
have different objectives such as access to positions of responsibility or consolidation in the
post); and b) specific training in equality-related issues.
On the other hand, it should be noted that in the calls for access to the different CSIC training
actions, preference measures are applied3. For instance, preference in the selection process
for update courses in skills of public employees will be given to those who have returned to
active service within one year (from maternity or paternity leave), or who have returned from a
leave of absence for reasons of legal guardianship and care for dependent elderly people or
people with disabilities.
Regarding the training modality, there are classroom-based courses, online courses and mixed
courses. The courses are mainly held during working hours and are considered working time
for all purposes. In addition, employees have the right to adapt their ordinary working day to
3

Article 60 of the Ley Orgánica 3/2007
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96.4%
50.0%
50.0%
100%

attend professional training courses. Under no circumstances may courses finish later than
18:00.
The data on participation in general training courses within the framework of the CSIC Training
Plan points to a progressive increase in female participation, reaching 79.2% of the total of 53
participants in training courses in 2019.
Two training actions addressing gender and equality issues were included in the “2019 Plan
de formación”, the first one specifically on “Gender Equality” in the area of professional skills
and general training, and the second one the inclusion of a module on “Equality and Genderbased Violence” in all training actions lasting more than 20 teaching hours (7 in total), in
compliance with the measures of the II Equality Plan of CSIC.
The participation of ICM staff in courses on gender equality in the “Plan de Formación del
CSIC” shows two key elements: low participation and gender bias. In 2019, only one person
attended the specific course "Gender Equality" (30 hours and online) and only three persons
attended courses that incorporated the module of “Equality and Gender-based Violence",
Gestión eficaz del tiempo (30 hours, online) and Habilidades directivas (30 hours, online). All
participants were women.
Note, however, that there is no systematic collection of data on the people that requested, but
were not selected, to participate in these courses and in others with gender content. Positioning
gender training as a necessity not only for the staff but also for the institution as a whole is a
real challenge.

❑ REMUNERATION POLICY
This area aims to assess the transparency of remuneration policy and whether there is a pay
gap between women and men. A key indicator for analysing pay policy from a gender
perspective is the gender pay gap, which refers to the difference between the average pay of
women and men, in similar positions, expressed as a percentage.
The analysis of the adjusted pay gap is highly complex4 as it requires the inclusion of all the
available relevant variables that determine the gap (seniority, type of working day, type of
contract, activity, position, variable bonuses, among others.). At the time of writing this report,
the analysis was still in progress.
Therefore, the gender pay gap analysis will be integrated as a measure in the GEP and, in
case it reveals pay inequalities, adequate actions will be defined with a view to eliminate the
gap.

In order to analyse the wage gap, the methodology established in Real Decreto 902/2020, de 13 de ocrubre, de
igualdad retributiva entre mujeres y hombres will be used.
4
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❑ WORK-LIFE BALANCE
The implementation of work-life balance strategies is included in Article 44 of the Spanish
Organic Law for the effective equality among women and men (Ley Orgànica para la igualdad
efectiva de Women y Men). In addition, the Guide to Work-Life Balance in the General State
Administration (Guía de conciliación de la vida personal, familiar y laboral en la Administración
General del Estado5) responds to the provisions established in the Spanish legal framework.
Considering this frame of reference, a gender analysis of the use of work-life balance
measures implemented by ICM was carried out.
Even though the right to avail of work-life balance measures is common to all staff, the actual
fruition of these measures is gender biased. In fact, conciliation of personal, family and worklife are feminised. Thus, the need to reconcile work and family life hinders the possibilities for
training and professional development of women and has a direct impact on the wages they
receive.
The results from the context analysis underscore this reality. The data gathered in 2019
concerning the use of the available work-life balance measures indicates that, although
maternity and paternity leaves were equally requested by men and women, of the 14 leaves
demanded (all of which included leave or reduced working hours to care for family members),
10 were requested by women, representing 71.4% of the total. Thus, these data confirm that
even though work-life balance measures are available to all staff, their use is gender-biased.
Therefore, work-life balance in ICM is still feminised.
In spite of these data, there is a partial and not very precise record of the totality of the
circumstances in which the different conciliation measures are used, which limits a perspective
on the real dimension of gender bias. For example, no data has been collected on flexible
working time.
It is therefore crucial to improve the capture of information regarding the use of conciliation
measures disaggregated by their different circumstances and by sex, for a future better
evaluation of this area.

- Texto Refundido de la Ley del Estatuto de los Trabajadores, aprobado mediante Real Decreto Legislativo 1/1995,
de 24 de marzo
5

- Real Decreto Ley 2/2015, de 23 de octubre por el que se aprueba el Texto Refundido del Estatuto de los
Trabajadores.
- III Convenio Único del Personal Laboral de la Administración General del Estado.
- Resolución de 28 de diciembre de 2012, de la Secretaría de Estado de Administraciones Públicas, por la que se
dictan instrucciones sobre jornada y horarios de trabajo del personal al servicio de la Administración General del
Estado y sus organismos públicos.
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❑ SEXUAL AND GENDER-BASED HARASSMENT, SEXIST ATTITUDES,
AND PERCEPTION OF DISCRIMINATION
In compliance with the national legal framework on sexual and gender-based harassment6, the
CSIC approved in 2013 their first protocol against sexual harassment, recently updated
(Protocolo contra el acoso sexual del CSIC, July 2020). This Protocol provides the institution
with structural channels and tools to combat harassment; however, to be effective at the centre
level, it must be deployed in the ICM. The deployment of the Protocol must be accompanied
not only by a dissemination strategy but also by an intense effort to raise awareness and
training about this issue among the entire workforce. In addition, it is necessary to provide
specialised guidance for those that are directly responsible for the application of this document.
During the period under diagnosis (year 2019), there was one single report of sexual
harassment reported to the ICM that was handled by strictly following the CSIC’s Sexual
Harassment Protocol.
This does not imply the non-existence of other harassment cases. Women who suffer
harassment, in any form or expression, often do not report it for two fundamental reasons:
firstly, the fact that the victims themselves have often not identified sexual harassment as such
(technical harassment); secondly, for reasons such as shame of having suffered harassment,
fear of possible reprisals, lack of support, or even ignorance of the existence of protocols.

❑ INCLUSIVE AND NON-SEXIST COMMUNICATION
Although the central organisation (CSIC) has a specific instrument for non-sexist
communication, in the form of a Guide, the ICM has not yet adopted this document internally
because this guide not only presents limitations in terms of the use of inclusive language, but
also for it being published in Spanish only (the local language is Catalan).

La Ley Orgánica 3/2007, de 22 de marzo, para la Igualdad efectiva de mujeres y hombres, no deja lugar a la
ambivalencia a la hora de abordar la violencia hacia las mujeres en el lugar de trabajo y considera el acoso sexual
y el acoso por razón de sexo actos discriminatorios y contrarios al principio de igualdad de trato entre hombres y
mujeres. La Ley establece específicamente en su artículo 62 y Disposición final sexta, el compromiso de las
Administraciones Públicas de negociar con la representación legal de las trabajadoras y los trabajadores, un
protocolo de actuación para la prevención del acoso sexual y del acoso por razón de sexo.
6

El artículo 95.2 de la Ley 7/2007, de 12 de abril, del Estatuto Básico del Empleado Público, aplicable a las empleadas
y empleados públicos que trabajen en la Administración General del Estado (AGE) tipifica como falta muy grave
toda actuación que suponga discriminación por razón de origen racial o étnico, religión o convicciones,
discapacidad, edad u orientación sexual, lengua, opinión, lugar de nacimiento o vecindad, sexo o cualquier otra
condición o circunstancia personal o social, así como el acoso por razón de origen racial o étnico, religión o
convicciones, discapacidad, edad u orientación sexual y el acoso moral.
La Resolución de 28 de julio de 2011, de la Secretaría de Estado para la Función Pública, por la que se aprueba y
publica el Acuerdo de 27 de julio de 2011 de la Mesa General de Negociación de la Administración General del
Estado sobre el Protocolo de actuación frente al acoso sexual y al acoso por razón de sexo en el ámbito de la
Administración General del Estado y de los Organismos Públicos vinculados a ella, establece un modelo de
protocolo que debe ser utilizado por los diferentes departamentos y organismos públicos de la Administración
General del Estado para la prevención y acción de casos de acoso sexual y acoso por razón de sexo.
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In addition, ICM does not have its own guidelines and monitoring processes to enforce nonsexist communication, such as adequate means to ensure proper utilization of inclusive
language and the balanced use of images. Nonetheless, an informal “control” is done by the
ICM’s Communication Office and the Equality Task Force to assess the contents of some
documents and, in particular, of publications in the website. The Communication’s Office staff
is sensitive on gender issues but does not have enough training on inclusive communication.
As a result, ICM does not produce consistent external nor internal communication, in this
regard.
In fact, at organisational level, and based on the review performed on diverse documentation
in various formats (collective agreements, guides, protocols, etc.), it may be concluded that
inclusive and non-sexist language is used irregularly. However, in recent years, the Equality
Task Force has given high priority to actions aimed at improving this issue.
The above-mentioned review has also highlighted that inclusive language is mostly used in the
ICM’s website (https://www.icm.csic.es/en). However, it is important to note that most of the
external communication done via the website is in English, which is a rather neutral language.
ICM is also present in social media (facebook, twiter, instagram, youtube)7; inclusive and nonsexist language is also used irregularly in these channels.
In what concerns the use of images at an institutional level, the website and the other channels
do not contain enough images of people sufficient to assess whether the use of images is
unbalanced or sexist.

❑ GENDER DIMENSION IN RESEARCH
Career and leadership
The analysis of the 2019 data by category (Table 16) shows that women are in the majority
among pre-doctoral research staff in grade D (51.4% of the total are women compared to
48.6% men). In grade C, the first postdoctoral stage, the proportion is 55.6% women and
44.4% men. However, going further up the career ladder, women become less and less
present. Although it can be claimed that there is still parity in grade B, the percentage of women
in this group (43.5%) is close to the lower threshold, compared to 56.5% of men. Finally, in
grade A, which corresponds to the scale of research professors, the gap widens enormously
and only 14.3% are women compared to 85.7% men.

7

https://twitter.com/ICMCSIC

https://www.facebook.com/InstitutDeCienciesDelMar/
https://www.instagram.com/icm.csic/
https://www.youtube.com/channel/UCzfXAXO0sDYNL_mi5kmfAqg
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Table 16. Distribution of the workforce (FTE)8( 2019)
Grade

Women

Grade A
Grade B
Grade C
Grade D
Scientific-technical
services
Total

% total W

% group

Men

% group

% total M

TOTAL

1
27
15
18

14.3%
43.5%
55.6%
51.4%

0.9%
25.2%
14.0%
16.8%

6
35
12
17

85.7%
56.5%
44.4%
48.6%

6.7%
38.9%
13.3%
18.9%

7
62
27
35

46

69.7%

43.0%

20

30.3%

22.2%

66

107

54.3%

100.0%

90

45.7%

100.0%

197

Source: RRHH CSIC

Graphic 2 illustrates the distribution of women and men in the ICM research staff, according to
the research category, in which a “scissors effect“ is observed in the proportion of women and
men in the different categories of the research career: the higher the category, the lower the
participation of women.
Graph 2. ICM Researchers and Technical support (2019)
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
Technical/
Research
Support

Grade D

Female

Grade C

Grade B

Grade A

Male

Table 17. Distribution of research staff (FTE)9 2019
Grade
Grade A
Grade B
Grade C
Total

Woman
1
27
15
43

% Group
14.3%
43.5%
55.6%
44.8%

% total W
2.3%
62.8%
34.9%
100.00%

Men
6
35
12
53

% Group
85.7%
56.5%
44.4%
55.2%

% total M
11.3%
66.0%
22.6%
100.00%

TOTAL
7
62
27
96

Source: CSIC e ICM

This classification refers to the one used in the European Commission's She figures, (available at:
https://op.europa.eu/en/publication-detail/-/publication/9540ffa1-4478-11e9-a8ed-01aa75ed71a1/language-en).
Adequacy of grades in Spain:
8

Grade A corresponds to the scale of research professors of OPIs. Grade B, scale of scientific research staff in OPIs;
scale of tenured scientific staff in OPIs; distinguished research staff; with a contract from the "Ramón y Cajal"
Programme. Grade C (first post-doctoral stage) personnel with a contract from the "Juan de la Cierva" Programme;
work and service in charge of research projects. Grade D (pre-doctoral stage). equivalent to research personnel in
training (FPI, FPU and other pre-doctoral contracts from competitive calls).
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Men represent a higher proportion of the total research staff (55.2%) than women (Table 17).
Moreover, the only woman in group A accounts for 2.3% of the female scientists (groups
A+B+C; group D is not considering because it is composed of staff in training), compared to
11.3% of men in grade A regarding the male research staff. This represents a very significant
difference of 9 percentage points.
With these data, the Glass Ceiling Index (GCI) in the ICM is significantly high: 3.14. The
general GCI of the CSIC9 stands at 1.35 (2019), with large differences among scientific areas,
with the GCI of the Natural Resources area (to which the ICM belongs) being 2.28. This figure
shows the difficulties felt by women in progressing their scientific career (a value of 1 would
indicate that there is no difference in the promotion between men and women).
Glass Ceiling Index (GCI) 10: 3,14

Table 18. Evolution of the distribution of research personnel by grades (2016-2019)
(A) Personal investigador funcionario
2016
Scale

Gender
Women
Profesorado de
Men
investigación
Subtotal
Woman
Personal
investigador
Men
científico
Subtotal
Women
Personal científico
Men
titular
Subtotal
TOTAL
Women
Men

9

num
1
6
7
8
10
18
10
15
25
50
19
31

%T
14.3%
85.7%
14.0%
44.4%
55.6%
36.0%
40.0%
60.0%
50.0%
100.0%
38.0%
62.0%

2017
num
%T
1
14.3%
6
85.7%
7
13.5%
8
44.4%
10
55.6%
18
34.6%
11
40.7%
16
59.3%
27
51.9%
52 100.0%
20
38.5%
32
61.5%

2018
num
% /T
1
14.3%
6
85.7%
7
13.0%
10
50.0%
10
50.0%
20
37.0%
10
37.0%
17
63.0%
27
50.0%
54 100.0%
21
38.9%
33
61.1%

2019
num
1
6
7
10
11
21
10
18
28
56
21
35

%T
14.3%
85.7%
12.5%
47.6%
52.4%
37.5%
35.7%
64.3%
50.0%
100.0%
37.5%
62.5%

Informe Mujeres Investigadoras, Comisión de Mujeres y Ciencia (CSIC, 2020).

The Glass Ceiling Index (GCI) is a relative index of the European series She Figures (EIGE, European Union)
which compares, in the reference year, the proportion of women in grades A, B, and C with the proportion of women
in the highest research position (Grade A). The index can vary from 0 to infinity. An index of 1 indicates that there
is no inequality in the promotion probabilities of men and women. A score of less than 1 implies that women are
more represented in Grade A than in all research categories (Grades A, B and C), which would indicate that women
are more easily promoted than men. Whereas a score of more than 1 means that women are less represented in
Grade A positions than in all research categories considered (Grades A, B, and C), which indicates that there is a
glass ceiling for women. In other words, the higher the value of the Glass Ceiling Index, the higher the glass ceiling
effect is considered to be and is therefore interpreted as more difficulties for women than for men to reach the
highest position in the research career.
10
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(B) Personal investigador laboral
2016
Scale

Gender
Women
Men
Subtotal
Women
Men
Subtotal
Women
Men
Subtotal
Women
Men
Subtotal
TOTAL
Women
Men

2
6
8
4
4
8
3
0
3
1
3
4
23
10
13

%T
25.0%
75.0%
34.8%
50.0%
50.0%
34.8%
100.0%
0.0%
13.0%
25.0%
75.0%
17.4%
100.0%
43.5%
56.5%

TOTAL personal Women
investigador
Men
TOTAL

29
44
73

39.7%
60.3%
100%

Doctor/a
Personal
investigador
contratado
Personal
investigador en
prácticas
Titulado/a
superior con
grado de doctor/a

num

2017
num
%T
5
45.5%
6
54.5%
11
42.3%
3
50.0%
3
50.0%
6
23.1%
3
60.0%
2
40.0%
5
19.2%
1
25.0%
3
75.0%
4
15.4%
26 100.0%
12
46.2%
14
53.8%
32
46
78

2018
num
%T
6
37.5%
10
62.5%
16
53.3%
5
62.5%
3
37.5%
8
26.7%
2
50.0%
2
50.0%
4
13.3%
0
0.0%
2 100.0%
2
6.7%
30 100.0%
13
43.3%
17
56.7%

41.0%
59.0%
100%

34
50
84

40.5%
59.5%
100%

2019
num
7
12
19
6
2
8
4
0
4
0
2
2
33
17
16

%T
36.8%
63.2%
57.6%
75.0%
25.0%
24.2%
100.0%
0.0%
12.1%
0.0%
100.0%
6.1%
100.0%
51.5%
48.5%

38
51
89

42.7%
57.3%
100%

Source: RRHH CSIC

Evaluation of research activity
Civil servant staff in the scientific scales of the RPOs of the general state administration may
apply for a productivity bonus (each six-year period), dependent on the evaluation of their
research activity. This system guarantees the continuity of the evaluation process on
remunerations. The National Commission for the Evaluation of Research Activity (CNEAI) is
responsible for this task, intended to recognize the merits of the research activity of the staff
and to encourage their performance and quality.
Table 19. Distribution of sexenios - productivity bonus - (2019)

Grade
A

B

Women
Sexenios
Tota
%W
l
Group
2 3 4 5 6

Scale
Profesor/a de
investigación
Personal
científico titular
5
Personal
investigador
científico
Total 0 5

1
3

2

3
6

7
9

1

%WT
Women

1

14.3%

4.8%

10

35.7%

47.6%

10
21

47.6%
37.5%

47.6%
100%

Men
Sexenios
Tota
%M
l
Group
2 3 4 5 6
1

1

4

5

4

4

% T Men

Tota
l

6

85.7%

17.1%

7

5 4

18

64.3%

51.4%

28

2 5 4
8 11 8 4

11
35

52.4%
62.5%

31.4%
100%

21
56

Source: RRHH CSIC
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Gender balance in research groups.
As mentioned in previous sections, the research staff of the ICM is organised in research
groups. These groups are very heterogeneous in their size and composition and, beyond the
previous approach from the point of view of gender representation, further analysis is needed.
Table 20. Composition of research groups
IP
Gender
W
W
W
3
M
M
M
M
M
M
M
M
M
M
M
11
14

Research Groups
Plankton Ecology and Ocean Health
Litoral Biological Processes
Continental Margins Group
Subtotal grups IP Women
Physical and Technological
Oceanography
Ecology and Genomics of Marine
Microorganisms
Marine Biogeochemistry,
Atmosphere and Climate
Coelenterate Ecology
Functioning and Vulnerability of
Marine Ecosystems
Ecology and Conservation of Marine
Living Resources
Biology of Reproduction
Barcelona Center for Subsurface
Imaging
Ocean and Littoral Sedimentary
Processes
Laboratory of Seafloor and
Subseafloor Geological Processes
Bioeconomy modeling of fisheries
Subtotal groups IP Men
TOTAL

Women
9
5
3
17

%
%
Group Women
47.4%
9.5%
71.4%
5.3%
75.0%
3.2%
56.7%
17.9%

10
2
1
13

%
Group
52.6%
28.6%
25.0%
43.3%

Men

11.5%
2.3%
1.1%
14.9%

%
TOTAL
19
7
4
30

TOTAL

13 35.1%

13.7%

23

62.2%

26.4%

37

16 64.0%

16.8%

11

44.0%

12.6%

25

6 60.0%

6.3%

3

30.0%

3.4%

10

8 61.5%

8.4%

4

30.8%

4.6%

13

9 50.0%

9.5%

9

50.0%

10.3%

18

13 65.0%

13.7%

7

35.0%

8.0%

20

4 57.1%

4.2%

3

42.9%

3.4%

7

4 57.1%

4.2%

3

42.9%

3.4%

7

3 30.0%

3.2%

5

50.0%

5.7%

10

1 20.0%

1.1%

4

80.0%

4.6%

5

1 33.3%
78 50.3%
95 51.4%

1.1%
82.1%
100.0%

2
74
87

66.7%
47.7%
47.0%

2.3%
85.1%
100.0%

3
155
185

Women
Men

Research groups considering gender of PI
researchers
TOTAL

3
11
14

21.4%
78.6%
100%

Source: ICM

Of the 14 existing research groups, only three have women as principal investigators, i.e..
21.4% of the total, which already implies a significant gap in terms of gender (Table 20).
The groups also have different levels of gender segregation by area of research. Only 4 of the
14 groups are gender-balanced; of the remaining groups, 6 are feminized and 4 are
masculinized.
Considering now in the analysis the research staff in grades A, B, and C only (Table 21),
several dynamics become evident. In general, the percentage of women drops significantly in
almost all groups. Although the number of groups with an equal presence of women and men
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increases from 4 to 5, now 6 of the groups have less than 40% of women, and two are below
20% (one of them with 0%).
Otherwise, only 3 of the 14 groups are feminized (with a percentage of women above 60%)
and only 2 of them have increased the percentage of women regarding their inclusion in the
groups, considering all the staff (Table 20): Ecology and conservation of marine living
resources and Marine biochemistry, atmosphere and climate.
Table 21. Distribution of research staff by research group (2019)
Women
Research Groups
Plankton Ecology and Ocean Health
Litoral Biological Processes
Continental Margins Group
Physical and Technological
Oceanography
Ecology and Genomics of Marine
Microorganisms
Marine Biogeochemistry,
Atmosphere and Climate
Coelenterate Ecology
Functioning and Vulnerability of
Marine Ecosystems
Ecology and Conservation of Marine
Living Resources
Biology of Reproduction
Barcelona Center for Subsurface
Imaging
Ocean and Littoral Sedimentary
Processes
Laboratory of Seafloor and
Subseafloor Geological Processes
Bioeconomy modeling of fisheries
Subtotal

A

1

B

C

Total

A

B

2
1
1

1
1

3
1
3

3

4

7 33.3%

1

4

3

7 53.8%

3

1
1

4 66.7%
1 33.3%

4

1

Men
%
group
37.5%
50.0%
75.0%

1

1

1

2 40.0%

1

1 16.7%

1
15

0 0.0%
1 33.3%
43 44.8%

27

4

8 66.7%
1 50.0%

Total

Total
%
group
62.5%
8
50.0%
2
25.0%
4

1
1

5
1
1

11

2

14

66.7%

21

1

2

3

6

46.2%

13

1
1

1
1

2
2

33.3%
66.7%

6
3

4

50.0%

8

4
1

33.3%
50.0%

12
2

3

60.0%

5

5

83.3%

6

3
2
53

100.0%
66.7%
55.2%

3
3
96

1

4 50.0%

7
1

C

3

1

4
1
1
1

4

6

2
1
35

2

1
1
12

Source: ICM

The fact that the PIs are women does not seem to affect the distribution of research staff, as
each of the 3 groups has followed different dynamics.

Research funding
The analysis of the management of research funds with a gender perspective can be done
using different approaches. some of them with clear limitations. A first approach would be to
identify who obtains the funds in the research groups, and how. In the ICM there are two main
sources of research funds: a) funds obtained through research projects (number of projects
and amount of these); b) funds obtained through external contracts.
Another approach. much more complex. would be an attempt to apportion the funds between
the different members of the team and see how they are distributed between women and men.
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Considering first the funding through ICM research projects. there are two main paths: national
funds and European Union funds. The application for project-based funding is led by a principal
investigator (PI) with a team whose members may or may not be from the same research
group. Thus. within the same research group. there may be different projects. whose
applications may be led by different members of the research group.
Regarding the total funds obtained by each of the research groups (Table 27), there is a
significant gender bias. The funds obtained by female researchers account for 19.8% of the
total. A percentage below the proportionality in terms of the weight of female PI researchers,
which is 21.4% (see Table 22).
Table 22. Distribution of funds raised according to Source of funding (2019)
Source
EU Funds
Nacional Funds
Contracts
TOTAL

Women
599.446.46
1.304.858.74
233.417
2.137.723

% T Group
13.1%
28.0%
15.0%
19.8%

Men
3.989.033.76
3.348.219.12
1.320.459
8.657.711

TOTAL
4.588.480.22
4.653.077.86
1.553.876
10.795.434.19

Source: ICM

Considering now the funds obtained according to the gender of the PI of the research group,
the results are more than shocking: the funds obtained by three research groups headed by
women represent together, less than 2% of the total; and even more remarkable is the fact that
only 8.4% of the funds obtained by these groups have been obtained by female researchers.
However, funding obtained by female researchers in groups headed by male PIs amounts to
20%.
Furthermore, it is relevant to note that the distribution of funds has an important cyclical
dimension. Many variables affect the leveraging of funds, among which the size of the groups,
the profile of the people who make up the groups or the project cycles (some groups cannot
apply for funds on an annual basis). To have a better perspective, it would be necessary to
analyse funding over a longer period (during the reference year of 2019 almost all groups were
managing funds raised in previous years); however, these data were not available at the time
of working on this diagnosis, so the results are limited to the funding obtained in 2019.
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Research publications
In 2019, ICM research staff participated in 246 scientific publications. Of this total, 78 had the
ICM as their correspondence address, and these are the ones we will analyse in greater depth.
Table 23. Authorship distribution (2019)
Women
First authorship

46

%T
59.0%

Men
32

%T
41.0%

TOTAL
78

Table 24. Distribution of first authorship by impact publication (2019)
Q11 factor
D1
Q1
Q2
Q3
Q4
No data
TOTAL

Women
19
16
8
1
2
46

%T
57.6%
59.3%
66.7%
50.0%
0.0%
66.7%
59.0%

Men
14
11
4
1
1
1
32

%T
42.4%
40.7%
33.3%
50.0%
100.0%
33.3%
41.0%

%T

TOTAL
33
27
12
2
1
3
78

42.3%
34.6%
15.4%
2.6%
1.3%
3.8%
100.0%

The first authorship has been taken as a reference. The first author usually corresponds to the
person leading the research work. Subsequent authors do not have a single criterion for the
ordering, so they are not considered for the present diagnosis, their analysis will be deepened
as part of the GEP analysis . Women account for 59% of the first authorship, men for 41%.

Quality Factor (Q) of an academic journal is a measure of quality of that journal. It is commonly used as a
representation for the significance of a journal within its field.
11
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2. Gender Equality Plan (GEP)
ICM follows the definition of gender equality that was developed by the European Institute for
Gender Equality (EIGE).
"Gender Equality refers to the equal rights, responsibilities and opportunities of women and
men and girls and boys. Equality does not mean that women and men will become the same
but that women's and men's rights, responsibilities and opportunities will not depend on
whether they are born male or female. Gender equality implies that the interests, needs and
priorities of both women and men are taken into consideration, recognizing the diversity of
different groups of women and men. Gender equality is not a women's issue but should
concern and fully engage men as well as women. Equality between women and men is seen
both as a human rights issue and as a precondition for, and indicator of, sustainable peoplecentered development."
To achieve true gender equality in ICM, structural, sustainable, and permanent change must
be firm and visible in all institutional regulations, processes, and practices. We do not wish to
merely appear to be. We really want to be.
In this context. the overall objective of the GEP is: To promote a structural transformation
leading to the adoption and embedment of gender equality as a cross-cutting principle
of the ICM.
The definition of the fields of action and of the corresponding specific objectives address
the gender gaps and inequalities that have been highlighted in the diagnosis and that must be
handled with greater urgency, at the same time abiding by the framework of impact areas
defined by LeTSGEPs (in coherence with the Horizon 2020 priorities) and under the auspices
of the 3rd CSIC Equality Plan, which in turn responds to the mandates of the Spanish
regulatory framework. On the other hand, it should be emphasized that the measures designed
respond solely to the scope of the ICM's management.
Field of action
FIELD OF ACTION
1.

Women’s participation in research: career progression and development

2.

Institutional governance: Gender balance in decision-making bodies

3.

Gender dimension in research

4.

Work-life balance and organisational culture

5.

Prevention of gender-based violence/sexual harassment

6.

Gender inclusive institutional culture

7.

Gender Budgeting and Remuneration policy

8.

Inclusive and non-sexist communication
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2.1. Main gender gaps and inequalities addressed
The GEP connects each of the specific objectives to one or more results to be achieved
through the implementation of the different measures proposed. The results explicitly state the
changes to be produced in each of the areas of intervention and are linked to the main gender
gaps and inequalities identified during the analysis process:
•

Women's careers are still characterized by vertical and horizontal segregation. While
women are well represented at the lower academic grades, they gradually become less
significant in higher grades. This results in vertical segregation in research careers, as
depicted by a Glass Ceiling Index of 3.14 in ICM, emphasizing the “scissors diagram” effect
on the proportion of women and men in the different categories of the research career.

•

There is a significant imbalance between the different research groups, of which only
21.4% have female PIs, and a marked difference in who leads projects and applies for
funding - this is influenced by the internal dynamics of the research groups and the barriers
and misconceptions about women's scientific careers - and, consequently, there is also a
big gap in relation to the success of women in calls for funding (the funds obtained by ICM
women researchers in 2019 represented 19.8% of total funds).

•

Vertical segregation also contributes to the invisibility of female researchers. The
participation of research staff in many scientific areas is marked by the leadership of the
research groups which is highly masculinized.

•

The Governing Board is male-dominated, with women occupying only 21.4% of the
positions.

•

To date, the ICM has not integrated the gender dimension into the content of its
research.

•

Cultural barriers, such as gender stereotypes, lack of women’s empowerment, or ‘homosociality’, operates silently in ICM. The deep-rooted culture of how work is done in scientific
research teams affects gender equality in research.

•

Gender and equality issues training is not perceived as key knowledge and a necessary
competence by research staff

•

The conciliation of personal, family and work-life penalizes women. The need to reconcile
work and family hinders the possibilities for the development of their professional
careers and has a direct impact on the wages women receive, since they are the ones
who most often work part-time, with temporary contracts (fixed-term, discontinuous,
temporary) or interim contracts, and who usually take childcare leaves.

•

ICM budget is not gender sensitive.

•

Existing data and current analytical tools at ICM are not sufficient to fully understand and
monitor gender inequalities and bias.
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2.2. Logic Framwork: Specific objectives, results and measures
FIELDS OF ACTION

OBJECTIVES

O1. To foster a gender-balanced
1. Women
research culture that promotes
participation in
gender equality in scientific
research. career
careers and allows capitalization
progression and
on the talent of the ICM staff, both
development
female and male.

RESULTS

MEASURES

R1.1. Improved the professional skills, expertise 1.1. Overcoming the glass ceiling:
and leadership of women researchers by
Advancing women’s researcher
providing them with tools for their
careers
development based on their needs.
1.2. Professional career development
plans for female young researchers
R1.2. Provided mentoring advice training and
practical support for young women talents 1.3. Integration of gender aspects in
who want to develop their careers as
internal funding
researchers.
R1.3. Implemented measures and criteria to
guarantee that the granting of funds by
internal calls are gender sensitive and
promote a balanced progression careers
of women and men.

2. Institutional
governance:
Gender balance
in decision
making

O2. To achieve gender balance in
institutional governance by
eliminating any barriers that
prevent women from reaching
leadership positions and enabling
them to participate in all decisionmaking spheres.

3. Gender
dimension in
research

O3. To promote the inclusion of
gender/sex dimension in research
as a quality improvement factor.

R2.1. Consolidated the focal role and increased 2.1. Engendering institutional
capabilities of ETF on gender equality in
governance: Improvement of
the ICM.
gender balance in decision-making
bodies
R2.2. Established an institutional framework to
2.2.
ICM gender equality mechanism
ensure the effective implementation, coand instrument: institutionalizing
ordination and sustainability of the GEP.
ETF and GEP
2.3. Gender monitoring
R3. Improved researchers’ capacities to
3.1. Integrating gender dimension in
incorporate the gender dimension in
ICM research
research.

4. Work-life
balance and
organisational
culture

O4. To improve the work-life balance
policy to ensure not only an equal
fruition by women and men, but

R4. New measures have been established that
allow the harmonization of personal, family
and work-life, counteracting the negative

4.1. Improving work-life balance

FIELDS OF ACTION

OBJECTIVES
also that this conciliation does not
penalize women careers.

RESULTS

MEASURES

effects of work-life balance on the
professional expectations of women.

5. Prevention of
gender-based
violence/sexual
harassment

O5. To guarantee a work environment R5. Implemented an instrument oriented to the
free of any manifestation of sexual
prevention, detection and sanction of any
harassment or by reason of sex
manifestation of sexual harassment or by
through generation of a culture of
reason of sex.
respect for equality and the
implementation of the necessary
instruments.

6. Genderinclusive
institutional
culture

O6. To embed gender equality as a
basic and transversal principle of
the organization and consolidate
an institutional culture that is
sensitive to gender equality and
intolerant to discrimination based
on gender.

R6. Developed and improved staff’s knowledge
6.1. Training on the inclusion of gender
and skills to deal with gender equality issues
dimension within ICM
6.2. Increasing gender awareness:
Making women researchers visible

7. Gender
Budgeting and
remuneration
policy

O7. To guarantee equal pay between
women and men, improving the
control of factors that can lead to
direct or indirect discrimination
between women and men
regarding remuneration.

R7.1. The factors that favour the remuneration
differences between women and men
have been identified.

8. Inclusive and
non-sexist
communication

O8. To implement across the
organization the use of an
inclusive and non-sexist
communication that contributes to
the visibility of women and to
gender equality.

R8.1. Implemented guidelines for the use of
inclusive communication.

5.1. Developing prevention and action
against sexual harassment and
gender-based violence

7.1. Gender budgeting
7.2. Gender pay gap: analysis and
action

R7.2. Designed corrective measures to reduce
the gender pay gap.
8.1. Promote the use of inclusive and
non-sexist communication

R8.2. Built-in capacity in the use of inclusive
communication in all areas.
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2.3. Measures description
The GEP has 14 measures. The key elements of the measures are:
Measure 1.1. Overcoming the glass ceiling: Advancing women’s researcher careers
To address the so-called “glass ceiling” phenomenon within ICM, the invisible barriers that
keep women from reaching leadership positions must be removed, enabling women to access
to the same resources as their male colleagues and to participate in decision-making. ICM
needs to capitalize on the talents of both female and male researchers.
This measure will tackle this issue with a double approach: a) To strengthen the professional
skills, expertise, and leadership of women researchers, by providing them with tools for their
development based on their needs (gender-sensitive career support); b) To integrate the
gender perspective in institutional changes, as to guarantee equal and fair career
advancement, professional development, and gender balance in project teams.
Main actions:
o

Coaching/training in leadership skills to female senior researchers

o

To encourage female candidates for promotion and/or leadership positions, including
leadership as PIs of research projects.

o

To conduct two case studies on the functioning of research groups, to identify factors
affecting women's limited leadership, distribution of tasks, funding, etc.

o

To define guidelines by the management team to comply with gender parity in research
project teams according to the Horizon Europe framework.

Measure 1.2. Professional career development plans for female young researchers
Despite as many women as men begin their marine science careers in ICM, many more men
than women go on to senior research positions. The reasons for this are complex and
multifaceted, but from an institutional viewpoint it is important to ensure that the best scientists
have opportunities to pursue a career, and that gender is not a factor determining the chances
of success.
In order to increase employment opportunities for female scientists in their next career phase
(and to retain talent), and also to further develop a gender-balanced research culture, ICM will
implement professional career development plans for female young researchers.
Main actions:
o

To conceptualise, design and implement a mentoring programme in ICM

o

To implement specific training on integrating gender dimension in research content.

o

To support the research work of young researchers in research groups.

Measure 1.3: Integration of gender aspects in internal funding
The issues of (potential) gender bias and associated gender inequalities in grant allocation
processes have been proved empirically. Even the formal selection standards towards gender
equality might be properly implemented, there are multiple ways in which the notion of gender
inequality may occur.
Considering that gender biases in grant decisions may lead to gender differences in the
subsequent careers of women and men, this measure aims to guarantee that the granting of
funds by internal calls will be gender sensitive.
Main actions:
o

To carry out further analysis about the factors that cause gender imbalances in funding
application behaviour at ICM and selection criteria that introduce gender bias.

o

To establish guidelines and set out an equality criteria to guarantee gender equality, such
as affirmative actions, in the internal calls.

o

To include the gender dimension in analysis reports for each of the internal calls (target
audience, nominations, beneficiaries, and funds granted).

Measure 2.1. Engendering institutional governance: Improvement of gender balance in
decision-making bodies
An effective cultural and organizational change towards gender equality requires well thought
policies and the structural integration of gender equality in the organization, including the
composition of decision-making bodies. This refers not only to gender balanced membership,
but also to the integration of genderaware members in such bodies.
This measure seeks the double objective of ensuring an equal representation of women and
men in boards and committees and promoting awareness by members of governance boards
about the importance of gender equality in institutional governance and the need to gradually
transform the organization to allow overcoming structural inequalities.
Main actions:
o

To analyse the possibilities of regulating the equal representation of women and men in
governing boards.

o

To carry out a training action on gender equality to the Governing Board.

o

To promote the candidacies of women to positions in governing boards.

Measure 2.2. ICM’s gender equality mechanism and instrument: institutionalizing ETF
and GEP
Any positive structural change in an institution should turn irreversible. Thus, it is a priority to
guarantee sustainable conditions that will permanently establish gender equality as a value,
leading to a systemic institutional change. Furthermore, it is important to promote, as a regular
practice, the deployment of gender equality actions and to address gender biases in the ICM.
To promote the institutionalization and resilience of gender equality, this measure proposes an
intervention with a double and joint approach: Promote the Equality Task Force (ETF) as a
reference mechanism concerning gender issues; and promoted the GEP as the institutional

34

tool that incorporates transformative actions into the organization, aligned with the full
commitment and compliance of gender equality principles.
Main actions:
o

To make explicit the commitment of ICM towards the incorporation of gender equality as a
corporate value, with the institutional establishment of the GEP.

o

To negotiate a yearly financial institutional budget for the development of GEP
commitments.

o

Institutional annual budget for the Equality Task Force.

o

To establish joint and coordinated GEP mechanisms for the ETF and the different
institutional units involved in the implementation of the GEP.

o

To design and implement internal and external communication and dissemination
strategies regarding the GEP.

o

To create a space on equality in the institutional website acting as a resource on gender
equality with tools and materials available on the subject, as well as providing information
on GEP actions.

Measure 2.3. Gender Monitoring
Collection of relevant gender information concerning the organization constitutes the starting
point of any GEP aimed at promoting processes of structural change aligned with compliance
of the principle of equality. Data is crucial to make any kind of gender inequality visible and
thus increase collective awareness. Data is also key for taking proper decisions about
necessary measures to promote institutional change. Therefore, it is essential to improve the
collection and provision of gender data.
Main actions:
o

To facilitate guidelines from ICM Direction, leading to the systematic inclusion of gender in
all data collection and in all statistics and reports produced by ICM.

o

To identify and implement new indicators and analytical tools to monitor gender equality.

o

To establish sustainable data collection procedures and tools to monitor evolution, and
regularly assess the GEP.

o

To incorporate the information requested by the ICM Task Force in the databases in order
to allow a better and simpler monitoring and evaluation of the success of the measures.

o

To monitor and evaluate the scope of the measures implemented within the framework of
the GEP based on the available data and on the basis of the designed indicators.

o

To present GEP reports to the concerned stakeholders.

Measure 3.1. Integrating the gender dimension in ICM’s research
Gender can thus be an important factor in research excellence. The inclusion of the gender
dimension in marine science research has been shown to improve the quality of research and
to promote a wider application of its findings to the population.
This measure aims to incorporate the gender dimension into ICM research, which is a
significant challenge given the limited steps that have been taken so far in this regard. Whilst
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not all research studies are suited for full inclusion of the gender dimension, many others may
have distinct effects and results if a gender perspective or sex differences are considered in
their design.
Main actions:
o

To identify best practices in other marine research centres concerning gender
mainstreaming.

o

To establish or join networks of marine research centres that are addressing this issue.

o

To analyse the ICM’s research areas that could incorporate the gender/sex dimension.

o

To develop training introductory sessions for staff of research groups with projects that
could incorporate the gender dimension in research.

o

To promote the design of research projects that incorporate the gender dimension in their
contents.

Measure 4.1. Improving work-life balance
Work-life balance is not simply essential to people's health and well-being, it is also costeffective and improves stability for both the work environment and the institution. Ineffective
work-life balance policies may interfere with smooth career progression, a situation that
primarily affects women. The recognition of the problems related to gender inequalities in the
conciliation of work and personal life are key to act accordingly.
The ICM will ensure availability of structured mechanisms for work-life balance, favouring the
maximum possibilities of conciliation for all staff. Work-life balance measures cannot be
conceived under the premise that they are only tailor-made for women. It is necessary to
overcome the “women-conciliation” binomial and promote joint responsibility among women
and men. However, this measure also considers the specific conciliation needs for ICM
women. This implies developing supportive actions for women working in science, who need
to reconcile their maternity responsibilities with their work responsibilities in order to achieve
recognition and progression in their careers.
Main actions:
o

To create a lactation room in the centre

o

To conduct further analysis of the impact of conciliation on the career of ICM women
researchers

o

To implement measures that help improve the management of research grants in cases of
maternity leaves, with the objective that these leaves do not affect the full enjoyment of the
grants and the progression of women’s careers.

o

To improve ICM databases for an accurate capture of the use of work-life balance
measures (according to the type and circumstances) disaggregated by sex (this action will
be developed in conjunction with action 2.3 Gender monitoring).

o

To develop activities aimed at understanding that care activities should be a shared
responsibility among all genders
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Measure 5.1. Developing prevention and action against sexual harassment and
gender-based violence
Gender harassment is a real threat to the quality of research and the well-being of researchers,
but at the same time it remains an unrecognized issue. It has destructive consequences for
individuals and institutions as well as for the quality of research. ICM takes responsibility for
providing safe work environments, free from sexual harassment.
The ICM’s is committed to make an intense effort to raise awareness and to create a shared
understanding of the implications of sexual harassment among the entire staff. Furthermore,
an institutional position of firm rejection of such behaviours must be firmly maintained.
Main actions:
o

To make explicit in the ICM’s code of conduct the commitment to maintain a work
environment free of sexual and gender-based harassment.

o

To promote a better knowledge of the CSIC’s Protocol of sexual harassment and its
deployment in the ICM.

o

To nominate individuals responsible for this issue in ICM and provide them with specific
training on sexual and gender-based harassment.

o

To organize awareness-raising sessions on sexual and gender-based harassment for all
staff.

o

To conduct a staff survey on sexual harassment, to establish a perception baseline.

Measure 6.1. Training on the inclusion of gender dimension within the ICM
The training allows the acquisition of new skills and knowledge, and favours adaptation and
retraining in a changed environment. A general understanding about gender issues must be
created and shared in order to achieve institutional change aligned with gender equality. All
staff should go through an induction process, which would make them feel familiar with gender
related policies and services.
The development of gender competence aims at improving the staff’s knowledge and skills to
deal with gender equality issues. With this objective, it is necessary a tailor-made training for
the different target audiences, taking into account their requirements. The objective of these
actions is to acquire necessary and useful practical skills to guarantee the application of the
principle of equality and non-discrimination, as well as to foster gender mainstreaming in the
different areas of work.
Main actions:
o

To develop a diagnosis of the training requirements of ICM staff in gender issues.

o

To prepare a training proposal that responds to the training requirements of specific
groups.

o

To identify available courses (CSIC or other institutions) that fulfill the training requirements
of the ICM.

o

To develop internal gender-related training courses and content at ICM.

o

To evaluate the training provided and monitor the use of the new skills acquired.
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Measure 6.2. Increasing gender awareness: making women researchers visible
Increasing the visibility and recognition of women working in science at the ICM and
contributing to eliminate stereotyped images of women and science is a primary goal. It is
crucial to break the male-science binomial and to position women, on an equal basis, as
referents of scientific research in the public sphere and the collective culture.
The above goal is emphasized by the fact that the inclusion of the gender dimension in
research increases the social relevance of the resulting knowledge, technologies and
innovations.
Main actions:
o

To impulse an initiative to reassess the concept of excellence of the ICM from a gender
perspective (discussion sessions with key stakeholders).

o

To establish gender-balance criteria to increase the presence of ICM’s women researchers
and technicians in the different internal or external events

o

To make visible the contribution of women researchers and technicians at ICM using
different media and communication tools.

o

To develop and communicate contents related to gender and research and to disseminate
achievements made by ICM’s women researchers.

o

To promote the inclusion of women researchers and technicians at ICM or of the Equality
Task Force, in networks of women researchers that contribute to national and international
visibility (e.g., the network of Equality Commissions of the CSIC, EU ACT project, SOMMASevero Ochoa centres, etc.).

o

To carry out visibility and recognition actions for women researchers at the ICM in the
framework of significant dates such as 8th March, 25th November, Girls and Science Day,
etc.

Measure 7.1. Gender Budgeting
Budgets are not gender-neutral in their effects. Gender sensitive budgets can contribute to
gender equality. The main objectives of “gender budgeting” are: a) to promote equity, efficiency
and effectiveness in the planning and implementation of ICM policies; b) to favour transparency
in the allocation and redistribution of resources; c) to increase awareness through information
and stakeholders’ involvement; and d) to increase the development of human capabilities from
an equality perspective.
The main purpose of this measure is to introduce gender equality into the budgetary process.
This means a gender-based assessment of budgets, incorporating a gender perspective at all
levels of the budgetary process and restructuring revenues and expenditures in order to
promote gender equality. Being aware of the budget level of gender impact is the first step to
start a process of institutional change.
Main actions:
o

To establish and implement a methodology for gender budgeting analysis/audit.

o

To improve the budget management control tools and to collect all data regarding ICM
budget disaggregated by sex.
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o

Considering the results of the previous analysis, to elaborate a proposal for budget
reclassification (Gender-Responsive Budget) for the next budgeting phase and present it
to the Governing Board.

o

To implement the agreed reclassification of budget items.

o

To monitor changes in the organization with respect to gender equity issues resulting from
the reclassification of selected budget items.

o

To monitor, more specifically, the funds assigned to the GEP measures.

Measure 7.2. Gender Pay Gap: analysis and action
The Gender Pay Gap (PGP) is a key indicator to assess pay policy from a gender perspective;
the GPG is defined as the difference between the average pay of women and men, for equal
positions, expressed as a percentage.
This indicator highlights the extent to which various factors combine to undermine effective
equality between women and men in the workplace. Some of these factors are horizontal
segregation, differences between women and men in promotion and access to positions of
responsibility (vertical segregation/glass ceiling) or the greater weight of work-life balance
efforts among women.
This measure aims to assess the transparency of retributive policy and whether there is a wage
gap between women and men, and to address the factors that favours it.
Main actions:
o

To carry out a cross-cutting analysis of the salaries of the entire workforce

o

To propose the Director and Governing board a set of actions to reduce the incidence of
factors contributing to the GPG (falling under the scope of the ICM), conducive to the GPG
eradication.

o

To implement the agreed actions according to planning and assess their scope.

Measure 8.1. Promoting the use of inclusive and non-sexist communication
The use of sexist language in the work environment not only contributes to the perpetuation of
gender roles, traditional gender stereotypes and turning invisible the presence of women but
also favours the discrimination and inequalities among women and men.
Research communication contains at least three different communication levels and functions:
institutional, scientific, and interpersonal; all three levels can be (or not) gender sensitive.
Gender sensitive language and images, as well as gender sensitive content, is an important
precondition to achieving a more accurate, more respectful, and more consistent
communication aligned with equality values. Therefore, the ICM needs to have built-in capacity
in the use of inclusive communication in all areas.
Main actions:
To approve an internal regulation on the use of inclusive and non-sexist communication for all
ICM’s staff.
o

To incorporate the gender inclusive communication approach into the Communication
Plan.
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o

To develop a guide on the inclusive and non-sexist use of language, both written and visual,
adapted to research.

o

To disseminate the guide among ICM staff and make it accessible through the intranet.

o

To organise targeted training sessions on the inclusive and non-sexist use of language
(verbal, written and visual) to different stakeholders of the institution.

o

To review and adapt institutional documents, communication materials and website from a
gender perspective.

o

To examine gender bias in internal communication.
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3.

Work-plan

CALENDAR (Quarterly) 2021
MEASURES
3 4
1.1 Overcoming the glass ceiling: Advancing women’s researcher careers
To conduct a study/survey of all female researchers who have the potential and possibilities to be PIs of research
projects, but are not
Coaching/training in leadership skills to female senior researchers
To encourage female candidates for promotion and/or leadership positions, including leadership as PIs of
research projects.
To improve the profile of potential candidates by strengthening their CV in all aspects that count as merits.
To conduct two case studies on the functioning of research groups, to identify factors affecting women's limited
leadership, distribution of tasks, funding, etc.
To define guidelines by the management team to comply with gender parity in research project teams according
to the Horizon Europe framework.
1.2 Professional career development plans for young female researchers
To conceptualize mentoring in ICM (accompanying practices of mentoring and actors involved)
To design the gender-sensitive mentoring program (MP)
To collect feedbacks, approval and release of MP
To implement specific training on integrating gender dimension in research content
To support the research work of young researchers in research groups
To monitor and evaluate the MP

2022
2023
2024
1 2 3 4 1 2 3 4 1 2 3 4

1.3 Integrating gender dimension in research: Engendering the internal funds
To carry out further analysis about the factors that cause gender imbalances in funding application behavior in
ICM and selection criteria that introduce gender bias.
To design ICM’s internal calls in line with the criteria established in the gender-sensitive framework
To coordinate the proper implementation of the equality criteria set out in the internal calls
To provide training on gender awareness to members of selection panels and recruitment
To include the gender dimension in analysis reports for each of the internal calls
2.1 Engendering institutional governance: Improvement of gender balance in decision-making bodies
To develop a comprehensive presentation session of the GEP with the Governing Board
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CALENDAR (Quarterly)
MEASURES
To analyze the possibilities of regulating the equal representation of women and men in governing boards and
take action.
To carry out a training action on gender equality to the Governing Board
To promote the candidacies of women to positions in governing boards (e.g. department management positions).

2021
3 4

2022
2023
2024
1 2 3 4 1 2 3 4 1 2 3 4

2.2 ICM gender equality mechanism and instrument: institutionalizing ETF and GEP
To make explicit the commitment of ICM towards gender equality, with the institutional establishment of the GEP.
To strengthen and consolidate the ETF as a mechanism in charge of fostering and monitoring effective equality
measures
To negotiate a yearly financial institutional budget for the development of GEP commitments.
Institutional annual budget for Equality Task Force
To establish joint and coordinated GEP mechanisms for the ETF and the different institutional units involved in
the implementation of the GEP.
To establish and initial training session for all the units, staff, responsible personnel directly involved in the GEP
implementation
To design and implement internal and external communication and dissemination strategies regarding the GEP
To create a space on equality on the institutional website
To create a friendly version of the ICM’s GEP and disseminate it in a specific website
2.3 Gender monitoring
To facilitate guidelines from ICM Direction, leading to the systematic inclusion of gender in all data collection,
statistics and reports produced by ICM
To identify and implement new indicators and analytical tools to monitor gender equality.
To establish sustainable data collection procedures and tools to monitor evolution, and regularly assess the GEP.
To incorporate the information requested by ICM Task Force in databases fields in order to allow better and
simpler monitoring and evaluation
(If necessary) To develop computer applications for personnel management that will allow the collection of
information disaggregated by sex.
To establish sustainable procedures and cooperation with all the personnel that produce or manage data to
ensure regular data collection.
To monitor and evaluate the scope of the measures implemented within the framework of the GEP
To present GEP reports to the concerned stakeholders
3.1 Gender in research
To identify best practices in other marine research centers concerning gender mainstreaming.
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CALENDAR (Quarterly)
MEASURES
To establish or join networks of (marine) research centers that are addressing this issue.
To organize a national (or international) event to exchange best practices on gender mainstreaming in (marine)
science (LeTSGEPs framework).
To analyze the ICM’s research areas that could incorporate the gender/sex dimension.
To develop an internal methodological tool, such as a checklist inspire by other good practices on the matter, to
facilitate the integration of the gender dimension into the research content
To promote the design of research projects that includes the gender dimension through two ICM‘s case
studies in which the internal tool could be tested in a pilot phase
To develop (2-4) training introductory sessions on how to integrate the gender dimension into research content
(how to use the internal tool) for staff of research groups with projects that could incorporate the gender
dimension in research
4.1 Improving work-life balance
To create a lactation room in the center
To schedule work-meetings only within core hours
To conduct further analysis of the impact of conciliation on the career of ICM women researchers
To explore whether it is feasible to implement alternative measures that allow a better way of conciliation
To improve ICM databases for an accurate capture of the use of work-life balance measures (according to the
type and circumstances) disaggregated by sex
To develop activities aimed at understanding that care activities should be a shared responsibility among all
genders.
5.1 Developing sexual harassment and gender-based violence prevention and action

2021
3 4

2022
2023
2024
1 2 3 4 1 2 3 4 1 2 3 4

To make explicit in the ICM’s code of conduct the commitment to maintain a work environment free of sexual and
gender-based harassment.
To promote a better knowledge of the Protocol of sexual harassment at ICM: creation of prevention and support
structures and channels, readily available and accessible (intranet and other channels), formal adoption of the
protocol, and effective communication to all staff.
To nominate individuals responsible for this issue in ICM and provide them with specific training on sexual and
gender-based harassment
To organize awareness-raising sessions on sexual and gender-based harassment for all staff
To conduct a staff survey on sexual harassment, to establish a perception baseline on this issue
6.1 Training on the inclusion of gender dimension within ICM
To develop a diagnosis of the training requirements of ICM staff in gender issues.
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CALENDAR (Quarterly)
MEASURES
To prepare a training proposal that responds to the training requirements of specific groups.
To identify available courses (CSIC or other institutions) that fulfill the training requirements of the IC
Generation of own gender-related training courses and content at ICM
To participate in the training actions prioritized for the period covered by this GEP.
To evaluate the training provided and monitor the use of the new skills acquired (when feasible).
6.2 Increasing gender awareness
To impulse an initiative to reassess the concept of excellence of the ICM from a gender perspective (discussion
sessions with key stakeholders)
To establish institutional equality criteria in the areas of scientific participation avoiding all-male panels whenever
possible (internal)
To increase the presence of ICM’s women researchers and technicians in the different activities or external
events
To make visible the contribution of women researchers and technicians at ICM using different media and
communication tools
To develop and disseminate contents related to gender and research and achievements made by ICM’s women
researchers
To permanently update the Equality Task Force and GEP area on the institutional website.
To organize dissemination sessions through Friday Talks (weekly event in ICM) (2)
To publish short articles on the research being carried out by the ICM’s women researchers (6)
To publish monthly articles on the ICM’s newsletter regarding the GEPs actions and gender issues in the science
field
To promote the inclusion of women researchers and technicians of the ICM, or of its equality mechanisms (ETF),
in networks of women researchers
To organize an event on the inclusion of the gender perspective in marine research.
To carry out visibility and recognition actions for women researchers at the ICM in the framework of significant
dates (2)
To visualize the ICM role models in high education schools (action articulated with ResBios, RESponsible
research and innovation grounding practices in BIOsciences, Grant Agreement Nº872146)
7.1 Gender budgeting
To establish the methodology for gender budgeting analysis/audit (including the development of a set of specific
qualitative and quantitative indicators)
To improve the budget management control tools (gender disaggregated data and expense items)
To collect all data regarding ICM budget (gender disaggregated data)

2021
3 4

2022
2023
2024
1 2 3 4 1 2 3 4 1 2 3 4

1 1
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CALENDAR (Quarterly)
MEASURES
To analyze budget accounting items (with reference to the individual generators of income and of expenditure)
which will better allow to identify its gender impact
To elaborate a proposal for budget reclassification (Gender-Responsive Budget) for the next budgeting phase
To propose the Director/ Management board a reclassification of those budget items (under ICM management)
To implement the agreed reclassification of budget items
To monitor changes in the organization with respect to gender equity issues resulting from reclassification of
budget items
To monitor, more specifically, the funds assigned to the GEP measures
7.2 Gender pay gap: analysis and action
To carry out a cross-cutting analysis of the salaries of the entire workforce
To propose the Director and Management board a set of actions to reduce the incidence of factors contributing to
the GPG (falling under the scope of the ICM), conducive to the GPG eradication.
To implement the agreed actions according to planning
To assess the impact of actions carried out
8.1 Promote the use of inclusive and non-sexist communication
To approve an internal regulation on the use of inclusive and non-sexist communication for the use of all ICM staff
To incorporate the gender inclusive communication approach into the Communication Plan
To develop a guide on the inclusive and non-sexist use of language, both written and visual, adapted to research
(Catalan and Spanish).
To disseminate the guide among ICM staff and make it accessible through the intranet
To organise targeted training sessions on the inclusive and non-sexist use of language (verbal, written and visual)
to different stakeholders of the institution
To review and adapt institutional documents, communication materials and website from a gender perspective
To examine gender bias in internal communication

2021
3 4

2022
2023
2024
1 2 3 4 1 2 3 4 1 2 3 4
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4. Monitoring and Evaluation
Monitoring and evaluation are an integral component at all stages of the GEP. This consists of
an ongoing process that will ensure the achievement of the objectives and results of the plan
and its quality, in accordance with the approved work programme, and support, where
appropriate, adjustments to the implementation process, as regards decision-making,
obligations and requirements in the implementation process.
Monitoring involves systematic follow-up of project implementation with the objectives of:
o
o
o
o
o

Ensuring continued progress and achievement of goals
Promote accountability and transparency in the management process.
Ensuring the conformity and regularity of project activities
Identify restrictions on the achievement of the objectives and routes of how to overcome
them.
Verify progress in achieving expected objectives and outcomes

The evaluation is aimed at:
o
o
o
o

Verifying the achievement of the objectives, results and expected impacts.
Assess the relevance, efficiency, efficiency, impact, and sustainability of the GEP
Provide possible findings, conclusions and recommendations on intervention
Make decisions for the future (elaboration of the next Equality Plan).

The monitoring and evaluation must necessarily be addressed as a whole and,
consequently, the follow-up action must monitor and follow the entire GEP lifecycle, taking into
account the connections the different measures running on it during its implementation.
The M&E is permanent, cross-cutting to the entire GEP and involves all actors participanting
in the GEP implementation. The M&E process incorporates articulation mechanisms with all
GEP actors to ensure excellent use of data collection tools, data systematization and reporting.
The results will be used at different times, with different regularity, different resource needs
and for different purposes.
M&E is based on:
❑ Process/production indicators (outputs): consider what is produced/supplied by
implementing an intervention. Execution indicators are expressed in absolute numbers
and result indicators are logically linked.
❑ Outcome indicators: capture the expected effects or changes in the situation of
participants or entities caused by an intervention. All indicators have input values
obtained during the diagnosis (baseline), which will allow to measure the evolution and
compare it with the previous situation.
Indicators – reflecting execution and results – will be the main monitoring tool. Indicators shall
be clearly established, closely linked to activity, and measured periodically.
The final body of indicators (process/product, result and impact) will result from integrating key
ML indicators into it plus those that may arise from the baseline survey process and the
analysis of stakeholders.
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Reference documents are the work plan (process/product indicators) and the Logical
Framework (result and impact indicators). For the collection of qualitative and quantitative data,
the M&E will integrate a set of tools adapted to each of the actions envisaged in the project.

The M&E is proposed at different levels and with different logics:
❑ Monitoring focuses on services, events and products produced during project
implementation; and indicators refer to specific operational objectives to be pursued
according to times, methods and resources, and data.
❑ Evaluation focuses on the results or changes that have occurred on the expected
populations because of exposure to the project's activities. Indicators are determined
on the basis of project objectives and results.
As a result of the monitoring process, annual monitoring reports should be prepared reflecting
the findings of this process in relation to the level of development of the planned measures,
possible adjustments/reformulations of the measures or new measures required).

Monitoring and Evaluation

Year 1
Report

Year 2
Report

Permanent adjustments

Year 3
Report

FINAL
REPORT

GEP
updated

To carry out the evaluation, the same instruments will be used for the collection, and
subsequent systematization and processing of the information that has been used in the
diagnosis to favor the identification of the changes generated by the implementation of the
GEP.
At the end of the implementation of the GEP, a Final Evaluation Report must be made that
establishes the effectiveness, efficiency and sustainability of the intervention, as well as the
general degree of achievement of the expected results measured with the previously designed
indicators. The results of this evaluation should serve as the basis for the design of the next
GEP.
The Equality Task Force will play a key role in monitoring and evaluating the GEP.
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Annex 1. Detailed description of
planned GEP activities
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Action 1.1

Action name:
OVERCOMING THE GLASS CEILING: ADVANCING WOMEN'S
RESEARCH CAREERS

Short description
of the action

To address the so-called “glass ceiling” phenomenon within ICM, the invisible
barriers that keep women from reaching leadership positions must be removed,
enabling women to access to the same resources as their male colleagues and
to participate in decision-making. ICM needs to capitalize on the talents of both
female and male researchers.
Therefore, this measure has the triple objective of enhancing the scientific
performance of female researchers at the ICM, promoting their careers and
leadership, as well as advancing towards the equal participation of women and
men in leadership positions.
This measure will tackle this issue with a double approach:
❑ To strengthen the professional skills, expertise, and leadership of women
researchers, by providing them with tools for their development based on
their needs (gender-sensitive career support).
❑ To integrate the gender perspective in institutional changes, as to guarantee
equal and fair career advancement, professional development, and gender
balance in project teams (Horizon Europe).
To achieve this, several actions, adequately coordinated to promote sustainable
changes, are proposed:
▪

To conduct a study/survey of all female researchers who have the potential
and possibilities to be PIs of research projects, but are not

▪

Coaching/training in leadership skills to female senior researchers

▪

To encourage female candidates for promotion and/or leadership positions,
including leadership as PIs of research projects.

▪

To improve the profile of potential candidates by strengthening their CV in
all aspects that count as merits.

▪

To conduct two case studies on the functioning of research groups, to
identify factors affecting women's limited leadership, distribution of tasks,
funding, etc.

▪

To define guidelines by the management team to comply with gender parity
in research project teams according to the Horizon Europe framework.

This action is connected with other measures to mitigate other factors that limit
and condition women's research careers and leadership (work-life balance,
sexual harassment, etc.).
Impact area(s)

1. Career progression and development (Increase in the participation of
women in research and innovation and improvement of their career
prospects) ☒
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
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Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,

☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
☒ Career progression and
conditions
development
☐ Dual Career
☐ Recruitment
☐ Care & family work
☐ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☐ Gender-inclusive
☐ Institutional Governance
communication
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
The results of the diagnosis reveal that women's careers are still characterised
by vertical and horizontal segregation:
▪

While women are well represented at the lower grades of the academic
career (51.4% in grade D and 55.6% in grade C), they gradually lose
presence in higher grades, currently only accounting for 43.5% in grade B
and 14.3% in grade A. As a result, vertical segregation in research careers
as depicted by the Glass Ceiling Index is 3.14 in ICM, emphasizing the
“scissors diagram” effect on the proportion of women and men in the
different categories of the research career.

▪

There is a significant imbalance between the different research groups, of
which only 21.4% have female PIs (3 out of 14), but in which women make
up 44.8% of the members (grades A, B and C)

▪

There is also a big gap in relation to the success of women in calls for
funding, or the amount of projects led by women. Even though the
information gathered in the diagnosis is representative of only one year, in
contrast with the multi-year dynamics of projects, and the person who
normally signs the request for funds is the PI of the research group (mostly
male), the funds obtained by ICM women researchers in 2019 represented
19.8% of total funds (only 13.1% in the case of European funds). Acting in a
vicious cycle, grants may play a key role in career progress and, at the same
time, career differences may affect grant success. This impact in career can
have, at least, two dimensions: impact in production and impact on
promotion.

▪

There is also a marked difference in who lead projects and apply for
funding, this is influenced by the internal dynamics of the research groups
and the barriers and misconceptions about women's scientific careers. While
many men seem more interested in their individual professional projection,
most women seem more interested in collaboration and in the research itself.
Furthermore, it would be interesting to know the internal dynamics of
research groups in the decision-making process of who, and for what types
of funds, can become a PI.

▪

There are still structural barriers that constrain and hinder women's career
progression, from the feminisation of work-life balance to the masculinisation

organizational context)
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of science itself, with numerous gender biases in selection processes,
funding, etc.
Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management
▪ Director

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

☒ Very high
☐ High
Start month/year
January 2023

☐ Technician staff/
Support staff
Please specify who:
☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

☐ Medium
☐ Low

☐ Administration
Please specify who:
Please specify who:

☐ Very low
☐ Can’t decide
End month/year
December 2024

▪
▪

Management, technical and administrative resources
Coaching/training resources

▪

Coaching training for career progression of female researchers.

▪

Support of women's applications for promotion or leadership positions.

▪

Existence of awareness initiatives on gender diversity in research teams

effects)

▪

Management guidelines for gender-balanced research teams.

Expected outcome
of this action (mid-

▪

Average number of women participants in research teams who received
European or non-European funding increases over time (tend towards
gender balance).

▪

Increase of the number of female researchers holding PI positions in
research groups or projects.

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term

term effects)

Increase of the funds obtained by projects led by women IP.
Improvement in the success rate: applications versus shortlists and
appointments for jobs on grades A and B (comparing the percentage share
of female and male applicants with the percentage of women and men on
the short list, as well as appointed women and male for jobs).
▪ Improvement of the Glass Ceiling Index.
▪ Reduction of the scissor effect: greater balance in the proportion of women
and men in the different categories of the research career.
▪ Positive changes in perception of gender equality in career advancement
(survey).
To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. Almost all indicators
have specific input values, which will allow us to assess the changes originating
from the implementation of the actions of this measure.
▪
▪

Evaluation
procedure (How to
determine if goal was
reached.)

Obtaining the new OVI values implies the systematic collection of data
disaggregated by sex for all the actions related to this measure. For the
collection, systematisation and analysis of this data, the same methodology used
during the diagnosis will be used (information from the human resources
database).
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The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force in order to verify
that there are no deviations in the objectives and the group will act accordingly
if changes are required. The results will be presented in an annual report.
From the Monitoring and Evaluation System (M&E) of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection
Any additional comments you would like to make:
The direct reduction of the glass ceiling index can only result from the incorporation of female
researchers in grade A (research professors). The calls for promotion to this professional group are
decided by the CSIC, targeting not the individual centres but cross-cutting areas; in the case of the
ICM, the area is Life Sciences (which englobes the former Natural Resources area). This procedure
considerably constrains direct action by the ICM on this field. On the other hand, by CSIC regulations
only permanent scientific staff can be PIs of research groups and research projects. Since many of
the female researchers who could be PIs are integrated into large groups, competition by male
colleagues and the internal dynamics of the groups limit their possibility of leadership (28 women/41
men).
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Action 1.2

Action name:
PROFESSIONAL CAREER DEVELOPMENT PLANS FOR YOUNG
FEMALE RESEARCHERS

Short description
of the action

Improving women’s participation in research requires including female
researchers in teams at all levels while offering gender sensitive working
conditions and an inclusive culture.
Despite as many women as men begin their marine science careers in ICM,
many more men than women go on to senior research positions. The reasons
for this are complex and multifaceted, but from an institutional viewpoint it is
important to ensure that the best scientists have opportunities to pursue a career,
and that gender is not a factor determining the chances of success.
In order to increase employment opportunities for female scientists in their next
career phase (and to retain talent), and also to further develop a genderbalanced research culture, ICM will implement professional career development
plans for female young researchers.
The career support scheme will address the ‘leaky pipeline’ phenomena.
Mentoring and empowerment trainings for career progression by women
researchers are useful tools for their career development and can have a
powerful positive effect on researchers (grades C and D).
The aim of this measure is to provide practical support and advice to young
female talents, who want to develop their careers as researchers.
To achieve this purpose, the following actions are proposed, aimed at promoting
gender-balanced research teams and the full participation and promotion of the
careers of young female researchers in research groups:

Impact area(s)

Field(s) of action

▪

To conceptualise mentoring in ICM (accompanying practices of mentoring
and actors involved).

▪

To design the gender-sensitive mentoring program, which includes:
o

Identification of the potential participants (mentees and mentors)
and mapping of the needs,

o

Creation of an ICM self-tailored Mentoring Program (MP)

o

To recruit and train mentees and mentors, and to promote matching
pairs and groups of mentees and mentors.

▪

To collect feedbacks, approval and release of MP

▪

To implement specific training on integrating gender dimension in research
content.

▪

To support the research work of young researchers in research groups.

▪

To monitor and evaluate the MP.

1. Career progression and development (Increase in the participation of
women in research and innovation and improvement of their career
prospects) ☒
2. Gender inclusive institutional governance (Gender balance in decisionmaking bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
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(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

Target group(s) to
be addressed by
this action

Involved actors
for the
implementation
Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐
Work-life-balance
aspects
☐ Other:
☐ Flexible working
☒ Career progression and
conditions
development
☐ Dual Career
☐ Recruitment
☐ Care & family work
☐ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☐ Gender-inclusive communication
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
The results of the diagnosis reveal that women's careers are still characterised
by vertical and horizontal segregation.
While women are relatively well represented at the lower grades of the academic
career (51.4% in grade D and 55.6% in grade C), they gradually lose presence
in higher grades, accounting for 43.5% in grade B and 14.3% in grade A,
emphasizing the “scissors diagram” effect on the proportion of women and men
in the different categories of the research career.
☒ Research staff
Please specify who:
Young women
researchers

☐ Technician staff/
Support staff

☒ Administration
Please specify who:
.

Please specify who:

☐ LeTSGEPs core team
☒ Equality Task Force Please specify who:
Senior researchers
☐ LeTSGEPs WG
☐ Gender Equality
Officer
☐ Administration
☒ Other:
☒ Management
▪ Severo Ochoa and ResBios program (RESponsible research and innovation
grounding practices in BIOsciences, Grant Agreement Nº872146)
☒ Very high
☐ High
Start month/year
June 2021

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year
December 2024

▪
▪

Management, technical and administrative resources
Mentoring/training resources (most provided by experienced partners of the
ResBios project)

▪

Self-tailored mentoring program operative.

▪

Career support schemes established at ICM for young women researchers.

(personnel, equipment)

Expected
(measurable)
output of this
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action (short-term

▪

Empowerment training of career progression for women researchers
implemented

▪

Improved resources for women researchers willing to pursue a scientific
career.

▪

Implemented specific training on integrating gender dimension in research
content.

▪

Number of participants.

▪

Number of mentors recruited.

▪

Number of training sessions by contents and participants.

▪

At least 15 mentees participated of the mentoring program.

▪

All the mentees are trained on the integrating gender dimension in research
content.

▪

Positive changes in perception of gender equality in career advancement
(survey).

effects)

Expected outcome
of this action (midterm effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. The indicators have no
specific input values because it is an action for which there is no previous
baseline.
Some indicators have no measurement value but it will be determined once the
Mentoring Program is in place.
To assess whether the measure is producing the expected results, tools to
capture and systematise data will be developed. Obtaining the new OVI values
implies the systematic collection of data disaggregated by sex for all the actions
related to this measure.
The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.

From the Monitoring and Evaluation System (M&E) of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection
Any additional comments you would like to make:
Being difficult to establish an exact age to refer to “young research staff”, we consider in this area a
reference of up to 40 years, together with those people who are currently doing their doctoral thesis,
or who already have a doctorate and are in positions of research, but who are not yet fully
independent.
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Action 1.3

Action name:
INTEGRATING GENDER DIMENSION IN RESEARCH:
ENGENDERING THE INTERNAL FUNDS

Short description
of the action

The issues of (potential) gender bias and associated gender inequalities in grant
allocation processes have been proved empirically. Even the formal selection
standards towards gender equality might be properly implemented, there are
multiple ways in which the notion of gender inequality may occur.
Considering that gender biases in grant decisions may lead to gender
differences in the subsequent careers of women and men, this measure aims to
guarantee that the granting of funds by internal calls will be gender sensitive.
This measure will tackle this issue with a double approach:
❑ To have greater knowledge about gender biases concerning funding from
a double perspective: identify gender differences in decision-making
regarding the request for grants; and analyse the non-merit based selection
criteria that introduce gender bias in the evaluation processes (e.g.
indicators linked to reputation more than merit, but also biases in merit
criteria assessment, such as the Matthew and Mathilda effects).
❑ To establish a gender-sensitive framework (that considers the results of the
context analysis) for the implementation of the ICM calls (e.g. Severo Ochoa
Centre of Excellence accreditation) for competitive assistance and its
regulatory bases in order to eliminate the factors that introduce gender bias.
For this, the following activities are proposed:
•

To carry out further analysis about the factors that cause gender imbalances
in funding application behaviour at ICM and selection criteria that introduce
gender bias.

•

To design ICM’s internal calls in line with the criteria established in the
gender-sensitive framework.

•

To coordinate the proper implementation of the equality criteria set out in
the internal calls:

•

•

o

To extend and adapt the application of the gender equality criteria
established in the regulatory bases of the different internal calls for
proposals managed by the Severo Ochoa funds.

o

To develop more precise instructions for improving gender balance
in the recruitment evaluators.

o

To implement positive actions as a strategy to equalize the
outcomes of selection processes (when appropriate). Such a policy
could be a text as follows: “In the case of the same qualification, the
underrepresented gender is selected”.

To provide training on gender awareness to members of selection panels
and recruitment:
o

To ensure the correct use of the instructions regarding “Staff
Recruitment and gender equality“ by evaluation committees and
panel members.

o

To train the members of recruitment and promotion committees
regarding gender bias, inclusive recruitment and promotion
procedures.

To include the gender dimension in analysis reports for each of the internal
calls (target audience, nominations, beneficiaries, and funds granted).
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Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☒ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☒ Internal funding applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Flexible working conditions
☐ Other:
☐ Dual Career
☐ Career progression and
☐ Care & family work
development
☐ Other, please specify
☐ Recruitment
☐ Gender Budgeting, please specify:
☐ Promotion
☐ Retention
☐ Other fields, please specify:
☐ Creating a gender-inclusive
☐ Gender-inclusive communication
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
In the ICM, there is a clear imbalance in the success of women in calls for funding
applications and there is also a marked difference in the propensity of women to
apply for funding. These differences affect both European and national funds and
those obtained through contracts and agreements.
Even though the information gathered in the diagnosis is representative of only
one year, in contrast with the multi-year dynamics of projects, and the person
who normally signs the request for funds is the PI of the research group (mostly
male), the funds obtained by ICM women researchers in 2019 represented
19.8% of total funds (only 13.1% in the case of European funds). In addition, there
is also a significant imbalance between the different research groups, of which
only 21.4% have female PIs, but in which women make up 44.8% of the members
(grades A, B and C.)
On the other hand, the analysis of the management of research funds with a
gender perspective cannot be limited to the identification of who obtains the
funds in the research groups when the PI is the one who signs them. This analysis
would imply knowing the success rate in the applications for funds or how the
funds obtained are distributed among the members of research groups. This
information is not currently being systematically collected at ICM (for which it is
one of the actions to be implemented as part of action 2.3), but different studies
suggest that men are more likely to obtain funding than women (She Figures).
Beyond gender biases that funding systems may have, there are gender
differences in application behaviour. Explanations could be based on the factors
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affecting supply (attitudes towards competition, preferences about work-life
balance) and demand (role of networks, mentoring, institutional support, etc.)
Since we cannot influence external calls, we intend to influence the internal
resources available for research through the Severo Ochoa Centre of Excellence
accreditation at the ICM.
Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:

☒ Technician
staff/Support staff
Please specify who:

☒ Administration
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

☐ Equality Task
Force
☐ Gender Equality
Officer
☐ Other:

Please specify who:

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

▪

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

HR department

☐ Very high
☒ High
Start month/year
June 2021

End month/year
December 2024

▪
▪
▪

Management team Severo Ochoa
High-level management
Equality Task Force

▪

100% of the Severo Ochoa calls introduce a clause to guarantee equal
opportunities and consider gender parity (according to the target group and
in order to not affect women).

▪

100% of the calls are analysed to ensure that there are no requirements,
evaluation criteria or conditioning factors that may have a negative impact
on applications by women.

▪

The calls in masculinized areas will incorporate the affirmative action "in the
case of equivalent applicants, the less represented gender will be
prioritized”.

▪

The balanced presence of women and men in evaluation bodies is
guaranteed.

▪

At least 50% of the presidencies of the evaluation bodies correspond to
women.

▪

The positive action measures implemented in the framework of the internal
calls will be monitored.

▪

At least 50% of internal funds are granted to women.

▪

At least 50% of the people who are granted funds are women.

▪

At least 50% of the presidencies of the evaluation bodies correspond to
women.

▪

The success rate of women and men in the different SO calls will be
quantified.

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Expected outcome
of this action (midterm effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the success of this measure, several objectively verifiable indicators
(OVI) for the outputs (short-term effects) and the outcomes (mid-term effects)
have been defined. The indicators have specific input values, which will allow
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measuring changes originated from the implementation of the actions of this
measure.
To measure these changes, the tools previously used during the diagnosis will
be applied and the same sources will be used (HR databases, etc.). These data
will be complemented with the data collected by each of the different units
involved in the calls (SO, HR, etc.): applications submitted, applicants recruited,
grants, etc., disaggregated by sex.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.
From the Monitoring and Evaluation System (M&E) of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.
Any additional comments you would like to make:
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Action 2.1

Action name:
ENGENDERING INSTITUTIONAL GOVERNANCE:
IMPROVEMENT OF GENDER BALANCE IN DECISION-MAKING
BODIES

Short description
of the action

An effective cultural and organizational change towards gender equality requires
well thought policies and the structural integration of gender equality in the
organization, including the composition of decision-making bodies. This refers
not only to gender balanced membership, but also to the integration of genderaware members in such bodies.
This measure seeks the double objective of ensuring an equal representation of
women and men in boards and committees and promoting awareness by
members of governance boards about the importance of gender equality in
institutional governance and the need to gradually transform the organization to
allow overcoming structural inequalities.
Both situations are admittedly constrained by either the single-person nature of
some positions and the elective character of other positions, which compose the
governing structure of the organization.
To achieve these objectives, the following actions will be carried out:
▪
▪
▪
▪

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

To develop a comprehensive presentation session of the GEP with the
Governing Board.
To analyse the possibilities of regulating the equal representation of women
and men in governing boards.
To carry out a training action on gender equality to the Governing Board.
To promote the candidacies of women to positions in governing boards (e.g.
department management positions).

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decisionmaking bodies) ☒
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐
Work-life-balance
aspects
☐ Other:
☒ Flexible working
☐ Career progression and development
conditions
☐ Recruitment
☒ Dual Career
☐ Promotion
☐ Care & family work
☐ Retention
☐ Other, please specify
☐ Creating a gender-inclusive
☐
Gender
Budgeting, please
workplace culture
specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Other fields, please specify:
☒ Institutional Governance
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Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

☐ Gender equality policies
☐ Gender-inclusive communication
☐ Gender monitoring
☒ Gender balanced decision
bodies
The organisational structure of the ICM is complex. The governing bodies are
composed of single-person bodies and teams. The Directorate Team is made
up of five people: the Director, currently occupied by a man, and four Deputy
Directors (currently occupied by two women and two men).
The Governing Board also includes five single-person positions: the Manager
and the heads of research departments, currently led by four men; and the
four elected legal representatives of workers, which is also male-dominated,
with three men and one woman.
As a result, the Governing Board is male-dominated, with women occupying only
21.4% of the positions.
Governing bodies and key decision-makers play a crucial role in the successful
implementation of any GEP. Their level of awareness and knowledge of gender
equality issues has a strong influence on gender equality policies, strategies, and
processes.
Although the masculinisation of governing bodies is not a permanent fact,
mechanisms can be explored to establish the necessary gender parity in their
composition, and also to promote profiles with the capacity to integrate the
gender dimension in the running of the centre.

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:

☐ Technician
staff/Support staff
Please specify who:

☐ Administration
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team
☒ LeTSGEPs WG
☐ Administration
☒ Management
▪ Management

☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

Please specify who:

☒ Very high
☐ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

Start month/year
July 2021

End month/year
March 2024

▪
▪

Equality Task Force
Gender Equality

▪

Action has been taken on possible regulations of equal representation of
women and men in governing boards.

▪

Candidacies of women to positions in governing boards have been
supported and achieved (e.g., department management positions must be
renewed soon).

▪

A comprehensive presentation session of the GEP with the Governing Board
has been delivered.

▪

A training action on gender equality with the governance board has been
delivered.

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)
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Expected outcome
of this action (mid-

▪

At least the 40% of the members of the governance board are women (after
the next board member renovation).

term effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this template,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. Almost all indicators
have specific input values, which will allow us to assess the changes originating
from the implementation of the actions of this measure. For the indicators that
have no measurement value it will be determined once the action is
implemented.
Obtaining the new OVI values implies the systematic collection of data
disaggregated by sex for all actions related to this measure. For the collection,
systematisation and analysis of these data, the same methodology used during
the diagnosis will be used (information from the human resources database).
The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, in order to verify
that there are no deviations in the objectives and actions will take place
accordingly if required. The results will be presented in an annual report.

From the Monitoring and Evaluation System (M&E) of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection
Any additional comments you would like to make:
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Action 2.2

Action name:
ICM GENDER EQUALITY MECHANISM AND INSTRUMENT:
INSTITUTIONALIZING ETF AND GEP

Short description
of the action

Any positive structural change in an institution should turn irreversible. Thus, it
is a priority to guarantee sustainable conditions that will permanently establish
gender equality as a value, leading to a systemic institutional change.
Furthermore, it is important to promote, as a regular practice, the deployment of
gender equality actions and to address gender biases in the ICM.
To promote the institutionalization and resilience of gender equality, this
measure proposes an intervention with a double and joint approach:
❑ Promote the Equality Task Force (ETF) as a reference mechanism
concerning gender issues. For a successful implementation of the GEP in
ICM, the ETF must be in charge of promoting, supporting and following the
implementation and monitoring of GEP actions. ETF can bridge top-down
and bottom-up approaches, supporting and connecting internal actors and
thus becoming a space for dialogue and negotiation around gender issues.
ETF must also be able to do research and carry out gender assessments,
launch new actions and review existing ones, negotiate with the directorate,
mobilise stakeholders, capitalise on its own experience and learn from other
actors.
❑ The GEP should be promoted as the institutional tool that incorporates
transformative actions into the organization, aligned with the full commitment
and compliance of gender equality principles. The implementation of the
GEP's actions cuts across all institutional areas (as reflected in the different
measure files).
The following activities will be implemented:
▪

To make explicit the commitment of ICM towards the incorporation of gender
equality as a corporate value, with the institutional establishment of the GEP.

▪

To strengthen and consolidate the ETF as a mechanism in charge of
fostering and monitoring effective equality measures.

▪

To negotiate a yearly financial institutional budget for the development of
GEP commitments.

▪

Institutional annual budget for the Equality Task Force.

▪

To establish joint and coordinated GEP mechanisms for the ETF and the
different institutional units involved in the implementation of the GEP.

▪

To establish an initial training session for all the units, staff, and responsible
personnel directly involved in the GEP’s implementation.

▪

To design and implement internal and external communication and
dissemination strategies. Internal: all staff should be aware of the GEP,
assume its institutional character and become involved in the
implementation of its measures; external: GEP is to become well known
beyond the ICM.

▪

To create a space on equality in the institutional website acting as a resource
on gender equality with tools and materials available on the subject, as well
as providing information on GEP actions. Thus, it will become a common
space for dissemination, information, and consultation on gender equality
issues available to all staff. (Articulated with action 6.2: Gender awarenessraising. Gender dimension in research: Making women researchers visible).

▪

To create a friendly version of the ICM’s GEP and disseminate it in a specific
and dynamic website accordingly to the institutional image of the ICM. This
will make the GEP more visible and accessible for different audiences.
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Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance ☒
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☒
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☒ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
☐ Career progression and development
conditions
☐ Recruitment
☐ Dual Career
☐ Promotion
☐ Care & family work
☐ Retention
☐ Other, please specify:
☒ Creating a gender-inclusive
workplace culture
☐ Gender Budgeting, please
☐ Prevention of gender-based
specify:
violence/sexual harassment
☒ Institutional Governance
☐ Other fields, please specify:
☒ Gender equality policies
☐ Gender monitoring
☐ Gender-inclusive communication
☐Gender balanced decision
bodies
In 2019 the Equality Commission (created as a bottom-up initiative in 2018)
became the Equality Task Force (ETF), turning into one of the structural working
groups at ICM. The ETF is a feminized space, like many other spaces of voluntary
nature, as 65% of its members are women, although if we distinguish between
the formality of being a member of the commission and the actual work done,
the gap between women and men is probably even larger.
The ETF is responsible for encouraging numerous measures aimed at promoting
and raising awareness concerning gender equality, both internally and
externally, as well as the establishment of a network of contacts and external
alliances at the local and national level. Its work is continuous and entirely
voluntary. However, it is difficult to assess the extent to which these initiatives
are fully recognized and incorporated by the organization's staff.
This, as the first GEP document formulated at ICM, shall be a reference
instrument for the ICM's policy on gender equality. Full support from the
directorate is necessary in order to promote an environment conducive to its
effective implementation. The development of alliances with relevant
stakeholders will also be crucial.

Target group(s) to
be addressed by
this action

It is relevant to emphasize that the GEP has the direct support of two SWAFS
European projects. Besides LeTSGEPs, the RerBios (RESponsible research and
innovation grounding practices in BIOsciences, 2020-2023) project includes the
implementation of RRI (Responsible Research and Innovation) actions related to
gender equality, scientific education and public engagement.
☒ Research staff
☒ Technician
☒ Administration
Please specify who:
staff/Support staff
Please specify who:
Please specify who:
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Involved actors
for the
implementation
Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

☒ LeTSGEPs core team
☒ Equality Task Force
☒ LeTSGEPs WG
☒ Gender Equality
Officer
☐ Administration
☐ Other:
☒ Management
▪ Management, Equality Task Force
▪ Gender Equality Officer

Please specify who:

☒ Very high
☐ High

☐ Very low
☐ Can’t decide

Start month/year
June 2021

☐ Medium
☐ Low

End month/year
December 2024

▪
▪
▪
▪

Management
Communication services
Equality Task Force
Institutional web

▪

Resolution - Letter of Commitment from the highest directorate level.

▪

To strengthen and consolidate the ETF as a mechanism in charge of
fostering and monitoring effective gender equality measures.

▪

Funding assigned to the ETF for the development of their functions
concerning the GEP.

▪

GEP communication/dissemination strategy (web and social networks
channels).

▪

A specific Equality/GEP space in the institutional website.

▪

A friendly version of the GEP in a specific website.

▪

Implementation of coordinated mechanisms between the ETF and the
different institutional committees, task forces and managing units.

▪

Resources allocated for the implementation of the GEP actions.

▪

Regularly updated website and social networks channels Twitter/LinkedIn.

▪

An annual evaluation report of the GEP’s scope.

Expected outcome
of this action (mid-

▪

At least 80% of the ICM staff will have a positive perception of the GEP
implementation.

term effects)

▪

At least 30% of the ICM staff will participate in the GEP’s dissemination
activities.

▪

Active participation of staff in the equality/GEP web space, evidenced by a
growing number of posts and queries.

▪

At least two internal dissemination GEP actions: presentation of the GEP
diagnosis and the results of the implementation plan.

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. The indicators have no
specific input values, but they do have defined scopes.
Specific tools to collect data will be designed (e.g. perception survey) in order to
measure these OVIs. The different units involved in the implementation of the
actions are responsible for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.
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From the Monitoring and Evaluation System (M&E) of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection.
Any additional comments you would like to make:
Equality Comittee (CSIC) will be informed of the ICM GEP.
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Action 2.3

Action name:
GENDER MONITORING

Short description
of the action

Collection of relevant gender information concerning the organization
constitutes the starting point of any GEP aimed at promoting processes of
structural change aligned with compliance of the principle of equality. Data is
crucial to make any kind of gender inequality visible and thus increase collective
awareness. Data is also key for taking proper decisions about necessary
measures to promote institutional change.
To improve the acquisition and provision of gender-related data by the ICM, the
following actions are proposed:

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

▪

To facilitate guidelines from ICM Direction, leading to the systematic
inclusion of gender in all data collection and in all statistics and reports
produced by ICM.

▪

To identify and implement new indicators and analytical tools to monitor
gender equality.

▪

To establish sustainable data collection procedures and tools to monitor
evolution, and regularly assess the GEP.

▪

To incorporate the information requested by the ICM Task Force in the
databases in order to allow a better and simpler monitoring and evaluation
of the success of the measures.

▪

(If necessary) To develop computer applications for personnel management
that will allow the collection of information disaggregated by sex.

▪

To establish sustainable procedures and cooperation with all the personnel
that produce or manage data to ensure regular data collection.

▪

To monitor and evaluate the scope of the measures implemented within the
framework of the GEP based on the available data and on the basis of the
designed indicators.

▪

To present GEP reports to the concerned stakeholders.

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decisionmaking bodies) ☒
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☒
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
☐ Career progression and development
conditions
☐ Recruitment
☐ Dual Career
☐ Promotion
☐ Care & family work
☐ Retention
☐ Other, please specify
☐ Creating a gender-inclusive
☐
Gender
Budgeting, please
workplace culture
specify:
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Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☐ Gender-inclusive communication
☒ Institutional Governance
❑
☐ Gender equality policies
☒ Gender monitoring
☐Gender balanced decision
bodies
The context analysis aims to establish the specific reality among women and men
working at the ICM regarding equal treatment and opportunities. To address this
objective, information is gathered to identify possible inequalities and
discrimination, determine the conditions that favor them, as well as evaluate the
suitability of internal rules and processes to comply with the legal framework.
The results shown on the diagnosis serve as a baseline for the formulation of the
GEP.
Mechanisms producing and reproducing gender inequality are very subtle,
context-sensitive, often hidden and difficult to detect. Existing data and current
analytical tools at ICM are not sufficient to understand and monitor their
evolution. The findings of the diagnostic process led to a critical review on the
ways in which data is collected, categorized and processed, from what it has
become clear that is necessary to improve these processes.

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who

☒ Technician
staff/Support staff
Please specify who:

☒ Administration
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team
☒ LeTSGEPs WG
☒ Administration
☒ Management
▪ General Management

☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

Please specify who:

☒ Very high
☐ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation

Start month/year
September 2021

End month/year
December 2024

▪
▪
▪

Equality Task Force
General management
Data and analytical tools & systems

▪

Management instructions regarding the systematic inclusion of the gender
variable in all data collected in the center, and in all statistics and reports
produced.

▪

Sustainable procedures and cooperation with internal units to ensure regular
data collection.

▪

Permanently updated databases.

▪

Unified HR database, incorporating all the fields requested from the GEP,
which allows the comprehensive capture of information disaggregated by
gender.

▪

Specific databases (e.g. research projects, publications) that allow the
comprehensive capture of information (including all the fields requested
from the GEP) disaggregated by gender.

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Expected outcome
of this action (midterm effects)
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Evaluation
procedure (How to
determine if goal was
reached.)

▪

Institutional reports that gather information disaggregated by gender.

▪

A Monitoring and Evaluation GEP annual report.

To assess the success of this action, several objective verifiable indicators (OVI)
for the outputs (short-term effects) and the outcomes (mid-term effects) have
been defined.
Some OVIs do not have specific input values.
Methodologically, data monitoring will be carried out frequently to verify the
inclusion of the requested fields. Likewise, because of the implementation of the
measures, they can develop new indicators that require the collection of new
data. An evaluation report will be presented annually.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.

Any additional comments you would like to make:
Although aimed at engendering internal ICM capacity in quality data management, the implementation
of this measure requires an adequate articulation of the personnel databases of the central
organization CSIC.
It is relevant to emphasize that the data gathered will tend to focus on the indicators established by
the LeTSGEPs project, which correspond to European standards such as She Figures.
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Action 3.1

Action name:
GENDER IN RESEARCH

Short description
of the action

The ICM vision states: Building the future we imagine for our oceans through
excellent marine research for a society in harmony with the blue planet via
creativity, through cooperation and with full commitment. ICM recognizes that
“the oceans are fundamental to life on Earth. They sustain natural systems and
provide resources that make Earth habitable for humankind. Human activity,
however, is causing rapid global changes that affect the ocean’s health and
productivity. Global warming, changing weather patterns, sea level rise, ocean
acidification, and extreme weather events, disrupt economies and deeply affect
our daily lives. These environmental stressors modify the coastline and, along
with pollution and fishery activity, alter marine populations, harm ecosystems,
and modify biodiversity. Moreover, oceans are sources of some natural hazards,
which episodically hit the coasts causing huge human and economic losses.”
No research, in any field, should be gender blind. Addressing the gender
dimension of research implies that gender is considered as a key analytical and
explanatory variable in research. If relevant gender issues are missed or poorly
addressed, research results will be partial and potentially biased. Additionally,
genders can have different views and hence diversify the approximations to a
scientific subject, as one of the pillars for innovative research. Gender can thus
be an important factor in research excellence.
The inclusion of the gender dimension in marine science research has been
shown to improve the quality of research and to promote a wider application of
its findings to the population. This measure aims to incorporate the gender
dimension into ICM research, which is a significant challenge given the limited
steps that have been taken so far in this regard. Whilst not all research studies
are suited for full inclusion of the gender dimension, many others may have
distinct effects and results if a gender perspective or sex differences are
considered in their design.
Actions under this measure aim to build capacity for gender mainstreaming in
research, which involves the following activities:
▪

To identify best practices in (marine) research centres concerning gender
mainstreaming.

▪

To establish or join networks of (marine) research centres that are
addressing this issue.

▪

To organise a national or international event to exchange best practices on
gender mainstreaming (in marine science) (LeTSGEPS framework).

▪

To analyse the ICM’s research areas that could incorporate the gender/sex
dimension.

▪

To develop an internal methodological tool, such as a checklist inspire by
other good practices on the matter, to facilitate the integration of the gender
dimension into the research content

▪

To promote the design of research projects that includes the gender
dimension in their contents through two ICM‘s case studies in which the
internal tool could be tested in a pilot phase

▪

To develop (2-4) training introductory sessions on how to integrate the
gender dimension into research content (how to use the internal tool) for
staff of research groups with projects that could incorporate the gender
dimension in research.
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Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☒ Integration of gender aspects in
☐ Data collection
☒ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity) training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
☒ Career progression and
conditions
development
☐ Dual Career
☐ Recruitment
☐ Care & family work
☐ Promotion
☐ Other, please specify
☐ Retention
☐
Gender
Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☐ Gender-inclusive communication
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
To date, the ICM has not integrated the gender dimension into the content of its
research. It is therefore a measure that has a baseline of 0.

organizational context)

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:
Young women
researchers

☒ Technician
staff/Support staff
Please specify who:

☐ Administration
Please specify who:

Involved actors
for the
implementation

☒ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☐ Management

☐ Equality Task Force
☐ Gender Equality
Officer
☒ Other: senior
researchers

Please specify who:

Responsible for
the
implementation
Action’s
importance for
your institution

▪
▪

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Research groups
Equality Task Force

☐ Very high
☒ High
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Planned
implementation
period
Resources needed
for
implementation

Start month/year
November 2021

End month/year
December 2024

▪
▪
▪
▪
▪

Equality Task Force / Gender Equality expertise
External experts on the specific subject
Training materials
Training platform/ICM installations
Best practices in marine research institutions are identified.

▪

Training is implemented.

▪

A national or international workshop to share experiences is organized

effects)

▪

A set of guidelines (methodological tool-checklist) with examples that
researchers could follow and better assess whether their research would
benefit from the gender perspective.

Expected outcome
of this action (mid-

▪

At least one project that considers the gender dimension in its planning is
submitted for funding.

term effects)

▪

At least 15 people have participated in training introductory sessions to
incorporate the gender dimension in research.

▪

Positive changes in perception about the need to address the gender
dimension in research (survey).

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. The indicators have no
specific input values.
Obtaining the new OVI values implies the systematic collection of data
disaggregated by sex for all the actions related to this measure. For the
collection, systematisation and analysis of this data, the same methodology used
during the diagnosis will be used (information from the human resources
database).
The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection.

Any additional comments you would like to make:
For the first time, in the Spanish National Proposal Plan in 2020, the gender dimension in research is
taken into account and project PIs are asked to provide an explanation on whether the research has
any gender issue and how they plan to tackle them.
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Action 4.1

Action name:
IMPROVING WORK-LIFE BALANCE

Short description
of the action

Work-life balance is not simply essential to people's health and well-being, it is
also cost-effective and improves stability for both the work environment and the
institution. Ineffective work-life balance policies may interfere with smooth career
progression, a situation that primarily affects women. The recognition of the
problems related to gender inequalities in the conciliation of work and personal
life are key to act accordingly.
The action’s main goal is to ensure availability of structured supports for work
and personal life integration, favouring the maximum possibilities of conciliation
for all staff. Work-life balance measures cannot be conceived under the premise
that they are only tailor-made for women. It is necessary to overcome the
“women-conciliation” binomial and promote joint responsibility among women
and men.
However, this measure also considers the specific conciliation needs for ICM
women. This implies developing support actions for women working in science,
who need to reconcile their maternity responsibilities with their work
responsibilities in order to achieve recognition and progression in their careers.
For this, the following actions will be developed:

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

▪

To create a lactation room in the centre

▪

To schedule work-meetings only within core hours

▪

To conduct further analysis of the impact of conciliation on the career of ICM
women researchers

▪

To explore whether it is feasible to implement alternative measures that allow
a better way of conciliation, such as providing institutional funding to support
re-establishing research programs after parental leave.

▪

To improve ICM databases for an accurate capture of the use of work-life
balance measures (according to the type and circumstances) disaggregated
by sex (this action will be developed in conjunction with action 2.3 Gender
monitoring).

▪

To develop activities aimed at understanding that care activities should be a
shared responsibility among all genders.

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☒
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding applications
☐ Gender (& Diversity)
☒ Work-life-balance aspects
training
☐ Flexible working conditions
☐ Other:
☐ Dual Career
☐ Career progression and
☐ Care & family work
development
☐ Other, please specify
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Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

☐ Recruitment
☐ Gender Budgeting, please specify:
☐ Promotion
☐ Other fields, please specify:
☐ Retention
☐ Gender-inclusive communication
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
The conciliation of personal, family and work-life penalizes women. The need to
reconcile hinders their possibilities for the development of their professional
careers and has a direct impact on the wages they receive, since women are the
ones who most often work part-time, with temporary contracts (fixed-term,
discontinuous, temporary) or interim contracts, and who usually take childcare
leaves.
The results from the context analysis underscore this reality.
In this regard, the data gathered in 2019 concerning the use of the available
work-life balance measures indicates that although maternity and paternity
leaves were equally requested for men and women, the 14 leaves demanded (all
of which include leave or reduced working hours to care for family members),
10 of them were requested by women, representing 71.4%. Thus, these data
confirm that even though work-life balance measures are available to all staff,
their use is gender-biased. Therefore, work-life balance in ICM is still feminised.
Data on the impact of these parental leaves on research needs to be obtained.
On the other hand, no data has been collected on flexible working time. A shared
view of which are regular working hours needs to be established.
It is a key question to improve the capture of information regarding the use of
reconciliation measures disaggregated by sex, among other aspects, for a future
evaluation in this area.

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team ☐ Equality Task Force
☐ LeTSGEPs WG
☐ Gender Equality
Officer
☐ Administration
☐ Other:
☒ Management
▪ HR department and general management

Please specify who:

☐ Very high
☒ High

☐ Very low
☐ Can’t decide

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for

Start month/year
June 2021
▪
▪

☒ Technician staff/
Support staff
Please specify who:

☐ Medium
☐ Low

☒ Administration
Please specify who:

End month/year
December 2024

Human resources staff and Equality Task Force (monitoring and
assessment).
General management.
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implementation

▪

Lactation room: it will be necessary that a specific space is allocated.

▪

Number of new work-life balance services provided.

▪

Raising awareness of the use of work-life balance measures by different
groups of staff.

▪

Lactation room in place.

▪

Proper definition and recognition of core working ours, such that work
meetings are scheduled only within core hours.

▪

Further analysis of the impact of conciliation on the career of ICM women
researchers is conducted.

▪

Alternative measures that allow a better way of conciliation are implemented.

▪

Support is implemented for the management of research grants during
maternity leave, so that it does not affect the full enjoyment of the grants and
the progression of women’s careers.

Expected outcome
of this action (mid-

▪

Increased number of women and men using the new work-life balance
measures.

term effects)

▪

Measurable changes in the use of work-life balance measures (flexible
hours, reduced working hours, leaves of absence, childcare leaves, etc.) with
data disaggregated by gender. (The data of the context analysis will be taken
as baseline reference).

▪

Perception of satisfaction among staff regarding work-life balance measures
and policies available at the ICM (survey).

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the success of this action, several objectively verifiable indicators
(OVI) for the outputs (short-term effects) and the outcomes (mid-term effects)
have been defined. The outcomes have specific input values, which will allow
measuring changes originated from the implementation of the actions of this
measure.
To seize these changes, the instruments previously used during the diagnosis
will be applied and the same sources will be used (HR databases, etc.). Likewise,
the perception survey will be conducted again at the end of the GEP execution
period with the same objective.
The different units involved in the implementation of the actions are responsible
for capturing this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.

From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.
Any additional comments you would like to make:
A recent survey conducted at the ICM on “The impact of confinement on co-responsibility:
conciliation and telework” (May 2020) highlighted that the unequal dedication of time between women
and men for work and domestic tasks during confinement and remote working had a more negative
impact on women. While for women the two main factors (multi-answer questions) that affected
remote working hours were housework (45%) and childcare (41%), for men they were the lack of
conditions and/or equipment (38%) and childcare (32%).
This may be interpreted as a worse perception of performance among women than men (22% versus
16%), thus 38% of women had to extend their working day to achieve their objectives (38%, versus
26% of men).
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Action 5.1

Action name:
DEVELOPING SEXUAL HARASSMENT PREVENTION

Short description
of the action

Gender harassment is a real threat to the quality of research and the well-being
of researchers, but at the same time it remains an unrecognized issue. It has
destructive consequences for individuals and institutions as well as for the
quality of research. ICM takes responsibility for providing safe work
environments, free from sexual harassment.
In July 2020, CSIC approved a new Protocol against sexual harassment,
applicable to the ICM. This Protocol provides CSIC with structural channels and
tools to combat harassment, which are applicable at the ICM. This deployment
must be accompanied by an intense effort to raise awareness and to create a
shared understanding of the implications of sexual harassment among the entire
workforce. Furthermore, an institutional position of firm rejection of such
behaviors has to be firmly maintained.
For this, the following activities will be carried out:

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

▪

To make explicit in the ICM’s code of conduct the commitment to maintain
a work environment free of sexual and gender-based harassment.

▪

To promote a better knowledge of the Protocol of sexual harassment at ICM:
creation of prevention and support structures and channels, readily
available and accessible (intranet and other channels), formal adoption of
the protocol, and effective communication to all staff.

▪

To nominate individuals responsible for this issue in ICM and provide them
with specific training on sexual and gender-based harassment

▪

To organize awareness-raising sessions on sexual and gender-based
harassment for all staff.

▪

To conduct a staff survey on sexual harassment, to establish a perception
baseline on this issue.

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decisionmaking bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
6. Gender-inclusive institutional culture ☒
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Flexible working conditions
☐ Other:
☐ Dual Career
☐ Career progression and
☐ Care & family work
development
☐ Other, please specify:
☐ Recruitment
☐ Promotion
☐ Gender Budgeting, please specify:
☐ Retention
☐ Other fields, please specify:
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Institutional key
site(s) of inequality
to be addressed
by this action (i.e.,
organizational context)

☐ Creating a gender-inclusive
☐ Gender-inclusive communication
workplace culture
☒ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☒ Gender monitoring
☐Gender balanced
decision bodies
During the period under diagnosis (year 2019), there was one single report of
sexual harassment reported to the ICM that was handled by strictly following
the CSIC’s Sexual Harassment Protocol.
This does not imply the non-existence of other harassment cases. Women who
suffer harassment, in any form or expression, often do not report it for two
fundamental reasons: firstly, the fact that the victims themselves have often not
identified sexual harassment as such (technical harassment); secondly, for
reasons such as shame of having suffered harassment, fear of possible
reprisals, lack of support, or even ignorance of the existence of protocols.

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who:

☒ Technician staff/
Support staff
Please specify who:

☒ Administration
Please specify who:

Involved actors for
the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management
Human Resources

☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

Please specify who:

☒ Very high
☐ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for implementation

Start month/year
April 2022
▪
▪

(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

▪

End month/year
December 2024

Human resources: coordination of the action.
External resources: trainers and experts on the topic, for sexual harassment
workshops.
An ICM Code of Conduct, which incorporates the commitment to an
environment free of sexual and gender-based harassment, is prepared and
approved.

▪

The conditions for the effective deployment of the Protocol against sexual
harassment at ICM are implemented.

▪

The protocol is well communicated to all staff.

▪

The individuals responsible for this issue in ICM are designated and trained
on sexual and gender-based harassment.

▪

Awareness-raising sessions on sexual and gender-based harassment are
developed and delivered to all staff (output measured by the number of
organized awareness-raising sessions and the number of participants).

▪

A staff survey on sexual harassment to establish a perception baseline on
this issue is conducted.

▪

Sexual harassment cases are reported, recorded and acted upon
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Expected outcome
of this action (mid-

▪

Number of sexual harassment and harassment based on gender that have
been reported.

term effects)

▪

At the end of the GEP (year 1), at least 80% of the workforce will have
participated in actions of awareness-raising on sexual and gender-based
harassment.
Perception of sexual and gender-based harassment in the workforce
(baseline survey)

▪
Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. Concerning the OVI
outcomes, there are no input values for the survey - which will be carried out as
part of the measure -.
In order to seize changes in the staff's perception of sexual and gender-based
harassment, the survey on the subject will be conducted again. This will allow
establishing the changes originated from the implementation of the actions of
this measure. The different units involved in the implementation of the actions
are responsible for capturing this information.
On an annual basis, a report will be carried out on cases of sexual and genderbased harassment.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.

Any additional comments you would like to make:
An issue that needs to be addressed is the need for a Protocol of sexual harassment on research
vessels. Although these do not depend on the ICM, staff from the center participate in campaigns
onboard these vessels and it is important to have a specific regulation for these cases.
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Action 6.1.

Action name:
CAPACITY-BUILDING AND COMPETENCE DEVELOPMENT ON
GENDER ISSUES: TRAINING ON THE INCLUSION OF GENDER
DIMENSION WITHIN ICM

Short description
of the action

The training allows the acquisition of new skills and knowledge, and favours
adaptation and retraining in a changed environment.
A general understanding about gender issues must be created and shared in
order to achieve institutional change aligned with gender equality. All staff should
go through an induction process, which would make them feel familiar with
gender related policies and services.
The development of gender competence aims at improving the staff’s knowledge
and skills to deal with gender equality issues. With this objective, it is necessary
to tailor training the different target audiences, taking into account their
requirements.
The objective of these actions is to acquire necessary and useful practical skills
to guarantee the application of the principle of equality and non-discrimination,
as well as to foster gender mainstreaming in the different areas of work.
Given the cross-cutting nature of this measure, the actions detailed below are
articulated with various other measures. Priority and thematic groups to be
addressed are:
o
o

o

o
o

o

Gender Equality, GEPs and Gender Budgeting LeTSGEPs materials: training
for Equality Task Force and management team.
Incorporation of the gender dimension in the governance and management
of teams: advanced training for management personnel, human resources,
department heads and team PIs.
Training for members of internal selection panels, technical commissions,
and evaluators, on gender equality and gender bias to guarantee that they
act with neutrality in selection processes.
Gender dimension in research: pilot training for the ETF and the group
prioritized in Action 3.1
Sexual and gender-based harassment: introductory training for all staff,
advanced training for staff managing teams, with specific content for
reference persons within the framework of the Protocol of Sexual
Harassment (articulated with Action 5.1).
Inclusive and non-sexist communication: introductory training for all staff,
advanced training for communication staff (articulated with Action 8.1).

Within the framework of this measure, the following activities will be carried out:
▪

To develop a diagnosis of the training requirements of ICM staff in gender
issues.

▪

To prepare a training proposal that responds to the training requirements of
specific groups.

▪

To identify available courses (CSIC or other institutions) that fulfill the training
requirements of the ICM.

▪

Generation of own gender-related training courses and content at ICM.

▪

To participate in those training actions programed for the period covered by
this GEP.

▪

To evaluate the training provided and monitor the use of the new skills
acquired (when feasible).
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Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☒
7. Retributive policy: gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☒ Gender (& Diversity) training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
☐ Career progression and development
conditions
☐ Recruitment
☐ Dual Career
☐ Promotion
☐ Care & family work
☐ Retention
☐ Other, please specify
☒ Creating a gender-inclusive
☐
Gender
Budgeting, please
workplace culture
specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Other fields, please specify:
☐ Institutional Governance
☐ Gender-inclusive communication
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
Cultural barriers, such as gender stereotypes, lack of women’s empowerment,
or ‘homo-sociality’, persist within research institutions. The deep-rooted culture
of how work is done in scientific research teams affects gender equality in
research programs.
Continuous training is centralized by the CSIC central organization.
Two training actions addressing gender and equality issues were included in the
2019 “Plan de Formación del CSIC”, the first one specifically on “Gender
Equality” in the area of professional skills and general training, and the second
one, in compliance with the measures of the II Equality Plan of CSIC, the inclusion
of a module on “Equality and Gender-based Violence”. Each of the training
actions lasted more than 20 teaching hours (7 in total).
The participation of ICM staff in courses on gender equality in the “Plan de
Formación del CSIC” shows two key elements: low participation and gender
bias. In 2019, only one person attended the specific course "Gender Equality"
(30 hours and online) and only three persons attended courses that incorporated
the module of “Equality and Gender-based Violence", Gestión eficaz del tiempo
(30 hours, online) and Habilidades directivas (30 hours, online). All participants
were women.
Note, however, that there is no systematic collection of data on the people that
requested, but were not selected, to participate in these and other courses with
gender content.
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Positioning gender training as a necessity not only for the staff but also for the
institution as a whole is a real challenge.
Target group(s) to
be addressed by
this action
Involved actors
for the
implementation
Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation
(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Expected outcome
of this action (midterm effects)

Evaluation
procedure (How to
determine if goal was
reached.)

☒ Research staff
Please specify who
☐ LeTSGEPs core team
☒ LeTSGEPs WG
☐ Administration
☒ Management
▪ Management
☐ Very high
☒ High
Start month/year
September 2021

☒ Technician staff/
Support staff Please
specify who:
☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

☐ Medium
☐ Low

☐ Administration
Please specify who:
Please specify who:

☐ Very low
☐ Can’t decide
End month/year
December 2024

▪
▪
▪
▪

Training packages (CSIC, other institutions that can be identified)
External experts on specific gender issues
Training platform (online training) or ICM facilities
LeTSGEPs Working Group / Equality Task Force

▪

There is a diagnosis of the training requirements of ICM‘s staff in gender
issues.

▪

There is a training proposal that responds to the training requirements of
specific groups.

▪

There is an identified portfolio of courses on different gender issues.

▪

Programmed training is implemented for the period covered by this GEP.

▪

There are records of courses and other training actions, including the
applicants and participants.

▪

Number of training actions taught by content.

▪

Number of training hours given by content-based training actions

▪

Number of people participating in the training activities by content,
disaggregated by gender, category and area / department.

▪

"Success" rate of the training actions by content, disaggregated by gender
(difference between applicants and participants in the training).

▪

Coverage rate of personnel who have received training, with respect to
potential personnel, disaggregated by gender.

▪

At least one-third of the total number of people trained are men.

▪

At least 25% of the staff participated in some gender training action in the
first year of the GEP.

▪

Improved staff perception concerning the relevance of policies on gender
equality at ICM (survey).

To assess the success of this measure, several objectively verifiable indicators
(OVI) for the outputs (short-term effects) and the outcomes (mid-term effects)
have been defined. The indicators have no specific input values because it is an
action for which there is no previous baseline. Some indicators have no
measurement value but it will be determined once the training plan is in place.
To assess whether the measure is producing the expected results, tools to
capture and systematise data will be developed (course registration, participant
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registration, survey, etc.). The different units involved in the implementation of
the actions are responsible for capturing this information (e.g. HHRR)
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force in order to verify
that there are no deviations in the objectives. The group will act accordingly if
changes are required. The results will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.
Any additional comments you would like to make:
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Action 6.2.

Action name:
INCREASING GENDER AWARENESS MAKING WOMEN
RESEARCHERS AND TECHNICIANS VISIBLE

Short description
of the action

Increasing the visibility and recognition of women working in science at the ICM
and contributing to eliminate stereotyped images of women and science is a
primary goal. It is crucial to break the male-science binomial and to position
women, on an equal basis, as referents of scientific research in the public sphere
and the collective culture.
The above goal is emphasized by the fact that the inclusion of the gender
dimension in research increases the social relevance of the resulting knowledge,
technologies and innovations.
To make the role and contributions of ICM’s women researchers and technicians
fully visible and to give them a voice, it is necessary to take joint actions at
different levels:

Impact area(s)

▪

To impulse an initiative to reassess the concept of excellence of the ICM
from a gender perspective (discussion sessions with key stakeholders).

▪

To establish institutional equality criteria in the areas of scientific
participation avoiding all-male panels whenever possible (internal).

▪

To increase the presence of ICM’s women researchers and technicians in
the different internal or external events

▪

To make visible the contribution of women researchers and technicians at
ICM using different media and communication tools. Among others, use the
Equality specific area on the institutional website (articulated with Action 2.2
MSI gender equality mechanism and instrument: Institutionalizing ETF and
GEP).

▪

To develop and communicate contents related to gender and research and
to disseminate achievements made by ICM’s women researchers.

▪

To permanently update the Equality Task Force and GEP area in the
institutional website.

▪

To organize dissemination sessions through Friday Talks (weekly event at
ICM).

▪

To publish short articles on the research being carried out by the ICM’s
women.

▪

To publish monthly articles on the ICM’s newsletter regarding the GEPs
actions and gender issues in the science field.

▪

To promote the inclusion of women researchers and technicians at ICM, or
of its equality mechanisms, in networks of women researchers that
contribute to national and international visibility (e.g., the network of Equality
Commissions of the CSIC, EU project ACT, SOMMA-Severo Ochoa centres,
etc.).

▪

To organize an event on the inclusion of the gender perspective in marine
research.

▪

To carry out visibility and recognition actions for women researchers at the
ICM in the framework of significant dates such as 8th March, 25th November,
Girls and Science Day, etc.

▪

To visualize the ICM role models in high education schools (action
articulated with ResBios)

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
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Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,
organizational context)

2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☒
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☒
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☒ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☒ Internal funding
applications
☐ Gender (& Diversity) training
☐
Work-life-balance
aspects
☐ Other:
☐ Flexible working
☐ Career progression and development
conditions
☐ Recruitment
☐ Dual Career
☐ Promotion
☐ Care & family work
☐ Retention
☐ Other, please specify
☐ Creating a gender-inclusive
☐ Gender Budgeting, please
workplace culture
specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Other fields, please specify:
☐ Institutional Governance
☐ Gender-inclusive communication
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
The deep-rooted culture of how work is done in scientific research teams affects
gender equality in research programs. Cultural barriers, such as gender
stereotypes, lack of women’s empowerment, or ‘homo-sociality’, persist within
academic and research environments.
Vertical segregation undoubtedly contributes to the invisibility of women. The
participation of research staff in many scientific areas is marked by the
leadership of the research groups; in the ICM, out of 14 research groups, only 3
have women as principal investigators, representing 21.4% of the total.
Women researchers also appear in smaller numbers as "last authors" (this is the
position of the principal researcher in the list of authors). Of the 78 publications
in 201912 in high-impact journals authored by ICM research staff, 69.2% of the
last authorships are by men. In contrast, women have 59% of the first
authorships, which is valued positively.
The perception of a relatively low public presence of women in research or, in
other words, the invisibility of female researchers, has consequences on the lack
of references among STEM students.

Target group(s) to
be addressed by
this action

☐ Research staff
Please specify who:

☒ Technician staff/
Support staff
Please specify who:

☒ Administration
Please specify who:

Involved actors
for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration

☒ Equality Task Force
☒ Gender Equality
Officer

Please specify who:
Communication
services

12

Only those whose correspondence address is the ICM have been considered in the analysis.
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Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources needed
for
implementation
(personnel, equipment)

Expected
(measurable)
output of this
action (short-term
effects)

Expected outcome
of this action (mid-

☒ Management
☐ Other:
▪ Management
▪ Outreach and Communication Unit
▪ Equality Task Force
▪ Research and technician staff
▪ OSR (Research Support Office - Severo Ochoa)
☐ Very high
☐ Medium
☒ High
☐ Low
Start month/year
June 2021

determine if goal was
reached.)

End month/year
December 2024

▪
▪
▪
▪

Institutional Web
Personal of the Outreach and Communication Unit
Equality Task Force / Gender Equality Commission
Gender Equality Officer

▪

Institutional agreement on equality criteria in the areas of scientific
participation, avoiding all-male panels whenever possible (internal).

▪

Awareness-raising products with content related to gender and research and
to the achievements made by ICM’s women researchers.

▪

An equality/GEP specific area on the institutional website, permanently
updated.

▪

Dissemination sessions through Friday Talks,

▪

Contacts/associations for the inclusion of ICM’s women researchers and
technicians in women researcher’s networks that contribute to give visibility
to women in science.

▪

Increased staff perception concerning the relevance of policies on gender
equality at ICM (increase of the number of researchers who believe that
policies on gender equality are relevant; to be assessed through a survey).

▪

At least 6 publications (short articles on the website) on the research being
carried out by ICM’s women researchers.

▪

At least 10 articles per year on the ICM’s newsletter regarding gender
equality and science.

▪

At least 1 event organised on the integration of the gender perspective in
marine research.

▪

At least 2 actions of visibility and recognition of ICM’s women researchers in
the framework of significant dates.

▪

At least 2 dissemination sessions organised through Friday talks.

▪

Even percentage of ICM women researchers in the different internal
activities or external events

term effects)

Evaluation
procedure (How to

☐ Very low
☐ Can’t decide

To assess the success of this measure, several objectively verifiable indicators
(OVI) for the outputs (short-term effects) and the outcomes (mid-term effects)
have been defined. The indicators have specific input values, which will allow
measuring changes originated from the implementation of the actions of this
measure.
To measure these changes on all undertaken actions, tools to capture and
systematise data will be developed. Whenever available, baseline data will be
used as a reference for measuring change. The different units involved in the
implementation of the actions are responsible for capturing this information (SO,
HHRR, etc.)
Methodologically, the data will be permanently monitored by LeTSGEPs working
group (and later by the ETF) to verify that there are no deviations in the
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objectives set. The group will act accordingly if changes are required. The results
will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.
Any additional comments you would like to make:
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Action 7.1.

Action name:
GENDER BUDGETING

Short description
of the action

Budgets are not gender-neutral in their effects; they affect men and women in
different ways. Science budgets are not alien to this reality.
Gender sensitive budgets can contribute to gender equality. The main objectives
of “gender budgeting” are: a) to promote equity, efficiency and effectiveness in
the planning and implementation of ICM policies; b) to favor transparency in the
allocation and redistribution of resources; c) to increase awareness through
information and stakeholders’ involvement; and d) to increase the development
of human capabilities from an equality perspective.
The main purpose of this measure is to introduce gender equality into the
budgetary process. This means a gender-based assessment of budgets,
incorporating a gender perspective at all levels of the budgetary process and
restructuring revenues and expenditures in order to promote gender equality.
Being aware of the budget level of gender impact is the first step to start a
process of designing more gender sensitive strategies and to develop the full
potential and talent of every person at ICM.
This process is limited to the area of competence of the ICM.
Although this measure requires a budget analysis process, it should be
underlined that the resources allocated to the different measures of this GEP are
already part of the gender budgeting.
This measure implies carring out the following acvtivities:
▪

To establish the methodology for gender budgeting analysis/audit (including
the development of a set of specific qualitative and quantitative indicators).

▪

To improve the budget management control tools (gender disaggregated
data and expense items).

▪

To collect all data regarding ICM budget (gender disaggregated data).

▪

To analyze budget accounting items (with reference to the individual
generators of income and of expenditure) that will better allow to identify
gender impact.

▪

Considering the results of the previous analysis, to elaborate a proposal for
budget reclassification (Gender-Responsive Budget) for the next budgeting
phase.

▪

To propose the Director / Management board a reclassification of those
budget items under ICM management.

▪

To implement the agreed reclassification of budget items.

▪

To monitor changes in the organization with respect to gender equity issues
resulting from the reclassification of selected budget items.

▪

To monitor, more specifically, the funds assigned to the GEP measures

This measure is closely linked to measures 7.2 Gender Pay Gap and 2.2. ICM
gender equality mechanism and instrument: Institutionalizing ETF and GEP
Impact area(s)

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decisionmaking bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
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7. Gender Budgeting ☒
8. Inclusive and non-sexist communication ☐
Field(s) of action
(one action might
tackle more than one
field of action)

Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,

☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Flexible working conditions
☐ Other:
☐ Dual Career
☐ Career progression and
☐ Care & family work
development
☐ Other, please specify
☐ Recruitment
☒ Gender Budgeting, please specify:
☐ Promotion
☒ Retention
☐ Other fields, please specify:
☐ Creating a gender-inclusive
☐ Gender-inclusive communication
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
Gender budgeting is a key process that could not be carried out during the
diagnosis phase of the formulation of this GEP; therefore, it has been established
as a measure in the GEP.

organizational
context)

Target group(s) to
be addressed by
this action
Involved actors
for the
implementation

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources
needed for
implementation
(personnel,
equipment)

☒ Research staff
Please specify who

☒
☒ Administration
Technical/Support
Please specify who:
staff
Please specify who:
Please specify who:
☐ LeTSGEPs core
☒ Equality Task
Human Resources
team
Force
IPs
☐ LeTSGEPs WG
☒ Gender Equality
Officer
☒ Administration
☐ Other:
☒ Management
▪ HR department, together with the LeTSGEPs gender expert
☐ Very high
☒ High

☐ Medium
☐ Low

Start month/year
October 2021
▪
▪
▪
▪

☐ Very low
☐ Can’t decide
End month/year
December 2024

Human resources database
General management data base
Gender equality officer
Equality Task Force
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Expected
(measurable)
output of this
action (short-term

▪

Permanently updated budget management databases

▪

Methodology for gender budgeting analysis/audit (including the development
of a set of specific qualitative and quantitative indicators) designed and
implemented.

▪

An analysis of budget accounting items (with reference to the individual
generators of income and expenditure), allowing a better identification of its
gender impact, implemented.

▪

Proposal to the Director and Management board on the reclassification of
budget items (under ICM management).

▪

Regularly monitoring of results and changes in the organization with respect
to gender equity issues resulting from GB.

▪

Regularly monitoring data of the funds assigned to the GEP measures.

▪

Improved control tools for budget management.

Expected
outcome of this
action (mid-term

▪

% of ICM budget funds allocated to gender equality and mainstreaming
strategies (directly relevant to gender GEP). Annual evolution
(increase/decrease).

effects)

▪

Distribution of the budget in areas indirectly relevant to gender.

Evaluation
procedure (How to

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. The results indicators
are currently limited but, in the framework of the budget analysis to be carried
out in the measure, new indicators will be formulated and provided with input
values.

effects)

determine if goal was
reached.)

The information will be obtained from management databases.
The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, to verify that there
are no deviations in the objectives; actions will be taken accordingly, if required.
The results will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection
Any additional comments you would like to make:
It must be noted that some of the actions foreseen in this measure have already been assigned funds,
as they were considered as being part of two EU SwafS projects (LetsGEPs and ResBios) where ICM
is participating. This two projects are pursuing institutional changes that will have continuity in the future,
so once the projects ended, the necessary budget to continue with these actions will have to be
assumed by the ICM.
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Action 7.2.

Action name:
GENDER PAY GAP: ANALYSIS AND ACTION

Short description
of the action

This measure aims to assess the transparency of retributive policy and whether
there is a wage gap between women and men, and to propose actions
accordingly.
The Gender Pay Gap (PGP) is a key indicator to assess pay policy from a gender
perspective; the GPG is defined as the difference between the average pay of
women and men, for equal positions, expressed as a percentage.
This indicator highlights the extent to which various factors combine to
undermine effective equality between women and men in the workplace. Some
of these factors are horizontal segregation, differences between women and men
in promotion and access to positions of responsibility (vertical segregation/glass
ceiling) or the greater weight of work-life balance efforts among women.
The GPG in the public administration sector is lower than in the private sector in
general but, nonetheless, it exists. This measure will identify the adjusted pay gap
in the ICM and tackle the factors that contribute to it.
The following activities are proposed to achieve this goal:

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

▪

To carry out a cross-cutting analysis of the salaries of the entire workforce
(civil servants and employees, including the particularities established in their
specific legislation). This analysis should produce the average values of
salaries (including salary complements and non-wage payments) and
consider all the relevant variables available and the factors that contribute to
the generation of the gender pay gap (seniority, type of working day, type of
contract, activity, position, dedication, work-life balance, among others). The
reference time period will generally be the calendar year. The results of this
process will serve as a baseline and reference for the design of actions to
reduce the gender pay gap.

▪

To propose the Director and Management board a set of actions to reduce
the incidence of factors contributing to the GPG (falling under the scope of
the ICM), conducive to the GPG eradication.

▪

To implement the agreed actions according to planning.

▪

To assess the impact of actions carried out

1. Career progression and development (Increase in the participation of women
in research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☒
8. Inclusive and non-sexist communication ☐
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Flexible working conditions
☐ Other:
☐ Dual Career
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Institutional key
site(s) of
inequality to be
addressed by this
action (i.e.,

☐ Career progression and
☐ Care & family work
development
☐ Other, please specify
☐ Recruitment
☒ Gender Budgeting, please specify:
☐ Promotion
☒ Retention
☐ Other fields, please specify:
☐ Creating a gender-inclusive
☐ Gender-inclusive communication
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
The complexity of a rigorous analysis of the gender pay gap has prevented its
execution in the diagnostic phase, that is, prior to the formulation of this GEP.
However, its opportunity and necessity are clear, hence the introduction of the
present measure in the GEP.

organizational
context)

Target group(s) to
be addressed by
this action

☒ Research staff
Please specify who

Involved actors
for the
implementation

Please specify who:
☐ LeTSGEPs core
☒ Equality Task Force
Human Resources
team
☒ Gender Equality
IPs
☐ LeTSGEPs WG
Officer
☒ Administration
☐ Other:
☒ Management
▪ Department of Human Resources
▪ Management, assisted by the Gender Equality Officer

Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period
Resources
needed for
implementation
(personnel,
equipment)

Expected
(measurable)
output of this
action (short-term
effects)

☐ Very high
☒ High

☒ Technical/Support
staff
Please specify who:

☐ Medium
☐ Low

Start month/year
January 2023

☒ Administration
Please specify who:

☐ Very low
☐ Can’t decide
End month/year
December 2024

▪
▪
▪
▪

Human resources database
General management data base
Gender equality officer
Equality Task Force

▪

Updated database to capture the dataset required for the analysis of the
remuneration policy with a gender perspective.

▪

A study of ICM’s retributive policy is conducted and regularly updated,
allowing to establish the gender pay gap with input values for all indicators.

▪

The different factors contributing to the generation of the GPG in the ICM
have been identified and assessed (where possible).

▪

In response to the results of the analysis, a proposal for actions to reduce the
incidence of the factors that contribute to the generation of gender pay gaps
and thus reduce or eradicate the GPG.
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Expected
outcome of this
action (mid-term

▪

Number of ctions, within the scope of the ICM's competencies, that allow the
reduction of the GPG identified and promoted by the director and
Management board.

effects)

▪

Institutionalized mechanisms for monitoring the evolution of the gender pay
gap.

▪

% of GPG reduction after the application of measures

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objectively verifiable indicators (OVI) for the outputs (short-term effects)
and the outcomes (mid-term effects) have been defined. The outcome indicators
are limited as this is an analysis-oriented measure. In the framework of the study,
indicators on multiple aspects of the wage structure will be designed and
provided with input values-.
The methodology for data collection, systematisation and analysis will be
established in the framework of the study design (considering the methodology
derived from the Real Decreto 902/2020). The information will be obtained from
human resources and management databases and will be systematized and
exploited with spreadsheets.
The different units involved in the implementation of the actions are responsible
for obtaining this information.
Methodologically, the data will be permanently monitored by the LeTSGEPs
working group, and later by the Gender Equality Task Force, to verify that there
are no deviations in the objectives; actions will be taken accordingly, if required.
The results will be presented in an annual report.

From the Monitoring and Evaluation (M&E) system of the GEP, modifications will
be established about instruments, sources, and priorities for information/data
collection.
Any additional comments you would like to make:
In order to carry out the pay gap analysis, the methodology derived from the Real Decreto 902/2020,
de 13 de octubre, de igualdad retributiva entre mujeres y hombres will be taken into consideration.
Beyond the strict analysis of the gender pay gap, it is proposed to initiate a reflection on collateral
issues, such as unpaid work, which is highly feminised, and non-wage or intangible benefits.
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Action 8.1

Action name:
PROMOTE THE USE OF INCLUSIVE AND NON-SEXIST
COMMUNICATION

Short
description of
the action

The use of sexist language in the work environment not only contributes to the
perpetuation of gender roles, traditional gender stereotypes and turning invisible
the presence of women but also favours the discrimination and inequalities among
women and men. Sexist language is revealed in many people management
processes, jobs titles and descriptions, or in the day-to-day interaction in the
workplace.
Research communication contains at least three different communication levels
and functions: institutional, scientific, and interpersonal; all three levels can be (or
not) gender sensitive. Communication cuts across all organizational activities and
places, both at the formal and informal levels.
Gender sensitive language and images, as well as gender sensitive content, is an
important precondition to achieving a more accurate, more respectful, and more
consistent communication aligned with equality values.
ICM needs to have built-in capacity in the use of inclusive communication in all
areas. For this, the following activities are proposed:

Impact area(s)

Field(s) of action
(one action might
tackle more than one
field of action)

▪

To approve an internal guide on the use of inclusive and non-sexist
communication for the use of all ICM staff.

▪

To incorporate the gender inclusive communication approach into the
Communication Plan.

▪

To develop a guide on the inclusive and non-sexist use of language, both
written and visual, adapted to research (Catalan and Spanish).

▪

To disseminate the guide among ICM staff and make it accessible through the
intranet.

▪

To organise targeted training sessions on the inclusive and non-sexist use of
language (verbal, written and visual) to different stakeholders of the institution
(communication managers, leaders and researchers, administrative staff, etc.)

▪

To review and adapt institutional documents, communication materials and
website from a gender perspective.

▪

To examine gender bias in internal communication.

1. Career progression and development (Increase in the participation of women in
research and innovation and improvement of their career prospects) ☐
2. Gender inclusive institutional governance (Gender balance in decision-making
bodies) ☐
3. Gender dimension in research ☐
4. Work-life balance and organizational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
6. Gender-inclusive institutional culture ☐
7. Retributive policy: eradicating gender pay gap ☐
8. Inclusive and non-sexist communication ☒
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Flexible working conditions
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Institutional key
site(s) of
inequality to be
addressed by
this action (i.e.,
organizational
context)

☐ Other:
☐ Dual Career
☐ Career progression and
☐ Care & family work
development
☐ Other, please specify
☐ Recruitment
☐ Gender Budgeting, please specify:
☐ Promotion
☐ Retention
☐ Other fields, please specify:
☐ Creating a gender-inclusive
☒ Gender-inclusive communication
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
Although the central organisation (CSIC) has a specific instrument for non-sexist
communication, in the form of a Guide, the ICM has not yet adopted this document
internally, because this guide not only presents limitations in terms of the use of
inclusive language but because it has been published in Spanish only but not in
Catalan.
In addition, ICM does not have its own guidelines and monitoring processes to
enforce non-sexist communication, such as adequate means to ensure proper
utilization of inclusive language and the balanced use of images. Nonetheless,
there exists an informal “control” from the ICM’s Communication Office and the
Equality Task Force to assess the contents of some documents and, in particular,
of publications in the website. The Communication’s Office staff is sensitive on
gender issues but does not have enough training on inclusive communication. As
a result, ICM does not produce consistent external nor internal communication in
this regard.
In fact, at organisational level, and based on the review performed on diverse
documentation in various formats (collective agreements, guides, protocols, etc.),
it may be concluded that inclusive and non-sexist language is used irregularly.
However, in recent years, the Equality Task Force has given high priority to actions
aimed at improving this issue.
The above-mentioned review has also highlighted that inclusive language is mostly
used in ICM’s website (https://www.icm.csic.es/en). However, it is important to
note that most of the external communication done via the website is in English,
which is a rather neutral language.
ICM is also present in social media (facebook, twiter, instagram, youtube)13;
inclusive and non-sexist language is used also irregularly in these channels.

Target group(s)
to be addressed
by this action

In what concerns the use of images at an institutional level, the website and any
other channels do not contain enough images of people to assess whether the use
of images is unbalanced or sexist.
☒ Research staff
☒ Technician staff/
☒ Administration
Please specify who:
Support staff
Please specify who:
Please specify who:

13

https://twitter.com/ICMCSIC

https://www.facebook.com/InstitutDeCienciesDelMar/
https://www.instagram.com/icm.csic/
https://www.youtube.com/channel/UCzfXAXO0sDYNL_mi5kmfAqg
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Involved actors
for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

☒ Equality Task Force
☒ Gender Equality
Officer
☐ Other:

Please specify who:
▪

▪
Responsible for
the
implementation
Action’s
importance for
your institution
Planned
implementation
period

▪
▪

Resources
needed for
implementation

▪

Research Support Office
Outreach and Communication Services

☐ Very high
☒ High
Start month/year
March 2022

▪

Research Support
Office: Outreach and
Communication
Committee
Communication and
Outreach

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year
December 2024

Internal resources (Research support officers, outreach and communication
and gender equality officers)
External resources: trainers and experts on the topic

(personnel,
equipment)

Expected
(measurable)
output of this
action (short-term

▪

An internal guide on the use of inclusive and non-sexist communication at
institutional level is approved.

▪

A guide on inclusive use of language for written and visual communication,
adapted to research (Catalan and Spanish) is in place.

▪

A Communication Plan with gender inclusive and non-sexist communication
approach is in place.

▪

The use of inclusive and non-sexist language and images at the ICM website
and social media is monitored.

▪

Targeted training sessions on the inclusive use of language and images to
different stakeholders of the institution are implemented.

▪

Monitoring of the use of inclusive and non-sexist communication in institutional
publications (posted on the web) by ETF twice a year.

▪

Short update about communication activities twice times a year.

Expected
outcome of this
action (mid-term

▪

Institutionalized use of gender sensitive language and images (aprox. % of
public institutional documents and research publications that use inclusive
language and non-sexist image).

effects)

▪

At least one-third of the staff trained on the use of inclusive and non-sexist
communication are men.

▪

Reduced the use of sexist language in oral communications at internal events
(general assemblies, day-to-day interaction, group meetings)

effects)

Evaluation
procedure (How to
determine if goal was
reached.)

To assess the scope of the objectives and results established in this measure,
several objective verifiable indicators (OVI) for the outputs (short-term effects) and
the outcomes (mid-term effects) have been defined. IOVs do not have specific
input values since the written output of the ICM is more than significant. However,
within a gradation (low, medium, and high) of the use of inclusive communication
this would be low.
An analysis of the same sources used to establish the diagnosis is proposed to
assess any changes concerning the institutionalization of inclusive
communication: institutional website, social networks (Facebook, Twitter,
Instagram, Youtube), and main institutional documents. This will allow
identification of changes originated from the implementation of the actions of this
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measure. The different units involved in the implementation of these actions are
responsible for capturing this information.
Methodologically, on a quarterly basis, publications or press releases on the Web
(English, Catalan, and Spanish) and institutional social networks (Facebook,
Twitter, Instagram, YouTube) will be verified. The latter can be sampled over a few
days. The use of inclusive language in institutional documents (reports,
administrative documentation, institutional correspondence) will be verified every
six months.
The data will be permanently monitored by the LeTSGEPs working group, and
later by the Gender Equality Task Force in order to verify that there are no
deviations in the objectives. The group will act accordingly if changes are required.
The results will be presented in an annual report.
From the Monitoring and Evaluation (M&E) system of the GEP, modifications can
be established about collected instruments, sources, and priorities for
information/data collection according to the needs of the M&E system itself.
Any additional comments you would like to make:
At CSIC level, the “Guía para un uso no sexista de la lengua” is used as a reference document,
written by the Universidad Autónoma de Madrid (UAM).
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Pg. Marítim de la Barceloneta, 37-49
08003 Barcelona
+34 932 309 500
www.icm.csic.es

Barcelona, June 18, 2022

To whom it may concern

Hereby, as Director of the Institut de Ciències del Mar of the Consejo Superior de
Investigaciones Científicas (ICM-CSIC), I reapprove the ICM Gender Equality Plan
2021-2024 (ICM-GEP), developed within the framework of the Leading towards
Sustainable Gender Equality Plans Project (LetSGEPs)

The GEP has been reviewed and actualized in June 2022.
In accordance therewith, signed by

Josep L. Pelegrí
Director, ICM-CSIC

Max Planck Institute of Neurobiology
Gender Equality Plan
1 June 2022 – 31 May 2023
PUBLIC VERSION

Welcoming address by the collegium
We are pleased to present the updated gender equality plan for our institute, now also publicly
to interested parties. The plan is the result of many intensive and constructive discussions.
Discussions that were held both in the team of the accompanying EU project LeTSGEPs, but
above all at our institute. Our sincere thanks therefore go to the 20 employees of the institute
for their active participation, the many ideas and help with the implementation during the first
year.
Gender equality is a dynamic and active process. Thus, the first year has already shown us
that we had to make some adaptions regarding the timing of implementation of our plan. We
will continue to communicate to the public how important gender equality in science is to us, for
example, in our social media campaign on Women’s Day.
The presented public version gives an overview of the findings on the status quo regarding
gender equality at the institute. It also presents the most important goals and measures that
have been derived from the analysis.

Rüdiger Klein, on behalf of the directors of the MPI of Neurobiology

The project LeTSGEPs “Leading Towards Sustainable Gender Equality Plans
in research performing organisations” received funding from the European
Union’s Horizon 2020 Research and Innovation program under Grant Agreement n° 873072
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INTRODUCTION
This gender equality plan is the updated concept on equal opportunities at the MPI for
Neurobiology. It is valid for a period of 1 year (2022 to 2023). This plan summarizes all ongoing
offers and planned measures to promote gender equality. The gender equality plan was updated
by the gender equality officers in cooperation with the LeTSGEPs working group and the leadership of the institute. This plan is evaluated and re-adjusted annually.

STATEMENT ON GENDER EQUALITY
The Max Planck Institute of Neurobiology has employees from around 40 nations with highly
diverse career and life paths. Our goal in the institute is therefore to foster a culture in which
all can live and work together in an open and respectful atmosphere, free of any discrimination.
People who feel comfortable, who are excited by their work, and who can contribute with their
ideas and strengths, are the basis of our top-level research.

STATUS QUO ASSESSMENT - METHODOLOGY
The following data sources were used for this Status Quo assessment:
1. Collection of statistical data by the Human Resources Department and the Gender Equality
Officer
2. Survey among the members of the LeTSGEPs Working Group
3. Survey among PhDs, Post-Docs and Group Leaders (PIs) on recruitment processes
4. Interviews with women researchers in male-dominated departments on working culture and
gender equality issues
5. Survey on unconscious bias among all institute members by University-Cergy-Paris
6. Survey among PhDs for the SAB of the institute
On the basis of the collected data, action fields for reducing gender inequality were identified
at the Max Planck Institute of Neurobiology. In the following chapter each action field will be
complemented by an analysis of possible reasons of the observed inequalities and
influencing factors and by planned countermeasures.
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ACTION FIELDS
1. Increasing the participation of women in research and improving their career
prospects
1.1.

Analysis of status quo

Positions: staff in typical academic career
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
PhDs (83 pers.)

Postdocs (62 pers.)
Men

GroupLeaders (10 pers.)

Women without Wrap-ups

Directors (5 pers.)

Women

Figure 1 Data from SAB report 2021

The proportion of women and men among the scientific staff show an overall picture of the so
called “leaky pipeline”, which can be found in the majority of research performing
organizations in Europe, meaning that along the way up the career steps, the proportion of
women decreases. Figure 1 shows the gender analysis of all scientists working at the institute.
The figure depicts a strong women participation among PhD students and a reduced
participation among postdocs.
The decrease of women participation is severe from the level of group leaders to directors.
While we have to keep in mind the low overall number of director positions (5) and the
relatively low turnover (on average 25 years), these numbers give us an indication on when in
women researchers’ careers inequality is taking place – in the transition from PhD to Postdoc
level and from group leader to director.
In our institute, a fraction of PhD students stay on and become postdocs that do a “wrap up”
phase. The decrease of women from PhD to Postdocs would otherwise be more severe
(grey line in Figure 1). Although these numbers are small, it gives a hint that the imbalance
in the Postdoc level could originate to some extent from external recruitment of Postdocs, and
may be linked to the recruitment processes at the institute.
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Career Paths of PhDs and Postdocs
In the career paths of researchers leaving the institute, we can see that more women than men
decide to leave the academic career track and seek job opportunities in the industry sector (at
least in the period that was analyzed). At the level of PhDs this difference is not significant,
but there is a significant difference at the postdoc level.
The publications of women PhDs and especially Postdocs and the number of women and men
of MPIN receiving an award is not proportionate to the overall number of women researchers
yet. This contributes to the overall picture of women not being able to achieve as many careerrelevant successes as men.
The areas for introducing measures identified based on this analysis are consequently:
1. Increasing the participation of women in research and innovation and improving their
career prospects
2. Improving the recruitment process
3. Understanding the Organization/Data Collection
– as we need more information on the reasons why exactly women are in a disadvantage in
highly career-relevant aspects in order to design more target specific measures.
1.2 Goals and Measures
The leadership of the institute commits to the following longterm goals in this action field
until 2030 in regards to nominations at different career levels in science with a selfcommitment:
1. Proportion of women among board of directors
• Goal: 30 % women
2. Proportion of women among group leaders
• Goal: 40% women
3. Proportion of women among post docs
• Goal: 40% women
Here are the newly designed measures that are implemented in order to support reaching
these goals:
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Action field
Title of measure No. 1
Goal

Description of measure

Action field
Title of measure No. 2
Goal

Description of measure

Action field
Title of measure No. 3
Goal
Description of measure

Increase in the participation of women in research and innovation and improvement of their career prospects
Recruitment: Self-Commitment to goals regarding proportion of women among research staff
Setting binding goals (see above) that all stakeholders with
recruitment responsibility of the institute commit themselves
For the exact goals see above this measure

Increase in the participation of women in research and innovation and improvement of their career prospects
Regular lunch-meeting for women and non-binary researchers
Creation of a regular safe space for women and non-binary
persons in science to exchange on the specific challenges of
pursuing a scientific career. Elevated awareness on gen- der
issues among researchers.
The annual awareness event in autumn 2022 (measure No.
10) is planned as kick-off event – in which there is a part
where women and men and non-binaries exchange separately about gender equality issues in the institute and in
pursuing a scientific career.
This event is followed by a regular lunch meeting (every
second month) being offered specifically for women and nonbinary person scientist to continue the empowering exchange.

Increase in the participation of women in research and innovation and improvement of their career prospects
Career and empowerment training for women and non-binary PhD students and postdocs
strengthening female researchers to withstand resistances,
more women continuing their scientific career successfully
one workshop offered per year, every second year for
PhDs, every other year for Postdocs, in collaboration with
other Max Planck Institutes in the surroundings
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Action field
Title of measure No. 4
Goal

Description of measure

Action field
Title of measure No. 5
Goal
Description of measure

Increase in the participation of women in research and innovation and improvement of their career prospects
Mentoring program at MPIN
Elevated awareness on gender issues among researchers,
strengthening female researchers to withstand resistances,
informal supporting relationships forming between the
women of different career levels, access to informal
knowledge and networks for female researchers, more
women continuing their scientific career successfully
Additionally to the mentoring programs that are offered for
the whole Max Planck Society there will be the possibility
for mentoring sessions inside the institute.
The goal is to have women and men mentors among the
postdocs and group leaders to share their career experience
and strategies.
The GEO will give an introductory lesson to the mentors
that stresses the principal of gender equality, rises
awareness on gender-specific career challenges and
gives advice on how to include this topic into the
mentoring sessions.

Increase in the participation of women in research and innovation and improvement of their career prospects
Understanding the Organization/Data Collection: Extended
Data Collection Part 1
Understanding better the reasons for the leaky-pipeline-effect, being able to tailor the GE-measures better
Additional data will be collected to complement the already presented analysis of the status quo of gender
equality at MPIN regarding career paths and family duties.
If needed also other additional data will be collected annually before the Annual Meeting on Gender Equality Progress. This need has to be assessed in cooperation with the
GEOs.
The results will be shared with institute’s members in a
presentation event. In this presentation we will include also
results from other surveys that produce interesting genderrelevant data (e.g. surveys by PhD and Postdoc representatives).
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2. Preventing gender-based discrimination, harassment and violence
2.1 Analysis of status quo
The LeTSGEPs working group of the institute conducted further investigations on the conditions
for women researchers in their daily work life at MPIN and analyzed which mechanisms may
explain the inequality in scientific output and career-advancement.
Three fields were identified that showed mechanisms of how inequality is enacted in the
experience and life of women researchers at MPIN: biases in the share of privileges and in
the treatment of women researchers; gender-differences in the occurrence of harassment; and
reported challenges in compatibility of family and a career in research for women.
2.2 Goals and Measures
In order to prevent incidents of discrimination, harassment and violence in the future, this
gender equality plan includes the following areas for measures:
1. Awareness raising regarding gender biases and discrimination,
2. Prevention of sexual harassment and gender-based violence and
3. Monitoring of reports on discrimination, sexual harassment and gender-based violence.
The goals of MPIN in this field are the participation of every member of the staff in the annual
awareness-raising talk and in one training on prevention of sexual harassment for all employees till April 2022. We expect that the success of these measures will not necessarily lead to
a decline in the numbers in the monitoring of reports by the staff, as a possible reductions of
such incidents could be over-shadowed by a grown awareness that leads to more incidents
being identified and named as discrimination/harassment and a lower dark figure, which is why
there is no explicit goal for these numbers.
Action field and area

Prevention of gender-based discrimination, harassment and
violence

Title of measure No. 6

Annual awareness-raising talk and workshop on gender
biases and discrimination

Goal

Elevated awareness on gender issues for all staff member
of the institute, strengthening female researchers to withstand resistances, informal supporting relationships forming between the women of different career levels, more
women continuing their scientific career successfully
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Description of measure

The annual talk and trainings/events on gender awareness
are organized by the Gender Equality Officers. Participation
in one talk every second year are mandatory for all employees. The workshop/training is voluntary. In the aftermath to
the event feedback about reported gender equality issues
is given to the GEOs and the Board of Directors.

Action field

Prevention of gender-based discrimination, harassment
and violence
Trainings on prevention of sexual harassment for all employees
Elevated awareness, less discrimination and harassment
incidents, could result in more complaints though - due to
a higher percentage of incidents being reported
Content of the training:
• (Un-)appropriate behaviour between colleagues
and between superior and subordinates
• Ability to detect gender-based discrimination
and violence, knowing national and MPG-internal regulations
• What to do when affected, what to do as bystander
• Where to get support, complaint processes

Title of measure No. 7
Goal

Description of measure

Action field
Title of measure No. 8
Goal
Description of measure

Prevention of gender-based discrimination, harassment
and violence
Monitoring of reports on discrimination, sexual harassment
and gender-based violence
Evaluating possible effects of the
measures Keeping track of incidents
The parts of the survey by LeTSGEPs and of the PhD-survey 2020 on discrimination, sexual harassment and gender-based violence will be after two years in preparation of
the update of the Gender Equality Plan in the Max-Planckrhythm.
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3. Improving compatibility of family and career
3.1 Analysis of status quo
The picture of reports on difficulties in the compatibility of family and a career in research is
consistent throughout the different forms of data collection used. In the survey among the
LeTSGEPs working group members as well as in the interviews with women in maledominated departments and in the survey for the whole staff by LeTSGEPs in the free
comments there were reports on mainly the same challenges:
1.) Finding and paying for childcare for kids under one year but also partially in finding
daycare for under three year olds
2.) Daycare starting in September as a difficulty for coming back to work at a certain date
3.) Opinions being expressed that it is more difficult for women than men to have a family
and a career in science
This stresses how important the support offered by the Care Officer of the institute is. One
question that remained open and has to be addressed by additional data collection is why the
parents reporting these problems either did not make use of this assistance or could not be
helped sufficiently.
3.2 Goals and measures
The goal in this action field is to better understand why there are still reports in difficulties
regarding child care in spite of the support by the care officer and to counteract gender roles
and biases regarding family work and other care tasks. New measures will accordingly be in
the area of data collection (on the effectiveness of the already existing “care officer”) and in the
field of awareness raising regarding gender biases and discrimination (measure already
included in chapter 2 “Prevention of gender-based discrimination, harassment and violence”).
Action field
Title of measure No. 9
Goal

Description of measure

Improving compatibility of family and career
Understanding the Organization/Data Collection: Extended
Data Collection Part 2
Understanding better why there are still reports on difficulties regarding child care in spite of the support by the care
officer
The following data will be collected:
• Usage of time in parental leave by mothers and fathers
• Knowledge about support offered by the care officer
• Usage of support by care officer
The data will be collected before the next Annual Meeting
on Gender Equality Progress.
The results will be shared with institute’s members in a
presentation event.
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4. Improving gender balance and working conditions in non-scientific jobs
4.1 Analysis of the status quo
In the non-scientific area of the Max Planck Institute of Neurobiology there is an imbalance in
favor of women, which is especially strong in the pure administrative jobs (excluding sciencesupporting staff in the labs and the scientific facilities), in elementary occupations and
especially in the lowest pay-grades.
These results, in combination with the higher part-time rate among women, mean that more
women than men receive a wage that puts them at risk to not being able to sustain independent
living in the Munich area.
The action fields that have consequently to be addressed here are 1. recruitment and 2. improvement of working conditions for persons in the lowest pay grades.

4.2 Goals and Measures
The leadership of the institute commits to the following long- term goals until 2030
in regards to hiring in the administrative area with the following selfcommitments:
1.) Proportion of men among administrative staff members
• Goal: 20% men
These are the measures that will support reaching the goal:
Action field
Title of measure No. 10
Goal

Gender balance and working conditions in non-scientific jobs
Recruitment: Self-Commitment to goals regarding administrative staff
- hiring of more men in administration
- ensuring working conditions for staff in elementary occupations (high proportion of women)

Description of measure

For the exact goals see above this measure.

Action field
Title of measure No. 11
Goal

Gender balance and working conditions in non-scientific jobs
Participation in Girls’ and Boys’ Day
Improving gender balance in administrative staff, hiring of
more men in administration
The administration department will offer a program for
Boys’ Day. The programs will be put the official websites of
the Girls’ Day and Boys’ Day.

Description of Measure
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Action field
Title of measure No. 12
Goal
Description of measure

Gender balance and working conditions in non-scientific jobs
Recruitment: Gender sensitive and attractive representation of MPIN at vocational training fairs
Improving gender balance in administrative staff, hiring of
more men in administration
The focus of the participation and the overhaul of presentation of MPIN at vocational fairs is:
• Gender-balanced team representing MPIN
• Gender-sensitive addressing of the fair participants
(language, pictures, …)
Presenting MPIN as an attractive brand for hands-on research, make people understand what the research work
at MPIN is about
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5. Improving gender balance in committees and honorary positions
5.1 Analysis of status quo

Committee Composition
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Figure 3: Collection of statistical data by the Human Resources Department as of 1/4/20

Gender proportions in the committees of the institute are largely determined by the numbers
of men and women in certain jobs and career levels, as can be seen in the Board of Directors (directors) and the Faculty Meeting (directors and group leaders).
Members of the Board of Trustees are elected to the board for a six-year term and represent
areas of importance to the public face of the institutes: politics, business, science and media.
The Board of Trustees advises the institutes in its interactions with society at large.
To ensure a high quality of research is maintained over the long term, all Max Planck Institutes are subject to regular assessment from independent Scientific Advisory Boards (SAB).
The board is composed of experts from leading international research institutions and universities of the respective research field. They are elected to the board for a maximum term
of six years.
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Councils on the other hand that consist in large parts of administrative staff, like the works
council and the crisis team, are gender-balanced or even dominated by women. Consequently
are the measures that are targeted at achieving more gender balance in the scientific and
administrative fields also working for change in the compositions in the committees.
Regarding some of the honorary positions there is another mechanism in place. These tasks
are not connected to a specific job, but people volunteer for them and the working hours put
to the task cannot be used for the actual job, which, especially in the scientific field can lead to
having less time for career enhancing activities like progress in research projects. On the other
hand can honorary positions bring valuable information and networking inside the institute. In
general more women than men volunteer for honorary positions at MPIN, the Steering Committee on Corporate Health Management is gender balanced, and the Postdoc reps were more
men (5) than women (1) at the time of data collection. Taking into account all possible negative
and positive effects of volunteering for an honorary the goal can only be to aim for gender
balance in these positions.
A first change, which was inspired by the data analysis in the LeTSGEPs-working group, has
already been made: Efforts to find more women as Postdoc representatives were successful,
so that the numbers in 2021 have already changed to 3 women and 5 men. Also genderbalance was achieved among the PhD representatives (2 women and 2 men).
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5.2 Goals and measures
The leadership of the institute commits to the following long-term goals until 2025 for
nomination in regards to gender-balance in honorary positions:
1.) Board of trustees:
• Goal: 30% women
2.) Scientific advisory board:
• Goal: 40% women
3.) Honorary positions:
• Goal: gender parity
Action field
Title of measure No. 13
Goal

Gender balance in committees and honorary positions
Self-Commitment to goals regarding administrative staff
Gender-balanced representation of members in a committee or honorary positions

Description of measure

For the exact goals see above this measure

6. Involving gender equality officers and structural anchoring of gender equality
6.1 Analysis of status quo
MPIN has two elected Gender Equality Officers (GEOs). The main GEO is from the administration and her deputy is from the scientific personnel, which is an advantage to reach people
from the two areas of the institute. The current main GEO is highly connected with all
organizational units at the institute, is in regular personal contact with the managing director
(MD), and is also taking part in the director’s board meetings and the faculty meetings. This
makes it easy for her to have information about upcoming developments and decisions at the
institute and to get access to information about ongoing developments at the institute, to
statistical data and to decision makers.
One of the goals of the GEP will be to institutionalize some of the factors that make her a
successful GEO to make them available also for future GEOs.
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The GEOs have a budget especially dedicated to gender equality measures and can organize
workshops and trainings. The following measures are in place to ensure that gender equality is
a goal that is pursued by the whole organization not only by the Gender Equality Officers with
a set framework within the institute’s decision processes and committees:
• One director among the board of is permanently in charge of considering and
advocating gender equality issues in this important committee of the institute.
• An active working group for gender equality has been established with representation
of each interest group and hierarchy level that was highly involved in every step of the
design of this gender equality plan.
• There is a survey conducted among employees regarding „gender equality at the institute“ every three years.
• The Gender Equality Officers of the institute uses internal and external communication
to inform about the results of data collections and to inform on gender equality related
topics regularly, namely through the homepage, in the intranet and through newsletters to the whole staff.
• Another way of informing the staff of the institute on the state of gender equality and
the actions of the Gender Equality Officers is the annual works council meeting.
• In the Scientific Advisory Board Report is a statement on gender equality, which is put
together by the Management in consultation with the Gender Equality Officers.
Gender-equitable language is used for all ways of communications – in e-Mails, letters, works
council agreements, on the Homepage and in the Intranet - by the public relations department and the management. As a guideline for the institute we recommend using the “:” to
address all genders in the German language, not only the male form (e.g. Kolleg:innen). For
further details see recommendation “Language and Gender” by the Central Gender Equality
Officer on the Intranet MAX.
6.2 Goals and measures
Action field

Involvement of gender equality officers and structural
anchoring of gender equality

Title of measure No. 14
Goal

Annual budget for gender equality measures
Commitment of management level to gender equality
goals, gender awareness, achieving goals fixed in the gender equality plan
The GEOs have their own budget. The GEOs can independently decide on the assigned budget and spend it
on gender equality related work and trainings.

Description of measure
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Action field

Involvement of gender equality officers and structural
anchoring of gender equality

Title of measure No. 15

Annual Meeting on Gender Equality Progress and regular
exchange between GEOs and MD
Commitment of management level to gender equality
goals, gender awareness on management level,
achieving goals fixed in the Gender Equality Plan

Goal

Description of measure

Once a year the institute’s progress on improving gender
equality along the goals that were set in the gender equality plan and on gender equality issues is discussed in a
faculty meeting. For the preparation of this meeting the MD
meets with the GEOs and they determine together what
will be discussed and presented in the Faculty Meeting.
After the Faculty Meeting there is a feedback and
implementation-oriented meeting with the GEOs.
This annual meeting is additional to the annual Jour Fixe
between the GEOs and the MD, so that an exchange is
happening every 6 months. Moreover, the GEOs can ask
the MD for meetings on gender equality issues at any time,
if needed.

17

7. Gender budgeting and integration of gender aspects in research
Regarding the integration of gender aspects in research and gender-sensitive resource allocation (Gender Budgeting) the Max Planck Institute of Neurobiology aims for collecting more
data in the second implementation period of this gender equality plan (till May 2023), before then
introducing training measures and actions, when a concrete need has been identified.

Action field
Title of measure No. 16
Goal

Description of measure

Gender Budgeting
Gender Budgeting Analysis
Understanding mechanisms of gender inequality better,
being able to design measures for a more gender-equal
distribution of budget
The Max Planck Institute of Neurobiology will develop a
Gender Budgeting Analysis concept that fits its needs and
capabilities, based on the LeTSGEPS Gender Budgeting
methodology with the help of experts at University of Modena and Reggio Emilia and if needed another Germanspeaking expert in the field. The results will be presented in
the re-designed gender equality plan and will serve as a
basis to revise decision-making and administrative processes in order to achieve a gender-sensitive budget.

Action field
Title of Measure No. 17
Goal
Description of measure

Integration of gender aspects in research
Extended Data Collection Part 3
Evaluating need for action in the field “Integration of gender
aspects in research”
The following data will be collected to complement the already presented analysis of the status quo of gender
equality at MPIN:
- Number and research topic of research projects
with gender aspects at MPIN
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Action field
Title of measure No. 18
Goal

Description of measure

Gender Budgeting
Gender Budgeting Capacity Building
Raised gender-awareness among decision makers, which
already lead to some improvements in the distribution of resources, openness to do a gender budgeting analysis ->
successful gender budgeting analysis
The different types of financial decisions makers will be
identified: Those that make the basic decisions about the
whole budget (mainly directors of the institute), those that
prepare and influence these decisions and those that are
in charge of single cost-centers and decide on a day-today basis about the usage of budget on a smaller scale.
For these persons there will be a Gender Budgeting
training that contains a gender awareness part as well as
a part on Gender Budgeting methods.
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Signatures
Martinsried, 24.05.2022
………………………………………
Place, Date

Martinsried, 24.05.2022
………………………………………
Place, Date

………………………………………
Managing Director
(Tobias Bonhoeffer)

………………………………………
Head of Administration
(Sonja Strobel)

Martinsried, 24.05.2022
………………………………………
Place, Date

………………………………………
Assistant to the Managing Director
(Jayne Lambert)

Martinsried, 24.05.2022
………………………………………
Place, Date

Martinsried, 24.05.2022
………………………………………
Place, Date

………………………………………
Equal Opportunities Officer
(Jayne Lambert)

………………………………………
Deputy of the Equal Opportunities Officer
(Meryl Malezieux)

Detailed description of planned GEP activities
Action 1
Short description of the
action

Impact area(s)1

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

1

Action name: Annual budget for gender equality measures
The GEOs have their own cost center. The GEOs can independently decide on the assigned budget and spend it on
gender equality related work and trainings. Each year the GEOs
present a budget plan for the coming year. In the annual meeting
between MD and GEOs, the new budget for each year is
discussed and agreed on.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organizational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Institutional anchoring of GE, Involvement of GEOs
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☐ Other: Exchange on
☐ Flexible working
gender issues
conditions
☐ Career progression and
☐ Dual Career
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☒ Gender Budgeting, please
☐ Retention
specify: Ensuring sustainable
financing of GE measures
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☒ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Usage for all sites of inequality identified for the GEP

☒ Students

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☒ Management

☒ Research and
teaching staff
Please specify who:
female researchers
from all levels

☒ Administration
Please specify who:

Please specify who:
Managing Director, Financial
Administration, GEOs

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.

2

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period2
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome3 of
this action (mid-term
effects)

Managing Director
☐ Very high
☒ High
Start month/year

☐ Medium
☐ Low

April, repeated annually
Internal information

☐ Very low
☐ Can’t decide
End month/year
N/A

Annual budget assignment depending on the demand for gender
equality training
Commitment of management level to gender equality goals,
gender awareness, achieving goals fixed in the Gen-der Equality
Plan

Evaluation procedure
Annual budget plan
(How to determine if goal Minutes on Meeting between GD and GEOs
was reached.)
Any additional comments you would like to make:

Action 2
Short description of
the action

Impact area(s)4

Field(s) of action

(one action might tackle
more than one field of
action)

Action name: Annual Meeting on Gender Equality Progress an regular
exchange between GEOs and Managing Director
Once a year the Institute’s progress on improving gender equality
along the goals that were set in the Gender Equality Plan and on
gender equality issues is discussed in a faculty meeting.
For the preparation of this meeting the MD meets with the GEOs
and they determine together what will be discussed and presented
in the Faculty Meeting. After the Faculty Meeting there is a feedback
and implementation-oriented meeting with the GEOs.
This annual meeting is additional to the annual Jour Fixe between
the GEOs and the MD, so that an exchange is happening every 6
months. Moreover, the GEOs can ask the MD for meetings on
gender equality issues at any time, if needed.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Structural anchoring of gender equality
☐ Understanding the
☐ Integration of gender aspects in
organization
☐ Research
☐ Data collection
☐ Teaching

2

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
4
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
3

3

Institutional key site(s)
of inequality to be
addressed by this
action (=
organizational context)
Target group(s) to be
addressed by this
action
Involved actors for the
implementation

Responsible for the
implementation
Action’s importance
for your institution
Planned
implementation
period5
Resources needed for
implementation
(personnel,
equipment)
Expected
(measurable) output
of this action (shortterm effects)

5

☐ Other:
☐ Internal funding applications
☒ Raising awareness
☐ Work-life-balance aspects
☐ Gender (& Diversity)
☐ Flexible working conditions
training
☐ Dual Career
☒ Other: on the
☐ Care & family work
management level
☐ Other, please specify
☐ Career progression and
☐ Gender Budgeting, please specify:
development
☐ Recruitment
☒ Other fields, please specify:
☐ Promotion
Structural anchoring of gender
☐ Retention
equality on leadership level,
monitoring progress on
☐ Creating a gender-inclusive
promoting gender equality and
workplace culture
implementation of the GEP
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality
policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Potentially all sites of inequalities that were identified in the GEP + new ones
brought up over the course of its implementation

☐ Students

☐ Research and
teaching staff
Please specify who:

☐ LeTSGEPs core team
☒ GEOs
☐ LeTSGEPs WG
☐ Administration
☒ Management
GEOs, Managing Director

☐ Administration
Please specify
who:

☒
Management

Please specify who:
GEOs, Board of Directors, group leaders

☒ Very high
☐ Medium
☐ Very low
☐ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
September 2022, repeated
N/A
annually
Working hours of GEOs to put together report and collecting feedback

Minutes on the Gender Equality-Faculty Meeting

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.

4

Expected outcome6 of Commitment of management level to gender equality goals, gender
this action (mid-term
awareness on management level, achieving goals fixed in the
effects)
Gender Equality Plan
Evaluation procedure
Report of the GEO of the long-term-results of the Gender Equality-Faculty
(How to determine if
Meeting, prepared for the next Gender Equality-Faculty meeting (agreements
goal was reached.)
and actions fixed and their success)
Any additional comments you would like to make:

Action 3
Short description of the
action

Impact area(s)7

Field(s) of action

(one action might tackle more
than one field of action)

6
7

Self-Commitment in the field of research staff and main decisionmaking body
Recruitment: Self-Commitment to goals regarding proportion of
women among nominated or hired research staff and main
decision-making body
(women among board of directors, women among group leaders,
women among post docs)
For the exact goals see GEP Main Sites of Inequality 1 (p.9)
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Improvement of working conditions of women
☐ Integration of gender aspects in
☐ Understanding the organization
☐ Research
☐ Data collection
☐ Teaching
☐ Other:
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
☐
Work-life-balance
aspects
training
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
development
☐ Dual Career
☒ Recruitment
☐ Care & family work
☒ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies

Outcomes refer to mid-term effects on the individual or organizational level of the measure
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.

5

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Leaky pipeline: Drop of numbers of female researchers from Grade D to C
and B to A, fewer numbers of publications by female PhDs and Post Docs –
especially contributions to publications, more women leaving academia for
industry
☒ Research and
☐ Administration
☐ Students
teaching staff
Please specify who:
Please specify who:
Directors, group
leaders, post docs

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation
Action’s importance for
your institution

Directors, group leaders

Planned implementation
period8
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome9 of
this action (mid-term
effects)
Evaluation procedure
(How to determine if goal
was reached.)

☐ Very high
☒ High
Start month/year
June 2021

Please specify who:

Directors, group leaders

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year
2030

-

Setting binding goals that all stakeholders with recruitment
responsibility of the Institute commit themselves to
Improving gender-balance among staff, see goals of the self-commitment

Report on the progress regarding the goals in the Annual Meeting
on Gender Equality Progress (MD and GEOs) and in the next
gender equality plan

Any additional comments you would like to make:

Action 4

Action name: Regular lunch-meeting for women and non-binary
researchers

Short description of the
action

8
9

The annual awareness event in autumn 2022 (measure No. 10) is
planned as kick-off event – in which there is a part where women
and men and non-binaries exchange sepa-rately about gender
equality issues in the Institute and in pursuing a scientific career.
This event is followed by a regular lunch meeting (once every
second month) being offered specifically for women and nonbinary person scientist to continue the empowering exchange.

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure

6

Impact area(s)10

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: Exchange on
☐ Flexible working
gender issues
conditions
☒ Career progression and
☐ Dual Career
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☒ Promotion
☐ Gender Budgeting, please
☒ Retention
specify:
☒ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies
Leaky pipeline: Drop of numbers of female researchers from Grade D to C
and B to A, fewer numbers of publications by female PhDs and Post Docs –
especially contributions to publications, more women leaving academia for
industry
☐ Students
☒ Research and
☐ Administration
teaching staff
Please specify who:
Please specify who:

female and nonbinary PhDs,
Postdocs and
Group leaders
Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period11

10
11

☒ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☐ Management
GEOs

Please specify who:
GEOs

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Kick-off in spring 2022, lunch biN/A
monthly

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
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Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome12 of
this action (mid-term
effects)

Costs for coffee and tea, lunch snacks
at least 5 participants per lunch meeting

Creation of a regular safe space for women and non-binary
persons in science to exchange on the specific challenges of
pursuing a scientific career. Elevated awareness on gender issues
among researchers, strengthening female researchers to withstand
resistances, informal supporting relationships forming between the women
of different career levels, more women continuing their scientific career
successfully

Evaluation procedure
recording of participants number on each lunch meeting and the
(How to determine if goal topics that are discussed/addressed
was reached.)
Any additional comments you would like to make:

Action 5

Action name: Career and empowerment training for women and nonbinary PhDs and Post Docs

Short description of the
action

one workshop offered per year, every second year for PhDs,
every other year for Postdocs, in collaboration with other Max
Planck Institutes in the surroundings

Impact area(s)13

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: Empowerment
☐ Flexible working
training
conditions
☒ Career progression and
☐ Dual Career
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☒ Promotion
☐ Gender Budgeting, please
☒ Retention
specify:
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
-

Field(s) of action

(one action might tackle more
than one field of action)

12
13

Outcomes refer to mid-term effects on the individual or organizational level of the measure
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies
Leaky pipeline: Drop of numbers of female researchers from Grade D to C
and B to A, fewer numbers of publications by female PhDs and Post Docs –
especially contributions to publications, more women leaving academia for
industry
☐ Students
☒ Research and
☐ Administration
teaching staff
Please specify who:
Please specify who:
female and non-binary
PhDs and Post-Docs

Involved actors for the
implementation

☒ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation
Action’s importance for
your institution

GEO and Management, for Feedback form: LeTSGEPs core team

Planned implementation
period14

Please specify who:

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
First workshop took place in May
N/A
2022

Resources needed for
Internal information
implementation
(personnel, equipment)
Expected (measurable)
at least 5 female researchers from the Institute participating in
output of this action
each workshop
(short-term effects)
Expected outcome15 of
strengthening female researchers to withstand resistances, more women
this action (mid-term
continuing their scientific career successfully
effects)
Evaluation procedure
Participant numbers being monitored, feedback forms developed by
(How to determine if goal LeTSGEPs core team
was reached.)
Any additional comments you would like to make:

Action 6

Action name: Mentoring program at MPIN

Short description of the
action

Additionally to the mentoring programs that are offered for the whole Max
Planck Society there will be the possibility for mentoring sessions inside
the institute.

14
15

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure

9

Impact area(s)16

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution

16

The goal is to have women and men mentors among the postdocs and
group leaders to share their career experience and strategies.
The GEO will give an introductory lesson to the mentors that stresses the
principal of gender equality, rises awareness on gender-specific career
challenges and gives advice on how to include this topic into the mentoring
sessions.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
development
☐ Dual Career
☐ Recruitment
☐ Care & family work
☒ Promotion
☐ Other, please specify
☒ Retention
☐ Gender Budgeting, please
specify:
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies
Leaky pipeline: Drop of numbers of female researchers from Grade D to C
and B to A, fewer numbers of publications by female PhDs and Post Docs –
especially contributions to publications, more women leaving academia for
industry
☒ Research and
☒ Administration
☐ Students
teaching staff
Please specify who:
Please specify who:
Please specify who:
☒ LeTSGEPs core team
IT, HR, Management
☐ LeTSGEPs WG
☒ Administration
☒ Management
IT, HR, Management, for feedback form: LeTSGEPs core team
☐ Very high
☒ High

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Planned implementation
period17
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome18 of
this action (mid-term
effects)

Start month/year
4 mentoring sessions for each target
group per year
Working hours of GEO and mentors

End month/year
12/23

At least 10 participants in the first implementation phase
Elevated awareness on gender issues among researchers, strengthening
female researchers to withstand resistances, informal supporting
relationships forming between the women of different career levels, access
to informal knowledge and networks for female researchers, more women
continuing their scientific career successfully
Monitoring of matchings, survey among participants at the end of the
implementation phase, then decision about continuation

Evaluation procedure
(How to determine if goal
was reached.)
Any additional comments you would like to make:

Action 7
Short description of the
action

Action name: Extended Data Collection Part 1
The following data will be collected to complement the already
presented analysis of the status quo of gender equality at MPIN:
•
•
•
•
•

Off-boarding survey (for PhD students and post-docs)
Numbers on wrap-up postdoc opportunities being offered
(annually reported by PIs to the GEOs)
Numbers of applicants for Postdoc positions that are
invited to a talk at the Institute (annually reported by the
PIs to the GEOs)
Gender balance in applications at graduate schools
(IMPRS and GSN)
Extended analysis on publications: family duties as a
hindering factor?

If needed also other additional data will be collected annually
before the Annual Meeting on Gender Equality Progress. This
need has to be assessed in cooperation with the GEOs.
The results will be shared with Institute’s members in a
presentation event. In this presentation we will include also results
from other surveys that produce interesting genderrelevant data
(e.g. surveys by PhD and Postdoc representatives).

17
18

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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Impact area(s)19

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☒ Understanding the organization
☐ Integration of gender aspects in
☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: on existing
☐ Flexible working
inequalities
conditions
☐ Dual Career
☐ Career progression and
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Potentially all sites of inequality detected and formerly undetected

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☒ GEO
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation
Action’s importance for
your institution

Assistant of MD

Planned implementation
period20

19
20

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
Assistant of Managing Director, GEO
involved in determining data to be
collected and getting report on
results

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Data ready for each Annual
N/A
Meetings on Gender Equality
Progress, first set of data read till
Jan/Feb 2023

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
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Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome21 of
this action (mid-term
effects)
Evaluation procedure
(How to determine if goal
was reached.)

Working hours of Assistance of Managing Director and HR

Data set being available to GEOs, board of directors and group
leaders
Understanding mechanisms of gender in-equality better, being able to tailor
the GE-measures better

Report on the collected data in the Annual Meeting on Gender
Equality Progress, as well as on the data that could not be
collected

Any additional comments you would like to make:

Action 8
Short description of the
action

Impact area(s)22

Field(s) of action

(one action might tackle more
than one field of action)

21
22

Action name: Annual and talk and trainings on gender awareness
The annual talk and trainings/events on gender awareness is
organized by the Gender Equality Officers. Participation in one
talk every second year are mandatory for all employees. The
workshop/training is voluntary. In the aftermath to the event
feedback about reported gender equality issues is given to the
GEOs and the Board of Directors.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organizational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: Exchange on
☐ Flexible working
gender issues
conditions
☒ Career progression and
☐ Dual Career
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☒ Promotion
☐ Gender Budgeting, please
☒ Retention
specify:
☒ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring

Outcomes refer to mid-term effects on the individual or organizational level of the measure
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period23
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome24 of
this action (mid-term
effects)

☒Gender balanced
decision bodies
All sites of inequality detected in the GEP

☐ Students

☒ LeTSGEPs core team
☒ LeTSGEPs WG
☐ Administration
☐ Management
GEOs

☒ Research and
teaching staff
Please specify who:
female researchers
from all levels

☒ Administration
Please specify who:

Please specify who:

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Autumn 2022, then repeated
N/A
annually
Fee for the speaker, working hours for organizing and announcing the kickoff event and for collecting and processing feedback

Notes on feedback on gender equality issues, all personnel taking
part in the event (at least one workshop till Mid 2023)
Elevated awareness on gender issues for all staff member of the
institute, strengthening female researchers to withstand
resistances, informal supporting relationships forming between
the women of different career levels, more women continuing their
scientific career successfully

Evaluation procedure
Documenting the feedback and what has resulted from it
(How to determine if goal
was reached.)
Any additional comments you would like to make:

Action 9

Action name: Trainings on prevention of sexual harassment for all
employees

Short description of the
action

Content of the training:
• (Un-)appropriate behaviour between colleagues and between
superior and subordinates
• Ability to detect gender-based discrimination and violence, knowing
national and MPG-internal regulations

23
24

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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Impact area(s)25

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period26

25
26

• What to do when affected, what to do as by-stander
• Where to get support, complaint processes
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: on sexual
☐ Flexible working
harassment
conditions
☐ Dual Career
☐ Career progression and
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☒ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Reports on incidents of sexual harassment in CY-survey and PhD-survey

☐ Students

☒ Research and
teaching staff
Please specify who:
everyone

☒ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management
Management of the Institute

☒ Administration
Please specify who:
Everyone

Please specify who:
Assistant of Managing Director, HR,
PIs

☒ Very high
☐ Medium
☐ Very low
☐ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Spring 2022
N/A
In the beginning a series of training
events that allow all employees to

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
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find a suitable date. Later once a
year for all new employees.
Resources needed for
Speaker’s fee
implementation
(personnel, equipment)
Expected (measurable)
All employees having participated in the training year of
output of this action
implementation, till May 2023.
(short-term effects)
Expected outcome27 of
Elevated awareness, less discrimination and harassment incidents, could
this action (mid-term
result in more complaints though - due to a higher percentage of incidents
effects)
being reported
Evaluation procedure
Feedback forms for participants, monitoring that all employees take part
(How to determine if goal
was reached.)
Any additional comments you would like to make:

Action 10
Short description of the
action

Impact area(s)28

Field(s) of action

(one action might tackle more
than one field of action)

27
28

Action name: Monitoring of reports on discrimination, sexual
harassment and gender-based violence
The parts of the survey by LeTSGEPs and of the PhD-survey
2020 on discrimination, sexual harassment and gender-based
violence will be after two years in preparation of the update of the
Gender Equality Plan in the Max-Planck-rhythm.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☒
Other, please specify:
☒ Understanding the organization
☐ Integration of gender aspects in
☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: on sexual
☐ Flexible working
harassment
conditions
☐ Dual Career
☐ Career progression and
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance

Outcomes refer to mid-term effects on the individual or organizational level of the measure
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period29

☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Reports on incidents of sexual harassment in CY-survey and PhD-survey

☐ Students

☒ Research and
teaching staff
Please specify who:
everyone

☒ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management
Assistant of the Managing Director
☒ Very high
☐ High
Start month/year

☐ Medium
☐ Low

in the preparation phase of the
GEP-update in two years (MPG
rhythm: March 2023)

☒ Administration
Please specify who:
Everyone

Please specify who:
Assistant of Managing Director, HR,
PIs

☐ Very low
☐ Can’t decide
End month/year
N/A

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
Regular survey on the topics discrimination, sexual harassment
output of this action
and gender-based violence (every 2-3 years)
(short-term effects)
Expected outcome30 of
Evaluating possible effects of the measures
this action (mid-term
Keeping track of incidents
effects)
Evaluation procedure
Numbers being available for preparing the GEP update
(How to determine if goal
was reached.)
Any additional comments you would like to make:

Action 11
Short description of the
action

Action name: Extended Data Collection Part 2
The following data will be collected:
•
•
•

29
30

Usage of time in parental leave by mothers and fathers
Knowledge about support offered by the care officer
Usage of support by care officer

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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The data will be collected before the next Annual Meeting on
Gender Equality Progress.
The results will be shared with Institute’s members in a
presentation event.
Impact area(s)31

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☒
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☒ Understanding the organization
☐ Integration of gender aspects in
☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: on existing
☐ Flexible working
inequalities
conditions
☐ Dual Career
☐ Career progression and
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Reported problems with compatibility of family and career

☐ Students

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Involved actors for the
implementation

☐ LeTSGEPs core team
☒ GEO
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation

Assistant of MD, GEO involved in determining data to be collected
and getting report on results, HR providing the data they can
access

Action’s importance for
your institution

☐ Very high
☒ High

31

Please specify who:
Assistant of Managing Director, GEO
involved in determining data to be
collected and getting report on
results

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Planned implementation
period32

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome33 of
this action (mid-term
effects)
Evaluation procedure
(How to determine if goal
was reached.)

Start month/year
End month/year
Data ready for each Annual
N/A
Meetings on Gender Equality
Progress, first set of data read till
Jan/Feb 2023
Working hours of Assistance of Managing Director and HR

documentation of consultation hours and times (via mail, in
person), form: LeTSGEPs core group
Understanding mechanisms of gender inequality better, being able to tailor
the GE-measures better

Report on the collected data in the Annual Meeting on Gender
Equality Progress, as well as on the data that could not be
collected

Any additional comments you would like to make:

Action 12
Short description of the
action
Impact area(s)34

Field(s) of action

(one action might tackle more
than one field of action)

Self-Commitment in the field of administrative staff
- hiring of more men in administration: 20% men among
administrative staff members
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: gender balance in administrative field
☒ Integration of gender aspects in
☐ Understanding the organization
☒ Research
☐ Data collection
☐ Teaching
☐ Other:
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
development
☐ Dual Career
☐ Recruitment
☐ Care & family work
☒ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☐ Institutional Governance

32

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
34
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
33

19

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced decision
bodies
Low percentage of men in administrative jobs

☐ Students

☐ Research and
teaching staff

☒ Administration
Please specify who:
Administrative Staff

Please specify who:
Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation
Action’s importance for
your institution

Staff with recruitment responsibility in HR

Planned implementation
period35
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome36 of
this action (mid-term
effects)
Evaluation procedure
(How to determine if goal
was reached.)

☐ Very high
☒ High
Start month/year
June 2021

Please specify who:
HR

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year
2030

-

Commitment to a more gender-balanced representation of staff
among the groups of administration
- hiring of more men in administration
Report on the progress regarding the goals in the Annual Meeting
on Gender Equality Progress (MD and GEOs) and in the next
gender equality plan

Any additional comments you would like to make:

Action 13

Action name: Participation in Boys’ Day

Short description of the
action

The administration will offer a program for Boys’ Day.
The programs will be put on the official Boys’ Day – website.

35
36

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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Impact area(s)37

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Gender Balance in science-supporting staff
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Internal funding
☐ Raising awareness
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
☐ Dual Career
development
☒ Recruitment
☐ Care & family work
☐ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
specify:
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Underrepresentation of men in the administrative area.

☒ Pupils,
potential
future
trainees

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation
Action’s importance for
your institution

HR with the help of PR

Planned implementation
period38
Resources needed for
implementation
(personnel, equipment)
37
38

☐ Research and
teaching staff
Please specify
who:

☒ Administration
Please specify who:

Please specify who:
PR, IT department, administrative
personnel

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Organisation and planning end of
N/A
2022, Girls’ and Boys’ Day April 2023
No additional ones

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
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Expected (measurable)
5 participants for Boys’ Day; more men trainees in administration
output of this action
(short-term effects)
Expected outcome39 of
Improving gender balance in administrative staff, hiring of more
this action (mid-term
men in administration
effects)
Evaluation procedure
Feedback forms for participants
(How to determine if goal
was reached.)
Any additional comments you would like to make:

Action 14
Short description of the
action

Impact area(s)40

Field(s) of action

(one action might tackle more
than one field of action)

39
40

Action name: Recruitment: Gender sensitive and attractive representation
of MPIN at vocational trainings fairs
The focus of this overhaul of presentation of MPIN at vocational fairs is:
• Gender-balanced team representing MPIN
• Gender-sensitive addressing of the fair participants (language,
pictures, …)
Presenting MPIN as an attractive brand for hands-on research, make people
understand what the research work at MPIN is about.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Gender Balance in science-supporting staff
☐ Understanding the organization
☐ Integration of gender aspects in
☐ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Internal funding
☐ Raising awareness
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
☐ Dual Career
development
☒ Recruitment
☐ Care & family work
☐ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
specify:
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring

Outcomes refer to mid-term effects on the individual or organizational level of the measure
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution

☐Gender balanced
decision bodies
Underrepresentation of men in the administrative area.

☒ Pupils, potential
future trainees

☐ Research and
teaching staff
Please specify who:

Please specify who:
HR

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☒ Administration
☐ Management
HR department
☐ Very high
☒ High
Start month/year
2023
-

☐ Administration
Please specify who:

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year

Planned implementation
period41
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
MPIN attending more often in vocational training fairs, more participants
output of this action
asking for gender-untypical jobs at the MPIN stand
(short-term effects)
Expected outcome42 of
Improving gender balance in administrative staff, hiring of more
this action (mid-term
men in administration
effects)
Evaluation procedure
Number of interested men asking about the working condi-tions at
(How to determine if goal institute during the fair being counted during the fair
was reached.)
Any additional comments you would like to make:

Action 15
Short description of the
action
Impact area(s)43

Self-Commitment to goals regarding gender balance in committees
and honorary positions
Exact goals see 5.2 Goals and Measures (p. 27) GEP
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☒
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify: Improvement of working conditions of women

41

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
43
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
42
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Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

☐ Integration of gender aspects in
☐ Understanding the organization
☐ Research
☐ Data collection
☐ Teaching
☐ Other:
☐ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
☐ Work-life-balance aspects
training
☐ Other:
☐ Flexible working
conditions
☒ Career progression and
development
☐ Dual Career
☒ Recruitment
☐ Care & family work
☒ Promotion
☐ Other, please specify
☐ Retention
☐ Gender Budgeting, please
☐ Creating a gender-inclusive
specify:
workplace culture
☐ Prevention of gender-based
☐ Other fields, please specify:
violence/sexual harassment
☒ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☒Gender balanced
decision bodies
Gender unbalance in committees and honorary positions

☐ Students

☒ Research and
teaching staff

☒ Administration
Please specify who:

Please specify who:
Involved actors for the
implementation

☐ LeTSGEPs core team
☐ LeTSGEPs WG
☐ Administration
☒ Management

Responsible for the
implementation
Action’s importance for
your institution

Chair of a committee, directors, group leaders

Planned implementation
period44
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome45 of
this action (mid-term
effects)

44
45

☐ Very high
☒ High
Start month/year
June 2021

Please specify who:

Chair of a committee, Directors,
group leaders

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year
2025

-

Setting binding goals that all stakeholders with recruitment
responsibility of the Institute commit themselves to
Exact goals see 5.2 Goals and Measures (p. 27) GEP

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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Evaluation procedure
(How to determine if goal
was reached.)

Report on the progress regarding the goals in the Annual Meeting
on Gender Equality Progress (MD and GEOs) and in the next
gender equality plan

Any additional comments you would like to make:

Action 16

Action name: Gender Budgeting Analysis

Short description of the
action

The Max Planck Institute of Neurobiology will develop a Gender Budgeting
Analysis concept that fits its needs and capabilities, based on the LeTSGEPS
Gender Budgeting methodology with the help of Giovanna Badalassi,
UNIMORE and if needed another German-speaking expert in the field. The
results will be presented in the re-designed Gender Equality Plan and will
serve as a basis to revise decision-making and administrative processes in
order to achieve a gender-sensitive budget.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐

Impact area(s)46

Field(s) of action

(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)

46

Other, please specify:
☒ Understanding the organization
☐ Integration of gender aspects in
☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☐ Internal funding
☐ Raising awareness
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☐ Other:
☐ Flexible working
conditions
☐ Career progression and
☐ Dual Career
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
workplace culture
☐ Other fields, please specify:
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Potentially all sites of inequality detected and formerly undetected

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Target group(s) to be
addressed by this action

☐ Students

☒ Research and
teaching staff
Please specify who:

Directors
Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned implementation
period47

☐ LeTSGEPs core team
☒ GEO
☐ LeTSGEPs WG
☒ Administration
☐ Management
Assistant of Managing Director

☒ Administration
Please specify who:

Head of
administration

Please specify who:
Assistant of Managing Director, GEO
involved in determining data to be
collected and getting report on
results

☐ Very high
☐ Medium
☐ Very low
☒ High
☐ Low
☐ Can’t decide
Start month/year
End month/year
Data ready for re-design of GEP
N/A
(May 2023)
Working hours of Assistance of Managing Director and HR

Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
Data-set being available to GEOs, Direktorium and Faculty Meeting
output of this action
(short-term effects)
Expected outcome48 of
Understanding mechanisms of gender in-equality better, being able to
this action (mid-term
design measures for a more gender-equal distribution of budget
effects)
Evaluation procedure
Report on the collected data in the Annual Meeting on Gender Equality
(How to determine if goal Progress and in the newly designed GEP
was reached.)
Any additional comments you would like to make:

Action 17
Short description of the
action

Action name: Extended Data Collection Part 3
The following data will be collected to complement the al-ready
presented analysis of the status quo of gender equality at MPIN:
- Number and research topic of research projects with gender
aspects at MPIN

Impact area(s)49

Field(s) of action

1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☒
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐
Other, please specify:
☒ Understanding the organization
☐ Integration of gender aspects in

47

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
49
The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
48
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(one action might tackle more
than one field of action)

Institutional key site(s) of
inequality to be
addressed by this action
(= organizational context)
Target group(s) to be
addressed by this action

☒ Data collection
☐ Research
☐ Other:
☐ Teaching
☒ Raising awareness
☐ Internal funding
applications
☐ Gender (& Diversity)
training
☐ Work-life-balance aspects
☒ Other: on existing
☐ Flexible working
inequalities
conditions
☐ Dual Career
☐ Career progression and
development
☐ Care & family work
☐ Recruitment
☐ Other, please specify
☐ Promotion
☐ Gender Budgeting, please
☐ Retention
specify:
☐ Creating a gender-inclusive
☐ Other fields, please specify:
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☐ Institutional Governance
☐ Gender equality policies
☐ Gender monitoring
☐Gender balanced
decision bodies
Potentially all sites of inequality detected and formerly undetected

☐ Students

Involved actors for the
implementation

☐ LeTSGEPs core team
☒ GEO
☐ LeTSGEPs WG
☒ Administration
☐ Management

Responsible for the
implementation
Action’s importance for
your institution

Assistant of MD

Planned implementation
period50
Resources needed for
implementation
(personnel, equipment)
Expected (measurable)
output of this action
(short-term effects)
Expected outcome51 of
this action (mid-term
effects)

50
51

☒ Research and
teaching staff
Please specify who:

☒ Administration
Please specify who:

Please specify who:
Assistant of Managing Director, GEO
involved in determining data to be
collected and getting report on
results

☐ Very low
☐ Can’t decide
End month/year
Data ready for re-design of GEP
(May 23)
Working hours of Assistance of Managing Director and HR
☐ Very high
☒ High
Start month/year

☐ Medium
☐ Low

Evaluating need for action in the field “Integration of gender
aspects in research”
Awareness rising on integration of gender aspects in research

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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Evaluation procedure
(How to determine if goal
was reached.)

Report on the collected data in the Annual Meeting on Gender
Equality Progress, as well as on the data that could not be
collected, and in the re-designed GEP

Any additional comments you would like to make:

Action 18
Short description of the
action

Impact area(s)52

Action name: Gender Budgeting Capacity Building
The different types of financial decisions makers will be identified:
Those that make the basic decisions about the
whole budget (mainly directors of the Institute, those that prepare
and influence these decisions and those that are in charge of single
cost-centers and decide on a day-to-day basis about the usage of
budget on a smaller scale. For these persons there will be a
Gender Budgeting training that contains a gender awareness part
as well as a part on Gender Budgeting methods.
1. Increase in the participation of women in research and innovation and
improvement of their career prospects ☐
2. Gender balance in decision-making bodies ☐
3. Gender dimension in research content ☐
4. Work-life balance and organisational culture ☐
5. Measures to prevent GBV incl. sexual harassment ☐

Field(s) of action

(one action might tackle
more than one field of action)

Other, please specify: Gender Sensitive Budgeting
☐ Understanding the
☐ Integration of gender aspects in
organization
☐ Research
☐ Data collection
☐ Teaching
☐ Other:
☐ Internal funding applications
☐ Raising awareness
☐ Work-life-balance aspects
☐ Gender (& Diversity)
☐ Flexible working conditions
training
☐ Dual Career
☐ Other: Gender☐ Care & family work
sensitive leadership
☐ Other, please specify
training
☒ Gender Budgeting, please specify:
☐ Career progression and
Awareness raising among financial
development
decision makers, capacity building
☐ Recruitment
☐ Promotion
☐ Other fields, please specify:
☐ Retention
☐ Creating a gender-inclusive
workplace culture
☐ Prevention of gender-based
violence/sexual harassment
☒ Institutional Governance

52

The first five points refer to the five minimum areas of GEPs to be compulsory introduced in Horizon Europe.
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Institutional key site(s)
of inequality to be
addressed by this
action (= organizational
context)
Target group(s) to be
addressed by this
action

☒ Gender equality
policies
☒ Gender monitoring
☐Gender balanced
decision bodies
Lack of knowledge on gender-specific effects of money-distribution, lack of
consideration of gender-effects in decisions on resource distributions

☐ Students

☒ Research and
teaching staff
Please specify
who: Directors

Involved actors for the
implementation

Responsible for the
implementation
Action’s importance for
your institution
Planned
implementation
period53

☒ Administration
Please specify
who: Cost-Centre
responsibles

☒
Management

Please specify who:
☒ LeTSGEPs core team
Gender Equality Officers
☐ LeTSGEPs WG
Assistant of Managing Director
☐ Administration
(identifying cost center responsibles)
☐ Management
LeTSGEPs project manager, Gender Equality Officers
☐ Very high
☒ High
Start month/year

☐ Medium
☐ Low

☐ Very low
☐ Can’t decide
End month/year

Performed in second
implementation period (May
2022 – June 2023)

Resources needed for
trainer fee
implementation
(personnel, equipment)
Expected (measurable) Participant numbers of trainings
output of this action
(short-term effects)
Expected outcome54 of Raised gender-awareness among decision makers, which already lead to
this action (mid-term
some improvements in the distribution of resoruces, openness to do a gender
effects)
budgeting analysis -> successful gender budgeting analysis
Evaluation procedure
Monitoring participant numbers, Feedback from participants
(How to determine if
goal was reached.)
Any additional comments you would like to make:

53
54

For long-time measures or actions, which are to be institutionalized permanently put in N/A in the ‘end’ box.
Outcomes refer to mid-term effects on the individual or organizational level of the measure
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