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1 G&E Principles 

The Energieinstitut an der JKU sees itself as a research institute that promotes cooperation in diversity 

and holistic ways of thinking and is committed to equal opportunities. 

An inspiring working environment and successful work require an open, diverse corporate culture 

characterised by mutual respect. Innovation requires diverse perspectives and different approaches, 

including in relation to problem-solving strategies. Inspiration and stimulation often come from teams 

of staff with different backgrounds, ages or genders. Aware of the pivotal role played by an open 

corporate culture, the Energieinstitut an der JKU pursues a comprehensive strategy to support diverse 

ways of thinking, with the aim of fostering the development of all scientific and social skills among its 

staff. The principles of income equity, gender equality and a discrimination-free environment for 

people of all genders and identities are central priorities for the management of the Energieinstitut an 

der JKU. 

Furthermore, the Energieinstitut an der JKU is committed to the principles of gender equality, social 

equality of opportunity, taking into account the specific needs of people with disabilities, and ensuring 

that care responsibilities for children and relatives in need of care can be reconciled with professional 

life. The Energieinstitut an der JKU is committed to fostering a diverse and inclusive working 

environment and works to eliminate discrimination on the grounds of age, gender, ethnicity, religion, 

sexual orientation or disability. It is also actively committed to promoting equality between men and 

women, as well as creating career-supportive conditions for employees with families and eliminating 

or compensating for any disadvantages. 

The Energieinstitut an der JKU maintains an open corporate culture and approaches the diverse 

backgrounds of all staff members with an open mind and without prejudice. In doing so, a respectful, 

open and appreciative approach to working together and towards external parties is actively practised.  

The Energieinstitut an der JKU has set itself the goal of specifically integrating the teaching of diversity 

skills into research projects by incorporating relevant dimensions such as age, background, disability, 

interculturality, gender and religion. As a research institution, the Energieinstitut an der JKU is 

committed to making a positive contribution to equality by publishing findings on social media or in 

the form of specialist publications and newspaper articles. In doing so, the publication of results that 

take the gender dimension into account in research and innovation content fosters the emergence of 

new ideas, continuously breaks down gender-specific prejudices and helps to better reflect the diverse 

realities of life. 

These principles are incorporated into the Gender & Equality Plan, which was drafted under the 

leadership of the Gender and Diversity Task Force at the Energieinstitut an der JKU. 
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2 Legal Basis 

Legal frameworks transform the goals of equal opportunities and freedom from discrimination into 

binding requirements. The Gender & Equality Plan of the Energieinstitut an der JKU is therefore 

formulated on the basis of the following laws: 

• Art 7 Abs. 1, 2 und 3 des Bundes-Verfassungsgesetzes (B-VG),  

• §§ 19 Abs. 2 Z 6, 20 b sowie 41 bis 44 des Universitätsgesetzes (UG), 

• Gleichbehandlungsgesetz (GlBG), 

• Bundes- Behindertengleichstellungsgesetz (BGStG) und  

• Behinderteneinstellungsgesetz (BEinstG). 

Furthermore, the Gender & Equality Plan can be viewed in the context of the UN Convention on the 

Elimination of All Forms of Discrimination against Women (UN Women’s Rights Convention), the UN 
Convention on the Rights of Persons with Disabilities (UN Disability Rights Convention) and the 

extensive body of European equal treatment and equality legislation.1 

Article 14 of the European Convention on Human Rights stipulates that the rights and freedoms set 

out there in shall be secured without discrimination on any ground such as sex, race, colour, language, 

religion, political or other opinion, national or social origin, property, birth or other status. 

Furthermore, Article 2 of the Austrian Constitution of 1867 stipulates that all citizens are equal before 

the law. 

 

 

1 Equality Plan_JKU_2021_06_23.pdf p. 3 

https://www.jku.at/fileadmin/gruppen/416/GenderAndDiversity_alt/2123_Satzungsteil_Gleichstellungsplan_V1_2021_06_23_bf.pdf
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3 Gender & Equality Plan 

The Energieinstitut an der JKU aims, through the following plan, to help ensure gender equality in 

science and research in general and within its own organisation, to raise awareness and foster a culture 

of inclusivity among staff, and to improve the professional circumstances of those who may be 

disadvantaged.  

3.1 Objectives 

The following objectives are to be achieved through the implementation of the equality plan with 

corresponding activities and measures: 

1. Prevention of discrimination and/or disadvantage on the grounds of gender, sexual 

orientation, age, ethnicity or religion  

2. Supporting a culture of mutual respect within the organisation and in communication through 

clear positioning and communication on the topic of equality and diversity, both internally and 

externally  

3. Integration of structures for the ongoing incorporation of a permanent Gender & Diversity 

dialogue at the Energieinstitut an der JKU 

4. Sustainable embedding and utilisation of resources for equality measures at the 

Energieinstitut an der JKU 

5. Integration of diversity issues and relevant skills into research projects 

6. Contributing to gender and diversity-sensitive research projects in the interests of scientific 

objectivity, integrity and the Institute’s social mission 

7. Publication of research results taking into account the gender and diversity dimensions in 

research and innovation content 

8. Ensuring a liveable working environment for Institute staff, taking into account the 

compatibility of work with caring responsibilities for children and relatives in need of care  

9. Ensuring a balanced proportion of women at the Energieinstitut an der JKU through 

appropriate recruitment and adequate human resources measures  

3.2 Process 

These objectives are to be achieved and maintained through appropriate measures. Particularly in the 

process of addressing gender equality issues, the Energieinstitut an der JKU is guided by gender 

mainstreaming and the associated steps. The fundamental aim of gender mainstreaming is to achieve 

gender equality in society and in all areas of life. The aim is to achieve genuine equality between the 
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genders and to highlight inequalities.2 The Gender Mainstreaming Cycle approach is applied for the 

development and ongoing refinement of the equality plan. This covers the definition, planning, action 

and review of problems and their solutions. It is therefore a cycle and an ongoing process that is 

constantly being developed and supplemented (see Chapter 3.3).  

3.3 Embedding at all levels – Gender & Diversity Task Force 

To ensure the effective implementation and long-term embedding of equality measures, staff from 

various hierarchical levels (management, academic leadership, project management, senior experts, 

junior experts, research assistants, administration, project coordination, interns, student assistants 

and other (temporary) staff) must be involved, and individual awareness of this issue must be raised 

and strengthened. Standards are defined to ensure freedom from discrimination (such as a transparent 

salary structure or standardised recruitment processes). 

The management and scientific directors of the Energieinstitut an der JKU expressly support the gender 

equality strategy and are committed to involving all staff in the necessary process. To this end, a 

dedicated ‘Gender & Diversity’ task force has been established at the Energieinstitut an der JKU to 

develop, implement and improve gender equality measures. The aim is for the working group to 

comprise staff members with a wide variety of professional backgrounds, genders, career stages and 

family circumstances, in order to ensure that the gender equality measures are designed and 

implemented as holistically as possible and that they are comprehensive. Continuous improvement is 

ensured through an iterative process (monitoring, evaluation, revision of measures) – this is carried 

out according to the ‘Plan-Do-Check-Act’ (PDCA) principle.3 

 

The open working group gives all staff the opportunity to contribute directly to the design and 

implementation of equality measures at the Energieinstitut an der JKU. This is particularly important 

because, whilst all staff bear personal responsibility for an inclusive, diverse and open corporate 

culture, a framework should also be created that makes it easier to fulfil this responsibility and pool 

 

2 Federal Ministry of Labour, Social Affairs and Consumer Protection (2014): Gender Mainstreaming. 

Fundamentals and Guidelines. Vienna: Ministry of Social Affairs. ISBN: 978-3-85010-322-0. Gender 
Mainstreaming Fundamentals and Guidelines (sozialministerium.at) 
3  European Institute for Gender Equality (2016): Gender Equality in Academia and Research. 

Luxembourg: Publications Office of the European Union. doi:10.2839/272753 Gender & Equality in 

Academia and Research  

https://broschuerenservice.sozialministerium.at/Home/Download?publicationId=230
https://broschuerenservice.sozialministerium.at/Home/Download?publicationId=230
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-1
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide/step-1
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their commitment. The measures developed are adopted as a decision by the management and 

communicated and implemented accordingly in the respective departments. 

The task force therefore undertakes the following tasks in cooperation with the management and the 

scientific leadership: 

• Developing the Energieinstitut an der JKU’s equality strategy, including objectives and 
measures 

• Establishing processes for the effective implementation of the measures 

• Monitoring and evaluation of the implemented measures 

• Development and reporting of key performance indicators 

• Participation and representation of the Energieinstitut an der JKU at external events and 

networks on the topic of gender equality in the research environment, including the 

following ( Equal by30 , DIVERSITEC database, WIMEN network, Laura Bassi 4.0 network – 

Digitalisation and Equal Opportunities, event “The Energy Transition is Female!”) 

• Organisation of internal events on gender equality, training in internal gender competence, 

external consultancy on gender and diversity issues 

• Providing information and communication on equality issues in consultation with 

management (internal and external) 

• Point of contact for all staff members who have suggestions regarding equality, gender and 

diversity within the working environment at the Energieinstitut an der JKU 

• Participation in training and further education to build and consolidate knowledge and 

subsequently pass this on to the Energieinstitut an der JKU’s staff 

3.4 Measures 

The measures outlined in the equality plan comprise, on the one hand, the ongoing measures already 

implemented at the Energieinstitut an der JKU, as well as those currently being implemented. 

3.4.1 Measures implemented 

The Energieinstitut an der JKU has always fostered an inclusive and open corporate culture and is 

constantly working to realise its potential for improvement. As part of this, the Energieinstitut an der 

JKU has been a member of the Equal by 30 campaign since 2019, which forms part of the Clean Energy, 

Education and Empowerment Initiative (C3E). The initiative has set itself the goal that, by 2030, public 

and private organisations in the energy sector worldwide will achieve a female representation of at 

least 30% at all organisational levels and promote equality and diversity. This is achieved through a 

public commitment by organisations to the Equal by 30 targets, the formulation and implementation 

of their own objectives and reporting to the initiative. In addition, organisations receive advice on 

gender and diversity issues. 

The Energieinstitut an der JKU supports Equal by 30 and its principles, including facilitating the 

exchange of best practices and the sharing of knowledge wherever possible. 

As shown in the table below, the gender distribution at the Energieinstitut an der JKU (as of January 

2022) compares with the Austrian/European context as follows. 

https://www.equalby30.org/en
https://www.femtech.at/
https://www.wimen.at/
https://www.linkedin.com/groups/12464523/
https://www.linkedin.com/groups/12464523/
https://www.linkedin.com/groups/12522065/
https://www.equalby30.org/en
https://www.c3e-international.org/
https://www.c3e-international.org/
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Table1 : Staff distribution at the Energieinstitut an der JKU (as of 2025) 

EI-JKU all Absolute Male Female Diverse 

Total 43 20 23 0 

Pre-doc 31 39% 61% 0% 

Post-doc 12 67% 33% 0% 

Total 100% 47% 53% 0% 

 

 

 

Figure1 : Distribution of staff by department. GFA=Management; AA=Administration; RV=Energy Law; 

TV=Energy Technology; WV=Energy Economics; blue = male; green = female. Figures in the outer ring represent 

the absolute number of staff. (As of 2025) 
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Figure2 : Comparison of men and women in research – Energieinstitut an der JKU, Austria and other research 

sectors in Austria. (As of 2025) 

Source of external data: FEMtech 2023 

Furthermore, the Energieinstitut an der JKU is committed to supporting a healthy work-life balance: as 

part of its social responsibility, the Institute creates the flexibility within the working environment that 

staff need to balance their work at the Energieinstitut an der JKU with their personal lives as effectively 

as possible. This is reflected, amongst other things, in flexible working hours, the option to work from 

home, and measures in the area of workplace health promotion; furthermore, employees’ career 
development is supported. These and other measures are explained in more detail below. 

3.4.1.1 Recruitment processes / HR measures 

In job advertisements, care is taken to use gender- and diversity-sensitive language in order to appeal 

to a broad spectrum of applicants4 . This applies not only to the inclusion of m/f/d in the advertisement, 

but also to the wording of the entire job profile.5,6 The aim is to prevent discrimination in recruitment 

processes, including taking into account non-traditional career paths and atypical work experience 

when making hiring decisions.  

Furthermore, in the interests of promoting women, targeted job advertisements are placed on career 

portals for women, including, for example, Diversitec (formerly FEMtech, should this become possible 

again in future) or the female factor. This is considered particularly important as the proportion of 

 

4 No author: [Blog post] (2019) “3 Tips to Avoid Discriminatory Job Ads” [Tripartite Alliance for Fair & Progressive 

Employment Practices], published on 3 September 2019. https://www.tal.sg/tafep/resources/articles/2019/3-

tips-to-avoid-discriminatory-job-ads  (Accessed: 27 January 2025) 
5 Marise Ph. Born & Toon W. Taris (2010) The Impact of the Wording of Employment Advertisements on Students' 

Inclination to Apply for a Job, The Journal of Social Psychology, 150:5, 485–502, DOI: 

10.1080/00224540903365422  
6 Matfield, K. ‘Gender Decoder’ https://gender-decoder.katmatfield.com/ based on Gaucher, D., Friesen, J. & 

Kay, A. C. (2011) Evidence That Gendered Wording in Job Advertisements Exists and Sustains Gender Inequality, 

Journal of Personality and Social Psychology, July 2011, Vol 101(1), pp. 109–28), 

https://doi.org/10.1037/a0022530  
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https://open4innovation.at/resources/pdf/JR_FEMtech_2023_daten_auf-einen_blick_v03_final.pdf
https://www.tal.sg/tafep/resources/articles/2019/3-tips-to-avoid-discriminatory-job-ads
https://www.tal.sg/tafep/resources/articles/2019/3-tips-to-avoid-discriminatory-job-ads
https://gender-decoder.katmatfield.com/
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women remains relatively low, especially in non-university research in the fields of technology and 

natural sciences in Austria.7 

To ensure the swift and seamless integration of new staff members into the team, the Energieinstitut 

an der JKU relies on an internal mentoring programme (buddy system) as part of the onboarding 

process. A handbook, available to all staff members, serves as a supporting tool in this regard. 

Furthermore, all staff members are encouraged to provide support, particularly to new recruits. 

To ensure contact between management and staff beyond the onboarding process and routine project 

work, biannual, bilateral feedback meetings are held. These serve to evaluate career progress, 

personal well-being in the workplace, and the planning of future career steps. Furthermore, mutual 

feedback is exchanged to enable continuous improvements to work processes and the working 

atmosphere.  

 

3.4.1.2 Communication & Content Quality Assurance 

Non-discriminatory, gender-equitable and respectful language forms part of the fundamental 

principles of written and oral communication at the Energieinstitut an der JKU and with external 

stakeholders. In its publications and presentations, the Energieinstitut an der JKU follows the JKU Linz 

guidelines for inclusive language. 

 

Objectivity, scientific rigour, professionalism and adherence to deadlines are regarded as 

fundamental premises in the conduct of work. Similarly, the Institute expects consideration of gender 

and diversity issues, as well as the use of gender-sensitive language, in project reports, presentations, 

project proposals, scientific articles and other project and dissemination work. Guidance on this is 

communicated internally, either directly or via the staff handbook. 

To facilitate the exchange of information and feedback across teams and departments – on general 

topics as well as specific research projects – regular online meetings are held for all staff members. 

 

3.4.1.3 Training and professional development 

The Energieinstitut an der JKU supports training opportunities for all staff, which are agreed on an 

individual basis. These include, amongst others: 

• Participation in subject-specific (online) seminars as well as specialist conferences and 

meetings 

• Professional software and methodology training, both online and in person 

• Participation in professional networking events and workshops 

Furthermore, the academic training and further education of all staff members is specifically 

promoted. The Energieinstitut an der JKU facilitates work-related doctoral studies for all staff 

 

7 See Equal Opportunities in R&D – DIVERSITEC  

https://www.jku.at/fileadmin/gruppen/416/Website_-_inklusive_Sprache/pdfs/JKU_Sprachleitfaden_Langversion_A5-2025.pdf
https://www.jku.at/fileadmin/gruppen/416/Website_-_inklusive_Sprache/pdfs/JKU_Sprachleitfaden_Langversion_A5-2025.pdf
https://diversitec.at/c/fakten-fortschritt
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members holding a Master’s degree or equivalent higher education qualification. Particular attention 

is paid to ensuring the compatibility of studies with duties at the Energieinstitut an der JKU, and time 

resources are made available for study purposes. 

Furthermore, within the framework prescribed by law, the Energieinstitut an der JKU offers individually 

tailored models for educational leave and part-time study. These further training opportunities are 

seen as an added value for the employee and thus also for the Energieinstitut an der JKU, as highly 

educated, technically skilled and holistically minded staff who are up to date with the latest scientific 

developments represent the key resource for the Energieinstitut an der JKU’s success.  

In addition to the leave models, the option of a sabbatical has also been introduced by individual 

agreement. 

 

3.4.1.4 Gender Pay Gap 

The Energieinstitut an der JKU uses a standardised salary structure that provides for clear gradations 

based on position and length of service with the company. Gender-specific differences in salaries 

within a pay grade are excluded.  

 

3.4.1.5 Work-life balance 

The Energieinstitut an der JKU offers all employees contractually guaranteed 

• Flexible working hours with the option of time off in lieu 

• Part-time and full-time working arrangements 

• Home office days 

• Flexible annual leave arrangements (hourly model) 

In addition, all staff members are entitled to contractually guaranteed special leave days in connection 

with bereavements, weddings and house moves, in accordance with statutory provisions8 . To support 

a healthy work-life balance, the Energieinstitut an der JKU encourages and supports the use of parental 

leave and part-time working arrangements9 . Furthermore, staff members are expressly entitled to 

care leave for close relatives in accordance with statutory provisions10 . 

Thanks to the Energieinstitut an der JKU’s geographical location and its partnership with Johannes 
Kepler University Linz, there is also the option to use the childcare facilities at the university. 

 

 

8 Section 8 of the Equal Opportunities Act 
9 As the Energieinstitut an der JKU has more than 25 employees, it is legally obliged to offer parental part-time 

work. However, the Energieinstitut an der JKU explicitly supports and encourages eligible employees of any 

gender to make use of these schemes. 
10 § 16 Annual Leave Act 

https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=10008069
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3.4.1.6 Health promotion 

To ensure a pleasant working environment, the focus is also on promoting the mental and physical 

health of all Energieinstitut an der JKU staff, with the aim of reducing or compensating for the strain 

that can arise from office work and stressful phases in project work. 

To this end, the ‘MAGNUM’ project was carried out in 2019/2020 in collaboration with the ÖGK 

(initially the OÖGKK), which aimed to identify the need for action regarding workplace measures for 

health promotion. As a result, a catalogue of measures was drawn up by the staff and management. 

The following measures, amongst others, emerged from the MAGNUM project or were intensified 

(examples): 

• Sports and exercise programmes  

• Institute-owned e-bikes 

• Fruit basket 

• Support for personalised and health-promoting office design 

• Staff can take advantage of the online workshops offered by fit2work during their working 

hours 

The Energieinstitut an der JKU was consequently awarded the BGF seal of approval; recertification was 

possible from 2024 and has been achieved. The Energieinstitut an der JKU has once again been 

awarded the seal of approval for the years 2025 to 2027.  

 

3.4.1.7 Promoting employee mobility 

Employee mobility also plays a major role in achieving a healthy work-life balance. This is also closely 

linked to workplace health promotion and the Energieinstitut an der JKU’s objectives of positively 
influencing the scope of its contribution to the climate and energy transition beyond its actual project 

work. 

For this reason, the Energieinstitut an der JKU provides subsidies for annual public transport passes 

(e.g. Vorteilscard, Klimaticket), provided that the Energieinstitut an der JKU’s premises are located 

within the area covered by the annual pass. For staff members who do not have access to suitable 

public transport, the Institute will alternatively cover the parking fees on the university campus. 

In the course of their work, staff are encouraged to use public transport wherever possible: firstly, 

because this is in line with the Energieinstitut an der JKU’s objectives regarding the climate and energy 
transition; and secondly, because the use of public transport, such as the train, tends to have a lower 

https://fit2work.at/
https://www.netzwerk-bgf.at/cdscontent/?contentid=10007.889482&portal=nbgfportal
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environmental impact when travelling compared to a car.11,12,13 In addition, the institute’s own e-bikes 

can also be used for commuting. 

3.4.2 Newly implemented measures 

With the first edition of the Gender & Equality Plan, key measures were defined at the Energieinstitut 

an der JKU to promote equality, diversity and equal opportunities. The aim was to critically reflect on 

existing structures and introduce concrete steps to improve both the visibility of women in research 

and the work-life balance. 

This update outlines which measures have already been implemented since the report was published, 

which are still in progress, and where further action is required. The aim is to demonstrate 

transparently how the Energieinstitut an der JKU continuously monitors and adapts the objectives it 

has set. 

3.4.2.1 Organisation and Management 

Objectives Measures Implemented Update 

planned 

Gender equality 

monitoring 

Development of an internal 

monitoring tool based on KPIs 

Q4/2025 Half-yearly or 

annually 

 

To support a transparent and sustainable equality policy, an internal monitoring tool based on defined 

Key Performance Indicators (KPIs) has been developed. Implementation was successfully completed in 

the fourth quarter of 2024. The tool enables the collection of relevant equality data, makes progress 

visible and presents developments over time in a measurable way. This now provides a solid 

foundation for regularly reviewing the success of measures in the area of gender and equality and 

making targeted adjustments where necessary. 

 

3.4.2.2 Recruitment processes / HR measures 

Objectives Measures Implemented  

Recruitment  
Targeted job advertisements on 

career portals for women 
Q3/2024  

To target more women specifically, various career portals were reviewed and evaluated. Based on this 

review, it was determined which platforms are particularly suitable for the Energieinstitut an der JKU 

 

11  Morris, E. A., Guerra, E. (2015) Are we there yet? Trip duration and mood during travel, 

https://doi.org/10.1016/j.trf.2015.06.003. 
12 Gatersleben, B., Uzzell, D. (2007) Affective Appraisals of the Daily Commute: Comparing Perceptions of Drivers, 

Cyclists, Walkers, and Users of Public Transport, https://doi.org/10.1177%2F0013916506294032 
13  Wener, R. E., Evans, G. W. (2011) Comparing stress of car and train commuters, 

https://doi.org/10.1016/j.trf.2010.11.008. 
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to place job advertisements. This laid the groundwork for publishing vacancies specifically via portals 

that increasingly target women in research and technology. 

 

3.4.2.3   

Objectives Measures Implemented  

Raising awareness of 

gender and diversity 

Gender & diversity training within 

the team, e.g. gender-neutral 

language in 

presentations/publications, 

promotion of a gender- and 

diversity-sensitive working culture 

Q4/2023–
Q4/2024 

 

Gender & Diversity 

Officer 

Enable additional qualifications / 

Build gender and diversity 

competence within the team 

Q4/2024  

Networking Networking with other research 

institutions, utilising networks 

Q1/2022  

Internal awareness-

raising 

Integration of gender aspects into 

research activities, explicit research 

questions and publication of results   

Q1/2023  

Measures against 

sexual harassment and 

racism 

Raising awareness of these issues – 

acting as role models, external 

complaints bodies, public relations 
and information work, use of 

educational and training 

institutions, addressing the issue 

Q4/2024  

 

Between Q1 2023 and Q2 2025, the Energieinstitut an der JKU implemented targeted measures to 

raise awareness of gender and diversity issues within the team. These included, in particular, training 

sessions on gender-neutral language, gender and leadership, and the promotion of a working culture 

that is sensitive to diversity as a whole. In addition, an opportunity was provided to gain further 

qualifications, with the aim of establishing a point of contact within the team with expertise in gender 

and diversity. This helped to strengthen expertise within the Institute. At the same time, the 

Energieinstitut an der JKU intensified its collaboration with other research institutions and utilised 

existing networks to exchange experiences and adopt best practices. Furthermore, gender aspects are 

systematically integrated into research by taking relevant questions into account and ensuring that the 

results are explicitly addressed in publications. In this way, equality and diversity aspects are 

increasingly incorporated into the Institute’s scientific work and development. 

3.4.2.4 Work-life balance 

Objectives Measures Implemented  

Supporting staff in 

achieving a personal 

work-life balance 

Support and assistance with plans 

for returning to work after parental 

leave 

Q1/2023  

Sabbatical Providing information resources Q1/2023  
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The Energieinstitut an der JKU is implementing measures to support staff in achieving a healthy work-

life balance. This includes, in particular, providing support and guidance for returning to work after 

parental leave, for example through individual return-to-work and reintegration plans. In addition, 

information resources on the topic of sabbaticals have been made available, ensuring that staff are 

informed at an early stage about options and the relevant conditions. These initiatives help to better 

reconcile professional and personal commitments and promote long-term loyalty to the Institute. 

 

3.4.2.5 Health promotion 

Objectives Measures Implemented Update 

planned 

Expansion of 
workplace health 

promotion 

Continuation of the measures listed 
at3.4.1.6 and expansion of the 

range of services  

Q1/2022  

Conducting annual 

surveys on employee 

health and well-being 

Based on the surveys conducted as 

part of the MAGNUM project, 

possibly in cooperation with the 

ÖGK/Fit2Work 

Q4/2023 Annual 

Recertification of the 

Workplace Health 

Promotion (BGF) seal 

of quality  

Cooperation with ÖGK, Forum 

Gesundheit and the Province of 

Upper Austria 

Q4/2024  

 

Workplace health promotion at the Energieinstitut an der JKU is being continuously expanded. In 

addition to continuing the measures already mentioned under 3.4.1.6, the range of services has been 

gradually expanded to meet the diverse needs of staff. Regular surveys on staff health and well-being 

are now being conducted. These are carried out in cooperation with the ÖGK and Fit2Work. Another 

important step was the recertification of the Workplace Health Promotion Quality Seal, which is being 

prepared in collaboration with the ÖGK, the Health Forum and the Province of Upper Austria. This 

ensures the quality of the measures and further strengthens the integration of health promotion 

within the Institute. 

3.4.3 Measures to be implemented 

Objectives Measures Implementation 

period 

 

Ongoing monitoring of 
equality issues 

Regular implementation and 

continuation of the staff survey 
using , with an expanded focus on 

gender and research. 

From Q4 2025  

Strengthening the 

Gender & Research 

perspective 

Integration of gender-specific 

issues into research projects and 

academic work; highlighting 

these in publications. 

From Q1/2025  
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Expansion of the 

Gender & Diversity 

Task Force 

Giving more members of the task 

force the opportunity to 

undertake external training and 

gain additional qualifications. 

From Q1/2025  

Widespread 

awareness-raising 

within the institute 

Conduct regular training sessions 

for all staff on gender and 

diversity topics (e.g. unconscious 

bias, gender-neutral language, 
inclusive project management). 

 From Q1/2025  

Support for women in 

leadership roles 

Development of targeted 
programmes to prepare and 

support women in leadership 

roles (mentoring programmes, 

training) 

From Q4/2025  
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4 Resources and budget 

The updated version of this equality plan was developed as part of the AWARE@EI-JKU project (see 

below), and the measures proposed therein are being implemented thanks to project funding. For the 

remainder of the project’s duration, personnel and material resources from the project will be 

available for the implementation and further development of the gender equality plan. These funds 

will enable the development of internal measures, the continuous monitoring of implementation, the 

gathering and incorporation of staff feedback, and the facilitation of participation in training courses, 

networking events and relevant workshops. Once the AWARE@EI-JKU project has been completed, 

the implementation of the equality plan will continue to be ensured. From this point onwards, the 

necessary human and material resources will again be funded from the Energieinstitut an der JKU’s 
internal resources to ensure the long-term sustainability of the measures developed.  

The AWARE@EI-JKU project is an initiative to promote sustainable structures in the areas of gender, 

awareness and recruitment at the Energieinstitut an der JKU. The project, which was initiated by the 

Energieinstitut an der JKU, runs from January 2023 to June 2025. Supported by a sub-contract from 

ÖGUT and the University of Vienna, the project aims to build gender expertise and embed gender 

mainstreaming at the Institute. In addition, the existing institutional culture is to be analysed in order 

to develop a Code of Conduct based on this. Another focus is on positioning the institute as an 

attractive employer through the implementation of a gender-equitable recruitment process. 

Furthermore, career opportunities are to be created with a particular focus on technical staff, and the 

existing equality plan is to be expanded to include monitoring KPIs. The project, co-funded by the FFG, 

implements targeted measures to promote equality and diversity at the Energieinstitut an der JKU.  
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5 Monitoring 

The definition of the gender programme’s objectives, as well as the evaluation of the effectiveness of 
the measures, are carried out through ongoing monitoring using various tools and defined key 

performance indicators. 

5.1 Monitoring measures 

The basis for monitoring is provided by the annual feedback meetings, which are conducted bilaterally 

by the management with each employee. The meetings facilitate mutual feedback regarding work 

processes and outcomes, the working environment and colleagues, as well as further topics, e.g. work-

life balance, career development, physical and mental health, and social activities within the 

Energieinstitut an der JKU. The reviews therefore serve in particular to qualitatively assess employees’ 
subjective well-being and to plan personal development at the Energieinstitut an der JKU. 

In addition to this qualitative tool, key performance indicators (KPIs) enable the quantitative 

assessment of the effects of the measures. The monitoring measures and KPIs are outlined in detail 

below.14 

5.1.1 Work and productivity 

• Number of employees by gender, position and full-time/part-time status 

• New hires, promotions and departures (including the ratio of applications to hires by gender) 

• Proportion of women among early-career researchers and in individual departments 

• Trends in the proportion of women at different hierarchical levels (‘leaky pipeline’) 
• Salary and bonus structure (including transparency regarding equality) 

• Productivity in relation to promotions 

• Qualitative description of employee behaviour 

• Total absence rates 

5.1.2 Recruitment and HR initiatives 

• Ratio of applications (m/f/d) to job vacancies 

• Proportion of female applications leading to appointments 

• Quality assurance of job advertisements by the Gender & Diversity Task Force (wording, 

networks, response rate) 

5.1.3 Training and development 

• Number of male and female employees in further training programmes 

• Recording of training and further education measures on diversity, gender and equality topics 

• Participation in external training courses, conferences and networks (e.g. WIMEN, Diversitec) 

 

14 Note: Depending on the measures implemented and the further development of the GEP, future changes and adjustments to the KPIs are reserved. 
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5.1.4 Work-life balance 

• Use of parental leave and part-time work for parents 

• Use of educational leave and part-time work 

• Use of sabbaticals 

• Part-time work to facilitate return to work following long-term sick leave 

• Cumulative days of absence due to care leave (children, parents, close relatives) 

5.1.5 Health and safety 

• Offers and use of internal/external health promotion measures (e.g. yoga, sports days, 

Fit2Work) 

• Health and safety in the workplace 

• Recording of incidents relating to harassment 

• Reintegration following long-term sick leave 

5.1.6 Gender measures 

• Gender interventions and costs 

5.2 Survey on stress and working atmosphere 

Based on the survey on employee well-being conducted as part of the MAGNUM project (see 3.4.1.6 ) 

and in line with the amendment to the Working Hours Act (ASchG) (Federal Law Gazette No. I 

118/2012)15 (see standardised procedures also at eval.at), the idea arose to conduct an annual survey 

on stress and working atmosphere. The development of a suitable questionnaire, along with the 

methods for conducting and evaluating the survey, was set out as a measure to be implemented in the 

previous version of the Gender and Equality Plan. This has since been carried out, and an annual survey 

on this topic now takes place. As part of the fit2work project, a survey is being conducted using the 

scientifically recognised Work Ability Index (WAI). The aim is the long-term maintenance and 

promotion of work ability, as well as the preventive design of healthy working environments. The 

survey serves both to gather new data and to evaluate the advisory process. The results will be 

presented in a presentation following the evaluation. This led to the concept of the employee liaison 

officer, who has since been established within the institute as a confidential and accessible point of 

contact and makes an important contribution to supporting and building trust within the team. 

5.3 Gender Pay Gap 

• Recording of full-time and part-time proportions among female and male staff at all 

hierarchical levels 

• Global mean (average) of the gender pay gap (KPIs) 

 

15 As a non-public institution, the Energieinstitut an der JKU has no legal obligation 

https://auva.at/blog/psychische-belastung/
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6 General Glossary  

Age discrimination: Is a form of social discrimination and describes unequal treatment on the basis of 

age. It is one of the most deeply institutionalised forms of discrimination and is particularly evident in 

the fact that certain age groups are treated differently, taken into account or excluded in decision-

making. This makes it difficult for those affected to participate fully in professional, health-related or 

social life.16 

Disability: A disability is defined as the effect of a physical, mental or psychological impairment that 

lasts for more than six months. Under the law, people with disabilities are those who are, or become, 

physically, mentally or psychologically impaired in one or more vital areas of social life. People with 

disabilities are often confronted with disadvantages in everyday life. Legal frameworks are intended 

to ensure that this does not happen.17 

Harassment: Harassment refers to a specific form of discriminatory disadvantage caused by unwanted 

behaviour. People’s dignity is violated through intimidation, hostility, humiliation or insults and this 

can occur both intentionally and unintentionally.18 

Equal opportunities: This refers to the fundamental right of all people to have access to all services 

and facilities. It also includes a prohibition on discrimination.19 

Discrimination: Discrimination refers to the disadvantage or denigration of individuals or groups on 

the basis of criteria supposedly specific to that group. Such disadvantages particularly concern 

restrictions on participation in public life, freedom of movement, health, education, working life or 

pay. A distinction is also made between direct and indirect discrimination.20 

Diversity: The term ‘diversity’ describes the concept of variety and also stands for respect and 

appreciation in relation to sex, gender, age, ethnicity, religion, disability and sexual orientation.21 

Gender: This term refers to social gender as opposed to biological sex. It therefore addresses gender 

identity as well as the social and cultural aspects of gender.22 

 

16 H Kracke, B., Noack, P. (Eds.) Handbook of Developmental and Educational Psychology. From the series: 

Springer Reference Psychology. Springer VS, Berlin, Heidelberg. https://doi.org/10.1007/978-3-642-54061-5 
17 Federal Act on the Equality of Persons with Disabilities (Federal Act on the Equality of Persons with 

Disabilities – BGStG) 

StF: Federal Law Gazette I No. 82/2005 (National Council: GP XXII RV 836 AB 1028 p. 115. Federal Council: AB 

7341 p. 724.) General information on equality for people with disabilities (oesterreich.gv.at) 
18 Federal Conference of Women’s and Equality Officers at Universities (ed.) (2018): Policy paper on sexualised 
discrimination and violence at universities. 2018-Grundsatzpapier-SDG.pdf (bukof.de) 

19 Federal Ministry of Labour, Social Affairs and Consumer Protection (2016): Equal Opportunities. The Law on 

Equal Treatment in Austria. Vienna: Ministry of Social Affairs. ISBN: 978-3-85010-212-4 
20 Upper Austrian Chamber of Labour (2021): Discrimination. Discrimination | Chamber of Labour 
21 Vienna Chamber of Commerce: Diversity Glossary. Diversity-Leitfaden (wko.at) 
22 Vinz, Dagmar; Schiedering, Katharina (2010): Gender and Diversity: Understanding and Shaping Diversity. In: 

Massing, Peter (ed.): Gender and Diversity. Understanding and Shaping Diversity. Wochenschau Verlag: 

Schwalbach 

https://www.ris.bka.gv.at/eli/bgbl/I/2005/82
https://www.parlament.gv.at/PAKT/VHG/XXII/I/I_00836/index.shtml
https://www.parlament.gv.at/PAKT/VHG/XXII/I/I_01028/index.shtml
https://www.parlament.gv.at/PAKT/VHG/XXII/NRSITZ/NRSITZ_00115/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/I-BR/I-BR_07341/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/I-BR/I-BR_07341/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/BRSITZ/BRSITZ_00724/index.shtml
https://www.oesterreich.gv.at/themen/menschen_mit_behinderungen/gleichstellung_von_menschen_mit_behinderungen/Seite.1871000.html
https://bukof.de/wp-content/uploads/2018-Grundsatzpapier-SDG.pdf
https://www.arbeiterkammer.at/beratung/arbeitundrecht/Arbeitsklima/Diskriminierung.html
https://www.wko.at/oe/charta-der-vielfalt/sprachleitfaden.pdf


Equality Plan, Energieinstitut an der JKU Version dated 1 March 2026 

 

Energieinstitut an der JKU    21 / 25 

Gender mainstreaming: Gender mainstreaming refers to the process of systematically integrating a 

gender perspective and assessing the impact of all measures on gender equality in all areas and at all 

levels. It aims to establish a strategy that incorporates and implements the interests and needs of both 

women and men equally in all political, economic and social spheres.23 Women, just like men, should 

have political and economic participation and be involved in decision-making processes.24 Existing 

inequalities should be abolished and women and men should be treated equally in all areas. The 

ultimate goal is therefore to achieve equality between all genders.  

Gender identity: The concept of identity is how a person describes and defines themselves and 

expresses their self-perception. The components of identity vary from person to person and are also 

subject to change. Gender identity describes the gender to which a person feels they belong (e.g. 

woman, man, transgender).25 

Equal Treatment Act: This Act (AGG) came into force in August 2006 and aims to prevent and eliminate 

discrimination on the grounds of five dimensions of diversity: ethnic origin (including skin colour), 

gender, religion (or belief), age and sexual orientation.26 

Inclusion: Put simply, inclusion means participation in all areas of social life. These areas include work, 

education, leisure and many more. Social inclusion exists when every single individual is accepted 

within society, thereby enabling participation in every area. The distinction from integration lies in the 

fact that inclusion goes significantly further. Integration aims to incorporate people into an existing 

environment, whereas inclusion requires the environment to adapt to the people and their needs27 

Integration: Integration means bringing excluded people into an existing system. This usually involves 

the person being integrated having to adapt. The environment (work, clubs, etc.) hardly changes in the 

process28 .  

LGBTQIA+: This term is an acronym for lesbian, gay, bisexual, transgender, queer, intersex, asexual 

and, finally, with the + sign, for other gender identities. Originally, the term only included LGBT, but 

over time it has evolved into an umbrella movement. The UN Human Rights Commission also uses the 

term LGBT. This umbrella term is primarily used in the fight against discrimination29 and refers to 

people who are not heterosexual or whose gender identity does not correspond to the binary model 

of male and female.  

 

23 United Nations (1996): Report of the Fourth World Conference on Women. United Nations publication Sales 

No. 96.IV.13 Beijing full report E.pdf (un.org) p.27 and GMS - Definition of gender mainstreaming_mark.pdf.  
24 Federal Ministry for Sustainability and Tourism (2019): Integrated National Energy and Climate Plan for 

Austria. Vienna. Austria NEKP_mark.pdf 
25 City of Vienna: Gender identity and gender. Vienna Anti-Discrimination Office for LGBTIQ Affairs Gender 

identity and gender (wien.gv.at) 
26 Ibid. 
27 Federal Ministry for Europe, Integration and Foreign Affairs (ed.) (2016): Accompanying document to Federal 

Law Gazette III No. 105/2016. Vienna. Accompanying document to Federal Law Gazette III No. 105/2016 

(sozialministerium.at) 
28 Ibid.  
29 UN Free & Equal | Learn More (unfe.org) 

https://www.un.org/womenwatch/daw/beijing/pdf/Beijing%20full%20report%20E.pdf
file:///C:/Users/AK194644/AppData/Local/Temp/XPgrpwise/61FA63F2JKUpoa05100170396211F91/GMS%20-%20Definition%20gender%20mainstreaming_mark.pdf
file:///C:/Users/AK194644/AppData/Local/Temp/XPgrpwise/61FA63F2JKUpoa05100170396211F91/GMS%20-%20Definition%20gender%20mainstreaming_mark.pdf
file:///C:/Users/AK194644/Documents/GroupWise/Ã�sterreich%20NEKP_mark.pdf
https://www.wien.gv.at/menschen/queer/transgender/geschlechtsidentitaet.html
https://www.wien.gv.at/menschen/queer/transgender/geschlechtsidentitaet.html
https://broschuerenservice.sozialministerium.at/Home/Download?publicationId=390
https://broschuerenservice.sozialministerium.at/Home/Download?publicationId=390
https://www.unfe.org/learn-more/
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Lesbian: people who identify as female and are attracted to people of the same sex.  

Gay: people who identify as male and are attracted to people of the same sex. 

Bisexual: bisexual people are attracted to both the same and the opposite sex.  

Transgender: see Transgender 

Queer: frequently used to encompass non-heterosexual and non-cisgender people. (Cisgender 

people identify with the gender assigned to them at birth).  

intersex: This term refers to people who have physical sex characteristics that cannot be 

categorised solely as male or female.  

asexual: People who have no desire for sexual interaction and do not find other people sexually 

attractive.  

 

Racism: Racism refers to the belief that people are unequal on the basis of characteristics defined by 

natural science. This leads to a generalised assessment of real or perceived differences between 

people, which is used to justify privileges or acts of aggression.30 

Sex (biological sex): In English usage, a distinction is made between ‘sex’ (biological sex) and ‘gender’ 
(social gender). The term ‘sex’ therefore refers to physical sexual characteristics and is based on 
measurable factors such as chromosome sets, hormones, and internal and external sexual organs31 .  

Sexism: Sexism refers to actions, statements and attitudes that contribute to the oppression of 

individuals or groups on the basis of their sex.32 

Sexual harassment: According to the Equal Treatment Act (GlBG), sexual harassment occurs “when 
behaviour of a sexual nature is engaged in which impairs a person’s dignity, is unwanted, inappropriate 
or offensive to the person concerned, and creates an intimidating, hostile or humiliating working 

environment for the person concerned …”.33 

Sexual orientation: A person’s sexual orientation may be directed towards people of the same or the 
opposite sex, both, or neither (homosexuality, heterosexuality, bisexuality, pansexuality, asexuality).34 

Stereotype: Stereotypes are based on categorisations and associate certain characteristics with 

individuals, groups of people, situations or even ideas. Subjective perceptions are further formulated 

 

30 Vienna Chamber of Commerce: Diversity Lexicon. (Diversity-Leitfaden (wko.at) 
31  Sauer, Birgit (2006) Gender and Sex. In: Scherr, A. (eds) Sociological Basics. VS Verlag für 

Sozialwissenschaften. https://doi.org/10.1007/978-3-531-90237-1_6 
32 Wippermann, Carsten (2020): Sexism in Everyday Life: Perceptions and Attitudes of the German Population. 

Federal Ministry for Family Affairs, Senior Citizens, Women and Youth. Sexism in Everyday Life (bmfsfj.de) 
33 Federal Act on Equal Treatment (Equal Treatment Act – GlBG) 

StF: Federal Law Gazette I No. 66/2004 (NR: GP XXII RV 307 AB 499 p. 61. BR: 7042 AB 7059 p. 710.) RIS – Equal 

Treatment Act – Consolidated Federal Law, version of 11 January 2022 (bka.gv.at) 
34 Vienna Chamber of Commerce: Diversity Lexicon. (Diversity-Leitfaden (wko.at) 

https://www.wko.at/oe/charta-der-vielfalt/sprachleitfaden.pdf
https://www.wko.at/oe/charta-der-vielfalt/sprachleitfaden.pdf
https://www.bmfsfj.de/resource/blob/141246/022f9fac09435d797f3b1a8bef56a211/sexismus-im-alltag-pilotstudie-data.pdf
https://www.ris.bka.gv.at/eli/bgbl/I/2004/66
https://www.parlament.gv.at/PAKT/VHG/XXII/I/I_00307/index.shtml
https://www.parlament.gv.at/PAKT/VHG/XXII/I/I_00499/index.shtml
https://www.parlament.gv.at/PAKT/VHG/XXII/NRSITZ/NRSITZ_00061/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/I-BR/I-BR_07042/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/I-BR/I-BR_07059/index.shtml
https://www.parlament.gv.at/PAKT/VHG/BR/BRSITZ/BRSITZ_00710/index.shtml
https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=20003395
https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=20003395
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as assertions. This term should not be confused with that of prejudice. Prejudice characterises a 

judgement that has been made about something without prior experience.35 

Transgender: This term refers to people whose gender identity does not (or only partially) correspond 

to the sex assigned to them at birth is further distinguished from the previously used term 

‘transsexuality’, as the latter refers only to the binary gender system and includes only men and 
women.36 Transgender refers to the word ‘gender’ and therefore also includes people who have a 
gender identity other than male or female.37 

Work-life balance: aims to make the workplace as flexible as possible for different people and their 

needs, so that a good balance between work and personal interests is achievable.38  

 

35 Thiele, Martina (2019): Stereotype and Ideology. Marginalisation of Critical Research in Communication 

Studies. In: Krüger, Uwe; Sevignani, Sebastian (eds.): Ideology, Critique, Public Sphere. Proceedings of the 

Network for Critical Communication Studies. University of Leipzig. DOI: 

10.36730/ideologiekritik.2019.14Stereotyp-und-Ideologie-Marginalisierung-kritischer-Forschung-in-der-

Kommunikationswissenschaft.pdf (researchgate.net) 
36 City of Vienna: Transgender People. Transgender People (wien.gv.at) 
37 Office for the Implementation of Equal Treatment (2022): Transsexual, Transgender, Transident. Transsexual, 

Transgender and Transident – Bug e.V. (bug-ev.org) 
38 Federal Ministry for Family Affairs, Senior Citizens, Women and Youth (ed.): Work-life balance. A driver of 

economic growth and social stability. 417_050831_ak.indd (bmfsfj.de) 

https://www.researchgate.net/profile/Martina-Thiele/publication/337420117_Stereotyp_und_Ideologie_Marginalisierung_kritischer_Forschung_in_der_Kommunikationswissenschaft/links/5e07a729a6fdcc283745e076/Stereotyp-und-Ideologie-Marginalisierung-kritischer-Forschung-in-der-Kommunikationswissenschaft.pdf
https://www.researchgate.net/profile/Martina-Thiele/publication/337420117_Stereotyp_und_Ideologie_Marginalisierung_kritischer_Forschung_in_der_Kommunikationswissenschaft/links/5e07a729a6fdcc283745e076/Stereotyp-und-Ideologie-Marginalisierung-kritischer-Forschung-in-der-Kommunikationswissenschaft.pdf
https://www.wien.gv.at/menschen/queer/transgender/
https://www.bug-ev.org/themen/schwerpunkte/dossiers/diskriminierung-von-trans-personen/trans-geschlechtlichkeit-hat-viele-auspraegungen/identifikation-als-trans/transsexuell-transgender-und-transident
https://www.bug-ev.org/themen/schwerpunkte/dossiers/diskriminierung-von-trans-personen/trans-geschlechtlichkeit-hat-viele-auspraegungen/identifikation-als-trans/transsexuell-transgender-und-transident
https://www.bmfsfj.de/resource/blob/95550/eb8fab22f858838abd0b8dad47cbe95d/work-life-balance-data.pdf
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7 Language Guide  

The Energieinstitut an der JKU follows the JKU Linz guidelines for inclusive language in both its 

publications and presentations.  
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