[Note: this document is largely based on a DeeplL translation of the original German
version; it is only for information purposes, the legally relevant and signed document
is the German version]

Equality Plan at the Leibniz Institute for Zoo and Wildlife Research (Leibniz-
IZW) for the year 2026

1 Preamble

The Gender Equality Action Plan at the Leibniz IZW has been drawn up on the basis of the
currently applicable legal requirements (the Federal Gender Equality Act (BGleiG) and the
Federal Act on Gender Equality in Research Funding (BGremBG) of 24 April 2015), in
implementation of the Implementation Agreement to the GWK Agreement on Gender Equality
in Joint Research Funding (AVGlei of 22 April 2016), the Target Agreement with the State of
Berlin implementing the Implementation Agreement on Gender Equality (AVGlei) of 20
September 2020, and, drawing on this, the Gender Equality Plan of the Forschungsverbund
Berlin e.V. (FVB) of February 2022 (with amendments of June 2025). The Institute thus aligns
itself with the gender equality guidelines of the Leibniz Association and the German Research
Foundation (DFG) and complies with the target agreements that Forschungsverbund Berlin
e.V. has concluded with the funding bodies, namely the State of Berlin.

2 Objectives
The Institute pursues the following strategies for its internal gender equality work:

* Further developing and creating tools or structures to improve working and training
conditions that support and ensure the Institute’s performance and gender equality,

+ Strengthening the work-life balance, as well as a collaborative and healthy working
atmosphere and appropriate training opportunities, as key indicators of a gender
equality-oriented approach to working conditions,

» Ensuring the participation of women in committees, collegial bodies and leadership
roles, and thus in all key decision-making structures and processes,

« Maintaining a proportion of women of at least 50 per cent at all career levels (academic
department heads, group leaders, researchers with a PhD without a management role,
including postdocs, and PhD students) amongst academic staff

Having already successfully applied for the Total E-Quality (TEQ) certification five times, the
Leibniz-IZW remains committed to retaining the Total E-Quality certification in the future.

3 Employment structure 2025

On 31 December 2025, the proportion of women amongst staff employed at the Leibniz-1ZW
stood at 62.4% (103 out of 165). However, the proportion of women varied across the different
employment groups. For example, the proportion of women among non-academic staff on that
date was 66.3 per cent (61 out of 92), whilst among academic staff it was 58 per cent (40 out
of 69, excluding student and research assistants) and 57.5 per cent (42 out of 73, including
student and research assistants).
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Extract from the Leibniz-1ZW cascade model, as of 31 December 2025:

Career level Proportion of women Target quota for 2030
according to the cascade
model
Heads of research 50% (3 out of 6) 57.1%
departments (including
research management,
excluding the department of
the incumbent Director)
Group heads* 60.7% (17 out of 28) 59.3
Researchers with a PhD 51.7% (15 out of 29) 55.6%
who do not hold a
management position,
including postdocs
PhD students with an 100% (5 out of 5) 58.3
employment contract**

*including 4 fixed-term posts, of which 50% are held by women
**|n addition: 15 PhD students with external scholarships, 67% of whom are women (10 out

of 15).

4 Measures

4.1 Measures against sexual discrimination and violence

Sexual discrimination, harassment and violence are not tolerated at the Leibniz-1ZW.
The works agreement (BV) on respectful behaviour in the workplace aims to raise
awareness among staff and managers regarding the issues of sexual discrimination
and harassment, with a view to taking preventive action. The BV has also established
procedures and structures for conflict resolution, enabling a swift, fair, transparent and
effective response to every single case of harassment.

As part of the new onboarding process introduced this year, all newly recruited staff
(including all external staff working at the IZW for more than three months) are briefed
by the equality officers on the importance of equality and respectful interaction with one
another. This also includes information regarding the strict handling of misconduct such
as sexual discrimination and harassment. In addition, newly recruited staff, students
and trainees are made aware of the support services available at the Leibniz-1ZW,
where they can seek confidential advice and assistance should any problems arise.
The onboarding process is offered in both German and English to ensure that new
colleagues who do not speak German are also adequately informed.

4.2 Human Resources

The situation at Leibniz-1ZW with regard to gender equality issues is reviewed annually
on the basis of personnel data provided by the administration.
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4.3

4.4

» Leibniz-1ZW acts in accordance with the BV EQ and the Gender Equality Plan of the

Leibniz Forschungsverbund Berlin e.V. dated February 2022 (revised in June 2025) in
matters relating to human resources. This is intended to ensure appropriate
involvement of the Equal Opportunity Officers in personnel matters. This applies in
particular to the recruitment of new staff and to important personnel decisions that affect
equality issues, particularly the conversion of fixed-term contracts to permanent ones.

+ The Equal Opportunity Officers have the same access rights on the Softgarden
recruitment platform as the works council and are thus involved in the entire process,
from the job advertisement to the appointment.

+ All job advertisements include text modules in the relevant languages which make it
clear that the Leibniz-1ZW takes the interests of gender equality into account.

» If aspects of the recruitment process relevant to gender equality (e.g. the composition
of the selection panel, the candidates invited to interview, the recruitment decision)
deviate from the guidelines set out in the BV EQ, this must be justified in consultation
with the Equal Opportunity Officers and recorded in the relevant files.

* The assessment of qualifications is determined exclusively by the requirements of the
posts to be filled, in particular by the educational qualifications and professional
experience. Age, length of service and employment, as well as the date of the last pay
grade increase or promotion, are only taken into account insofar as they are relevant
to suitability for the post or are stipulated by law or collective agreements.

+ The following factors shall not be taken into account in the comparative assessment:

o interruptions in gainful employment, a shorter number of years of active service
or employment, reductions in working hours, or delays in completing individual
training courses due to the fulfilment of family obligations;

o the income situation of the spouse, civil partner or cohabiting partner;

o time constraints arising from caring for children or relatives in need of care, and
the intention to make use of the option to reduce working hours.

Communication between Equal Opportunity Officers, staff and management

The Equal Opportunity Officers may hold a staff meeting or another gathering of the entire
workforce at least once a year to provide information on equality issues at the Leibniz-1ZW.
Where necessary, the Equal Opportunity Officers shall convene a women’s meeting.

The Equal Opportunity Officers and the management maintain regular dialogue on equality
issues.

Targeted support for women and further training

» Further training opportunities for staff are maintained and developed in line with needs,
in particular English language courses for administrative and technical staff, as well as
German language courses for international colleagues.

* Measures to maintain physical and mental health are discussed in detail within the
Health Management Project Group, with the involvement of the equality officers, and
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are introduced following a positive decision and in consultation with the institute’s
management. Suitable IZW premises are made available for this purpose.

Information on external seminars and courses on gender equality-related topics
organised either by the FVB, the Leibniz Association or other organisers, as well as
opportunities to participate in these events, will be passed on to the relevant staff
members.

On topics such as ‘communication behaviour, ‘distribution of work and tasks’ or
‘gender-specific behavioural patterns’, prejudices and role stereotypes relating to
‘women and work’ — which stand in the way of genuine equality and equal rights for
women — are to be addressed and brought to the fore. To encourage both men and
women to develop an awareness of these issues, the Leibniz-IZW organises academic
lectures on topics relating to gender research and related aspects.

4.5 Support for early-career researchers

Key aspects of supporting early-career researchers, including gender equality issues,
are integrated into the Leibniz-IZW standards for doctoral supervision and are to be
implemented in accordance with the measures set out in the BV EQ.

The Leibniz-IZW endorses the Leibniz Association’s mentoring programme and similar
programmes run by other institutions, and advises and supports female candidates with
their applications and participation. For the Leibniz Association’s mentoring
programme, the Equal Opportunities Officer, in collaboration with 1ZW researchers and
the postdoc representative on the Institute Management Board, may propose female
candidates. Self-nominations are also possible; female candidates may contact the
Institute Management Board directly for this purpose or be nominated to the Institute
Management Board by the Equal Opportunities Officer.

The Equal Opportunities Officer facilitates so-called ‘meet & greet’ sessions between
female students and PhD candidates and female researchers invited to give seminar
presentations.

The Institute encourages all academic staff to invite successful female researchers,
including Leibniz-1ZW alumni, to act as role models and speak about their experiences
at Institute or departmental seminars.

4.6 Work-life balance

Efforts to achieve a work-life balance are supported by the establishment of a
comprehensive health management scheme at the Leibniz-1ZW, with the involvement
of the Equal Opportunity Officers.

Once a year, the equality officers, in collaboration with the institute’s management,
review whether there are any obstacles to balancing family and work. If necessary, an
institute-wide meeting with staff members who are parents or have care responsibilities
can be organised in consultation between the institute’s management, the Equal
Opportunity Officers and the works council.

The Institute has set up a parent-child room. In accordance with the terms of use, this
can be used by all parents to combine office work with looking after young children.
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The Institute aims to extend fixed-term employment contracts to cover any parental
leave and considers this option on a case-by-case basis.

The existing practice of allowing flexible working hours has proved successful and will
be maintained. The relevant conditions are set out in the BV on flexitime and electronic
time recording at the Leibniz-IZW, as amended from time to time.

The strategy of offering flexible employment contracts, part-time contracts and fixed-
term replacement posts will be maintained.

All staff members, particularly those in management positions, shall endeavour to
arrange suitable cover arrangements at an early stage so that absences of colleagues
can be compensated for, excessive workloads avoided and the proper handling of
projects ensured.

The BV ‘Mobile Working’ of May 2022 sets out for all staff how and under what
circumstances they may make use of the option to work remotely. This includes
providing access to the Leibniz-1ZW’s internal computer network for remote working.

4.7 Culture of interaction amongst Leibniz-I1ZW staff

The BV on Cooperative Behaviour in the Workplace, the latest version of which was
adopted in April 2021, serves as a guideline for how Leibniz-1ZW staff interact with one
another.

Cooperation between staff at all management and operational levels should be
strengthened to maintain and foster a positive working atmosphere through improved
information exchange (both organisational and technical, relevant to the institute and
departments).

The departmental assistants, who have been in place since 2017, act as points of
contact — alongside a designated researcher (Diversity Officer) — for questions and
concerns raised by international staff at the Leibniz-IZW

In future, too, professional and social development initiatives will continue to be
supported across all staff levels.

To promote both joint activities and a sense of belonging to the Leibniz-1ZW, existing
sporting events will continue to be communicated and promoted across all groups (e.g.
the company run).

4.9 Budget and Premises for Gender Equality

In 2012, a ‘Gender Equality’ budget was established at the Leibniz-IZW to facilitate financial
support for gender equality matters (e.g. grants for the advancement of women). Specific
requirements must be agreed between the Institute’s management and the Equal Opportunity
Officers.

Furthermore, since 2025, the equality officers have had an office in which to hold consultation
hours and conduct confidential discussions.
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5 Reporting

At the end of each year, the management of the Leibniz-IZW reviews the fulfilment of tasks
aimed at improving gender equality, taking into account changes to the cascade model.

The Equal Opportunity Officers report annually to the institute’s management on the measures
taken to fulfil the work plan, whether the measures were and are effective, and which objectives
have been achieved and which have not.

In order to be able to assess the implementation of the equality plan and the achievement of
its objectives more specifically in future, specific indicators representing aspects of equality
relevant to the IZW are being developed in collaboration between the Institute’s management
and the Equal Opportunity Officers.

The Equal Opportunity Officers are invited to attend discussions between the Institute’s
management and the administrative management or works council on issues relating to
equality.

Reports and statements are submitted, where necessary, to the FVB Executive Board, the
supervisory bodies of the Leibniz-IZW or the Scientific Advisory Board.

6 Preparation and Validity

The Gender Equality Plan, including the objectives set out therein, is drawn up in collaboration
between the Institute’s management and the Equal Opportunity Officers (the Equal Opportunity
Officer and her deputy). The current plan is valid up to and including December 2027. An earlier
revision is possible.

Berlin, 9 June 2026

Director Managing Director Head of Department  Equality Opportunity
Leibniz-1zZW FVB Human Resources Officer
FVB Leibniz-1ZW
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