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1  Purpose 

The Institute for Central Europe is committed to maintaining a professional environment in which 

all persons working with the organisation are treated with dignity, fairness and respect, and in 

which decisions are taken without discrimination on the basis of gender. 

This Gender Equality Plan sets out the framework through which ICE will promote gender equality 

in its governance, working culture, engagement practices and substantive work during the period 

2026--2029. It serves both as an internal governance instrument and as a public statement of 

institutional commitment in line with the requirements applicable to research organisations 

under Horizon Europe. Those requirements include a formal public document signed by top 

management, dedicated resources, data collection and annual monitoring, and awareness-

raising or training. The guidance further recommends addressing work-life balance, leadership 

and decision-making, recruitment and career progression, the gender dimension in research 

content, and measures against gender-based violence, including sexual harassment. 

ICE understands gender equality not as a narrow compliance matter, but as part of institutional 

quality, professional integrity and responsible research practice. In a small organisation, these 

standards are shaped less by extensive bureaucracy than by clarity of expectations, consistency 

of leadership and the willingness to review internal practice with honesty and seriousness. 

2  Scope and institutional approach 

ICE operates through a lean, project-based structure and works across research, policy analysis, 

strategic communication, public debate and international cooperation. Its organisational model 

differs from that of large universities or research institutes with extensive administrative 

hierarchies and standardised academic career systems. This plan therefore adopts a 

proportionate approach. It does not replicate frameworks designed for much larger institutions, 

but establishes clear commitments, responsibilities and procedures appropriate to ICE's scale 

and mode of operation. 

At the same time, a smaller institutional structure does not lessen the importance of clear 

standards. On the contrary, where systems are lighter and working relationships more direct, 

organisational culture depends even more on coherent practice, accountability and trust. The 

Horizon guidance explicitly notes that a GEP should be tailored to the organisation's context, 

mission, size and structure while still embedding the mandatory process-related requirements 

and addressing the recommended thematic areas. 
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3  Core commitments 

ICE commits itself to the following principles for the duration of this plan: 

ICE will uphold equal treatment and equal opportunity in all areas of its institutional functioning. 

ICE will not tolerate discrimination, harassment, sexual harassment, intimidation, degrading 

conduct or retaliation. 

ICE will support a working culture that is compatible with flexibility, professionalism and respect 

for different personal circumstances, including care responsibilities where relevant. 

ICE will apply the principle of equal pay for equal work and equal treatment in comparable 

contractual and remuneration decisions. 

ICE will take gender equality seriously not only as an internal organisational matter, but also as a 

question of research quality, public credibility and institutional responsibility. 

ICE will review its own practice on a regular basis and adjust its measures where necessary. 

4  Governance, responsibility and resources 

Responsibility for the implementation of this plan rests with the Director, who will act as GEP 

focal point. Administrative coordination, record-keeping and support for annual review will be 

ensured by the General Manager. Strategic oversight will be exercised by the Board, which adopts 

the plan, receives the annual review and supports any corrective action deemed necessary. 

ICE commits to allocating identifiable internal capacity to the implementation of the GEP. In 

practice, this means maintaining the plan as a live governance instrument rather than a purely 

formal document. It includes staff time for onboarding, basic monitoring, annual review and the 

handling of concerns raised under the reporting mechanism. Horizon Europe requires the GEP to 

be supported by dedicated resources and expertise, scaled in a manner appropriate to the 

institution. 

5  Data collection, indicators and annual review 

ICE will maintain a proportionate annual monitoring process based on sex- and gender-

disaggregated institutional data, as required under Horizon Europe. Given the organisation's size 

and structure, the monitoring system will remain simple, focused and manageable. It will cover, 

as relevant, overall gender composition within the organisation, participation in leadership and 

governance, new engagements concluded during the year, participation in onboarding or 

awareness measures, and any concerns raised through the reporting mechanism, without 

disclosing personal data. 
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The annual review will serve two purposes. First, it will assess whether the commitments in this 

plan are being implemented in practice. Second, it will allow ICE to identify patterns or risks that 

may require institutional attention even where no formal complaint has been made. 

A short annual internal review will be prepared under the responsibility of the Director and General 

Manager and submitted to the Board. The plan itself will be reviewed annually and may be revised 

during the 2026--2029 period where warranted by experience, organisational developments or 

changes in the external funding environment. 

6  Awareness and onboarding 

ICE will integrate gender equality into onboarding for newcomers working with the organisation 

in a sustained capacity. This onboarding will cover the organisation's core standards of conduct, 

its commitment to equal treatment, the basic reporting pathway for concerns and the 

expectation that all persons working with ICE contribute to a respectful professional 

environment. 

For a small organisation such as ICE, onboarding is the most proportionate and realistic way to 

meet the requirement for awareness-raising and training while ensuring that the issue is 

embedded from the outset rather than treated as an occasional add-on. The Horizon guidance 

requires awareness-raising and training on gender equality and unconscious gender bias for staff 

and decision-makers. 

Where appropriate and feasible, ICE may complement onboarding with internal briefings or 

participation in external learning opportunities. 

7  Priority area I: Work-life balance and organisational culture 

ICE recognises that organisational culture is central to gender equality. In a lean and project-

driven environment, inclusion is shaped not only by formal rules but by everyday assumptions 

about availability, communication, flexibility, visibility and professional legitimacy. 

ICE will therefore maintain and, where necessary, formalise practices that support flexible 

working arrangements, including remote work, hybrid work and flexible scheduling where 

compatible with operational needs. These arrangements are not conceived as discretionary 

privileges, but as part of a professional culture that acknowledges that high-quality work can be 

performed within different working patterns and life circumstances. 

ICE will also seek to ensure that internal expectations, meeting practices, deadlines and 

communication styles do not create avoidable structural disadvantage. This is particularly 

relevant in settings where work is often organised around project rhythms and external 

deadlines. Managers and board members will be expected to remain attentive to the cumulative 

effect of informal practices that may appear neutral but can, over time, distribute burdens and 

visibility unevenly. 
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The purpose of this commitment is not to overregulate a small organisation, but to ensure that 

flexibility remains compatible with fairness and that professionalism does not become confused 

with constant availability. 

8  Priority area II: Gender balance in leadership and decision-making 

ICE will seek to maintain and strengthen gender balance in leadership, governance and decision-

shaping functions over time. In a small organisation, opportunities for appointments are limited 

and do not arise on a fixed schedule. ICE therefore does not adopt rigid numerical targets. 

Instead, it commits to treating gender balance as a relevant consideration whenever 

appointments, governance changes, advisory nominations or visible institutional representation 

are under discussion. 

This includes attention not only to formal decision-making roles, but also to who represents the 

institution externally, who moderates high-visibility events, who is entrusted with strategic files 

and whose expertise is foregrounded in institutional settings. Gender balance in leadership is not 

only a matter of formal office-holding, but also of who becomes publicly legible as an authority. 

ICE will monitor this area through its annual review and will consider corrective steps where 

persistent imbalance becomes visible. 

9  Priority area III: Equality in engagement, remuneration and access to 
opportunities 

Because ICE works substantially through project-based collaboration rather than through a large, 

formalised employment structure, the classical language of career ladders and promotion 

pathways is only partly applicable. The relevant question for ICE is broader: whether 

opportunities, assignments, visibility, compensation and institutional trust are distributed fairly 

and without gender bias. 

ICE therefore commits to the principle of equal pay for equal work and equal treatment for 

comparable assignments. Remuneration and contractual decisions will continue to be taken 

through the organisation's existing governance arrangements, but with an explicit commitment 

to consistency, fairness and non-discrimination. Where similar work is commissioned or 

assigned under comparable conditions, gender must not become a direct or indirect factor in 

differential treatment. 

ICE also commits to ensuring that decisions on who is invited into projects, entrusted with 

substantive responsibilities, offered visibility or considered for repeat collaboration are not 

shaped by gendered assumptions about authority, availability, expertise or reliability. In small 

organisations, unequal patterns often emerge less through formal exclusion than through 

repetition of informal habits. This plan is intended to make those habits visible and reviewable. 
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10  Priority area IV: Gender in research, analysis, events and public outputs 

For ICE, gender equality cannot be confined to internal process. As a research and policy 

organisation, ICE also has a responsibility to consider when gender is relevant to the quality, 

framing and implications of its substantive work. 

ICE will therefore, where relevant to the subject matter, consider the gender dimension in 

research design, analytical framing, event programming, public communication and project 

development. This does not mean forcing gender into every topic regardless of relevance. It 

means asking, as a matter of professional discipline, whether gender affects the problem being 

analysed, the evidence being gathered, the populations concerned, the policy implications being 

drawn or the composition of the expert voices being amplified. 

This commitment is particularly relevant to an organisation whose work often sits at the 

intersection of policy, governance, public debate and institutional design. The Horizon guidance 

specifically recommends integrating the gender dimension into research and teaching content 

where relevant. 

In practical terms, ICE will seek, where appropriate, to consider whether gender is analytically 

relevant at project design stage, strive for balanced and credible representation in expert panels 

and public events, use inclusive and professionally appropriate language in publications and 

public-facing materials, and remain attentive to whether institutional visibility is being distributed 

in a way that reflects the breadth of expertise available. 

11  Priority area V: Protection against harassment, sexual harassment and 
gender-based misconduct 

ICE adopts a zero-tolerance approach to harassment, sexual harassment and other forms of 

gender-based misconduct. Every person working with ICE, whether as staff member, 

collaborator, consultant, expert, intern, manager or board member, is entitled to a professional 

environment free from humiliating, intimidating, degrading or discriminatory conduct. 

ICE is introducing, through this plan, a straightforward reporting and response mechanism 

proportionate to its size. 

Any person working with ICE who experiences or witnesses conduct inconsistent with this 

standard may raise the matter confidentially with the Director in her capacity as GEP focal point. 

If the concern involves the Director, the matter may be raised directly with the Board. 

All concerns raised in good faith will be treated seriously, confidentially and without retaliation. 

ICE will respond in a manner appropriate to the nature and gravity of the concern. Depending on 

the case, this may include an informal response, a formal internal review, protective 

organisational measures, involvement of the Board or recommendation to seek external legal or 

professional support where appropriate. 
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A confidential internal record of formal concerns raised and their handling will be maintained, 

subject to applicable data protection requirements. The purpose of this mechanism is not merely 

reactive. It is also preventive: its existence signals that dignity at work is an institutional standard, 

not a personal preference. 

12  Publication and communication 

This plan will be published on ICE's website and communicated internally to those working with 

the organisation in a form appropriate to their role and relationship to ICE. Its adoption by the 

Board and signature by the Director constitute the organisation's formal endorsement of the 

commitments it contains. Horizon Europe explicitly requires the GEP to be a formal public 

document signed by top management and publicly available. 

13  Review 

This GEP applies for the period 2026--2029. It will be reviewed annually and may be updated 

during that period if experience, organisational developments or compliance needs so require. A 

subsequent plan will be prepared before the end of the current implementation cycle. 


