
Page 1 of 30 
 

 
 

 
 
 
 
 
 

HORIZON EUROPE 
GENDER EQUALITY PLAN 

NOVEMBER 2022 
 

This Gender Equality Plan (GEP) has a primary purpose of ensuring the Economic and Social 
Research Institute promotes gender equality, inclusion and diversity both internally in its work 
environment and externally in its outputs and engagement with the public. Through 
developing this GEP, the Institute is committing to examining and, where applicable, 
addressing processes, cultures, and structures that produce and sustain gender imbalances 
and inequalities. This Plan also seeks to ensure that the Institute is a safe and supportive 
environment for all staff.   

The structure of the GEP aligns with the mandatory and recommended requirements set out 
in the Horizon Europe Framework Programme for Research and Innovation 2021-2027.   

The GEP has been developed by a Self-Assessment Team comprising members from across the 
Institute’s Divisions.  It will feed into a more wide-ranging and in-depth plan which is being 
developed as part of the Institute’s Athena SWAN application planned for submission in mid-
2023.  

The GEP was formally approved by the Institute’s Management Committee on Tuesday 15th 
November 2022. 

 

 
Alan Barrett 
Director  
 

 

 

 

 

 

An Institiúid um Thaighde Eacnamaíochta agus Sóisialta 
Cearnóg Whitaker, Cé Sir John Rogerson, Baile Átha Cliath 2 

 
The Economic and Social Research Institute 

Whitaker Square, Sir John Rogerson’s Quay, Dublin 2 
 

 



Page 2 of 30 
 

 

 

 

Contents 
 

1. Introduction ...................................................................................................................................... 3 

2. Development, implementation and monitoring of the Gender Equality Plan ........................ 5 

3. Gender Equality at the ESRI ............................................................................................................ 6 

4. Data Collection ................................................................................................................................. 7 

5.  Horizon Europe Building Blocks  ................................................................................................. 12 

5.1   Process Related Requirements ................................................................................................ 13 

5.2  Five Recommended Content/Thematic Areas ........................................................................ 13 

6. Gender Equality Plan ..................................................................................................................... 26 

 

 

 



Page 3 of 30 
 

  

1. INTRODUCTION 
Founded in 1960 by a group of senior civil servants, the Institute works towards a vision of 
'informed policy for a better Ireland'. It seeks to support sustainable economic growth and 
social progress in Ireland by providing a robust knowledge base capable of providing effective 
solutions to public policy challenges. The Institute brings together leading experts from a 
variety of disciplines who work together to break new ground across a number of research 
initiatives. It is made up of four divisions: Economic Analysis, Social Research, Growing Up in 
Ireland,1 and Corporate Resources. As of August 2022, the total number of staff is 116, made 
of up 85 staff in research roles and 31 in non-research roles. 

The career structure for tenure-track researchers and the equivalent university role is as 
follows: 

ESRI Tenure Track Career 
Structure   

Equivalent University Grade   

Research Officer  Lecturer   
Senior Research Officer  Senior Lecturer   
Associate Research Professor  Associate Professor   
Research Professor  Professor    
 

Non-tenure track roles include Post-Doctoral Researcher and Research Assistant. 

The work of the Institute is overseen by a Council, whose members, other than the Director, 
are external to the organisation. 

 

This GEP has been developed by a Self-Assessment Team (SAT) comprising members from 
across all Divisions. It will feed into a more wide-ranging and in-depth plan which is being 
developed as part of the Institute’s Athena SWAN application planned for submission in mid-
2023.  

 
1 The Growing Up in Ireland project will move to the Central Statistics Office and DCEDIY in 2023. 

ESRI Council

Director

Corporate 
Resources Economic 

Analysis Social Research Growing up in 
Ireland
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The Institute produces leading research on equality issues. This includes recent reports 
presenting a significant and persistent imbalance in Ireland between men and women when 
it comes to unpaid work and caring,2 the importance of a father’s involvement in a child’s 
early life on their wellbeing,3 high incidences of discrimination on the grounds of disability 
and race in Ireland,4 and gender income gaps.5 Institute researchers were also centrally 
involved in the Citizens’ Assembly on Gender Equality which was held in Ireland during 2019-
2020, playing a role on the Expert Advisory Committee and presenting evidence to the citizens 
and answering the questions on a number of topics – gender and pensions, the gender pay 
gap and gender and the  welfare state.  Aspects of this GEP reflect on how the Institute can 
ensure that the gender dimension is considered in all its research – not just in its gender- 
specific research. 

The document is structured as follows: paragraph 1.1 sets out a summary of key objectives of 
the GEP. An outline of the structure of the Self-Assessment Team and the methodology used 
to develop this plan is set out in section 2. This is followed in section 3 by an overview of 
gender equality at the Institute, both in legal and policy terms.  A summary of the data 
collected on staff numbers is provided at section 4. The final sections present the specific 
Horizon Europe building blocks of the GEP (section 5) and the plan in tabular form (section 
6). 

1.1 Summary of GEP objectives    

The main objectives of this GEP are as follows: 

i. Ensure that the principles of equality, diversity, inclusion and respect are embedded 
in the Institute’s culture and processes and supported by appropriate training and 
awareness raising 

ii. Ensure that all staff are properly supported to advance their career alongside 
personal responsibilities through active promotion of family leave and flexible 
working policies 

iii. Through the Institute’s recruitment and selection processes, ensure that all 
applicants and staff, irrespective of gender, have equal chance to be hired or to 
advance their careers 

iv. Ensure gender balance in the Institute’s leadership and decision-making structures 

 
2 Russell, H., R. Grotti, F. McGinnity, I. Privalko, (2019). Caring and Unpaid Work in Ireland, Irish Human Rights and Equality 
Commission and the Economic and Social Research Institute, www.esri.ie/publications/caring-and-unpaid-work-in-ireland.  
3 Smyth, E. and H. Russell (2021). Fathers and children from infancy to middle childhood, ESRI Research Series 130, 
Economic and Social Research Institute, Dublin Ireland, www.esri.ie/publications/fathers-and-children-from-infancy-to-
middle-childhood.   
4 McGinnity, F., R. Grotti, S. Groarke, S. Coughlan (2018). Ethnicity and nationality in the Irish labour market, Irish Human 
Rights and Equality Commission and the Economic and Social Research Institute, www.esri.ie/publications/ethnicity-and-
nationality-in-the-irish-labour-market; Banks, J., R. Grotti, E. Fahey, D. Watson (2018). Disability and discrimination in 
Ireland: Evidence from the QNHS Equality Modules 2004, 2010, 2014, ESRI and The Irish Human Rights and Equality 
Commission (IHREC), www.esri.ie/publications/disability-and-discrimination-in-ireland-evidence-from-the-qnhs-equality-
modules-2004.  
5 Doorley, K. and C. Keane (2020). Tax-benefit systems and the gender gap in income, IZA Discussion Paper No. 13786, IZA 
Institute of Labor Economics, Bonn, Germany,  www.esri.ie/publications/tax-benefit-systems-and-the-gender-gap-in-
income.   

http://www.esri.ie/publications/caring-and-unpaid-work-in-ireland
http://www.esri.ie/publications/fathers-and-children-from-infancy-to-middle-childhood
http://www.esri.ie/publications/fathers-and-children-from-infancy-to-middle-childhood
http://www.esri.ie/publications/ethnicity-and-nationality-in-the-irish-labour-market
http://www.esri.ie/publications/ethnicity-and-nationality-in-the-irish-labour-market
http://www.esri.ie/publications/disability-and-discrimination-in-ireland-evidence-from-the-qnhs-equality-modules-2004
http://www.esri.ie/publications/disability-and-discrimination-in-ireland-evidence-from-the-qnhs-equality-modules-2004
http://www.esri.ie/publications/tax-benefit-systems-and-the-gender-gap-in-income
http://www.esri.ie/publications/tax-benefit-systems-and-the-gender-gap-in-income
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v. Ensure that the Institute has processes in place such that the gender dimension is 
considered in the research process including the provision of support to develop 
methodologies and datasets that incorporate and enable gender analysis  

vi. Explore how through its outreach and other activities the Institute can help improve 
gender representation of women in economics and men in sociology  

vii. Ensure the collection of equality monitoring data within the Institute to identity 
themes and trends to help inform the GEP. 

 
2. DEVELOPMENT, IMPLEMENTATION AND MONITORING OF THE GENDER 

EQUALITY PLAN  
 

In April 2022, a Self-Assessment Team (SAT) was established to work on the Horizon Europe 
GEP and the Athena SWAN process. The team is led by Professor Helen Russell (a member of 
the Institute’s Management Committee) and has fourteen members from various 
backgrounds and disciplines. The SAT, which meets monthly, is split into the following sub-
groups: 

- The Data Analysis sub-group examined data on staff numbers and other relevant 
indicators to analyse gender balances across all divisions and management levels. The 
findings were shared for evaluation with the relevant sub-groups.  

- The Survey sub-group designed and conducted a survey on the workplace 
environment at the Institute. The survey was fielded in June 2022 and a response rate 
of 77% was achieved.  

- The Culture and Organisation sub-group examined current policies at the Institute 
with a focus on the themes of work-life balance priorities and measures against 
gender-based violence, including sexual harassment. Relevant findings on these 
themes from the Workplace Survey were also examined. Responses with significant 
gender differences or where gender differences emerged across dimensions such as 
contract type, length of service or type of role are highlighted.  

- The Horizon Europe sub-group examined the current equality legal framework and 
the Institute’s equality policies, as well as the themes of gender balance in leadership 
and decision making, gender equality in recruitment and career progression, and the 
integration of the gender dimension into current research.  Findings in respect of these 
themes from the Workplace Survey were also examined. Responses with significant 
gender differences or where gender differences emerged across dimensions such as 
contract type, length of service or type of role are highlighted.  Findings and GEP 
actions are set out at Section 5. 

The SAT will monitor the delivery and implementation of the GEP and, through the Chair, will 
provide regular progress reports to the Management Committee.  Over time, the SAT will also 
incorporate into the GEP the further analyses and actions arising from the preparation of the 
Athena SWAN application.  
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A member of the Human Resources department has coordinated the development of this GEP 
and will continue to coordinate its implementation.6  

3. GENDER EQUALITY AT THE ESRI – THE LEGAL FRAMEWORK 

The Institute is subject to the two key pieces of equality legislation in Ireland: 

- The Employment Equality Acts 1998-2015 promote equality in employment and 
employment-related areas. It prohibits discrimination on the nine discriminatory 
grounds,7 in access to employment, the conditions of employment, training or 
experience for or in relation to employment, promotion or re-grading and/or the 
classification of posts.  
The Equal Status Acts 2000-2018 prohibit discrimination in four key areas: the 
provision of goods and services, accommodation and education. 
Although the Institute is established as a private sector entity, given the nature of its 
funding, it is treated as a public body for the purposes of some legislation and complies 
with many of the provisions of the Code of Practice for the Governance of State Bodies.  

In line with this, the Code of Business Conduct for ESRI Employees sets out the agreed 
principles and practice that inform the business conduct of all employees. Among the 
principles are fairness, which requires the management and all staff to ensure that the 
Institute complies with equality legislation, as well as a commitment to value and treat equally 
all its stakeholders. The Code also promotes a work environment where all employees are 
treated with dignity and respect and one that is free from all forms of bullying, sexual 
harassment, harassment, and discrimination. This environment is one where staff engage 
constructively and respectfully in each other’s research with a view to improving the overall 
quality of the Institute’s outputs. It seeks to promote a culture of ‘speaking up’ whereby 
employees can raise concerns regarding serious wrongdoing in the workplace without fear of 
reprisal, in line with the ESRI Protected Disclosures Policy.  

Among the other policies at the Institute that protect and promote equality are: 

o Employment Equality Policy: seeks to promote equality of opportunity and fair 
treatment for all staff, job applicants, customers and people with whom staff come 
into contact in their day-to-day business. It commits the Institute to seeking to ensure 
no unlawful or unfair discrimination occurs on the nine discriminatory grounds. It 
includes a commitment to make every effort to attract diverse applicants at 
recruitment stage, as well as a commitment to provide training to staff on an equal 
basis and to not make assumptions based on any of the discriminatory grounds in 
relation to training and development of staff, and to ensure equality in opportunity in 

 
6 One day per week is dedicated by this staff member to the GEP.  
7 Section 6(2), Employment Equality Acts 1998-2015. These grounds include, gender, civil status, family status, sexual 
orientation, religion, age, disability, race and membership of the Traveller community.    
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the promotion procedure. Updates to this policy are proposed as part of the GEP and 
these are included at Section 5.   

o Dignity and Respect at Work Policy: Incorporating the terms of statutory authority 
Codes of Practice with regard to workplace bullying, harassment and sexual 
harassment, this policy recognises a right for all staff to be treated with dignity and 
respect and to be provided with a work environment that is safe and supportive. It 
seeks to ensure a workplace that is free from all forms of bullying, sexual harassment, 
harassment and discrimination.   
 

In compliance with the applicable law, other relevant policies at the Institute include those 
relating to family leave, including maternity, paternity, parents and parental leave, flexible 
work policies such as the Blended Working Pilot Scheme and policies on recruitment and 
promotion. These policies are discussed in greater detail in Section 5.  

 
4. GENDER COMPOSITION ACROSS ROLES AND CONTRACT TYPES  
The Data Analysis sub-group analysed Institute employment data covering a three-year 
period from 2019 to 2021. The following indicators were examined: 

i. staff numbers by gender, division, role and contract type; 
ii. gender representation on leadership and decision-making structures; 

iii. gender representation on interview boards; 
iv. take up of family leave and part time contracts by gender. 

The findings in relation to staff numbers by gender, division, role and contract type are set 
out directly below, and any particular themes identified are examined in the section on 
Recruitment and Career Progression.   

 

Findings and analyses of themes in respect of indicators ii, iii and iv are included in the Culture 
and Organisation and Leadership and Decision-Making sections, as applicable.   

The data presented below is compared to the benchmarks of the Higher Education Authority’s 
university sector and the Institute of Social and Economic Research (ISER), University of Essex, 
in the UK, which is a similar institute to the ESRI.8   

 

 

 
8 Higher Education Authority (2022). Key Facts and Figures: Higher Education Data by Gender 2020. Available at: 
www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf  
Institute of Social and Economic Research (ISER) (14 January 2022). ‘ISER Athena SWAN Bronze Application’. Available at: 
ISER Athena SWAN Bronze Application FINAL (14.01.22).pdf 

http://www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf
file://venus/research/Athena%20SWAN%20SAT%20Members/Data%20Analysis%20Group/ISER%20Athena%20SWAN%20Bronze%20Application%20FINAL%20(14.01.22).pdf
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Figure 1 ESRI staff members by division and gender (2021)9 

 

At the ESRI, the gender composition of the staff is near parity, with 57 per cent female and 43 
per cent male staff (Figure 1). In the Economic Analysis division, there are more male staff 
(63%), whereas in the Social Research division, there are more female staff (62%). For staff in 
corporate resources and staff in non-research roles, there are more females (75%). In GUI 
Research roles, there are more male staff (57%). 

4.1 COMPOSITION OF ESRI’S RESEARCH STAFF 

In 2021, there were 79 research staff members at ESRI. There is gender parity for research 
staff overall (50/50). This parity is also reflected for staff in the positions of Associate 
Professor and Professor (Figure 2). For Senior Research Officers, there are more females 
(73%) than males (27%). In turn, for the positions of Research Officer and Research Analyst, 
there are more male staff (59%) than female staff (41%).  

As regards the early career positions of post-doctoral researchers and research assistants, 
there are more male post-docs than female (69% v 31%), however, in Research Assistant 
positions, there are more female staff (63%) than male (38%).   

By comparison, in the university sector in Ireland in 2020, 45% of core funded academic staff 
were female.10 At ISER, 61% of academic staff are female.11  

 
9 Note: number of staff in Economic Analysis division: 38; Social Research division: 34; Corporate Resources & Non-
Research: 36; GUI Research: 7; Total ESRI staff: 115. 
10 Higher Education Authority (2022). Key Facts and Figures: Higher Education Data by Gender 2020. Available at: 
www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf  
11 Institute of Social and Economic Research (ISER) (14 January 2022). ‘ISER Athena SWAN Bronze Application’. Available at: 
ISER Athena SWAN Bronze Application FINAL (14.01.22).pdf  
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file://venus/research/Athena%20SWAN%20SAT%20Members/Data%20Analysis%20Group/ISER%20Athena%20SWAN%20Bronze%20Application%20FINAL%20(14.01.22).pdf
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Figure 2 Gender composition of research staff by position (2021)12 

 

The gender breakdown by position is also reflected in the contracts held by staff. Between 
2019 and 2021, female staff have held a higher proportion of permanent positions at ESRI 
than men, but the male share increased in each year. In 2021, 57 per cent of permanent posts 
in the ESRI were occupied by women (Figure 3).  

 

Figure 3 ESRI Research Staff on Permanent Contracts (2019-2021)

 

 

As regards research staff on fixed-term contracts, there were more male research staff on 
fixed-term contracts than female staff between 2019 and 2021. In 2021, 59% of those on 
fixed-term contracts were male. This likely reflects the fact that there is a higher number of 
post-doctoral researchers who are male, particularly in 2021.  

 
12 Note: Research Officer and Research Analyst roles are combined, and Associate Research Professor and Research 
Professor roles are combined. Number of staff in Research Assistant role: 16; Post-Doctoral Research Fellow role: 16; 
Research Officer & Analyst role: 15; Senior Research Officer role: 11; Associate Research Professor & Research Professor 
role: 14. 
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Figure 4 ESRI Research Staff on Fixed-Term Contracts (2019-2021) 

 

In the Irish university sector, men occupy 57 per cent of permanent core funded academic 
positions and women hold 43 per cent of those positions. In contrast, 52 per cent of 
temporary contracts in academic core funded positions are held by women and 48 per cent 
by men (52% to 48%).13 

4.2 COMPOSITION OF CORPORATE RESOURCES AND NON-RESEARCH STAFF 
AT ESRI 

At ESRI, 36 people work in positions within corporate resources or are classified as non-
research staff. As noted above (Figure 1), overall, more females than males work in corporate 
resources and non-research roles (75% female).  

At the levels of Clerical Officer, Administrative Officer and Executive Officer there are more 
females than males for each position (Figure 5). All four staff at Assistant Principal level are 
female.  Of the three staff at the most senior level, the Director and one Principal Officer is 
male. 

Female representation in corporate resources and non-research staff is higher than in the 
benchmarks examined. In the Irish University sector in 2020, 64% of staff in ‘Professional, 
Management and support staff’ were female.14 At ISER, 63% of staff in ‘Professional services 
and staff’ are female.15 

 

 
13 Higher Education Authority (2022). Key Facts and Figures: Higher Education Data by Gender 2020. Available at: 
www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf  
14 Higher Education Authority (2022). Key Facts and Figures: Higher Education Data by Gender 2020. Available at: 
www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf  
15 Institute of Social and Economic Research (ISER) (14 January 2022). ‘ISER Athena SWAN Bronze Application’. Available at: 
ISER Athena SWAN Bronze Application FINAL (14.01.22).pdf 
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http://www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf
file://venus/research/Athena%20SWAN%20SAT%20Members/Data%20Analysis%20Group/ISER%20Athena%20SWAN%20Bronze%20Application%20FINAL%20(14.01.22).pdf
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Figure 5 Gender composition of Corporate Resources and Non-research Staff by position 
(2021)16 

 

 

The female share of fixed-term contracts increased from 2019 to 2021 (Figure 6). In 2021, 
80% of staff on fixed-term contracts in non-research posts were female. This is higher than in 
the Irish university sector, 68% of full-time fixed-term staff were female.  

 

Figure 6 Corporate resources and non-research staff on fixed-term contracts (2019-2021) 

 

 

 
16 Admin Officer Higher and Admin Officer Standard roles are combined. Assistant Principal and Assistant Principal Higher 
roles are combined. Higher Executive Officer and Executive Officer roles are combined. Clerical Officer and Clerical Officer 
Higher roles are combined. Principal Officer includes persons in the position of Principal Officer Higher. Number of staff in 
Admin Officer role: 11; Assistant Principal: 4; Executive Officer: 13; Clerical Officer: 4; Principal Officers and Director: 3. 
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The male share of permanent contracts in corporate resources and non-research increased 
from 2019 to 2021, while the female share of such contracts fell from 75% to 69% over the 
same period (Figure 7).  

In the Irish university sector in 2020, there was a higher number of females who held 
permanent and temporary contracts among ‘Professional, Management and support staff’.17  

Figure 7 Corporate resources and non-research staff on permanent contracts (2019-2021)

 

 

Lastly, with regard to interns hired between 2015 and 2022, on average, 6 in 10 were male. 
No other clear pattern, however, was found across the years examined.  The breakdown in 
2022 was exceptional in that only 1 of 7 interns was male. Overall, the gender breakdown 
amongst interns may reflect uptake of subjects at university level. For instance, in UCD, only 
37% of undergraduate students registered for Economics in 2017/18 were female. Figures 
from the HEA show that 69% of Sociology & Cultural graduates were female, as were 77% of 
psychology graduates, compared to 35% of economics graduates.18   

 

5. HORIZON EUROPE BUILDING BLOCKS   

Horizon Europe guidance specifies nine ‘building blocks’ that should be addressed by GEPs, 
made up of four mandatory process-related requirements and five content-based 
recommendations. These requirements and recommendations are addressed below.  

 
17 Higher Education Authority (2022). Key Facts and Figures: Higher Education Data by Gender 2020. Available at: 
www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf 
18 The figures refer to the graduation cohorts of 2010 to 2017, from the CSO’s Educational Longitudinal Dataset 
and is restricted to young graduates and those who were in employment (for further details see Stanley et  al 
2019 An Analysis of Labour Market Earnings for Higher Education Graduates in their Early Careers Graduation 
Cohorts: 2010 - 2017,  https://hea.ie/assets/uploads/2019/12/Higher-Education-Earnings-Report-Dec-19.pdf 

25%

29%

31%

75%

71%

69%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

2019

2020

2021

Male Female

http://www.hea.ie/assets/uploads/2019/07/Key-Facts-Figures-Higher-Education-Data-by-Gender-2020.pdf


Page 13 of 30 
 

5.1 PROCESS-RELATED REQUIREMENTS  

In this section, we set out how the Institute complies with the four process-related 
requirements. 

5.1.1 GEP is a Public Document:  This GEP has been approved by the Institute Management 
Committee and signed by the Director. It is published on the internal and external 
websites.  

5.1.2 The organisation has dedicated resources and expertise to implement the GEP:   As 
set out in Section 2, the plan has been prepared by a SAT which includes researchers 
with expertise in equality. It meets monthly and is Chaired by the Head of the Social 
Research Division.  A member of the HR team dedicates one day per week to the 
project.   

5.1.3 The organisation must collect and monitor relevant sex/gender disaggregated data 
on personnel: In developing the GEP, disaggregated sex/gender data has been 
collected from 2019 onwards, based on the relevant indicators set out in section 4.  
Data will continue to be collected and published annually and will be used to inform 
the GEP’s objectives and targets. 

5.1.4 The GEP must include awareness-raising and training actions on gender equality: As 
part of the induction process, staff are required to attend training on Equality, 
Diversity and Inclusion.   Feedback from the 2022 Workplace Survey suggests that this 
program needs to be enhanced (see Section 5 for further details).  Those involved in 
the recruitment and selection process are also required to attend training on 
understanding and addressing bias and valuing diversity.  Feedback on this program 
has been positive and it will continue to be run on an annual basis.  An additional 
training item on the GEP will include sessions on awareness raising for all researchers 
on including the gender dimension into their research design. 

5.2 Recommended Content/Thematic Areas  

In addition to the mandatory process areas, Horizon Europe guidance recommends that 
organisations consider the following five content-related themes: 

i. work life balance and organisational culture; 
ii. gender balance in leadership and decision making; 

iii. gender equality in recruitment and career progression; 
iv. integration of the gender dimension into research process; 
v. measures against gender-based violence, including sexual harassment. 

Set out below is a description of the status of each content area, a review of related findings 
from the 2022 Workplace Survey, and GEP actions.  For convenience, all GEP actions are listed 
in tabular form at Section 6. 
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5.2.1. Work life balance and organisational culture  

5.2.1.1. Introduction 

This section presents a brief overview of current policies related to work life balance and 
organisational culture more broadly with respect to equality, diversity and inclusion (EDI). 
Data on staff uptake of leave and key findings from the 2022 Workplace Survey are reviewed. 
The section concludes with actions to enhance the Institute’s organisational culture and its 
commitment to work life balance.  

5.2.1.2. Institute’s Work-Life Policies  

The Institute has a number of Work-Life Balance initiatives in place, over and above statutory 
entitlements. With regard to leave, in addition to adoptive, maternity, parental, paternity, 
carers’ and force majeure leave, the Institute offers flexitime, part-time working, reduced 
working hours, study leave, bereavement leave, marriage leave, sabbaticals and career 
breaks. Within statutory policies, the Institute goes beyond statutory requirements, for 
example by “topping-up” Social Welfare payments for maternity and paternity leave to 100 
per cent of normal net pay where the employee has a minimum of one year’s continuous 
service. Non-statutory initiatives are subject to the requirements of the Institute and the 
needs of the division concerned and are considered on a case-by-case basis.  

The Institute promotes a flexible approach to work. Under the Flexitime Policy, depending on 
team requirements, staff can choose start and finish times, with defined core hours. The 
Institute also has a policy on Part-time Work, for which all regular employees of the institute 
are eligible so long as they have achieved a satisfactory standard of performance in the review 
period preceding the application. The Institute is currently undertaking a one-year Blended 
Working Pilot Scheme from May 2022. The Institute currently recommends staff to attend the 
office at least once per week, although exceptions can be made on an ad-hoc basis in 
agreement with line managers.  

All staff have access to Spectrum.Life for Employee Assistance and access to mental health 
and wellbeing supports.  

5.2.1.3. Staff Uptake of Leave Policies 

Table 1 shows uptake of various leave policies over the period 2019 to 2021 by gender. Of 
note is the low uptake of parental leave and part-time working by males compared to 
females.   However, the 2022 Workplace Survey showed that an equal number of males and 
females reported being entitled to but not availing of parental/parent’s leave (3 of each). 
Hence the data together suggest differences in uptake of family leave may reflect 
differences in life circumstances between males and females in the Institute, rather than a 
bias in uptake. Of the six who did not avail of leave they were eligible for, two reported they 
could not afford to take leave, two reported that the pressure from work was too great, one 
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reported that they intend to avail of it at a later stage and one reported they did not want to 
avail of it.  

Table 1. Leave Uptake by Gender 2019-2021  

 2019 2020 2021 Total 
Persons  Female Male Female Male Female Male 

Adoptive  0 0 0 0 0 0 0 
Carer’s  0 0 0 0 0 0 0 
Maternity 6 - 3 - 2 - 11 
Parental 6 0 9 0 6 0 9 
Parent’s* 0 0 0 0 1 0 1 
Paternity - 0 - 3 - 1 4 
Other 
Policies 

       

Part-time 9 0 9 0 9 0 9 
Career break 0 0 0 0 0 0 0 
Sabbatical 0 0 0 0 0 0 0 

*introduced November 2019 
 
Differences in uptake of part-time working hours are wider than other comparable 
organisations (e.g. UCD where 80% of part-time staff are female); however it is unclear 
whether these differences reflect differences in preferences and/or life circumstances 
between male and female staff or how far they are influenced by involuntary part-time 
work in the university sector.   

5.2.1.4. 2022 Workplace Survey results – work life balance and organisational culture 

This section highlights some findings from the 2022 Workplace Survey in relation to work 
life balance and organisational culture.  Any significant gender differences or differences 
based on tenure or other employee category are highlighted. 

i. Flexible working support 
Results from the 2022 Workplace Survey present a positive picture of flexible working at the 
Institute. Over 90% of staff who completed the survey agreed that the Institute supports 
flexible working arrangements. The majority (over 80%) reported they have an appropriate 
balance between their work and home life, that the working arrangements suit their needs 
and just 6% (n=5) believe working flexibly could harm their career progression. Majorities 
were similar for both male and female responses; however, males tended to “strongly agree” 
with statements more so than females.  
 
ii. Workload management 
One-in-four (28%) reported that they never seem to have enough time to get everything 
done, although the majority (approx. 80%) reported that tasks are allocated fairly on their 



Page 16 of 30 
 

team and that they are confident their manager would take action to address heavy 
workloads if requested. Almost all staff (90%) reported that they find their manager 
approachable. There were no statistically significant differences between males and females. 
Staff working at the Institute for six years or longer were more likely to report not having 
sufficient time for their workload compared to newer members of staff (48% vs. 16%).    
 
iii. Inclusivity and social practices 

The large majority agreed that the Institute promotes a culture of collegiality and respect 
(90%) and inclusion (87%). Most staff also reported that their views in meetings are welcomed 
and respected (87%) and that they feel a strong sense of belonging to the Institute (70%).  
Similarly, the majority agreed that they have opportunities to get to know (86%) and socialise 
with (77%) their colleagues. 
 
The lowest score in the category was 79%, made up of respondents who either agreed or 
strongly agreed with the statement “ESRI leadership is committed to staff Equality, Diversity 
and Inclusion.”  Nine per cent of staff either disagreed or strongly disagreed with the 
statement, with females making up the greater proportion of that category.   

iv. EDI Training 

Notably, 24% of respondents did not know if they had attended EDI training and 29% said 
they had not attended, despite it forming part of required training and onboarding 
processes.  

5.2.1.5 Conclusion and Actions – Work life balance and organisational culture 

The 2022 Workplace Survey presents a broadly positive picture of the Institute, where most 
staff report positive experiences of workplace flexibility, workload management, career 
support and inclusivity. There are relatively few gender differences across measures; 
however, there is scope for greater workload and career support for staff working at the 
Institute for longer periods of time.  

Based on the above findings, several overarching actions are identified to improve work life 
balance and organisational culture at the Institute. This includes encouraging staff to discuss 
workload and leave eligibility at one-to-ones; formally consider gender and equality 
components in the review of the Blended Working Pilot Scheme; improve awareness of leave 
and work life balance policies; annual monitoring of leave uptake; review EDI training 
regarding its promotion, content and timing; and lastly, consider optional re-integration 
supports for staff returning from long periods of leave. 

These actions are set out in further detail in section 6, including specifications as to timelines 
and responsibility.  
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5.2.2 Gender balance in leadership and decision making   

5.2.2.1 Introduction 

The following section summarises the criteria for the appointment of members to the 
Institute’s two key decision-making structures - the Council, and the Management 
Committee. A breakdown of gender representation on both structures is also set out.  
Although not part of a formal decision-making structure, the role of Research Area 
Coordinator (RAC) includes decision-making responsibilities at an individual level, and 
accordingly, RAC appointment criteria and gender breakdown of this group are also 
provided.   Staff perceptions of gender equality on the leadership team were examined in 
the 2022 Workplace Survey. A summary of findings is included and any significant gender 
differences in responses are highlighted.  Finally, GEP actions to help address any issues 
identified are set out.     

5.2.2.2 ESRI Council 

The Council serves as its board of directors and comprises a minimum of 11 and maximum of 
14 members.  The role of the Council includes agreeing the Institute’s strategic plans and 
monitoring progress in achieving same. The Council is made up of a cross section of ESRI 
members: academia, civil service, state agencies, businesses, and civil society.  There are 
currently 12 council members including the Institute Director, five council members are 
female (42%) and seven are male (58%). The Board therefore meets the Government target 
of a minimum of 40% representation of each gender in the membership of State Boards. 
 
 Council members are required to abide by a Code of Conduct which includes the following: 
“Council will ensure that the ESRI complies with employment equality and equal status 
legislation and is committed to fairness in all its activities”.    
 
The Council is fully supportive of initiatives to promote EDI and to allocate resources to such 
initiatives. A GEP action will be to include EDI commitments and success measures in the next 
ESRI Research Strategy document (due 2024). 
 

5.2.2.3 ESRI Management Committee 

The Management Committee, under the leadership of the Director, has day-to-day 
responsibility for managing the Institute (including its staff, work programme, budget and 
facilities). The Committee reports through the Director to the Council and, in addition to the 
Director, is made up of the Heads of the three Research Divisions and the Heads of Finance, 
HR, and Operations, respectively.  The current Director is male, and the majority of Heads of 
Division/Function are female (two of whom work on a part-time basis) resulting in an overall 
female representation of 57%.  Research Professors are eligible to be considered for the role 
of Head of Division which is a 5-year appointment.  Where more than one candidate expresses 
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an interest, an election is held. Staff at the level of Research Officer and above are eligible to 
vote.  A summary of Management Committee decisions and discussion points is circulated to 
all staff by email. 

5.2.2.4 Research Area Coordinators 

The Institute’s research agenda is organised into 11 research areas, and these are each 
coordinated by one or more Research Area Coordinators (RACs). This is a critical role which 
contributes towards developing research proposals, hiring decisions, day-to-day 
management and workload allocation.  The majority of RACs (at least 63%) in the period 
2019 to 2021 were female.  RACs are appointed on the basis of seniority and subject area 
expertise.  The role is an opportunity for research staff to develop leadership capability. 

5.2.2.5 Workplace Survey – Visibility of men and women in leadership roles 

Eighty-three percent of respondents to the 2022 Workplace Survey either agreed or strongly 
agreed with the statement “men and women are equally visible in leadership roles”.  
Thirteen percent of respondents either disagreed or strongly disagreed with the statement, 
with an equal number of males and females in the category.    
 

5.2.2.6 Conclusions and Actions – Gender Equality in Leadership and Decision 
Making 

A broadly positive picture emerges in respect of Gender Equality in Leadership and Decision-
making.  There is no evidence of any structural or institutional barrier to ensuring that men 
or women are represented in leadership and decision-making positions.  The GEP actions 
will be (i) to continue to monitor representation on decision-making structures; (ii) ensuring 
that as a standing item, the SAT Chair updates the Management Committee on progress on 
EDI actions.   A third action will be to review the gender breakdown of Institute 
representation on external fora, including, for example, participation on external influential 
committees, expert panels, public outreach, etc., with due regard to the possibility of 
placing a disproportionate burden on underrepresented genders (women in economics, 
men in sociology).  
 

5.2.3 Gender equality in recruitment and career progression   

5.2.3.1 Introduction 

The following section contains an evaluation of the gender equality dimension in the 
Institute’s recruitment and career progression policies and practices.  Feedback from the 
2022 Workplace Survey and other relevant data are considered, and actions to remedy any 
potential biases are highlighted. 
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It should be noted at the outset that, at present, gender or other equality data is not 
gathered at job application stage.  Rectifying this will be a priority action for the GEP to 
ensure that trends and themes can be understood, and remedial action taken where 
appropriate.  

5.2.3.2 Relevant Policies and Procedures 

The Institute sets out its commitment to promote equality of opportunity and fair treatment 
for all staff and job applicants in its Employment Equality Policy. The policy notes specific 
equality commitments and principles in relation to recruitment, promotion, and access to 
training.  It also includes a commitment to train all staff involved in the process.  As part of 
the GEP, the policy will be replaced by a broader Equality, Diversity and Inclusion policy.  

The recruitment and selection process involves a number of stages and is conducted in 
accordance with set procedures.   

All roles must be first approved by the Management Committee on foot of a business case 
and job description prepared by the hiring manager and presented by the Head of Division 
using a prescribed template. Job descriptions are reviewed for consistency and gender-
sensitive language by the HR Department.  The value of using gender-review software in 
recruitment documentation will be explored as part of the GEP actions. 

In accordance with Public Service regulations, all approved roles are publicly advertised for 
a minimum of 2 and an average of 3 weeks. Panels may be formed where it’s anticipated 
equivalent roles may arise in the short-term (e.g. Research Assistant, Postdoctoral Fellow).  
Applicants complete an application form which may be customised for each role.  As noted 
above, gender or other equality data is not currently collected. This will be remedied as part 
of the GEP.  

Interview boards are convened for each competition and operate in accordance with the 
Guidelines for Interview Boards. The Guidelines set out the actions which must be taken at 
each stage of the recruitment and selection process to ensure compliance with data 
protection and equality legislation.  The Guidelines also set out the circumstances for extern 
attendance at research and non-research competitions, respectively.   As part of the GEP, 
the Guidelines will be updated to include information on gender-neutral language in 
questioning and in the provision of feedback.  The GEP will also include an action to 
compare current researcher processes with EU Charter and Code of Conduct for the 
Recruitment of Researchers https://euraxess.ec.europa.eu/jobs/charter/code  

An analysis of the gender balance on interview boards for the 3-year period from 2019 
shows that all boards had male and female representation but with a greater proportion of 
members (6 in 10) being female.  This reflects the fact that the HR team, which is 
represented at all final interviews, is made up of females. Despite the deliberate practice of 
gender representation on boards, it is noted that there is no reference in the Guidance to 
this as a requirement.  The GEP will include an action to remedy this. 

https://euraxess.ec.europa.eu/jobs/charter/code
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The 2022 Workplace Survey included a question about the recruitment process (as an 
internal or external candidate). Of those who had been through the process, 94% either 
agreed or strongly agreed that the process was fair.   

5.2.3.3  Contract Status  

Research Assistant and Post-Doctoral roles are hired on the basis of fixed-term contracts. 
This staffing model provides flexibility to respond to availability of funding and changing 
business demands. It is also in line with the ESRI’s remit to train and upskill the next 
generation of researchers. As noted in Section 4, in 2021, male representation was slighter 
higher for Post-Doctoral roles and there was slightly higher female representation in the 
Research Assistant role.  Again, the collection of applicants’ gender data will be important to 
assess and understand the trends and to take remedial action where appropriate. 

Research positions at the level of Research Officer and above (where external candidates 
are appointed) are also offered on a fixed-term contract basis. Towards the end of the 
contract and subject to an assessment process, candidates may be offered tenure. The 
process is conducted in accordance with the ESRI’s Procedures for Permanent Employment 
Relating to ESRI Research Staff in the Research Officer Grade and Higher Grades.   

As part of the GEP, the average time to achieve tenure will be compared for male and 
female candidates. 

Non-research contracts are generally offered on a fixed-term contract basis. As noted above, 
this type of model provides flexibility to respond to availability of funding and changing 
business needs. Towards the end of their contract term, incumbents may be offered 
permanent contracts on foot of a business case presented to the Management Committee.   
In Section 4, it was noted that the number of females on permanent contracts has been falling 
in the period 2019 to 2021.  This is due to the fact that 4 female staff on permanent contracts 
left in the period and consistent with the practice, replacements were duly hired on a fixed-
term basis. 

5.2.3.4  Promotions Process – Researchers 

Staff at the level of Research Analyst and above are eligible to apply for promotion.  Calls 
are issued annually, with the maximum number of promotions being determined by the 
Council. Candidates are assessed against four criteria: (i) research output (ii) success in 
winning research projects (iii) leadership potential and (iv) contribution to the Institute’s 
activities and the public good.  The process and criteria are set out in the Procedure for the 
Assessment of Applications for Promotion of Research Staff.  Each step, from point of 
application to appeal, is outlined.  It should be noted that promotion interview boards 
include two elected staff members, two externs, two members of the Council and are 
chaired by the Director.  A HR representative also attends to ensure procedural adherence.  
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Furthermore, the promotion board must have a minimum of 40% representation of each 
gender. 

The 2022 Workplace Survey included a question about the fairness of the researcher 
promotion process. Twelve and a half per cent of respondents who had a view either 
disagreed or strongly disagreed with the statement “the promotions process for researchers 
is fair”.   

The researcher promotions process is currently the subject of an internal consultation and 
review process.  Any insights which have a gender or equality dimension will be explored 
with a view to incorporating recommendations into the GEP.  An additional GEP action will 
be to compare average number of years for men and women to be promoted. 

5.2.3.5  Promotions Process – Non-Research Staff 

There are limited promotional opportunities for staff in administrative, professional and 
technical roles, particularly in Corporate Resources. The reason for this is the very low level 
of turnover of staff in senior positions, so vacancies rarely arise.   

In 2020, to ensure that job levelling was appropriate, the Institute engaged Mazars to 
complete a job evaluation project to review all mid-level roles in Corporate Resources. The 
resulting recommendations were duly implemented. 

Dissatisfaction with the lack of promotion opportunities for non-research staff is reflected in 
the 2022 Workplace Survey where 42% of non-research staff either disagreed or strongly 
disagreed with the statement “There are opportunities for me internally to progress my 
career”. The majority of respondents in this category were on fixed term contracts and 
there were no significant differences in male and female responses. 

From time-to-time, certain roles require expansion in scope and responsibilities.  In these 
circumstances, the ESRI’s Strategic Regrading Process is applied.  This includes a number of 
steps, including the approval by the Management Committee of a business case, a job 
levelling exercise, a candidate competency self-assessment and the convening of an 
interview board to include a specialist extern. 

It should be noted that 60% of permanent staff in Corporate Resources have been promoted 
at some point in their tenure.  

The 2022 Workplace Survey also revealed that only 40% of non-research staff agreed or 
strongly agreed with the statement “I understand how non-research roles are considered for 
regrading”. Whilst a strategic regrading exercise currently only arises as a result of a role 
expansion and associated business case, and cannot be initiated by a staff member, the GEP 
will include an action to provide clarity to the relevant cohort on the regrading criteria and 
process.   



Page 22 of 30 
 

It is envisaged that additional actions in respect of non-research staff will be developed 
arising from the more in-depth data collection and analysis which will form part of the 
Institute’s Athena Swan application.  

5.2.3.6  Career Development 

Discussions around career development and learning and development needs are expected 
to form part of regular 1-to-1s between employees and line managers as set out in the 
Performance Management Policy.  Sixty-four per cent of respondents to the staff survey 
were either very satisfied or satisfied with the process. Nine per cent were either not 
satisfied or not at all satisfied with the revisions.  There were no significant gender or length 
of service differences in responses.   

The Institute’s strong commitment to staff training was reflected in the Workplace Survey 
results - 94% of research staff and 84% of non-research staff respectively either agreed or 
strongly agreed with the statement “I have access to the training I need to support my 
career development.  There were no significant gender differences in responses to the 
statement. 

Smaller majorities reported their manager supports their career development (70%) and 
having access to mentoring (67%). There were no significant differences between males and 
females. Those who reported not having opportunities to discuss career development with 
their manager or having access to mentorship were primarily staff working at the Institute for 
six years or longer, implying fewer opportunities for career guidance at more senior positions. 
 
The Institute also has an Education Support Policy the purpose of which is to enable staff 
complete their academic or professional qualifications in line with the Institute’s goals. The 
policy applies to those who have completed a minimum of one year’s service and includes 
those on fixed-term or specific-purpose contracts.  Support is offered entirely at the 
discretion of the Institute. The GEP will include an action to track any gender differences in 
applications. 
 

5.2.3.7 Conclusion and Actions – gender equality in recruitment and career progression 

The 2022 Workplace Survey presents a broadly positive picture of staff perception of 
recruitment practices, the performance management process, career support and the 
availability of training opportunities. There were relatively few gender differences noted.  
However, there was dissatisfaction expressed by non-research staff about the lack of 
promotion opportunities.  

A priority action identified is the creation of a process to monitor gender and other equality 
data at the recruitment stage. Other actions include a comparison of researcher recruitment 
processes with the EU Code of Practice on Recruitment for Researchers; an update of 
recruitment guidance documents; a comparison of gender differences in average time to 
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achieve promotion and tenure and the provision of information on the strategic regrading 
process to non-research staff. 

These actions are set out in further detail in section 6, including timelines and responsibility.  

5.2.4 Integration of the gender dimension into research  

5.2.4.1 Introduction 

There is a wealth of evidence showing that integrating gender and diversity dimensions into 
research adds value to research excellence, increases the relevance of research findings for 
the society, attracts and retains talent, and ensures that researchers maximise their 
potential.19 Evidence from EU countries shows that a country’s innovation capacity is 
positively associated with the status of gender equality in that country.20 Other research has 
found that gender diversity enhances the innovation performance of R&D teams21 and it is 
positively associated with radical innovations.22    

This added value enhances the mission of the Institute, which is to provide high-quality 
evidence to inform policy for a better Ireland. As highlighted by international evidence,23 to 
achieve these objectives, there is a need to mainstream gender analysis in all research stages 
including: 

• identification of challenges/problems; 
• conceptual framework; methodology;  
• data collection; 
• data analysis and interpretation of results.       

 

5.2.4.2. 2022 Workplace Survey results – gender dimension in research  

The Workplace Survey 2022 asked research staff about the incorporation of a gender 
dimension into their research. Just over half of respondents (52%) stated that they have 
explored a gender dimension within their research at the Institute. Respondents who are 
sociologists and/or psychologists are more likely to have explored a gender dimension within 

 
19 See for example, LERU. 2015. “Gendered research and innovation: Integrating sex and gender analysis into the research 
process”, Advice Paper. No. 18, Leuven: League of European Research Universities (LERU). Available from: https://www. 
leru.org/publications/gendered-research-and-innovation-integrating-sex-and-gender-analysis-into-the-research-process. 
20 Report on Gender in Research and Innovation on the implementation of Council Conclusions of 1 December 2015 on 
Advancing Gender Equality in the European Research Area, the ERAC Standing Working Group November 2018. 
21 Turner, L. 2009. Gender Diversity and Innovative Performance, International Journal Innovation and Sustainable 
Development, 4, 123-134. 
22 Diaz-Garcia, C., Gonzalez-Moreno, A., Saez-Martinez, F. 2013. “Gender Diversity within R&D Teams: Its Impact on 
Radicalness of Innovation,” Innovations: Management, Policy & Practice, 15, 149-160. 
23 See for example, Xie, K., Baek, C. A., and Cheve, G. 2020. Toolkit for Integrating a Gender-Sensitive Approach into 
Research and Checklist for Preparing the Gender Equality Statement for Grant Applications to UKRI GCRF and Newton Fund 
Calls, Interdisciplinary Research Centre for International Development, University of Warwick.  
https://publishing.warwick.ac.uk/index.php/uwp/catalog/book/2.  

 

https://publishing.warwick.ac.uk/index.php/uwp/catalog/book/2
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research (64% of all sociologist/psychologist respondents) relative to economists (45% of all 
economist respondents). There is no gender difference among those who have already 
integrated a gender dimension into research at the Institute – the responses are equally 
distributed by gender - 49% female and 49% male.  

Over three quarters of all respondents (79%) working at the Institute for more than 15 years 
have previously explored a gender dimension within research; 55% of all respondents working 
at the Institute between 6 and 15 years, and 43% of all respondents having worked at the 
Institute less than 5 years.   

Forty eight per cent of respondents have not yet explored a gender dimension within research 
at the Institute: 37% of respondents say that whilst they have not yet explored the gender 
dimension, they would be open to doing so; 7% of respondents say a gender dimension would 
not be relevant for their research and 4% say a gender dimension is not applicable. Of those 
who have not yet explored a gender dimension but would be open to doing so,  85% are 
economists, 12% are sociologists/psychologists and 4% are from other professions 

• Actions  - gender dimension in research  

In seeking to strengthen the incorporation of gender and diversity dimensions into research 
at the Institute, a number of actions are proposed. The first of these actions is to raise 
awareness at all levels, including Research Area Co-ordinators across all research areas of the 
value of incorporating gender and diversity dimensions into research. As part of this process, 
research areas with greatest potential/gap in addressing gender and diversity dimensions 
within research will be identified.  
 
A further action will be to provide advice and support to researchers for integrating gender 
and diversity dimensions into all research stages including: designing a gender and diversity-
sensitive approach to research, identifying relevant research questions, developing 
appropriate methodologies and datasets to address them, knowledge transfer from leading 
researchers in the Institute via workshops or an Institute Forum. Additionally, guidelines and 
checklists to assist researchers to integrate a gender dimension into their research will be 
developed and issued to researchers.  
 
These actions are set out in further detail in section 6, including specifications as to timelines 
and responsibility.  

5.2.5 Measures against gender-based violence, including sexual 
harassment  

 

5.2.5.1 Introduction 
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The following section provides an overview of the Institute’s Dignity and Respect at Work 
policy, which sets out the Institute’s policy on work-based Bullying, Harassment and Sexual 
Harassment.  The results of the 2022 Workplace Survey are also considered and actions to 
ensure that issues identified are appropriately addressed are set out.   

5.2.5.2 Dignity and Respect at Work Policy  
 
The Institute’s Dignity and Respect at Work policy sets out expectations for the behaviour of 
staff and managers. The policy specifies its scope as applying to all employees of the Institute 
undertaking activities on behalf of or relating to the Institute, including work outside of the 
Institute offices (e.g. home-based work, survey interviewing, conferences) and technology-
based work (e.g. video calls, social media). The policy defines bullying, harassment and sexual 
harassment and provides examples of such behaviours.  It sets out the informal and formal 
complaints processes and provides detail on how a formal investigative process would be 
conducted. The policy also includes information on the types of support which may be 
provided. 
 

5.2.5.3 2022 Workplace Survey results  

No respondent to the 2022 Workplace Survey reported they had experienced or witnessed 
sexual harassment while working for the Institute in the last 24 months. However, one-in-
five reported not knowing exactly how to report incidents of bullying, harassment or sexual 
harassment. Most respondents (77.5%) would be comfortable making a report of an 
incident but 9% reported they would not be confident in how reports would be handled. 

There were no statistically significant gender differences in responses. 
 
5.2.5.4 Conclusions and Actions – measures against gender-based violence, including 
sexual harassment 

Whilst noting the fact that no respondent reported having experienced or witnessed sexual 
harassment, it is a concern that some employees would not be comfortable reporting 
incidents and lacked confidence in how incidents would be dealt with. The Dignity and 
Respect at Work Policy is currently being updated to incorporate changes in the relevant 
statutory authority Codes of Practice.  The promotion of the updated policy (which will be 
treated as a priority) presents an important opportunity to ensure that staff are made aware 
of how complaints about bullying, harassment, and sexual harassment should be reported 
and how they are dealt with.  Staff will be also informed/reminded of the names of those 
individuals and support groups who can provide support and information on a confidential 
basis.  An additional action for the GEP will be to provide more detailed information on this 
policy to new staff at induction.  
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6. GENDER EQUALITY PLAN  

1.General Themes 
Objectives Actions Success Measures 
1.1 Apply for Athena SWAN 
Certification June 2023  
-ESRI to be represented on the Athena 
SWAN practitioner network 
 

-Expand on current GEP including providing more in-
depth analysis of certain data categories; consider 
additional equality categories, eg, disability  
 

-Obtain Athena SWAN Bronze certification in Q4 2023 
 

1.2 Using 2022 Survey results as 
benchmark, monitor progress arising 
from specific actions listed below.  

 -Run Workplace Survey every two years 
 

-Complete next survey July 2024 
-Improve on survey response rate of 77%  
-Improved scores in areas outlined below. 

1.3 Ensure Institute’s commitment to 
EDI is published and formally 
embedded in strategy  
 
1.4 Ensure that EDI activities are 
owned by senior leadership 

-Commitment to EDI is included in next ESRI Research 
Strategy Document 
 
 
-Progress towards achieving EDI actions is an agenda 
item at Management Committee 
 
 
-Employment Equality policy is replaced with EDI policy  

-EDI strategy and commitments are included in Research 
Strategy document due 2024. 
 
 
-EDI activities are reported at Management Committee on a 
monthly basis and duly minuted. 
 
-New EDI policy is rolled out by April 2023 

1.5 Help improve gender 
representation of women amongst 
economics students and men 
amongst sociology students 
 

-Investigate outreach activities such as:  
• sponsorship of academic prizes for related 

projects 
• working with HEIs to support targeted 

recruitment initiatives eg., on-line talks 
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2. Horizon Europe Content Themes 
Theme Areas of focus  Actions Owner and Dates Success Measures 
2.0 Work life 
balance and 
organisational 
culture 

2.1Family Leave 
Policies  
 

2.1.1 Conduct annual review of 
uptake of family leave  

HR, annually 
 
 
 

 
Increase in take-up of family leave 
policies by eligible staff 
 

2.1.2 Promote work life and family 
leave policies more widely though 
regular notices 

HR, quarterly 

2.1.3 Encourage staff to discuss 
work-life balance and leave eligibility 
at one-to-ones. Add item to standard 
one-to-one template 

HR, Q4 2022 

2.2 Workload 2.2.1 Encourage staff to discuss 
workload at one-to-ones.  Add item 
to one-to-one template 

HR, Q4 2022 Improved response on this 
question in July 2024 survey 

2.3 Support for staff 
returning to work from 
long-term leave 

2.3.1 Include optional reintegration 
support for staff returning from long-
term leave – for example, a buddy 
system and/or ‘keeping in touch’ 
days. 

HR; Q4 2022 Improved response in survey 
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2.4 Blended Working 
Policy 

2.4.1 Formally consider gender and 
equality components in the review of 
the Blending Working Pilot 

HR; Management Committee – 
April 2023 

Gender and other equality 
differences are considered in the 
preparation of updated policy. 

2.5 EDI Training 
 
 

2.5.1 Review promotion, content, 
and timing of EDI training  
 

SAT; HR; May 2023 Improve on survey results re: EDI 
training such that 100% of staff are 
aware of training. 

2.5.2 Working with 3rd party, develop 
specific content for managers   
 

SAT; HR; July 2024 New EDI training programmes in 
place.  
 

3.0 Gender 
Balance in 
Leadership and 
Decision Making 

3.1 Gender 
representation on 
external fora, expert 
committees, etc. 

3.1.1 Analyse staff representation by 
gender on external fora, expert 
committees etc  

SAT; Annual Representation reflects the gender 
representation in expertise 
 

3.1.2 Continue to monitor gender 
representation in leadership and 
decision-making structures 

SAT; Annual  Approx. 40% gender 
representation maintained on key 
leadership and decision-making 
structures 

4.0 Gender 
equality in 
recruitment and 
career progression 

4.1 Equality category 
data collection from 
job applicants  

4.1.1 Implement process to enable 
collection of sex, gender identity and 
other equality data at job application 
stage (disclosure to be on voluntary 
basis) 

HR: Q4 2022 
 

Process created whereby reports 
can be generated to analyse job 
applicant gender and other 
equality data 

4.1.2 Devise process for collection of 
other equality data from existing 
staff (disclosure to be on voluntary 
basis) 

4.2 Recruitment 
process for 
Researchers 

4.2.1 Compare current researcher 
recruitment processes with EU Code 
of Practice on Recruitment for 
Researchers  

SAT; May 2023 Comparison completed and best 
practice incorporated into GEP 
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4.3 Interview 
Documentation 

4.3.1 Update Interview Board 
Guidelines to include guidance on 
use of gender-sensitive language and 
requirement to have gender 
representation on interview boards  

HR: Q4 2022 Guidelines updated and policy 
updated 

4.3.2 Carry out review of job 
description templates to ensure 
these are gender neutral  

HR; SAT: June 2023 Templates compared against best 
practice and amended as 
appropriate 

4.3.3 Investigate merits of use of 
gender analysis software in ESRI 
recruitment adverts and job 
descriptions 

HR; SAT: May 2023 Review completed of gender 
analysis software and 
recommendation made as 
appropriate 

4.4 Promotions 
process 

4.4.1 Incorporate any relevant 
findings from the ESRI research 
promotions process review 

HR; Management Committee Relevant findings incorporated in 
advance of next promotion round 

4.4.2 Raise awareness of strategic 
regrading process for non-research 
staff 

HR & line managers, November 
2022 

Document circulated and queries 
addressed.  

4.4.3 Compare average time to 
achieving promotion for male and 
females   
 
4.4.4 Compare male and female 
average time in grades 

HR: February 2023 
 
 
HR: February 2023 

-Analysis prepared for 3-year 
period 2019 - 2021 
 
-Actions identified to address any 
issues and incorporated into GEP. 

4.5 Career Progression 4.5.1 Analysis of gender breakdown 
of those in receipt of Educational 
Assistance  

HR:  May 2023 Tracker created and any gender 
differences compared  
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5.0 Integration of 
the gender 
dimension into 
research content 

5.1 Raise awareness of 
the value added of 
integrating gender and 
diversity analysis in all 
research areas.  

5.1.1 Run quarterly thematic 
workshops and/or an annual 
Research Day event to present and 
discuss existing research-based 
evidence.  

SAT; RACs   -All research staff aware of the 
value added of integrating gender 
and diversity analysis into research 
at the ESRI – to be evidenced by 
higher scores in workplace survey 
due July 2024 in relation to this 
theme. 
 
-Workshops/Research Day duly run 

5.2 Identify research 
areas with greatest 
potential/gap in 
addressing gender and 
diversity dimensions 
within research. 
 

5.2.1 Collect information on ongoing 
research projects and publications by 
research areas. 
 

SAT; RACs; ICP  Increased inclusion of gender and 
diversity analysis in research 
outputs 

5.3 Provision of toolkit 
for integrating gender 
and diversity 
dimension into ESRI 
research 

5.3.1 Provide guidelines and 
checklists to assist researchers to 
integrate gender and diversity 
dimensions into their research    

SAT; RACs; May 2023 Guidelines and checklists created 
and made available to researchers 

6.0 Measures 
against gender-
based violence 
including sexual 
harassment 

6.1 Dignity and 
Respect at Work Policy 

6.1.1 Ensure updated policy is 
accessible, and widely and regularly 
promoted  
 
 

-HR to roll-out updated policy in 
Q4 2022 
-Policy to be promoted on ongoing 
basis.  

100% awareness of reporting 
processes reflected in Workplace 
Survey July 2024 

6.1.2 Provide more information on 
this policy at induction. 
 

HR: Q4 2022 -Induction programme updated 
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