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INTRODUCTION
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COST Gender Equality Plan (GEP) Recommendations

The GEP suggests several actions:

Ensuring gender balance in networks

Nominating a gender equality advisor

Developing and implementing a Gender Equality Plan for the Action

Organizing events with a gender focus

Incorporating gender equality training
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The Deming Cycle Approach (Plan-Do-Check-Act)

A. PLAN

Objective Setting: Establish clear objectives for gender balance within the Action,
such as achieving a minimum of 40% female participation in leadership roles by the
end of the next grant period.

Strategic Planning: Develop a comprehensive Gender Equality Plan (GEP) that
includes recruitment strategies, mentorship programs, and gender-focused events.

Indicators:
Percentage of female applicants for leadership positions
Number of gender-focused events conducted annually
Percentage increase in female participation in WGs

B. DO

Implementation: Execute the GEP by: Actively recruiting female participants for
WGs and leadership roles.

Promoting mentorship programs to support female ECIs.

Organizing workshops and seminars that address gender issues in STEM.

Indicators:
Number of female participants recruited
Attendance and feedback from gender-focused events
Participation rates in mentorship programs
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The Deming Cycle Approach (Plan-Do-Check-Act) (2)

C. CHECK

Monitoring: Regularly assess progress using the indicators established during the
planning phase.

Evaluation: Conduct quarterly reviews to evaluate the effectiveness of implemented
strategies.

Indicators:
Progress towards the 40% female participation goal
Improvement in gender balance in leadership roles

D. ACT

Adjustment: Based on the evaluation, refine and adjust the GEP. Address any
barriers identified during the implementation phase.

Sustainability: Develop long-term strategies to maintain gender balance, such as
establishing a permanent Gender Equality Committee within the Action.

Indicators:
Continued improvement in gender balance statistics
Institutionalization of gender equality practices within the Action
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Specific Action Plan

A. Short-Term Actions (0-6 Months)

Appoint a Gender Equality Advisor: Form a Gender Equality Committee to oversee
the implementation of the GEP.

Launch a Gender Equality Mentorship Program: Pair female ECIs with senior
researchers for guidance and support.

Organize Initial Gender-Focused Workshops: Host seminars on the importance of
gender diversity in research.

B. Medium-Term Actions (6-12 Months)

Increase Female Representation in WGs: Actively recruit female researchers and
encourage participation in leadership roles.

Monitor and Report: Begin quarterly monitoring of gender balance indicators and
report findings to the Management Committee.

C. Long-Term Actions (12+ Months)

Institutionalize Gender Equality: Establish permanent structures for gender equality
within the Action, such as regular gender audits and ongoing mentorship programs.

Achieve Gender Balance Goals: Aim to meet or exceed the 40% female participation
target across all levels of the Action.
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Strategy for enforcing the gender dimension within our Action
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Current State Analysis

According to the 1st progress report and the GEP by the COST Association, the
current gender distribution within CA21106:
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Gender Distribution Across Different Roles
Female
Male

MC Members: 26% (F)/74%(M)
WG Members: 19% (F)/80% (M)
Mandatory Leadership Roles: 25% (F)/75% (M)
Other Leadership Roles: 32% (F)/ 68% (M)
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Gender balance
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Gender Distribution

Before-256 participants: 80.08% (M), 19.14% (F), 0.78% (PNS)

Now–357 participants: 79.44% (M), 22.82% (F), 0.56% (PNS)

The percentage of female participants increased by approximately 19.23%. This
indicates a significant rise in the proportion of females in the group.

The percentage of male participants decreased slightly by 0.80%.

Our action has become more gender-balanced, with a notable increase in female
representation.
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Geographical spread

357 people from 46 different
countries, from Europe, Asia,
North America, South America and
Oceania.

COST Full Member: 314
International Partner: 26
COST Cooperating Member: 9
Near Neighbour Country: 3
International Organisation: 3
European RTD Organisation: 2

Inclusiveness Target Countries
(ITC): 67

Leadership: we need to encourage researchers and institutions in ITCs

Dedicate a certain amount of activities/budget involving researchers from ITCs

Deniz Sunar Cerci (Turkiye) Excellence and Inclusiveness Policy September 6, 2024 10 / 14



Summary

Focus: Implementation of the COST Excellence and Inclusiveness Policy

Gender Equality Plan (GEP):

Increasing female participation and leadership roles

Key Initiatives:

Medium-term (6-12 months): Increase female representation in working groups
(WGs)

Long-term (12+ months): Institutionalize gender equality within the Action

Progress:

Female participation increased from 19.14% to 22.82%

Notable improvement in gender balance across leadership roles

Geographical Representation:

357 participants from 46 countries

Challenges:

Encouraging more ITC researchers in leadership roles

Addressing barriers to gender equality such as unconscious bias and work-life balance
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BACKUP
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Geographical spread

France (FR)
3,1%
Serbia (RS)
3,1%
Czech Republic (CZ)
3,5%
Turkey (TR)
4,3%

Cyprus (CY)
0,4%

South Korea (KR)
1,2%

Bulgaria (BG)
1,6%

Australia (AU)
2,0%

IItaly (IT)
24,2%

Spain (ES)
10,2%

Germany (DE)
10,2%

United Kingdom (UK)
4,7%

Participants
256 people from 40 different
countries, from Europe, Asia,
North America, South America and
Oceania.

COST Full Member: 228
International Partner: 21
Near Neighbour Country: 2

Inclusiveness Target Countries
(ITC): 67

Leadership: we need to encourage researchers and institutions in ITCs

Dedicate a certain amount of activities/budget involving researchers from ITCs
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Survey Questions Some Ideas Gender&diversity Inclusion

1. Awareness and Perception: Question: How aware are you of gender diversity initiatives within your organization or

academic department?
Not aware at all
Somewhat aware
Moderately aware
Very aware
Extremely aware

2. Experiences with Gender Imbalance: Question: Have you experienced or observed gender imbalances in leadership

roles or decision-making positions within your field?
Yes, frequently
Yes, occasionally
Rarely
No, never

3. Barriers to Gender Equality: Question: What do you believe are the most significant barriers to achieving gender

equality in your workplace or academic environment? (Select all that apply)
Lack of female role models
Unconscious bias
Work-life balance challenges
Limited access to leadership opportunities
Cultural or societal norms
Other (please specify)

4. Effectiveness of Current Initiatives: Question: How effective do you believe current gender diversity initiatives are in

addressing gender imbalances within your field?
Not effective at all
Slightly effective
Moderately effective
Very effective
Extremely effective

5. Suggestions for Improvement: Question: What additional actions or initiatives do you believe could help improve
gender diversity and inclusion in your field? * Open-ended response [BOX]
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