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Gender Equality and Diversity at the GIGA  
 
Diversity and equal opportunities are a central part of the GIGA’s self-perception as an inde-
pendent, internationally oriented institution with a global approach to scholarship. The promo-
tion of gender equality and the reconciliation of work and family life are guiding principles for 
how the Institute is managed and are applied in all areas of its work. With a clear commitment 
to diversity, we aim to promote and value diversity in relation to its many different dimensions – 
such as ethnic background, gender and gender identity, sexual orientation, age, disability,  
religion, worldview, and social background – and make full use of the resulting potential. Anti-
discrimination is thus an essential element of our understanding of diversity. Measures to imple-
ment gender equality and diversity are specified in several strategic documents (public and in-
ternal) endorsed by the GIGA leadership. This document summarises the main elements in ac-
cordance with the Horizon Europe Gender Equality Plan (GEP) requirements. 
 
Public documents 
The GIGA’s Equal Opportunity Plan (EOP) is the Institute’s central document that lays out our 
commitment to promoting diversity, gender equality, and the reconciliation of job and family ob-
ligations. It specifies the goals as well as the concrete measures developed to achieve them 
based on data on the changes in personnel structure at the Institute over time. The EOP is valid 
for a period of four years and is, thus, regularly updated. The document includes a preface and 
is signed by the GIGA’s President, a demonstration of the institutional leadership’s commitment 
to its goals, and it is publicly available (except for sensitive data contained within) on the GIGA’s 
website. Each renewed EOP is actively disseminated and communicated by the institutional 
management to the GIGA staff. The GIGA Executive Board assesses on a regular basis whether 
and to what extent the goals of the EOP have been fulfilled, before committing to a subsequent 
set of goals and measures. 
The GIGA Annual Report includes a progress report on the Institute’s equal opportunity work. 
This progress report contains both qualitative and quantitative information on developments in 
the respective year. Annual reports are publicly available on the GIGA’s website. The Equal Op-
portunity Commissioner and Deputy also provide an annual progress report to the Board of 
Trustees.  
Our Code of Conduct provides guidelines on cooperation and communication at the Institute 
and informs the GIGA’s policies on work–life balance and organisational culture. The GIGA is 
committed to ensuring an open and inclusive working environment that recognises and pro-
motes the diverse potential of its employees. Core measures to help employees reconcile work 
and family life include flexible working hours and forms of work, as well as support for care 
work, as outlined in the EOP. 
 
Dedicated resources 
By dedicating resources and applying specific expertise to implement the EOP’s goals and 
measures, the GIGA supports a continuous process of sustainable institutional change to pro-
mote gender equality and diversity. At the centre are the Equal Opportunity Commissioner and 
her Deputy (elected every four years by GIGA employees), who actively support and advise the 
leadership along with providing support to all staff members. Their function is established in the 

https://www.giga-hamburg.de/en/diversity-and-equal-opportunities/
https://assets.ctfassets.net/jlhgjubhhjuo/7lBx17F8AurfCF4OzQ309p/36c94639b40bbdbe445895560829093f/equal-opportunity-plan.pdf
https://assets.ctfassets.net/jlhgjubhhjuo/1ZBKlo79xxTkrj3h4Tsck1/922a042ff18c4173074fd2bba1c8b45e/GIGA_Annual_Report_2020.pdf
https://assets.ctfassets.net/jlhgjubhhjuo/5cqlpH2X3EaDTFeTU4gAVM/9d1237f17ebced4723eae9e355d82f90/GIGA_Code-of-Conduct.pdf
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GIGA Charter and the EOP. The Equal Opportunity Commissioner (or her Deputy) takes part in 
the GIGA’s Executive Board meetings on relevant agenda items and in all hiring committees at 
the GIGA. The Commissioner and her Deputy are well networked within the Institute and closely 
cooperate with the GIGA’s Works Council, as well as with the personnel and accounting de-
partments to review data and practices and jointly work on data analysis, annual reporting, and 
evaluation of the EOP’s objectives. The GIGA has established an equal opportunity fund for all 
employee groups that can be used to support career-promoting measures (for female employ-
ees or those of otherwise underrepresented genders), measures that support the reconciliation 
of job and family obligations (for all genders), and diversity-related measures (for all genders). 
 
Data collection and monitoring 
The GIGA continuously collects and monitors disaggregated data on the sex and/or gender of 
personnel. The indicators for the data collection are in accordance with the DFG’s Research-
Oriented Standards on Gender Equality, the DFG’s cascade model, and the guidelines of the 
Leibniz Association to enable an ongoing examination of differences between women and men 
in different roles and at different career levels at the Institute. The GIGA reports on core indica-
tors in its Programme Budget, a document negotiated each year with the Institute’s funding in-
stitutions for internal administrative purposes. Regular reporting also takes place at the level of 
the Leibniz Association in the form of comprehensive monitoring, which captures the implemen-
tation status of the equality standards in the different institutions. In addition, all Leibniz institutes 
are required to regularly report to the Joint Science Conference (GWK). 
The data is collected by the personnel department and specifically calculated by our controlling 
staff – for example, with regard to institutionally funded vs. third party–funded positions, full-time 
vs. part-time positions, and limited-term vs. permanent contracts, all according to pay-scale 
groups. In 2019 the GIGA began to include a third gender-identity category, which will further 
inform data collection and monitoring. The data, in turn, informs the EOP’s review of staffing 
(relative to the data of the previous EOPs), on the basis of which the employment structure is 
assessed to identify areas of relative strength and weakness and determine specific target quo-
tas, subdivided according to pay-scale group, leadership level, and limited-term employment. 
The GIGA will consider breaking down the data further (where data is available) to allow explor-
ing the intersectionality of gender with other individual or group features and potential modes of 
discrimination. 
The Institute received the Hamburg Family Seal in 2013 (which was continuously renewed), as 
well as the TOTAL E-QUALITY award in 2020. It signed the Diversity Charter in 2021. 
 
Training 
The GIGA’s Equal Opportunity Commissioner and Deputy continuously engage in awareness-
raising activities. They regularly report on their work at staff assemblies, organise meetings for 
individual interest groups among employees (such as parents), and communicate relevant infor-
mation on various measures and offers available not only at the Institute but also beyond its 
walls. The equal opportunity fund supports individual trainings – for example, within a regular 
mentoring programme for female staff that seeks to provide career orientation and advice. The 
GIGA offered unconscious bias trainings to all staff in 2020 and will continue to do so on a regu-
lar basis with a particular commitment to address intersectionality and how it affects diversity 
and inclusion. 
 
Further areas of engagement 
The GIGA is committed to the equality of all genders and the promotion of the underrepre-
sented sex. A central concern here is gender balance in leadership and decision-making bod-
ies. The GIGA regularly sets target quotas, as outlined above (see “Data collection and monitor-
ing”), and reviews its processes for selection and appointment of staff. The GIGA also strives to 

https://assets.ctfassets.net/jlhgjubhhjuo/78VRsBPoYbq8dTJkZqLH7a/72d1cc3ece1e3780fe2682378f7d1768/Satzung_EN.pdf
https://www.dfg.de/download/pdf/foerderung/grundlagen_dfg_foerderung/chancengleichheit/forschungsorientierte_gleichstellungsstandards_2017_en.pdf
https://www.dfg.de/download/pdf/foerderung/grundlagen_dfg_foerderung/chancengleichheit/forschungsorientierte_gleichstellungsstandards_2017_en.pdf
https://www.leibniz-gemeinschaft.de/en/about-us/equal-opportunities-and-gender-equality/guidelines-and-processes
https://www.leibniz-gemeinschaft.de/en/about-us/equal-opportunities-and-gender-equality/guidelines-and-processes
https://www.hamburg.de/familiensiegel/
https://www.total-e-quality.de/en/
https://www.charta-der-vielfalt.de/en/
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achieve a balanced gender ratio when appointing members to its external supervisory and advi-
sory bodies. The equal opportunity fund supports, among other things, individual measures to 
promote the careers of women to leadership positions. 
The GIGA pays close attention to gender equality vis-à-vis recruitment and career progression. 
In accordance with the Institute’s personnel concept, hiring processes should be open, efficient, 
transparent, supportive, and internationally comparable. The Equal Opportunity Commissioner 
and Deputy are included in personnel-related decisions and participate in all hiring processes at 
the GIGA. Selection committees are as a rule gender-balanced. When appropriate, women are 
proactively identified and encouraged to apply for positions, especially those in management. 
The GIGA does not tolerate any form of abuse of power or discrimination, including racism, bul-
lying, (gender-based) violence, or sexual harassment, and views it as its duty to protect its em-
ployees from these acts in the workplace. Part of ensuring a safe and supportive working envi-
ronment are the GIGA Code of Conduct (see “Public documents”) and a works agreement on 
respectful cooperation and dealing with conflicts at the GIGA, which sets out complaint chan-
nels and procedures for conflict resolution. 
The GIGA seeks to integrate the gender dimension and other matters of equality into its pro-
cesses, research, knowledge exchange, and teaching content. Our research includes gender-
related topics, such as domestic violence, social protections, the intersection of health and gen-
der, and family economics. Doctoral training, e.g. in preparation for fieldwork, also deals with 
gender-related issues. The ethics review of our research projects explicitly addresses gender 
and other aspects of social and political identities.  
 
 
Hamburg, April 2022 

 
------------------------------------------ 
Prof. Dr. Amrita Narlikar 
President of the GIGA 


