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About this informative note 

Upon request and in agreement with the LERU Office, this informative note aims to assist the 

LERU universities in preparing for the requirement of the European Commission (EC) to make 

inclusive gender equality plans (GEPs) compulsory for research applications to Horizon Europe as 

of the end of 2021. As announced by Jean-Eric Paquet, Director General of Research and 

Innovation (EC), in order to apply for a project within Horizon Europe, research organizations will 

need to have inclusive GEPs with measurable goals.1 Recommendations for research projects will 

also include considerations of gender in research (GRI) such as gender-balanced groups, and 

GEPs are recommended to build on the EC Gender Equality Strategy 2020-20252 which anchors 

the UN Sustainable Development Goal 5, making gender equality a cross-cutting priority, within the 

EU. 

This informative note departs from the current state of knowledge concerning the GEP requirement 

in Horizon Europe and draws on the existing LERU publications on equality, diversity and inclusion 

(EDI). It aims to support all LERU members in their efforts to develop ambitious GEPs that will 

meet the EC’s guidelines for GEPs to be required for applying to Horizon Europe. These 

guidelines, to be published in the Spring of 2021, will rely on the indicators developed for She 

Figures 2021, and also take into account the national and institutional regulations for GEPs.3 This 

informative note is intended to provide input and stimulation to think about how each LERU 

member can prepare to meet Horizon Europe’s GEP requirement.   

 

 

Background 

COMMUNICATION FROM THE COMMISSION TO THE EUROPEAN PARLIAMENT, THE 

COUNCIL, THE EUROPEAN ECONOMIC AND SOCIAL COMMITTEE AND THE COMMITTEE 

OF THE REGIONS  

 

1 https://genderaction.eu/reseach-innovation-days-with-our-presence/  
2 https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152  
3 The European Research and Innovation Area Committee’s standing working group on gender in research and 
innovation (ERAC SWG GRI) is currently conducting a survey among EU member and associated states about national 
and institutional settings for GEPs to feed into She Figures’ indicators. 

https://genderaction.eu/reseach-innovation-days-with-our-presence/
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52020DC0152
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«A new ERA for Research and Innovation» 30 September 20204 states in recommendation 12: 

The EC will propose as of 2021, in line with the Horizon Europe programme objectives, the 
development of inclusive gender equality plans with Member States and stakeholders in order to 
promote EU gender equality in R&I.  
 
«Achieving the European Education Area by 2025» 30 September 20205 states in chapter 2.1 

"Inclusion and gender equality" (selected content with relevance to research-performing 

organizations): 

- Women are still underrepresented in decision-making positions in higher education  
- Developing a better gender sensitivity in education processes and institutions  
- Challenging and dissolving gender stereotypes  
- Traditionally male- or female- dominated professions are to be further opened up to 

persons of the under-represented sex  
- Working towards a proper gender balance in leadership positions, including in higher 

education institutions 
   

 

Reflections on Horizon Europe and GEPs  

LERU welcomes linking European research funding to applicant organizations’ progress on EDI 

and highlights the significance of effective, impact-oriented implementation of any measures or 

requirements within Horizon Europe and subsequent European framework programs.    

- Impact: Of paramount importance is the concern that the GEPs be judged in terms of their 

observable/measurable impact. In its absence, GEPs risk becoming a hindrance and not a help to 

EDI progress because their mere existence might in time be seen as a research-performing 

organization "doing enough on EDI" although the GEPs (a) fail to drive change and (b) may stand 

in the way of research-performing organizations undertaking other, potentially more impactful EDI 

initiatives. 

- Diversity/Intersectionality: The EC Communication on a new ERA in research and innovation 

defines as one of the key targets to develop inclusive gender equality plans (GEPs) with Member 

States and stakeholders in order to promote gender equality in R&I starting from 2021. Inclusive 

gender equality plans should in the EC formulation "address diversity by opening policy to 

intersection with other social categories, such as ethnicity, disability (including accessibility and 

inclusion) and sexual orientation, as well as gender-based discrimination and violence in R&I 

organisations".6 

- Mobility: The documents focus on removing researchers’ obstacles to mobility within the EU 

(including associated states) and for incoming researchers from other parts of the world who wish 

to pursue their work here. While EDI PG unquestionably welcomes the removal of such obstacles, 

it’s necessary to look beyond the traditional understanding of mobility as meaning 

physical/geographical mobility (e.g., a permanent or long-term relocation to another country, region 

and/or research-performing organization). Science is and must be global in nature and excellent 

networks between researchers reflect that. Today, however, there are many different ways for 

researchers to show that they are at the cutting edge of their disciplines, while geographic mobility 

is not a prerequisite for that. It is more important to look at researchers’ integration into (inter-

)disciplinary networks than their mobility. 

 

4 https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN 
5 https://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:52020DC0625  
6 "A new ERA for Research and Innovation" (2020: page 17) 

 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=COM%3A2020%3A628%3AFIN
https://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:52020DC0625


          Page 3 / 4 

Early recommendations to LERU member universities 

- Take steps now to have a Horizon-Europe-compliant GEP in place by the end of 2021: 

Taking the above general remarks into consideration, LERU universities are recommended to take 

action to ensure that they have GEPs compliant with EC guidelines in place by the end of 2021. 

While there is no one-model-fits-all GEP, the LERU EDI papers to date contain a common 

understanding of the basic requirements for effective GEPs in terms of content as well as in terms 

of strategic and organizational considerations. 

Many or most LERU members already have GEPs and/or Diversity Action Plans (either as 

separate or integrated documents) but not all of them contain clear goals with set time limits such 

that progress can be monitored and evaluated. 

- Institutional data: Institutional data on gender and diversity (as far as legally permissible in the 

relevant legal setting) will most likely be the foundation of any GEP. While each university might 

have a somewhat different focus, it is to be expected that data on all levels (from students to 

university leadership) and all areas are relevant.  

The She Figures play a particular role due to being a product of the EC itself and due to providing 

a solid basis for discovering problems and monitoring progress: 

She Figures 2018 | EU-Commission (europa.eu)  

The next round of She Figures will be published in 2021.  

- Leadership buy-in: An effective GEP requires publicly visible leadership buy-in. As visible EDI 

champions within the university, the leadership embeds the GEP in the organization’s strategy, 

mission, vision and budget.  

- Involving the entire organization: Involve all levels and areas of the university in planning how 

to achieve EDI goals for all staff and students, from inclusive teaching to career development for 

early-career researchers as well as administrative and technical staff.  

- Intersectionality: In order to satisfy EC requirements, GEPs must take an intersectional 

approach, eg account for the ways that gender intersects with other diversity dimensions (for 

instance ethnicity, race, disability, sexual orientation, sexual identity) to produce cumulated 

disadvantages. 

- Learning from each other: For more information and practical ideas for the initial stages of 

formulating a GEP, the European Institute for Gender Equality’s (EIGE) toolkit may be useful.7 

EIGE recommends that GEPs address a combination of different areas of action to suit the specific 

needs of each research organization. Other toolkits exist as well, and above all LERU universities 

can learn from each other. 

GEAR action toolbox | European Institute for Gender Equality (europa.eu) 

- No one-size-fits-all: There is no one GEP that would be ideal for all research organizations. 

Universities serve different societies, have different missions and have reached different stages on 

their EDI path forward. They also exist in different legal contexts and have different profiles in 

terms of discipline areas. GEPs will reflect these and additional context factors. and departments 

may and should have their own priorities in developing equality activities. Possible areas of focus 

include:   

  - Processes for recruitment, retention, promotion: Ensuring that key human resource 

processes do not unfairly (dis-)advantage specific individuals is a core EDI concern and is likely to 

figure large in any GEP, including salary equity.  

 

7 https://europamedia.blogactiv.eu/2020/10/12/gender-equality-in-the-aftermath-of-the-eu-research-and-innovation-days  

https://ec.europa.eu/info/publications/she-figures-2018_en
https://eige.europa.eu/gender-mainstreaming/toolkits/gear/action-toolbox
https://europamedia.blogactiv.eu/2020/10/12/gender-equality-in-the-aftermath-of-the-eu-research-and-innovation-days
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  - Harassment: Effective prevention and handling of instances of harassment matter 

greatly for a research organizations’ reputation and for its ability to convey the convincing 

perspective of being a place where diverse talents may thrive. 

   - Trainings: There are many different areas in which trainings can be beneficial to develop 

and maintain an EDI culture within an organization. Some of them include trainings for researchers 

to raise awareness of eg the gender dimension in research (GRI), training countering implicit bias, 

leadership training with an EDI perspective.  

  - Career and family: Care work within the (extended) family, however defined is a known 

key factor shaping especially women’s career decisions and opportunities. Academia is no 

exception.   

 

 

Universities are very welcome to send best practice examples (or examples of what did not work, if 

possible with an indication why) for internal circulation to Francesca Bucci 

francesca.bucci@leru.org. 

 

Universities wanting or giving feedback are most welcome to contact the LERU Office (Francesca 

Bucci, who will collect and distribute these mails to StG). 

 

 

mailto:francesca.bucci@leru.org

