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EXECUTIVE SUMMARY 

We at HZB (Helmholtz-Zentrum Berlin für Materialien und Energie GmbH) consider equal opportunities, 
regardless of gender, as well as the continual improvement of the work-life balance for all employees to 
be management tasks of the highest priority. We regard equal opportunities as the driving force in 
promoting a supportive, collegial, and efficient working environment.  

HZB strives to achieve a climate neutral society through science and innovation. This is why we drive 
materials discovery, create new sustainable technologies, and empower the research community in 
realising this goal. In pursuing our mission, we take responsibility in our daily work for our ecological 
footprint. In a concerted effort to negate this imbalance, HZB has implemented a variety of measures to 
encourage a fair, equal, and diverse taskforce. 

This HZB Gender Equality Plan (GEP) 2022 – 2025 with an update on actual statistics for 2022 
encompasses several key aspects: 

- Publicity of the HZB GEP: Emphasis on transparent communication to raise awareness and
encourage participation in gender equality initiatives.

- Dedicated Resources for the HZB GEP: Highlighting resource allocation for effective
implementation and monitoring of GEP activities.

- Data Collection and Monitoring: Detailing systematic data collection and analysis to address
gender disparities in staff categories, salaries, contracts, and leadership roles.

- Training: Discussion of training programs to promote awareness of biases and stereotypes and
to foster inclusivity.

- Goals of HZB GEP: Outlining HZB's overarching objectives for guiding gender equality efforts.
- Measures to Improve Work-Life Balance and Organizational Culture at HZB: Exploration of

various measures to enhance inclusivity, such as recruitment strategies, mentoring programs,
and gender-based violence prevention efforts.

In conclusion, this HZB Gender Equality Plan showcases our dedication to gender equality. Through data-
informed initiatives, training, and diverse measures, HZB aims to foster an inclusive workplace where all 
employees can thrive. In this document, 'women' refers to all individuals who identify as women, and 
'men' refers to all individuals who identify as men." 

1. PUBLICITY OF THE HZB GEP

The Gender Equality Plan (GEP) is written by the Equal Opportunity Representatives and is published on 
the HZB website www.helmholtz-berlin.de.  

To increase gender equality and diversity awareness at HZB, several activities have been implemented: 
1. Mentorship Programs:

Established mentorship programs by the DocTeam and Postdoc Offices that pair experienced
employees with those seeking guidance and support, regardless of gender.

2. Flexible Work Policies:
HZB has implemented flexible working policies that accommodate various needs, supporting
work-life balance for all employees.
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3. Regular Communication:
Maintain regular communication through newsletters, intranet updates, and meetings to keep
employees informed about the company's gender equality initiatives.

4. Mental Health Awareness:
To take into account the post-pandemic influences on the working conditions on mental health, 
HZB pays great attention to the mental health issue. All genders benefit from better access to
counselling and contact persons (new trained mental health first aiders, Mental Health Week in
Oct. 2022, psychosocial counselling 24/7).

5. Celebrating Diversity Days:
Celebration of International Women's Day as well as Girl’s Days are some of the gender-related
events to showcase the company's commitment to inclusivity.
On the German Diversity Day in May 2022, the management, and the Diversity Officer organized
an event with a focus on internationality. How do new employees from other countries succeed 
in integrating into the team at HZB? What role does cultural background and gender play?
During a panel discussion, employees spoke very openly about their experiences.

6. Inclusive Language in the recruiting process/announcements:
HZB uses inclusive (English and German) language in all forms of communication to create a
more inclusive and respectful environment. In addition, HZB has guidelines on gender-inclusive 
language, which also include recommendations on how to address non-binary people.

2. DEDICATED RESOURCES FOR HZB GEP

2.1 Equal Opportunity Office (EOO) 

The Equal Opportunity Office (EOO) at HZB is dedicated to promoting and ensuring equal opportunities 
for all employees, regardless of their gender. Its primary goal is to eliminate discrimination and foster a 
fair and inclusive work environment. The EOO works towards providing a level playing field for career 
advancement, professional development, and access to resources for all staff members. Through various 
initiatives and policies, the EOO actively supports gender equality and strives to create a workplace 
where all employees can thrive. 
The EOO at HZB is headed by the EOO commissioner and three deputy EOOs. All members of the Equal 
Opportunity Office are elected by HZB female*employees. The EOO Commissioner is granted a 25% 
exemption from her other duties to focus on promoting equal opportunities within the organization. 
Supporting the EOO team is a part-time secretary, working at 50% capacity. 
The equal opportunities officer and her deputies play vital roles in various administrative processes, 
including recruitment, conversions of temporary contracts to permanent ones, allocation of bonus 
payments, and professorial appointments. Their involvement ensures that these processes are carried 
out with a strong commitment to promoting diversity, fairness, and inclusivity. 
Moreover, the EOO commissioner has additional duties, e.g. serving as a member of the selection boards 
for management positions and participating as a guest in the Supervisory Board meetings. This 
involvement allows the commissioner to advocate for gender balance and diversity at the highest levels 
of decision-making, contributing to an inclusive and equitable work environment.  

With the equal opportunities officer and her deputies actively engaged in these roles, the Equal 
Opportunities Office remains dedicated to fostering a workplace where everyone has equal 
opportunities for growth, development, and success. 
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2.2 Diversity Officers 

HZB is committed to providing a supportive working environment and to embracing all employees 
regardless of ethnic origin, nationality, age, gender identity, physical and mental abilities, religion, and 
sexual orientation. HZB was the first non-university research institution in Germany to be certified with 
the Stifterverband's "Shaping Diversity" certificate in December 2021 and is a member of the German 
“Charta der Vielfalt” (Diversity Charter) since 2022. The Charta der Vielfalt promotes the recognition, 
appreciation, and integration of diversity in business culture. When organizations make use of their 
employees’ diversity, they boost their success and are attractive employers. 4,800 companies and 
organizations have thus far signed the Charta der Vielfalt. In this way, they are supporting an appreciative 
and unbiased working environment. 
HZB self-commitment on diversity (published on Charta der Vielfalt): "At the Helmholtz-Zentrum Berlin 
für Materialien und Energie (HZB), we promote diversity among our employees. It is an important 
prerequisite for the creativity and innovative power of our research centre. Diversity is part of our working 
culture and brings different people together." 
https://www.charta-der-vielfalt.de/ueber-uns/die-unterzeichner-innen/liste/zeige/helmholtz-zentrum-
berlin/ 
At HZB diversity matters are addressed by two appointed Diversity Officers, supported by a newly 
founded diversity working group. The task of the working group is to advise the Diversity Officers and 
Management, and to implement the HZB Diversity Plan strategically. The working group members come 
from six units at HZB to include a cross-section of employees: the Equal Opportunities Representative; 
one selected representative from the Works Council, from People Operations, and from IT or Facility 
Management; and two representatives from Research. The working group also recommends the 
implementation of so-called “diversity labs”, to work on specific issues (e.g., Mental Health Lab, 
Knowledge transfer, etc.). Both Diversity Officers have a total of 0.25 FTE resources for their tasks. 

2.3 Office for Work and Life (OWL) 

The Office for Work and Life (OWL) at HZB is responsible for strengthening work-life balance among its 
employees. It recognizes the importance of addressing the challenges individuals may face in balancing 
their professional and personal lives. The OWL implements policies and programs that support flexible 
work arrangements, family-friendly practices, and well-being initiatives. By creating a supportive work 
environment, the OWL helps employees effectively manage their responsibilities both at work and 
outside of it, ultimately contributing to improved job satisfaction, productivity, and overall employee 
well-being. 
The “Office for Work and Life” (OWL), provides information for employees about HZB family-friendly 
measures, allocates nursery places, provides information on regulations concerning pregnancy and 
parental leave, and on the family service. The OWL is part of the personnel department and is staffed with 
0.5 FTE. In 2022, the expenses for family-friendly measures amounted to 67,000 EUR. 
In September 2022, the Mental Health Lab, OWL, and the company health management organized a 
Mental Health survey in which more than 450 HZB employees took part. The survey asked about stress in 
the work and private environment. In summary, it can be said that, from the respondents' point of view, 
HZB scores well in terms of qualifications, job security and scope of activity, among other things. There 
is room for improvement in terms of appreciation and supportive employee management. No attention 
was paid to differences between the genders in the evaluation. This should be considered when 
repeating the survey in the next years. 

These three units presented in 2.1 to 2.3, working in harmony, play a crucial role in HZB's commitment 
to gender balance and fostering a diverse, inclusive, and supportive workplace for all its members. 
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3 DATA COLLECTION AND MONITORING 

The data related to gender equality is collected in a joint effort of the departments ‘People Operations’ 
(staff categories, pay grades, contract matters) and ‘Directors Office’ (appointments, leadership tiers, 
boards) and monitored mainly by the equal opportunities officer and her deputies.  

3.1 Women’s quotas in the individual staff categories 

Fig. 1 below shows the women’s quotas in each of the staffing categories at HZB since 2009. For the 
scientific staff (with 565 members, the biggest group in HZB), for the science support staff (247 
members) and for the administration and infrastructure staff (428 members). The total women’s 
quota, which in 2022 represents 31.6% in the entire HZB, is shown as well. 

Figure 1: Women’s quotas in each of the staff categories at HZB from 2009 to 2022. 

As seen in Figure 1, shows that by 2022 the women’s quotas for the scientific staff and for the science 
support staff have increased up to 25% and 26.3%, respectively.  In all staff groups there is no change 
in the trend from 2021 to 2022. The general increase of the scientific staff group numbers over the years 
mirrors the changes in the quota of women graduates in Germany (for more details see the section 
on scientific staff below). 

3.2 Salaries 

Fig. 2 shows the respective number of men and women assigned to pay grades from E2 to E15Ü and W1 to 
W3/C4 (professorial salaries). These categories have been pre-defined by the Federal Government 
and can be referenced in the TVöD Tables, publicly available on the internet1.  The resulting women’s 
quotas in each pay group are indicated by the yellow line. If women were represented equally in all 

1 https://oeffentlicher-dienst.info/c/t/rechner/tvoed/bund?id=tvoed-bund-2022&matrix=1 
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pay grades, the women’s quota should amount to 31% throughout (equivalent to the 31% quota 
regarding the total number of employees). 

Fig. 2 shows that payment categories up to E9 (typically assigned to administrative staff) are mainly 
represented by women. In the E12 category, mainly assigned to senior supporting staff, women are 
notably under-represented. The categories from E13 and above are dominated by scientific staff. An 
overall women’s quota of 28.7% and 29.8% can be seen at E13 and E15 (mainly scientific team 
leaders and heads of departments), respectively. In payment category E14 (senior scientists on 
permanent contracts), women are under-represented. Only four women are currently in the E15Ü 
grade (three leaders of Joint Research Groups with universities and one administrative staff 
representative). There is, at present, nobody with the junior professor pay grade W1. 

Figure 2:  Pay scale vs. gender for different pay grades (from E2 up to W3) as of December 2022. 

3.3 Temporary contracts and permanent positions 

Fig. 3 shows how men and women in temporary and permanent employment are represented in 
different staff groups. This analysis excludes doctoral candidates and apprentices. 

0,0%

20,0%

40,0%

60,0%

80,0%

100,0%

120,0%

0

50

100

150

200

250

300

C
4

/W
3

W
2

W
1

E1
5

Ü

E1
5

E1
4

E1
3

E1
2

E1
1

E1
0

E9
B

/C

E9
AE8E7E6E5E4E3E2

P
ro

p
o

rt
io

n
 o

f 
w

o
m

en
 in

 %

N
u

m
b

er
 o

f 
p

er
so

n
s

Pay grade

Pay grades of men and women in 2022 at HZB

Men Women Proportion of women (%)



Page 8 

Figure 3: Temporary contracts and permanent positions for male (M) and female (F) employees in different 
staff groups. 

By far the highest number of temporary contracts can be found amongst the scientific staff. This is 
due to the high number of postdoctoral positions. In fact, the quota of female scientists employed 
on temporary contracts improved over the years (48% for 2022 compared to 53% in 2021 and 58% in 
2019). The proportion of male scientists with a permanent contract is however significantly higher 
(almost 4 times more men than women on permanent contracts). 

3.4 Part-time and full-time employment 

As corroborated by Fig. 4, the number of women employed in part-time positions is significantly 
higher than in their male counterparts. This is especially prevalent amongst the administrative staff.  

Figure 4: Full-time and part-time employment of male (M) and female (F) employees for different staff groups. 
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3.5 Gender balance in leadership and decision-making 

Apart from the Board of Directors, where the members at present are all male, HZB main management 
or advisory bodies have women’s quotas of 37% or more (see Table 1). 
Apart from that, the HZB administration consists of three departments (“People Operation”, “Finances 
and Accounting”, “Purchasing and Materials Logistics”), two of which were led by women in 2022. The 
position for Head of the Administration was also allocated to a woman. The departments “Proton 
Therapy”, “User Coordination”, “Manufacturing”, “Internal Services” and four of the seven “Management 
Staff” departments are also run by women. The Board Research@BESSY II is headed by a woman (she is 
also the facility speaker of BESSY II). Out of the 40 scientific leadership positions (professorial chairs, 
heads of departments and team leaders), 12 are held by women, which corresponds to a quota of 30% 
(later covered in the GWK-cascade2 in Table 4). 

Table 1: Proportion of women in management or advisory bodies. 

Management or Advisory Body Number of 
persons 

Women Proportion of 
women 

Supervisory Board (AR) 9 4 44%

Scientific-Technical Council (WTR) 24 9 37%

Scientific Advisory Council (SAC) 15 6 40% 

3.6 Gender equality in recruitment and career progression 

Table 2 shows the women’s quotas for various staff measures like hirings, the conversion of temporary 
contracts into permanent ones, etc. Shaded lines give the total numbers for all staff groups; unshaded 
lines show the numbers for scientific staff alone (doctoral candidates, postdocs, and other scientific 
staff members). Student assistants are not included, as their number fluctuates frequently, and they 
often sign new contracts or have their contracts renewed.  

Looking specifically at scientific staff, women’s quotas are considerably lower. The women’s quota in 
the scientific staff is currently 23%. For new recruitments, the quota improved compared to 2019 (see 
chart 5), for temporary contract conversions, however, women are still represented in rather smaller 
numbers. It must be taken into consideration, though, that the absolute numbers are quite low, and 
thus statistical fluctuations from year to year can be strong. 

Table 2: Women’s quota in several personnel measures. 

Personnel measure 2017 2019 2020 2021 2022 
New recruitments 32.1% 34.2% 36.0% 35.8% 33.3% 
scientific staff alone (no students) 22.4% 21.5% 32.0% 26.8% 28.1% 
Contract extensions 27.8% 28.2% 30.6% 31.3% 30.3% 
scientific staff alone (no students) 35.6% 26.8% 30.0% 28.2% 28.2% 
Conversion to permanent contracts 28.6% 40.9% 38.2% 34.5% 32.3% 
scientific staff alone (no students) 42.9% 20.0% 23.0% 25.0% 18.2% 
Pay grade raises 26.2% 35.3% 41.9% 20.0% 50.0% 

scientific staff alone (no students) 12.5% 25.0% 0.0% 0.0% 50.0% 

2GWK (Gemeinsame Wissenschaftskonferenz) cascade model serves the goal of realizing equal opportunities at all 
academic career levels and using existing skills and talents for research and teaching. 
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Figure 5: Trends in the women’s quota in various personnel measures, on the left for all staff groups, on  the 
right for scientific staff only. 

3.7 Scientific staff 

The scientific staff at HZB consists approximately of 70% physics graduates (with the female 
graduates’ quota in the field being 22.5%), and to a lower extent chemistry (45.5%) and engineering 
science graduates (26.2%; all numbers based on the German Destatis3 data for 2019). 

Table 3: Women in various pay grades in 2022 at HZB. 

3 https://www.destatis.de/EN/Home/_node.html 
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Based on these numbers and referring to the cascade model, the expected women’s quota for scientific 
staff at HZB should be 26.2%. It must be considered that the corresponding women’s quotas for 
graduates in the years 1990 and 2000 were 11,2% and 15,4% respectively, so that in the corresponding    
age group of current scientific employees the women’s quota is expected to be lower. 

Table 2 shows the number of women in various pay grades from mainly PhD and postdoc positions in 
E13, to senior scientists (E14), scientific group leaders (E15) and professorial pay grades (from W1 for 
junior professorships to W3 for faculty chairs). Fig. 6 shows the corresponding proportions of men and 
women in the pay grades, which roughly correspond to scientific career stages. The data show some 
fluctuations due to small statistical sample numbers, for instance for the junior professorships. The 
relatively low women’s quota of 13% for senior scientists in E14 roughly matches the age structure in this 
group. While women are underrepresented at all career stages, there is no systematic divergence 
for more senior positions: Apart from the W1 and E14 levels, the   women’s quotas essentially equal 
the female graduates’ quotas, or slightly exceed them. 

Figure 6: Proportion of men and women at various scientific career stages in 2022 at HZB. 

At W1-W3 professorial pay grades, the women’s quotas amount to nearly 30%. Compared to the 
number of graduates in Germany this can be considered as high. The number of women professors 
in the fields of mathematics and natural sciences in Germany, in 2018 amounted to 19.3%, and 15.1% 
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for W3 faculty chairs alone (“Materialien der GWK4”, Issue 69; see chart 7). However, in many groups 
the absolute numbers are quite small, such that individuals leaving HZB or moving into another 
grade can lead to strong fluctuations. 

4 TRAINING 

Training courses on leadership in science for junior executives are on offer annually, as well as specific 
trainings for PhD supervisors and courses for managerial staff at the Helmholtz Academy, which include 
topics such as “Equal Opportunities” and “Work-life-Balance”. Below are some of the organized 
trainings at HZB in 2022; these trainings are part of the standard offer at HZB-training that paid attention 
to and include in the discussion the aspects of gender balance and diversity.  

 Online Training Healthy Self-Management (in English):
The course discussed challenges and opportunities of healthy self-management, working from home or 
in a hybrid setting of remote and on-site work. The virtual group coaching explored various tools as well 
as "best practice" experiences from the participants. 
Target group: Doctoral Researchers & Postdocs. 

 Online coaching Strategies for dealing with situations of stress during the pandemic (in
English):

This training provided participants with effective strategies and coping mechanisms to navigate and 
manage stress during the ongoing pandemic. Participants learned practical techniques to maintain 
mental and emotional well-being while facing the challenges brought on by the pandemic's 
uncertainties. 
Target group: Doctoral Researchers & Postdocs. 

 Training online Nonviolent Communication (in English and German):
Training was meant to help participants improve their communication skills and to address colleagues 
in a constructive manner. The seminar introduced the Marshall B. Rosenberg method while reflecting on 
it critically. 
Target group: All HZB employees. 

 Online Training Recruit in a diversity-sensitive manner (in German):
Efficient and targeted personnel selection is becoming more and more important, and this is not only 
because of the shortage of skilled workers. This training helped the participants to answer the following 
questions: How can we identify people who best fit the tasks and enrich the team while ensuring a fair 
and transparent selection process? How can we avoid classic perception distortions when approaching 
and selecting applicants and conduct conversations in such a way that they enable objective, sustainable 
decisions? The training was also intended to give all recruiters at HZB confidence in their actions and to 
make them aware of the existing support offers from the human resources department.  
Target group: All employees involved in the recruiting process. 

 Training Leadership Skills in Science - Follow-up (in English):
In this training, addressing exclusively recent participants of the postdocs "Leadership skills" training, 
participants gain knowledge of specific topics like hybrid working and intercultural teams more in-depth. 
The participants also reflect on their leadership role and discuss with HZB scientific director. 
Target group: Postdocs who recently participated in the 3-part "Leadership skills" training. 

4 https://www.gwk-bonn.de/dokumente/materialien-der-gwk 
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 Online Training Leading mixed-age teams (in German):
The workshop raised awareness of the dimensions of age and life phases in the workplace and supported 
the development of concrete options for action for own team. 
Target group: All employees with management tasks. 

 Training online Success in Intercultural Research Environments: Overcoming
Communication Barriers across Cultures (in English):

Assessing and improving your competencies in a cross-cultural research environment. This workshop 
offered both an evaluation (i.e., self-assessment, analysis, and feedback) of each participant’s individual 
communication style and an introduction to cultural dimensions. 
Target group: Doctoral Researchers & Postdocs. 

Most of these trainings are planned for the 2023 year, as well. 

5 GOALS of HZB GEP 
The GEP at the HZB in Germany aligns with the European Commission regulations to foster a diverse and 
inclusive research environment. Our primary goal is to eliminate gender disparities in all facets of the 
institution. We aim to promote equal opportunities for all genders in research positions, leadership roles, 
and decision-making bodies. To achieve this, the GEP focuses on recruitment transparency, mentorship 
programs, and career advancement support. Additionally, we prioritize work-life balance initiatives, 
recognizing the importance of family-friendly policies to attract and retain talent. By implementing these 
measures, HZB is committed to advancing gender equality and enhancing research excellence in 
accordance with EU standards. 
As summarized in the cascade from Table 4, the underrepresentation of women is prevalent in all facets 
of employment at HZB. It is especially pronounced within positions rated at higher pay grades (E12-E15Ü, 
as well as W1-W4/C4). This underrepresentation of minority genders can be found across the board. The 
Joint Scientific Conference of the German Federation and Federal States (GWK) has implemented target 
quotas, as of 2011, in accordance with the cascade system. As a result, HZB reports on women’s quotas 
within its scientific staff in terms of management levels, as well as in terms of salary grades. The current 
target quotas (up till 2025) are calculated based on the expected fluctuation and the anticipated quota 
for the respective vacancies. 
As described above, the base value of the cascade is the female graduates’ quota in the HZB combination 
of research subjects (physics/chemistry/engineering sciences) which is currently at 26.2%. Except for the 
E14 and E15 positions, the targets and the women’s quota of replacements is higher than this base value. 
Payment category E14 essentially consists of permanent scientific staff, with a correspondingly high 
average age and low fluctuation. This means that improvements can only be achieved slowly, and with 
the help of targeted conversions of temporary contracts into permanent ones. At the same time, women 
leave this payment category when they are promoted into junior professorships and head of department 
positions. The situation in payment category E15 is similar. 



Table 4: GWK-Cascade with the proportions of women for scientific staff and targets for 2025. 

Women's quota - changes 
Women's quota - derivation of 

target 2025 

31.12.2019 31.12.2020 31.12.2021 31.12.2022 
Prognose 2020 

– 2025 
Target 

31.12.2025 

Nr. of 
per-
sons 

Wo-
men 

Wo-
men’s 
quota 

(%) 

Nr. of 
persons 

Wo-
men 

Wo-
men’s 
quota 

(%) 

Nr. of 
persons 

Wo-
men 

Wo-
men’s 
quota 

(%) 

Nr. of 
persons 

Wo-
men 

Wo-
men’s 
quota 

(%) 

New personnel 

Target quota 
of women (%) 

Quota of new 
female 

personnel 

HZB 
Management 

2 0 0 2 0 0 2 0 0 1 0 0 - 0.0% 

Le
ad

er
sh

ip
 

First tier 2 0 0 2 0 0 2 0 0 1 0 0 - 0.0% 

Second tier 11 4 36.4 9 3 33.3 9 3 33.3 10 3 30.0 33.3 36.4% 

Third tier 24 3 12.5 29 6 20.7 34 9 26.5 32 9 28.1 52.9 31.4% 

Scientific and 
junior research 
group leaders 

12 4 33.3 12 4 33.3 9 2 22.2 7 3 42.9 40.0 28.6% 

Pa
y g

ra
de

s 

W3/C4 11 3 27.3 11 3 27.3 11 3 27.3 12 3 25.0 25.0 28.6% 

W2/C3 16 5 31.3 17 5 29.4 18 6 33.3 18 7 38.9 62.5 39.1% 

W1 2 0 0 1 0 0 1 0 0 0 0 0 50.0 50.0% 
E 15 Ü TVöD/TV-L, 
ATB, S (B2, 
B3) 

9 0 0 10 1 10.0 10 1 10.0 10 1 10.0 66.7 28.6% 

E15 TVöD/TV-L 22 5 22.7 22 5 22.7 24 6 25.0 24 5 20.8 30.0 22.7% 

E14 TVöD/TV-L 124 15 12.1 123 16 13.0 112 14 12.5 116 17 14.7 30.3 17.7% 

E13 TVöD/TV-L 288 71 24.7 302 81 26.8 325 84 25.8 321 88 27.4 30.5 24.7% 

P
age 14
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6 MEASURES TO IMPROVE THE WORK-LIFE BALANCE AND 
ORGANIZATIONAL CULTURE AT HZB 

 
To ensure we reach the goals set in the Table 4 cascade for 2025 several measures are implemented at 
HZB with the help of the EOO, OWL and the diversity officers. 
 

6.1 Work-life balance and organizational culture 
 

 Improving work-life balance within the HZB organization 
An agreement with the works council on teleworking was negotiated in 2014. It was supplemented by 
an additional regulation on remote working in March 2017. This agreement underwent a further 
revision in 2020, considering the Corona Pandemic. Currently, all HZB employees are entitled to a total 
of three remote working days per week.  
HZB also encourages flexible working, whereby working hours are logged automatically, based on a 
clock-in/clock-out system. Up to 117 hours can be accumulated and taken-off as “flextime” at later 
dates, HZB employees are currently entitled to at least one day of flextime per month. 
Additionally, heads of departments are encouraged to consider the interests of employees with 
children of schooling-age, when planning staff events, meetings, and internal business trips. 
 

 Childcare and family service 
As part of its commitment to looking after the health and wellbeing of its employees, HZB continuously 
contracts the services of “benefit@work”, an independent and external correspondent that offers a 
wide range of coaching, such as family counselling, pension advice and online meditation courses. 
This service is free of charge for all HZB employees and has been very well received, especially amongst 
women. In 2021, 42 out of a total of 73 inquiries were received from women*, and were predominantly 
focused on the topics of childcare, caregiving, and life-coaching. In 2022, 68 inquiries were received: 33 
on the topic of childcare, 13 on eldercare and 20 on life-coaching. 71% of these were from female 
employees. 
In addition, HZB also has an ongoing cooperation agreement with the Fröbel KITA (a local nursery near 
the campus in Adlershof). Fourteen of the nursery spots are reserved for children of HZB employees. 
There is a very high demand for these spaces and usually a very long waiting list.  
Upon the initiative of the Helmholtz Network’s "Compatibility of Work and Family" program, a joint 
Helmholtz-wide vacation camp, free for all HZB employees, was launched in 2018. After being 
cancelled in 2020 and 2021 due to the Corona-Pandemic, the camp resumed its normal operation as of 
2022, with holiday activities near the Forschungszentrum Jülich.  
 

 Family-related absences 
Apart from regulations defined within German Law (Wissenschaftszeitvertragsgesetz, WissZeitVG), 
HZB offers female scientists on temporary contracts extensions to compensate for times when health 
and safety regulations keep them from working in laboratories during pregnancy. This type of 
contract extension will be financed by the Equal Opportunities Cost Centre if there is no other funding 
available. 
 

 Certification as family-friendly employer 
HZB has been certified as a family-friendly employer since 2011. The certification process is rigorous 
and is subject to re-audits every three years. Each audit-period requires HZB to establish a set of action 
plans, in which the goals for further optimization of HZB family friendly corporate culture are set out.  
 For this current auditing phase, HZB aims to evaluate and, where necessary, adjust the existing 
conditions regarding flexible working hours and working locations. This goal has, in part, already been 
implemented, i.e., by revising the company’s framework agreement on remote working. 
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As an offset to the Corona Pandemic, a further goal was set to train and improve digital competencies 
within our taskforce. This was accelerated by the rapid introduction of online tools. Special training 
offers, e.g., on the topic of mental health, are also part of HZB long-term plan. 
 
 

6.2 Gender balance in leadership and decision-making 
 

Regarding the 12 elected WTR members (Table 1) the following rules are in place (according to HZB's 
Rahmen- und Wahlordnung / framework and electoral regulations §6 (2) sentence 3, §8 (5)): 

1) Candidates are ranked based on the number of votes 
2) The WTR members are elected while considering both the quota "women/all employees" and 

the quota "person with limited time contracts/all employees" 
 
HZB's Rahmen- und Wahlordnung / framework and electoral regulations would have to be changed by 
HZB's management, to change this process. The 12 representatives of the HZB divisions (2 each) are 
elected by the division heads (HZB's Rahmen- und Wahlordnung / framework and electoral regulations 
§2 (1) (a) i). The divisions are encouraged by HZB's management to elect women, but there is no formal 
quota. 
 
When it comes to SAC members (same Table 1), HZB's management preferably suggests women as new 
candidates to the SAC for election to achieve a balance, if this can be done while representing HZB's 
different scientific areas in an appropriate proportion. In some fields (e.g., directors of synchrotrons or 
comparable) there are only few women eligible for selection (who have not yet been a member or do 
not have various other obligations). 
 
Similarly, the members of AR are defined and thereby limited in the HZB Gesellschaftsvertrag / articles 
of association as follows and decided on by the Meeting of Shareholders (Gesellschafterversammlung): 

- representative of the BMBF Federal Ministry of Education and Research (currently male) 
- representative of the State Berlin (currently female) 
- two elected members of the HZB employees (currently one male, one female) 
- president PTB (currently female) 
- four members from science and industry (currently two males, one female), thereof one 

suggested by MPG (currently one male) 
 
HZB is making use of the "Funding of first-time professorial appointments of highly talented female 
scientists (W2/W3)" programme of the Helmholtz Association and handed in a new proposal for a 
scientist working in the Matter field (third tier or second tier position / department or institute leader). 
Additionally, for newly developing areas such as CatLab, HZB is actively looking for excellent female 
candidates. 
 
  

6.3 Gender equality in recruitment and career progression 
 

 Recruitment 
All recruitment procedures are monitored by the Equal Opportunity Office (EOO). The EOO has access 
to all job applications and needs to be informed before applicants are invited to interviews. The EOO 
also has the right to invite additional candidates if they see fit.   
All new hires are subject to prior agreement from the EOO. At present, as part of an ongoing diversity 
audit, a guideline for an equal opportunities hiring procedure is being conceptualized. 
To counteract the relatively low numbers of female applicants, HZB is trying to improve its appeal with 
job advertisements that emphasize the work-life benefits that HZB has to offer. The international 
working environment and the attractive continuous personal development program are also 
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emphasized. All positions from pay grade E9 upwards must be advertised externally. 
To understand the reasons behind the relatively low number of female employees, HZB needs to 
investigate any potential deterrent in terms of receiving applications, and later in terms of hiring 
qualified women. One undeniable reason is the highly competitive market and the private sector that 
(generally speaking) offers more attractive compensation. Efforts are being made to counteract this by 
making use of HZB reputation, its attractive scientific infrastructure, and its established work-life 
balance policies.  
 

 Appointments to professorships 
Women must be proportionally represented in professorial appointment committees, selection boards 
and in reviewer nominations. 
Potential female applicants are specifically approached by talent scouting (by personnel department 
via only-female-websites for job announcements) and are encouraged to apply to advertised positions 
or to recruitment programs organized by the Helmholtz Association. An example of this is the 
“Helmholtz Distinguished Professorship” initiative, a program aimed at promoting first term 
appointments of excellent women scientists (W2/W3). 
The “Helmholtz Distinguished Professorship” pursues the goal of specifically recruiting excellent 
scientists for the Helmholtz Association from abroad. This initiative helped to attract three women to 
W3 chairs at HZB. Moreover, two female junior professors, two female W2 professors and two female 
research group leaders were recruited, with additional junior research group funding by Helmholtz, the 
BMBF and the VW foundation. 
 

 Pay grades 
The pay grades of female scientists are checked regularly and adapted if necessary. For more 
transparency, a catalogue with the payment criteria for scientific staff was worked out, in accordance 
with the terms and conditions at HZB. 
 

 Mentoring and promotional programs 
The Helmholtz Academy offers training courses for prospective (scientific) managerial staff. In 
addition, HZB started the Postdoc office which, together with the graduate school office, offers 
mentorship support and training to PhD students and Postdocs. 
 
 

6.4 Integration of the gender dimension into research and teaching content 
 

HZB is a research center focusing on studies of the structure and dynamics of materials and 
investigates, for instance solar cell technologies. None of the research teams do studies with a social 
note where people participate as an object of study, nor studies in biology that require human cells. 
Therefore, the integration of the gender dimension at HZB is limited to its personnel who undertake 
research in materials for energy. 
As far as teaching is concerned, HZB is not an educational institution and does not offer scientific 
degrees. All the professors working at HZB are affiliated with various specialized universities in 
Germany and abroad. 
 

6.5 Measures against gender-based violence, including sexual harassment 
 

 Measures against gender-based violence, including sexual harassment 
HZB has set-up various points of contact to help deal with workplace disputes, including sexual 
harassment and gender-based discrimination. One of the first ports of call is the Equal Opportunity 
Office, and the Works Council. 
In July 2022, HZB implemented a new “Guideline against discrimination, mobbing, abuse and abuse of 
power”, which includes sexual harassment. The guideline shows dedicated ways and contact persons 
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when HZB employees are affected with discrimination or sexual harassment. The role of supervisors in 
preventing misconduct was explicitly defined. A new page on the intranet helps employees to find the 
contact of all the people of trust. For 2023 is planned to increase the awareness regarding these people 
of trust at HZB, and namely who they are, what support they are offering and ways of contacting them. 
 

 Gender-inclusive language 
In 2021, HZB brought out new guidelines on gender-inclusive language, which also includes 
recommendations on how to address non-binary people. 
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