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Foreword by the Director
At the Leibniz Institute for Baltic Sea Research in Warnemunde (IOW) women have been

successfully involved in marine research from the very beginning. Many of them established
themselves in leading positions in various fields of science, economy and society and contribute
to the national and international reputation of the IOW. However, the proportion of women is still
significantly lower, especially in the management level of the IOW and among the senior
scientists, than in the group of associated scientists*, postdocs or PhD students.
The lOW's women's advancement plan is designed to achieve equal participation of women and
men in all research areas. In order to develop innovative (teaching and) research, the high
qualification and creative potential of women employed at IOW cannot be renounced. Therefore,
it is necessary to include the needs and expectations of women and men in all their diversity and
difference in the orientation of our institute.

An essential basis of the women's advancement plan is the research-oriented gender equality
standards of the German Research Foundation (respectively the Leibniz Association), which are
adopted and consistently implemented by IOW as a voluntary commitment.
The main focus of the equal opportunities work at IOW is
- increasing the proportion of women in all positions/salary levels in which they have been
underrepresented so far,
- increasing the proportion of female professors and the number of women in management
positions

- the promotion of female technical personnel and young scientists in all specialist and research
areas and

- the targeted support of all employees with family responsibilities.
All employees of the IOW, above all the managers, are called upon to implement the tasks and
objectives of the women's promotion plan. This can be achieved by creating a culture that
incorporates the knowledge and skills of women in mixed and diverse teams with high
professional competence.

)rof. Ulrich Bathmann, February 2020
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Preamble - Legal basis and standards (key statements)
General Equal Treatment Act (AGG)
The aim of the AGG is "to prevent or eliminate discrimination on grounds of racial or ethnic origin,
gender, religion or belief, disability, age or sexual identity" (§ i AGG). It thus transposes the four
EU anti-discrimination directives into a uniform law which came into force as a German federal

law on 18 August 2006.

Equality Act GIG M-V)
Act on Equality of Women and Men in the Civil Service of the State of Mecklenburg-Western

Pomerania (Equal Opportunities Act GIG M-V) in the version published on 11 July 2016 (GS Meckl.Vorp. Gl. No. 203-5), in force since 11 July 2016.
Under no circumstances should the measures forthe advancement of women described here fall
behind the state law.

Research-oriented gender equality standards of the Leibniz Association
It is the strategic goal of the Leibniz Association to establish gender equality. Within the
framework of the Pact for Research and Innovation 2011-2015 (Pact III) and its continuation in
Pact IV, the Leibniz Association has set itself the goal of significantly increasing the proportion
of women in scientific management positions (remuneration groups Ei5 to €4). To achieve this

goal, the Leibniz Association propagates numerous measures: In addition to concrete, centrally
organised support for female scientists from the competition and the Initiative Fund, these
include measures in the institutes to improve the compatibility of family and career for all
employees. For example, the General Assembly of the Leibniz Association decided back in 2008
that Leibniz institutes should be certified either by the audit berufundfamilie® or the Total EQuality rating as part of a voluntary commitment. In addition, the General Assembly accepted the
DFG's research-oriented gender equality standards as a voluntary commitment by a large
majority in the same year. The consistent implementation of these gender equality standards which the Leibniz institutions report on to the Executive Committee of the Leibniz Association is an important prerequisite for significantly increasing the proportion of women in leading
scientific positions.
Scope and validity of the Women's Promotion Plan at IOW
Objectives and measures for the advancement of women were drawn up by the Institute
management in cooperation with the equal opportunities officers, the section heads, the
administrative management and the head of the personnel department. The Women's
Advancement Plan was first discussed by the members of the Internal Gender Equality
Commission on 17 December 2012, approved in its present form and submitted to the Scientific
Council for comment with a validity until 2016. The Scientific Council approved the plan in its
meeting on 5 February 2013.

The present revised version reacts to the changes in the law as well as changes in scientific
reality and was finally discussed in the internal Equal Opportunities Commission.The lOW'splan
for the advancement of women runs from 2020 to 2022 and applies to the entire IOW.
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I. Section: Aims of the women's promotion plan

The IOW integrates the promotion of women into the planned and systematic process of
organisational and personnel development. In order to further improve equal opportunities,
binding targets and time limits for the implementation of the measures of the women's
promotion plan in the areas/sections were agreed upon.
The following objectives are pursued with the women's advancement plan at the IOW:
i. To achieve equal opportunities forwomen and men in all areas of the IOW

2. To counteract any form of discrimination against women in filling positions, appointments
and career advancement

3. Promoting the professional development and promotion opportunities of female employees,
in particular of young female scientists, through targeted measures of career and career
development

4. Promoting the compatibility of professional/scientific careers and the assumption of family
responsibilities

5. Increase the participation of women in decision-making bodies
6. Increasing the management competence of executives, especially with regard to issues of
women's advancement, as well as raising awareness of gender issues among executives
7. Acquisition of the Total E-Quality award again in 2022
8. Increase the proportion of women at all levels of qualification and in all categories of
employment where women are under-represented.
In order to increase the proportion of women among scientific staff, especially in management

positions, the Leibniz Association is pursuing the so-called cascade principle. Applying the
cascade model to the specific situation at the IOW results in the levels listed in Appendix I.
II. Section: Institutionalisation of Gender Equality Policy at the IOW
II.1 The Equal Opportunities Officer

At the IOW an elected equal opportunities representative and her representative are responsible
for equal opportunities issues.
The Equal Opportunities Officer advises and supports all IOW employees in questions of gender
equality and receives impulses on how to ensure gender-equitable working and research
conditions. She is also the contact person for the director, the section heads, and other
managers from the administrative areas as well as for the representatives of doctoral and postdoctoral students. The Equal Opportunities Officer reports regularly on her activities at staff
meetings, women's meetings and on her own website (https://www.io-

warnemuende.de/gleichstellung.html) and intranet site (https://intranet.iowarnemuende.de/gleichstellungsbeauftragte.html).
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The Equal Opportunities Officer of the IOW regularly takes part in the management consultations,
where she introduces topics of equality into the corresponding agenda item of the meetings. The
Equal Opportunities Officer also provides additional suggestions (e.g. by placing equal
opportunities policy topics in the Internal Equal Opportunities Commission (see 11.2), in the
corresponding plenary meetings or in the lOWinternal), promotes and accompanies the
improvement of equal opportunities throughout the Institute.
If the Equal Opportunities Officer complains about a violation of the Equal Opportunities Reform
Act M-V within 10 working days in the case of personnel or other measures, the matter must be
decided again by the manager/leadership and reasons given in accordance with §20 GIG MV.
The period begins when the Equal Opportunities Officer is informed of the measure. The measure
is suspended until the decision of the manager/leadership round and is only carried out after
the deadline has expired orwith the prior express consent of the Equal Opportunities Officer.
The Directorate, the section heads and the heads of the administrative and supporting divisions
shall cooperate with the Equal Opportunities Officer and support her work to the best of their
ability.
The IOW ensures appropriate working conditions for the Equal Opportunities Officer, the
involvement in the Institute's internal organisational and personnel development processes and
the timely provision of all necessary information for the fulfilment of the Equal Opportunities
Policy mandate.
The additional burden of fulfilling this function is taken into account at the IOW by partially
releasing the Equal Opportunities Officer from her duties or by supporting her in her work by
academic staff to the extent of a quarter position. At the same time the Equal Opportunities
Officer is supported by one of the secretaries.
Furthermore, the Equal Opportunities Officer has an annual budget at her disposal which can be
used to finance her own further training, network events and individual measures relating to

equality policy.
The rights and duties of the Equal Opportunities Officer or her representative are documented in
detail in the Equal Opportunities Act of the state of Mecklenburg-Western Pomerania (see Annex

l).
11.2 The Internal Equal OpDortunities Commission

With the internal Equal Opportunities Commission, a body has been created in which the
institute leaders, together with representatives of the Staff Council and Human Resources
Department, the representatives ofpostdocs and doctoral students and the Equal Opportunities
Officer, discuss measures for the equality of female and male employees at IOW, promote the
advancement of women at all levels of work and create family-friendly working conditions. The
internal Equal Opportunities Commission supports the work of the Equal Opportunities Officer
and the Institute management. It meets at least quarterly underthe direction of the director. The
establishment of the Internal Equal Opportunities Commission was included as a component in
the statutes of the IOW. "The foundation promotes equality between women and men. For this
purpose, it uses the internal Equal Opportunity Commission."
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Information on the activities of the Internal Gender Equality Commission is available on the
intranetsite https://intranet.io-warnemuende.de/g[eichstellungsbeauftragte.htm[.
III. Section: Measures forthe advancement of women at the IOW
lll.i Analysis of the employment structure

When the women's advancement plan comes into force, statistical surveys will be carried out
every six months to analyse the current situation, which will make it possible to monitor the
implementation of progress and initiate appropriate changes.
In particular, gender-specific data collection, insofar as it is not already being collected, is
carried out for:
- All areas and sections of the IOW

- All positions and academic degrees
- Fixed-term/permanent employment contracts
- Part-time jobs

- Parental leave(s) of employees
- Employees receiving third-party funding
- The age structure of scientific and non-scientific staff
- All pay grades and grades
-The composition of committees
- Keeping application statistics

The analysis of the employment structure is the basis for personnel development. On the basis
of the data collected, a forecast of the expected staff turnover and vacant positions is made. This
information then flows into the personnel development for the IOW. Scientific matters remain of
overriding importance. Data collection and analysis is carried out in compliance with data
protection.

Once a year these statistics are presented and analysed in the management consultation.
111.2 Personnel recruitment and staffing
Job advertisement

(i) The IOW follows a standardised procedure for filling vacancies and conducting interviews to
ensure the reliability and transparency of the process. The procedural guidelines (Standard Rules
for Staffing Procedures at IOW) are publicly available to all IOW employees on the intranet
(https://intranet.io-warnemuende.de/tl_files/dokumente/regularien/intern/standardregelungbesetzungsverfahren_20i8o4ii_de.pdf) under Rules. They point out in detail the particularities
of filling vacancies at the different career levels.
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(2) Following the Equal Opportunities Act of the state of M-V, all vacancies, including those in
management positions, are publicly advertised as part-time positions in accordance with the
procedure mentioned in (i). The Equal Opportunities Officer is a voting member of each
commission and accompanies each procedure. The Equal Opportunities Officer must be notified
in writing of the existence of the official interests of the service if the vacancy is not to be
advertised.

(3) All posts shall be advertised in a gender-neutral manner. It should be noted that the IOW
promotes the equality of all genders and particularly welcomes applications from women.
(4) Job advertisements for areas in which women are underrepresented according to the
statistical surveys of this women's promotion plan are to be made with the note: "As women are
underrepresented in this area of the IOW, preference will be given to women with equivalent
qualifications and aptitude".
(5) All job advertisements shall be made with a reference to the family-conscious attitude of the
IOW.
(6) Active Recruitment: In areas where women are underrepresented, the department leaders and
staff responsible for the call for applications search for suitable female applicants with the help
of the equal opportunities officers and the human resources department. Female candidates are
pro-actively invited to apply. In the case of active recruitment, the following measures, among
others, can be taken: Direct contact at congresses and symposia, addressing winners of poster
and presentation awards, searching for candidates from the networks of doctoral students,
postdocs, junior research group leaders and institute directors.

(7) The persons responsible for the advertisement of a permanent research position in the
respective area shall, if possible, name at least two suitably qualified female scientists to the
Institute's management who are potentially suitable for the advertised position.
Interviews and selection decision (general)
The procedural guidelines of the lOW's standard rules on staffing procedures also regulate the
procedure during interviews and selection procedures, taking into account the special
requirements of the different career stages.

A detailed description can be found on the intranet at https://intranet.iowarnemuende.de/tl_files/dokumente/regularien/intern/standardregelungbesetzungsverfahren_20i8o4ii_de.pdf.
Beyond that

i) As a means of increasing the proportion of women under-represented, staff turnover is
monitored and used at all levels of qualification, particularly in management positions.
2) The selection/appointment commission must agree on a list of questions before the interview,
which is to be applied equally to all applicants
3) All selection decisions shall be based primarily on the principle of selection of the best
candidates. In the event of equivalent qualifications, aptitude, skills and professional
8

performance, women shall be given preferential consideration when filling positions,
appointments, and promotions until the proportion of women in the respective employment
group reaches 50%.

If a male applicant is selected for a position although women are under-represented, this must
be justified. It shall be stated:
- The extent to which suitable female applicants were sought for the job,

-What measures have been taken internally to qualify women forthis position and
- What measures are planned for the future to qualify women for such a position?
- What are the main reasons for rejecting a female applicant?
A statement of the Equal Opportunities Officer is always required.
111.3 Career and personnel development

Staff interviews and development routines (all employees)

As a basis for better professional and career planning for women in the scientific, technical,
scientific support and administrative areas, annual performance reviews are held between
employees and managers. The framework conditions for this can be found in the service
agreement (DV-JG, Dienstvereinbarung zur Führung von Jahresgesprächen) on the pages of the
Staff Council (https://intranet.io-warnemuende.de/jahresgespraeche.html).
Sta ff interviews and development routines (especially for (junior) scientists)
The overriding goal at IOW is to discover scientific talents at an early stage, to promote them
sustainably and to accompany them continuously in their development. A systematic package of
measures has been put together for this young talent strategy:

(i) As a basis for better professional and career planning of women in the scientific as well as
the science supporting sector, employee and manager interviews are offered once a year. The
framework conditions for this can be found in the service agreement (DV-JG, Dienstvereinbarung
zur Führung von Jahresgespräche) on the pages of the Staff Council (https://intranet.iowarnemuende.de/jahresgespraeche.html).

(2) In addition to feedback from the manager on professional and scientific performance, the
focus is on identifying particular strengths and talents of the employee.
(3) Together, the manager and the employee shall define suitable measures for further training
and promotion of the scientific or non-scientific (e.g. technician) career in a written target
agreement. This agreement is signed by both parties.

(4) For doctoral candidates, regular discussions about their development take place within the
"Thesis Committee", these are anchored in the IOW guidelines for the course of qualification.
These can be found on the intranet under Regulations (https://intranet.iowarnemuende.de/tl_files/dokumente/richtlinie-doktorandenausbildung_20i704i9.pd0 as
guidelines for doctoral training and doctoral supervision.
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(5) A guideline for career planning has been developed and adopted within the IOW committees.
It summarizes internationally valid requirements for a professional career in the marine sciences.
The guideline can be found under (https://intranet.iowarnemuende.de/tl_files/dokumente/KarrierePlanungsleitfaden_20i4ii27.pdf).
(6) In order to identify and promote special scientific talents at IOW, the director exchanges
information once a year in bilateral talks with the section heads. The focus is especially on the
assessment of the scientific performance as well as the leadership competence of young
scientists at IOW with regard to a potential suitability for a professorship and other career paths.
General measures to promote the scientific careers of (young) women scientists
(i) Regular and up-to-date information on special funding opportunities from the Leibniz
Association, the Federal Government, the EU and otherfunding institutions can be found in "IOW
Info".

(2) Support forthe submission of applications and subsequent project implementation
(3) Encouraging participation in conferences, meetings and other scientific events
(4) Offers to talented female scientists to gain first experiences in responsible positions (e.g.
junior research group leader, project management, representation of the IOW in international
expert committees)
(s) Invitation of former IOW female scientists, who are still in the consolidation phase of their
career, to important IOW events, e.g. IOW anniversaries, in orderto keep in touch and to promote
networking.

(6) Promotion of women in the awardingof scholarships and research funds, awarding of prizes,
e.g. mobility grants, publication prizes, doctoral scholarships. Explicit invitation to women to
apply for scholarships and funding.
(/) Female doctoral candidates with very good results are motivated to further academic
qualifications, to develop an academic profile and, if necessary, to acquire third-party funding
for their own junior research group.
Special funding programmes
Programme "Come Back to Research: "Come backto research" is a support program me for female
marine scientists who are seeking to return to science after a family-related break. Applications
are open to former IOW employees, doctoral students supervised by IOW scientists, or scientists
who would like to settle down at IOW. In case of family burdens, short-term personnel and
financial support can be applied for beyond this program. The IOW tries to adapt the financial
conditions to the special situation of individual applicants. In this way, the IOW can support up
to two female candidates per year. Details about the program can be found on the pages of the
equal opportunities officers at https://www.io-warnemuende.de/come-back-to-research.html.
Mentoring programme for young female scientists, especially postdoctoral students: The IOW
strives to improve the qualification phase afterthe doctorate by means of an in-house sponsored
mentoring programme. The mentoring programme is intended to support excellent female
10

scientists in the post-doctoral / state-doctoral phase on their way to an academic career as a
professor or in leadership management and to introduce them to subject-specific networks. The
aim here is to increase gender equality and the associated increase in the proportion of qualified
women in scientific management positions.
Mentoringaimsto promote women outside the usual superior-subordinate relationship. In terms
of content, the aim is to ensure that young female scientists (mentees) of the institution are
advised by experienced, internationally proven colleagues (mentors) who are responsible for
their own research. The mentors pass on their professional knowledge and experience to an
inexperienced person. During the approximately two-year mentoring program, the mentees go
through individual qualification measures that prepare them for possible future performance
tasks. They are introduced to existing networks and given practical tips to promote their careers
in the longterm.

Individual qualification programs for (junior) scientists and managers (m/f)
(i) The IOW would like to especially qualify junior staff in the scientific and administrative field
with potential for management tasks.
(2) The determination of the individual qualification requirements is always done in a discussion
between the employee and the manager. The aim is to agree on a qualification plan over several
years with suitable measures and modules for the respective scientific or science supporting
O'unior) manager.

(3) Female junior staff in particular are to be informed by their managers about the possibilities
of professional or scientific qualification in relation to their individual situation and motivated
to participate in suitable qualification offers.
(4) IOW has established guidelines for all doctoral students regarding the training as well as the
quality of supervision. (https://intranet.io-warnemuende.de/tl_files/dokumente/richtliniedoktorandenausbildung_20i704i9.pdf).
In the two guidelines, career stages after the doctorate (https://intranet.iowarnemuende.de/tl_files/dokumente/KarrierestufenNachPromotion_20i6i22i.pdf) or in the

criteria for achieving a permanent position (https://intranet.iowarnemuende.de/tl_files/dokumente/KamerePlanungsleitfaden_20i4ii27.pdf), the specific
concerns of the individual career stages are explained.

"Equalpay for equal work"- Equality of women and men in the assignment to pay groups
As a rule, the employees are classified according to the activity to be carried out in accordance
with the collective agreement and remuneration regulations. Discrimination against women in
different pay and salary groups is avoided by the use of a job evaluation commission, which
ensures that a uniform gender-independent job evaluation is carried out in all areas of the IOW
and that current classifications and job descriptions are corrected if necessary. The job
evaluation commission meets on demand.

111.4 A cooperative and fair interaction in the workplace (Cf. employment agreement for a
partnership approach at the workplace at IOW)
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With the adoption of the above-mentioned employment agreement, the IOW committed itself to
uphold the dignity and the physical and mental integrity of all employees at the IOW and to
protect them from the negative effects of social conflicts. This agreement aims at promoting a
good and cooperative working atmosphere, in which problems and conflicts are discussed
openly and constructively. The regulations of the agreement apply to conflicts that disturb the
peace of the company, especially in the case of mobbing, sexual harassment or similar
problems. The agreement offers protection against assaults and guarantees all employees a right
of complaint and consultation if they feel that they have been disadvantaged, treated unfairly or
otherwise impaired by other employees. The current version of this agreement for a partnership
approach in the workplace at IOW can be found in German and English at https://intranet.iowarnemuende.de/tl_files/personalrat/DV_Partner_iio405.pdf and https://intranet.iowarnemuende.de/tl_files/personalrat/DV_Partner_iio405_en.pdf on the website of the Staff
Council. In addition, the Equal Opportunities Officer has published an information sheet on how
to proceed in the event of sexual harassment. This document can befound athttps://intranet.iowarnemuende.de/tl_files/dokumente/gleichstellung/Merkblatt%20sexuelle%2oBelaestigung
_final-gsb.pdf.
III.S Participation of women in committee work

Together with the committee management as well as representatives in the committees it is
jointly considered how the participation of women in the commissions at the IOW can be
improved. Furthermore, women should be encouraged to stand for election to
commissions/committees orto become involved in them. This includes:
- Steering Committee: participation by function
- Internal Equal Opportunities Commission: participation by function
- Scientific Council: Elective office

- Doctoral Representation: Elective office
- Staff Council: Elective office

- Appointment committee: Composition according to the appointment regulations of the
Universities of Rostock and Greifswald; when filling IOW positions, the equal opportunities
commissioner can influence the decision making process
- Ombudsperson: Election office
- Equal Opportunities Officer: Elective office
IV. Section: The IOW as a family-friendly employer - compatibility of professional or scientific
career, work and family responsibilities
The IOW sees itself as a family-friendly employer and works to ensure that pregnancy,

parenthood and the care of relatives in need of care do not have a negative impact on the
academic career and further career development. Our efforts have been rewarded with the Total
Quality Award in 2013, 2016 and 2019.
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Flexible working hours
The special features regarding working time at the IOW for all employees beyond the legal
requirements are regulated and described in two agreements, namely in the Framework
Agreement on the Regulation of Working Time (https://intranet.iowarnemuende.de/tL<:iles/personalrat/Dienstvereinbarungen/RDV_AZ_20i6ii28_unterschrieb
en.pdf) and in the Service Agreement on the Regulation of Working Time and Overtime
(https://intranet.io-warnemuende.de/dv-az.html)1.
(i) The IOW basically supports the possibility of reducing working hours for family-related
reasons. The working time is adapted to the needs of employees with family responsibilities
according to the possibilities of the service.
(2) Requests of employees for a reduction of working hours for family reasons have to be
complied with, as far as there are no compelling operational reasons against it. Applicants shall
be notified in writing of the rejection of applications, giving a detailed description of the urgent
operational requirements.
(3) Reduced working hours and leave forfamily reasons are not allowed to have a negative impact
on the field of activity or on career development. The performance of managerial and executive
duties shall in principle not prevent the reduction of working hours.
(4) Part-time employees shall be given the same career advancement and further training
opportunities as full-time employees. Part-time employment must not have any adverse effects
whatsoever.

(5) When filling full-time posts, priority shall be given to applications from women and men who
have hitherto worked part-time for family reasons, provided they are suitably qualified.
(6) All employees of the IOW with school-age children are to be granted leave during school
holidays if possible, taking into account official interests.
Leave of absence
(i) The IOW provides employees with comprehensive information on the legal possibilities of
taking time off work to care for children and relatives in need of care and on the relevant

provisions in the applicable statutory and collective bargaining provisions.
(2) All employees who apply for part-time employment or leave of absence will be informed by
the Human Resources Department of the consequences, in particularwith regard to pension and
unemployment insurance claims and pension rights. Applicants will also be informed that
spouses/life partners may also apply for leave of absence or realise their entitlement to parental
leave.

1 The Working Time Agreement of 17 March 1 994 was replaced by the Framework Agreement on the Organisation
of Working Time (28 November 2016). Until the entry into force of the Agreement on Working during Expeditions
(DV-AZ See), the Agreement on Working Hours and Overtime in Relation to Working Hours during Expeditions
shall remain in effect.
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(3)The IOW supports family-related leave of absence- explicitly also for male employees-within
the framework of the legal and collective bargaining regulations.
(4) A leave of absence for family reasons must not lead to an impairment of the professional
career.

(5) An application for an early return from leave of absence shall be granted at the earliest
possible date.
(6) At the end of such leave, the IOW guarantees employment in an equivalent job, even if
working hours are reduced at the request of the employee.
Home office and mobile working
Forfamily reasons and in emergencies, employees may be released from the obligation to attend
at short notice. Further details shall be governed by a service agreement. At the time of release
in February 2020, the consultation process on the regulating agreement had not yet been

completed. In this interim phase, the modalities of the release from the attendance are to be
negotiated with the supervisor(s).
Further and advanced training
(i) Training and further training events should generally take place during working hours unless
there are urgent operational requirements to the contrary.
(2) Seminars and colloquia shall not normally start after 2 p.m.

(3) All employees on leave for the care of children and persons in need of care shall be sent
important information on internal developments at the Institute even in their absence. For the
time after their absence, they are offered further education and training events to facilitate their
return to work.

Childcare and Family Services

(i) In case of an acute care gap, the offer of a fully equipped family office at the IOW can be used
(https://www.io-warnemuende.de/Eltern-Kind-Büro.html).
(2) At conferences, employees can, upon request, make use of the childcare services organised
by IOW. For children under 6 years of age, the IOW will cover the costs.
(3) Counselling to facilitate the job search for the respective partner (Dual Career for Couples) is
offered on request.
(4) The IOW enables all employees* to take a rest period in the so-called women's rest room
(https://www.io-warnemuende.de/Frauenruheraum.html). This room is especially prescribed for
pregnant women in the workplace regulation ASR A4.2.
In general, IOW staff* are requested to contact the institute management in case of bottlenecks
regarding the compatibility of work and family. Individual solutions are possible for a limited
period of time if necessary, such as the provision of a parking space in situations where a quick
use of the own car is required without time-consuming search for a parking space.
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V. Section: Final provisions and entry into force - implementing provisions for the women's
promotion plan

(i) Once a year, the section heads shall report to the Internal Equal Opportunities Commission
on the status of implementation of the women's promotion plan, including the necessary
personnel development measures for young female researchers. At the same time, the Equal
Opportunities Officer shall issue a corresponding statement on this.
(z) In cooperation with the Internal Equal Opportunities Commission, the Equal Opportunities
Officer shall regularly submit a report to the Director of the IOW on the implementation of and
compliance with the promotion of women. She makes proposals for the continuation and/or
adjustment of the Women's Advancement Plan according to current developments.

(3) Deviations from the women's promotion plan must be documented.
(4) The plan for the advancement of women is published on the lOWintranet, on a notice board
and atwww.io-warnemuende.de.

Entry into force:

The Women's Promotion Plan comes into force the day after its publication on the IOW intranet.

re, heüruary202o

Prof. Ulrich Bathmann, Director of the IOW
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Annex I: Target values for 2025
The Leibniz Association has set itself the goal of increasing the representation of women in
science and research. To this end, realistic and ambitious target quotas for women are set
according to organisation-specific cascade models. In setting its target quotas, the IOW follows
the recommendations of the Leibniz Association and focuses in particular on increasing the
proportion of women in leading positions in the scientific field.
According to the so-called cascade principle, by 2025 the proportion of women in each
hierarchical level should be reached that existed before this period at the level below. The
fluctuation rate at the respective career level will also be taken into account when determining
the quotas.

Applying the cascade model to the specific situation at the IOW results in the following levels:
Salary levels

Percentage of women as of

Target quotas 2025

31.12.2019

Level l:Ei2/Ei3
Level 2: Ei4
Level 3:Eis
Levels: W2/C3
Level5:W3/C4

59%

50%

22%
6o%
0%
20%

26%
50%
0%

Management levels

Percentage of women as of

Target quotas 2025

Institute management

31.12. 2019
0%

Heads of departments
Total

11%
11%

40%

22%
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