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1. Introduction

This action plan sets out organizational priorities for addressing gender equality, and identifies activities and monitoring plans. Equality of opportunity is core to EPLO mission and gender balance is a critical component for the Organization to ensure fair access and equity for our research, managerial and support staff. The EPLO following international, community and internal standards, commits to the promotion of equality of opportunities between women and men in its principles and priorities. This Gender Equality Plan (GEP) was prepared by the Office of Legal Affairs of the EPLO.  Responsible for the implementation of GEP is the Office of Human Resources Management (OHRM). The occupation of OHRM for the design and implementation of this GEP is part of its existing tasks. In addition, the OHRM will be responsible for the identification and collection of quantitative data (indicators) of gender equality, in order to expedite the process. In parallel with the implementation of GEP, its dissemination and communication actions within the Organization are foreseen, with the support of General Director’s for Management authorities. As mentioned above, the OHRM is responsible for the implementation of GEP. The OHRM, where it deems necessary, can mobilize staff from all over the Organization to participate in various implementation steps (data collection through questionnaires, participation in working groups, etc.).

The EPLO, following the international, European and domestic standards, through the design and implementation of the GEP, sets as goals:

· Ensuring, strengthening and integrating substantial equality in teaching, research and administrative procedures of the Organization.
· Promoting gender equality within the Organization through institutional and organizational change.
· Providing training to members of the Organization on issues related to gender and equality and the development of corresponding skills.
· Promoting equality and fight against stereotypes and sexism in all areas of operation of the Organization (communication, teaching, research, decision-making positions, etc.).
· Integrating gender equality dimension in research and teaching.
· Cultivating and encouraging a culture of peaceful coexistence, cooperation and dialogue between sexes.
It is noted that the concept of "gender equality" includes any relevant self-identification.

In order to achieve the above goals, THE EPLO focuses on four thematic areas, following the guidelines of the European Commission (EC, 2021). These thematic areas, as will be developed in the following sections, are the following:
1. Work – life balance and organizational culture.
2. Gender Balance in leadership and decision-making positions.
3. Gender Equality in recruitment and career progression.
4. Measures against gender-based violence, including sexual harassment.

At the same time, the European Institute for Gender Equality is taken into account with the aim of "recognizing and implementing innovative strategies for promoting cultural change and equal opportunities in Academic and Research Organizations" (EIGE, https://eige.europa.eu/).

GEP has a dynamic character and this document is going to be updated every year, with the appropriate modifications, corrections and updates, as they ensue from the analysis of the annual data. In particular, the annual Report 2022 aims to:
· Investigate and record the current situation in matters of gender equality in the  EPLO, through the  identification and calculation of quantitative and qualitative indicators
· Conduct training and information one-day conferences
· Implement dissemination actions of the plans and activities of the OHRM.
The annual Report, will contain targeted actions to strengthen equality where necessary. The forthcoming Report will be based on  data that will be collected annually and will contain improvements, corrections and updates as it will arise from the actions, information exchange during the one-day conferences, recording of the relevant material, etc.


2. Methodology

This GEP of the EPLO follows the methodology presented in Figure 1. In more detail, the steps are the following:
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Figure 1: Methodology GEP 
Reference: EC, 2021 






· Review: This specific step involves identifying and recording gender equality data through qualitative and quantitative indicators and collecting them. It also reviews gender equality policies pursued by the Organization or points out their lack. The main objective is to capture the situation within the Organization (strengths and/or weaknesses) regarding gender equality issues, as opposed to the current situation at social and institutional level (European and National legal framework).
The Gender Equality Plan will identify the indicators that will be studied in order to capture the current situation in matters of gender equality in the Organization as well as the corresponding goals and actions to be implemented. The data for the first year (review of the current situation) will start to be available as soon as their collection is completed. However, beyond the first year, the quantitative and qualitative indicators need to be calculated annually, in order to control on the one hand the efficiency of GEP and on the other hand the progress made in the Organization.  

· Planning: During the planning phase and taking into account the review of the current situation at institutional level, goals are set to achieve gender equality. According to these objectives, the appropriate actions as well as measures to promote gender equality are evaluated and determined. In addition, the persons responsible for the implementation of the GEP are appointed, the time schedule of the actions, as well as the indicators for observing the implementation.

· Implementation: This step envisages the implementation of the actions to promote and strengthen gender equality, as defined in the previous planning step. These include actions that are going to support and strengthen the GEP such as e.g. dissemination actions, information one-day conferences, trainings etc.

· During the Observation and Evaluation phase, the implementation observing indicators are calculated (Planning step) and GEP is evaluated according to the objectives that have been initially set. The corrections, additions and modifications of the publications of GEP arise from the results of the evaluation.

3. [bookmark: _bookmark0]Thematic Area 1: Work – life balance and organizational culture


In this specific thematic area, the existence or non-existence of a balance between personal and professional life is investigated. In order to implement this step of the plan, it is necessary to calculate not only quantitative indicators (e.g. ratio of men - women receiving parental leave), but also qualitative indicators. In this way, the perception of the members of the Organization regarding the existence or non – existence of balance is reflected. The ultimate future goal is for this research to be the basis for setting future goals (where we are and where we want to be), as well as for finding the right actions to achieve a satisfactory work- life balance for the sexes. Finally, it is necessary to define the appropriate indicators for observing the actions in order to evaluate the success or failure of the GEP and to improve and modify it appropriately.





	Determination of indicators related to:
	Objectives:
	Actions:

	· Provision of parental leave
· Possibility of flexible working hours (part- time work, tele-work, etc.)
· Career	interruption	and/or	resignations,                 reintegration
· Existence of conflicts between professional and personal life
(Implementation period: June 2022 - December 2022)
	· Investigation of the current situation regarding the balance between professional and personal life and organizational culture.
· Spreading the importance of gender equality in organizational culture.
(Implementation period: June 2022 - December 2022)
	· Adoption, calculation and analysis of thematic area 1 indicators
(Implementation period: June 2022 - December 2022)
· Conducting an information one-day conference to address sexist behavior and stereotypes in the workplace
(Implementation period: June 2022 - December 2022)



1 Dates of one-day conferences/ trainings and other dissemination actions can be changed according to the current COVID-19 health protocols 







4. [bookmark: _bookmark1]Thematic Area 2: Gender Balance in leadership and decision-making positions

The purpose of this thematic area is to investigate whether there is an under-representation of women in academic, managerial and administrative decision-making positions in the Organization, in order to determine the appropriate objectives for the promotion of equality as well as the adapted actions to achieve them.


	Determination of indicators related to:
	Objectives:
	Actions:

	· Composition by gender (men - women) of boards, committees, representation of men/women as  heads of units and strategic working groups.
· Number of women in leadership positions.
· Existence of strategies / policies / guidance services to enhance gender balance in decision-making processes.
	· Investigation of the current situation regarding gender balance in leadership and decision-making positions.
· Spreading the importance of supporting women's representation in leadership and decision-making positions.
(Implementation period: June 2022 - December 2022)
	· Adoption, calculation and analysis of thematic area 2 indicators
(Implementation period: June 2022 - December 2022),
· Conducting information and training one-day conference to support and enhance gender balance in leadership and decision-making positions.















5. [bookmark: _bookmark2]Thematic Area 3: Gender Balance in recruitment and career progression

The main aim of the 3rd thematic area is to investigate whether there are equal proportions of sexes in recruitment, the existence or not of horizontal and / or vertical separation, as well as the possibilities of development for both men and women, members of the Organization. The ultimate goal is on the one hand to set specific objectives for the recruitment/attracting women and their development to higher positions and on the other hand, to detect the appropriate actions for the implementation of these objectives. 


	Determination of indicators related to:
	Objectives:
	Actions:

	· Gender ratio (men - women) for the research, managerial and support staff 
· Apportionment by gender (men-women) of administrative and academic staff, by scientific field and level,
· Average apportionment by gender (men- women) in the recruitment and/or promotion in the last 3 years 
· Number of women and men who have achieved promotion in the last 3 years (academic, administrative, research, technical staff)
· Existence of gender sensitive protocols/ policies for attracting and hiring 

	· Investigation of the current situation regarding gender equality in recruitment and professional development.
(Implementation period: June 2022 - December 2022)
	· Adoption, calculation and analysis of thematic area 3 indicators.
(Implementation period: June 2022 - December 2022)
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6. [bookmark: _bookmark4]Thematic Area 4: Measures against gender-based violence, including sexual harassment

The main objective of this thematic area is to examine the ways in which gender-based violence is taken into account and/or is being confronted, including sexual harassment within the Organization. The results will examine whether or not further action is needed in order to ensure clear organizational policies and measures for gender-based violence and sexual harassment in relation to behaviors, complaints, support and combat processes. The ultimate goal is to establish a culture of zero tolerance for gender-based violence and sexual harassment.



	Determination of indicators related to:
	Objectives:
	Actions:

	· Number of training seminars on gender-based harassment/gender-based violence in the last 3 years
· Statistics of recorded cases of harassment in the last 3 years
	· Investigation of the current situation regarding measures against gender-based violence, including sexual harassment
· Establishing a culture of zero tolerance for gender-based violence and sexual harassment
(Implementation period: June 2022 - December 2022)
	· Adoption, calculation and analysis of thematic area 5 indicators,
(Implementation period: June 2022 - December 2022),







7. Joint Dissemination Actions

This specific section includes actions that do not belong to any of the above thematic areas, but aim to promote GEP within the EPLO in general. The specific actions underline the support of GEP by the Senior Administration, while emphasizing the obligation that each member of the EPLO has to adopt and/or implement the commitments and actions of GEP.

	Objectives:
	Actions:

	The main goals of this section are:
· Support of GEP by the Senior Administration 
· Informing the Organization’s community and more, about the existence of   the Plan for Gender Equality,
· Hierarchy of the integration of Gender Equality dimension as a priority in the EPLO agenda,
· Promoting the message of zero tolerance in cases of sexism, cultivating gender stereotypes, etc.
· Informing the Organization’s community about the implementation process of GEP,
· Mobilization and participation of all the EPLO staff in the implementation actions of GEP,
· Education and training of the EPLO staff on gender equality issues. (Implementation period: June 2022 – December 2022)
	According to the goals set, the actions for 2022 are the following:
· Endorsing of the Gender Equality Plan by the Executive Committee of the EPLO. Posting of GEP on the EPLO website  (Implementation period: May 2022 – July 2022),
· Publication of the annual updated GEP Report on the EPLO website.
(Implementation period: December 2022).
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