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1. Gender Equality @ MCL

1.1. Preamble
Research, development, and innovation activities benefit from diverse approaches and perspectives in 
problem-solving. Teams with employees of different backgrounds, orientations, and the equal 
promotion of all genders create an inspiring work environment and foster a culture of openness, 
diversity, and appreciation. For a research institution like MCL, qualified, diverse, and motivated 
personnel is the most important asset. In recent years, MCL has increased the number of highly 
qualified employees, and the proportion of female employees has also developed well. An open-
minded gender culture is an important pillar for achieving the desired high scientific excellence 
and innovation capability of MCL. 

Based on the awareness described above, MCL aims to further increase the proportion of women in 
the organization and promote an open culture where various disciplines, different ways of thinking, 
and approaches can optimally develop in harmony with MCL's mission.

1.2. Baseline Situation
Gender equality has been an important corporate goal since the founding of MCL. Accordingly, 
various measures have already been defined and implemented in the past that contribute to 
equality. Examples of such measures include equal pay for equal qualifications and equal hours, the 
possibility of temporary reduction in working hours to fulfill childcare duties, or actions where 
female scientists act as role models to showcase future perspectives for women in research. 
Furthermore, MCL has been supporting various initiatives (e.g., Girls' Day, FEMtech) for years to 
promote female pupils and students. 

The proportion of women at MCL is currently about 31.1% of the total workforce and about 25.8% of 
the scientific staff (as of 2023), which represents an above-average value for our industry. At MCL, 
women are represented at almost all organizational levels.

1.3. Strategy 
The gender strategy at MCL aims to further increase the proportion of women and achieve an equal 
distribution of women and men. Overall, it also aims to strengthen awareness and understanding of 
gender issues. Based on the positive experiences of recent years, the following strategic goals have 
been pursued: 

• Create added value for MCL's future success through:
 Contributing to ensuring a pool of talented and motivated professionals;
 Strengthening innovation capability, problem-solving competence, and a cooperation

culture through diversity;
 Contributing to increasing MCL's attractiveness as an employer by offering a flexible

working environment for employees of all gender.
• Create incentives to attract young and highly talented women for choosing a career in STEM

fields.
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2. Gender Equality Plan @ MCL (GEP)

2.1. Aims
 Establish organizational structures and processes for effective implementation of equality

measures defined in the Gender Equality Plan of MCL
 Determine resources and budget annually for implementing equality measures
 Develop further measures in the areas of recruiting, personnel development, and work-life

balance to increase the proportion of women
 Raise awareness and support a respectful gender-independent communication culture

through clear positioning and messages internally and externally
 Inspire young and highly talented women to pursue careers in STEM fields

2.2. Process 
To achieve the MCL gender strategy and equality goals, an interactive process is established:

Gender Equality Process at MCL

The gender equality process at MCL will enable effective planning and implementation of equality 
measures as well as ensure their ongoing monitoring and improvement.

2.3. Organizational Integration 
Organizational integration of equality activities is essential for effective and continuous development 
of goals and measures within the framework of the GEP. This includes building gender competencies 
as a staff function as well as anchoring responsibility in the line with managers. Furthermore, all 
employees and decision-makers play an important role in recognizing behaviors and unconscious 
gender-specific biases that lead to discrimination against women. Training and communication are 
valuable tools to sensitize employees to gender equality and simultaneously provide them with the 
knowledge and skills that enable them to advocate for the goal of equality.
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The development of gender competencies is thus accompanied by appropriate training and 
communication activities. 

Gender Officer

A person appointed by the management from among the employees. The role of the Gender Officer 
includes the following tasks:

• Leading the Gender Task Force.
• Operationalizing equality goals and corresponding measures within the framework of the GEP

together with the Gender Task Force (based on the MCL gender strategy and overarching
goals).

• Coordinating equality measures in the Gender Decision Circle.
• Organizing events on gender topics as needed. These activities include awareness-raising

training on gender issues aimed at employees and managers, and may also include
communication activities and gender equality training focusing on specific topics (e.g.,
training on unconscious bias in hiring, training on gender-inclusive language).

• Participating in events and training sessions, as well as representing MCL in gender matters

Gender Task Force 

The Gender Task Force is led by the Gender Officer and consists of stakeholders from MCL 
departments (Administration, Materials, Microelectronics, Simulation). The Gender Task Force 
conducts gender analysis as part of ongoing monitoring and is thus an important source of 
information for defining further specific equality measures. It is also responsible for implementing 
the measures defined in the GEP that are not directly under the responsibility of managers or the 
Human Resources department.

Gender Decision Circle

The Gender Decision Circle consists of the MCL management, the Head of Human 
Resources, department heads, and the Gender Officer. The Gender Decision Circle ensures that 
(1) equality measures are made as MCL decisions and are communicated and implemented
accordingly in the respective departments, (2) process flows for effective implementation of
measures are established, and (3) effective gender monitoring is carried out.

Responsibility in the Line

All managers in their respective functions are responsible for implementing equality 
measures. In particular, they are significantly involved in implementing corresponding 
measures in the areas of recruiting, work-life balance, and career development.
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2.4. Monitoring 
The evaluation of the effectiveness of equality measures is carried out through ongoing monitoring 
and has the following objectives:

• Establishing a baseline situation regarding the equality of women and men at MCL, against
which progress can be regularly (at least annually) reviewed.

• Conducting gender analyses to identify areas of relative strengths and weaknesses, allowing
for better alignment of measures and priorities within the framework of the GEP.

Based on the thematic areas defined in the GEP, indicators and analyses are relevant for the 
following aspects 

Recruiting 

• Ratio of female/male applications to the hiring of female/male employees.
• Proportion of women who applied for early-career scientific positions (PhD positions).
• Proportion of women who applied for the following positions: student employees and

diploma students.

Career Development 

• Staff composition by gender at all hierarchical levels (group/department management,
executive management) and by specialist areas (scientific, technical, administrative).

• Proportion of women in the scientific field: Junior Researcher, Senior Researcher, Key
Scientist

• Project leader indicator:
o Proportion of scientific project leadership positions held by female scientific

employees in the respective calendar year.
o Proportion of scientific project leadership positions held by male scientific employees

in the respective calendar year.

Work-Life Balance 

• Employment extent of all employees by gender in the categories of full-time and part-time
employment

• Number of employees by gender,
o who have taken parental leave and for how long, in order to attend to childcare,
o who have returned to work after parental leave.
o home office days taken: by gender, hierarchy, and department.

If necessary, additional indicators can be developed to establish a baseline and monitor progress.

The proper data collection is carried out annually in the Administration Department. Once the data 
is collected, the analysis is conducted by the Gender Task Force. 
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This analysis will help to set priorities for the GEP and adapt these priorities to the evolving situation 
over time. The annual review of progress will be presented by the Gender Task Force with 
corresponding proposals for improvement measures in the Gender Decision Circle. 

Although most indicators will be quantitative, qualitative surveys can also provide a meaningful 
complement. Employee surveys should be conducted to qualitatively measure the experiences and 
perception of the effectiveness of equality measures at MCL.

2.5. Ressources & Budget
MCL provides the Gender Officer and the Gender Task Force with an annual budget and the necessary 
resources (space and material expenses) based on the agreed annual action plan.

Furthermore, employees are enabled to participate in training sessions, informational events, and 
other gender-related activities.

The Gender Task Force will strive to obtain possible funding for gender-specific measures.

2.6. Aims & Measures 2024-2026 

The impact of the following measures will be evaluated at the end of 2026. Based on these evaluation 
results, planning for the subsequent two-year planning and implementation phase will take place.

Link to videos 

https://www.youtube.com/watch?v=uKG5LKAXZKg&list=PLJ_iDwCLSc7SW-0csfLRYR7UGaVksLwyX
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Link to videos 

https://www.youtube.com/watch?v=uKG5LKAXZKg&list=PLJ_iDwCLSc7SW-0csfLRYR7UGaVksLwyX


Leoben, Date

Materials Center Leoben Forschung GmbH 

Dr. Werner Ecker 
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