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Preamble 
The Heinrich Pette Institute, Leibniz Institute for Experimental Virology (HPI) is a non-profit, 
independent research foundation belonging to the Leibniz Association (WGL) since 1995. The HPI’s 
research is partly financed by the Federal Ministry of Health (BMG) and the Länder. Funds from the 
latter are administered by Hamburg’s Science and Research Authority (BWF). A significant amount of the 
research budget is acquired through competitive bidding from national research programs, private 
foundations and industry. 

As a member of the Leibniz Association, the HPI is an institute of national standing dedicated to basic 
and applied research in the field of experimental virology. Following the aims and statutes of the 
foundation, its research focuses on investigating the biology of human viruses, the pathogenesis of viral 
diseases and the organism’s immune response and its associated problems.  

The HPI actively advocates gender equality at the work place, as mandated by Article 3, paragraph 2 of 
the Constitution (Grundgesetz, GG). Based on the recommendation of the Joint Science Conference 
(Gemeinsame Wissenschaftskonferenz, GWK) a formal voluntary commitment is to be made with regard 
to the promotion of women in science in the non-university sector. The HPI has volunteered its 
commitment to the agreement on gender equality. The HPI’s equality plan is developed based on this 
agreement. 

The equality plan was first published in 2009 for the years 2009-2012 and is compiled every four years 
by the head of the institute. The current edition is valid for 2013-2016 and will be updated after two 
years. The equality plan serves as a basis for sustainable, innovative and targeted strategies for gender 
equality at the work place. The undertaking focuses on the promotion of reconciliation of work and 
family life as well as the appointment of women to management positions. Whether and to what extent 
each of the equality plan targets are met and whether they are suitable in the form specified herein will 
be determined after 2 years. If necessary, new goals and measures will be developed. 
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1. Facts and figures 
The HPI is committed to gender equality and engaged in implementing and developing the reconciliation 
of work and family life in science and research. The leadership of the institute is fully committed to 
supporting the equal opportunities representative and her deputy in carrying out the job and actively 
support the board. The HPI’s equal opportunities representative is included at an early stage in all staff, 
organizational and social matters and always participates in board meetings, in which equality topics are 
discussed. Since the summer of 2012, ten per cent of the equal opportunities representative’s time has 
been made available, that is, the position has been increase by ten per cent (four hours per week). An 
equality association was established in 2011 to support the various responsibilities of the equality 
efforts. The association consists of the equal opportunities representative and her deputy, 
representatives of the board (secretary to the board of directors or scientific officer) as well as the 
human resources officer. The equality association meets regularly and the results are passed into the 
annual report of the equal opportunities representative. 

A principal focus of HPI’s equality work remains to fill senior management posts in science with women. 
The continuous increase of the proportion of women at nearly all levels of qualifications of scientific 
staff (salary bracket 13-15) is a very positive development at the HPI, particularly for senior 
management posts (E15/E15Ü). For example in 2009 and also in 2011 young women scientists were 
recruited as junior group leaders. Furthermore, in 2013 the HPI is committed to appointing a woman to 
one of the two newly established W2 professorships of the institute, so that in future 30 per cent of the 
entire scientific management and 25 per cent of the scientific management above the level of junior 
group leaders would be occupied by women. However it must also be said that women heads of 
departments are still underrepresented and that the women candidates in the 2012 W3 appointment 
process took second place to several clearly more qualified male applicants. 

Table 1 provides a tabular overview of all HPI staff. Table 2 provides a detailed representation of the 
HPI’s scientific staff. 

 

Table 1: All HPI staff (cut-off 31.12.2012) 

Staff Total Women Total  Fixed-Term Women Fixed-
Term  

total 130 88 72 48 

externally funded 35 22 32 22 
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Table 2: HPI scientific staff1 (cut-off 31.12.2012) 

Scientific staff Total Women total Fixed term Women fixed term 

total 69 43 57 39 

externally funded 26 15 25 15 

Salary brackets Total Women total Fixed term Women fixed term 

C4/W3 3 0 0 0 

C3/W2 1 0 0 0 

E15/ E15Ü 4 3 2 1 

E14 6 3 1 1 

E13 49 32 48 32 

Other salary brackets2 6 5 6 5 

Role/position Total Women total   

Scientists with leadership 
roles (authorized to give 
instructions) 

13 6   

Heads of institute 1 0   

Deputy heads of institute 1 0   

Department/group leaders 3 0   

Deputy department/group 
leaders 

3 3   

Junior group leaders 5 3   

Bound by instructions 56 33   

Trainee scientific staff Total Women   

Postdocs 23 14   

PhD students 

Fellows 

23 

4 

15 

4 

  

Scope of employment Full time Part-time > 50% Part-time = 50% Part-time < 50% 

Total 43 1 25 0 

Women 25 0 17 0 

PhD students 0 1 23 0 

 

 

                                                           
1 According to the collective labour agreement (TV-AVH) 
2 For example student or graduate research assistants 
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By the cut-off date there were 61 scientific support staff, of which 45 were women. The only 
management position (administrative director) in the scientific support branch was filled by a man up to 
the cut-off date and has been vacant since the beginning of 2013. The HPI is committed to filling the 
vacancy with a woman. The promotion of gender equality has been successfully implemented since 
2009 in the decision-making bodies of the institute (see Table 3). Above all the strong imbalance in the 
scientific council, to which only one woman belonged in 2009, was heavily counteracted in recent years 
and the proportion of women was increased to 30 per cent. In addition, the occupation of the scientific 
council chair by a woman at the end of 2011 demonstrates further progress in gender equality. As 
previously mentioned, the HPI is committed to filling the administrative director position, which includes 
board membership, with a woman. This would increase the proportion of women on the board to 25 per 
cent. Since 2011, the proportion of women on the scientific advisory board has been 50 per cent, 
reflecting optimal gender equality. 

 

Table 3: HPI committees (cut-off 31.12.2012) 

Committee Total Male Female Male (%) Female (%) 

Scientific Council3 13 8 5 62 38 

Supervisory Board 10 7 3 70 30 

Board of Directors 4 44 0 100 05 

Scientific Advisory 
Board 

8 4 4 50 50 

  

 

                                                           
3 Voting members 
4 The position of the administrative director (member of the board) is to be filled in 2013 
5 The HPI endeavors to increase the proportion of women on the board to 25 per cent  
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2. Human resources 
The equality plan is an essential tool for planning and developing human resources. Its implementation 
is a special duty of the human resources department as well as institute members with supervisor and 
leadership duties. 

 

2.1. Recruitment 

In principle all vacant positions are advertised publically. In certain cases however, for example for 
personnel development, vacancies may first be advertised internally. 

Invitations to tender are written in gender-neutral language and take into account the masculine and 
feminine forms. Qualified women can and should be deliberately addressed and encouraged to apply. 
On the condition of equal suitability, competence and specialist performance, women will be favored in 
areas in which women are underrepresented until an underrepresentation no longer exists. The equal 
opportunities representative is to be informed in time about all invitations to tender, that is, before the 
publication of the invitation’s text. The equal opportunities representative is involved in the decision-
making process for all appointments and new occupancies across departments. For appointments made 
in collaboration with The University of Hamburg’s Medical Faculty or the Faculty of Mathematics, 
Informatics and Natural Sciences (MIN), the equal opportunities representatives of The University of 
Hamburg and/or the University Medical Center Hamburg-Eppendorf (UKE) are involved. 

 

2.2. Personnel development 

The HPI’s personnel development aims to reach a gender equitable employment structure. If staff 
cutbacks are scheduled to freeze or discontinue positions in areas underrepresented by women, the 
proportion of women will remain at least equal. The personnel development in the last 3 years is shown 
in Table 4. 

Table 4: General information on staff, cut-off date 31.12.2012  

 Total Proportion of women in % Change in 
proportion of 
women (%) 
since 2009: 

31.12.2012 28.02.2009 31.12.2012 28.02.2009 

     ↑ ↓ ↔ 
Entire research establishment: 
of which in fixed term positions: 

130 
72 

133 
61 

67,7 
66,7 

62,4 
60,7 

 
 

 
 

 
 

Scientific employees: 69 64 62,3 51,6    
of which in part-time 
employment:  

26 34 65,3 61,8    

Scientific support staff: 61 69 73,8 72,5    
of which in part-time 
employment: 

10 12 90,0 91,7    
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3. Targets 
 

3.1. Increasing the proportion of women in scientific management 

Increasing the proportion of women in scientific management remains a key focus of the HPI’s equality 
efforts. In this context the institute has introduced flexible target quotas according to the DFG’s cascade 
model of ‘Research-Oriented Standards on Gender Equality’ (see item 4.1.).  

 

 

3.2. Career and personnel development for junior researchers 

The HPI’s career and personnel development provides skills training that particularly supports and 
prepares junior scientists in transitions between different stages of their career (see item 4.2.). 

 

 

3.3. Improving the reconciliation of work and family life for men and women 

The HPI is actively involved in the reconciliation of work and family life in science and research, another 
focus of its equality efforts (see item 4.3.). Furthermore the institute aims to attend to the individual 
needs of staff and the current conditions at the institute with as much flexibility as possible (see item 
4.4.). 

 

 

3.4. Avoiding discrimination in the workplace 

The HPI wants to counteract discrimination in the workplace and increasingly supports staff that feel 
marginalized (see item 4.5.).  
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4. Meeting targets 
4.1. Flexible target quotas 

Filling management positions with women is a particular focus at the HPI. For this reason, increasing the 
proportion of women in management positions is one of the HPI’s most important equality targets. As 
appointment procedures increasingly seek to recruit women for these positions, qualified women 
scientists are contacted directly and encouraged to apply for the advertised positions.  

Flexible target quotas according to the DFG’s cascade model of ‘Research-Oriented Standards on Gender 
Equality’ were introduced at the HPI at the end of 2012 to increase the proportion of women in 
scientific management positions. The current proportion of women of a given HPI career level was taken 
as a starting point for setting a target quota for the next level up. The five cascade grades are broken 
down according to salary brackets (Grade 1: E12/E13/A13; Grade 2: E14/A14; Grade 3: E15/A15/ 
E15Ü/A16/ W1; Grade 4: W2/C3; Grade 5: W3/C4). 

The flexible target quotas were set for the year 2017, giving a 5 year time horizon. The target quotas 
may be adjusted annually corresponding to emerging developments at the HPI. Breaking down the 
scientific personnel into five cascade grades illustrates that a strong imbalance still exists at the level of 
heads of department (level 5), but that the remaining grades are already balanced (see Table 5). 
 

Table 5: Cascade model of the HPI’s scientific staff (cut-off 31.12.2012) 

 Total Male Female Male (%) Female (%) Target quota (%) 
Grade 1 

(E13) 
49 17 32 34,7 65,3 not required 

Grade 2 
(E14) 

6 3 3 50,0 50,0 not required 

Grade 3 
(E15/15Ü) 

4 1 3 25,0 75,0 not required 

Grade 4 
(W2) 

1 1 0 100,0 0,0 50,0 

Grade 5 
(W3) 

3 3 0 100,0 0,0 20,06 

 

Accordingly the HPI sees no need for action with regards to flexible target quotas for level 1-3 
(undergraduates, postgraduates and scientists in management positions) because the 50 per cent mark 
has already been reached or even passed. However a flexible target quota of 50% has been introduced 
for Grade 4 (W2 professorship). 

With regard to Grade 5 (W3 professorship) it should be noted that during the 2013 application 
procedures for reappointment of the two positions that were or are vacant, women candidates were 
clearly second to the several clearly higher qualified male candidates. Nevertheless the institute firmly 
supports the occupation of leadership positions in science by women and together with the HPI 
decision-making bodies has committed Grade 5 to a flexible target quota of 20 per cent with the 
reservation that its implementation is dependent on job vacancies. 
                                                           
6 The implementation of which is dependent on vacancies 
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4.2. Improving career and personnel development for junior researchers 

In view of the already high proportion of women junior scientists (salary bracket 12-15; see Table 5), the 
HPI’s junior scientist-promoting measures are designed equally for men and women. 

Substantial changes in junior scientist career and personnel development have been made over recent 
years. In January 2011 the HPI’s structured doctoral program was established as a new three year 
training program for junior scientists. In addition to a mentoring scheme by two experienced 
supervisors, the structured doctoral program provides a comprehensive set of scientific training and 
seminars. Furthermore, specific Soft-Skill courses, for example in promoting leadership and 
communication skills, are available to all junior scientists. Junior group leaders also receive support to 
participate in leadership seminars or training programs. Women junior group leaders are encouraged as 
older and more experienced scientists to share their experiences as mentors.  

From 2014, the HPI plans to participate in the UKE and possibly the Leibniz Association’s structured 
mentoring programs for women postdocs to provide targeted support for women scientists right at the 
beginning of their careers. 

 

 

4.3. Improving the reconciliation of work and family life 

The reconciliation of work and family life remains a major feature of the HPI’s equality efforts. The equal 
opportunities representative is firmly institutionalized as the contact person and together with the 
qualified human resources officer advises male and female staff on parental leave, part-time work and 
emergency childcare. Updated information on the reconciliation of work and family life and health as 
well as links to legal texts, parental leave, parental allowance and legal protection for expectant and 
nursing mothers are available on the HPI’s intranet or homepage. 

Furthermore, all HPI staff are entitled to free ‘emergency childcare’ when their usual childcare (0-12) is 
cancelled at short notice and therefore not available. For this purpose the HPI has entered into an 
agreement with the Hamburg Day Care Association Ltd (Vereinigung Hamburger Kindertagesstätten 
GmbH). The parent-child area, previously part of the HPI’s rest and relaxation room, will in future be 
available as a separate area for short stays or the care of young children and includes a play area, 
changing facilities and a workspace. In addition pregnant employees may use the rest and relaxation 
room of the institute for breaks. 

The HPI supports family-related leave of absences – particularly for male employees as well – within the 
scope of legal and collective bargaining requirements. There are no occupational disadvantages for 
family-related leave of absences. Requests for an early return from a leave of absence are met at the 
earliest occasion. The HPI is also committed to keeping in touch with employees on leave of absence or 
on parental leave. Thus on request any employee on a leave of absence or on parental leave may be 
integrated into the general flow of information. 

Requests for reductions or increases in working time are met within the scope of business capabilities. 
The preference for distributing working hours – particularly for family related reasons – is met when 
possible. Similarly, a leave of absence may be facilitated, for example after parental leave. Mostly 
women continue to use the option of part-time work. Therefore the HPI supports specifically both 
women and men’s reductions of working time for family-related reasons. For an improved reconciliation 
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of work and family life and within the scope of business capabilities, community events and meetings 
are scheduled so that part-time employees may participate during their normal working hours. 

 

 

4.4. Creating an attractive work environment 

Education and training  

Professional development and training is offered to all staff. Education and training needs are discussed 
in private with the supervisor. Such discussions are designed to determine the employee’s personal 
development needs and opportunities and find suitable tools for their accomplishment. 

Dual careers and internationalization 

Part of the institute’s policy on equality is to adapt and respond flexibly to the individual needs of 
employees and current conditions at the institute. Thus in recent years the institute has aimed to 
become more involved in so-called Dual Careers and actively assist in job searches for life partners of 
new staff members or arrange these directly in-house. 

The increased internationalization of the institute by the appointment of an international junior 
research group in 2011 has also increased the institute’s integration efforts. In addition to the German 
courses still offered at the HPI, foreign employees are supported by the personnel officer, the 
representative for foreign employees and the equal opportunities representative in everyday matters 
such as finding accommodation, childcare, or visiting government agencies. 

 

 

4.5. Avoiding discrimination in the workplace 

The HPI disapproves of any kind of disadvantage, sexual harassment, bullying or discrimination in the 
workplace. The institute sees it as an obligation to protect its employees – women and men alike - from 
discrimination. The principle of equal treatment according to § 16 (Gleichstellungsgesetz, GstG) and the 
General Equal Treatment Act (AGG), particularly § 12, applies to the HPI. If employees see themselves 
affected by sexual harassment, bullying or discrimination or feel disadvantaged for a reason cited in § 1 
AGG, they have the right to consult the works committee, the equal opportunities representative, the 
complaints office according to § 13 AGG, their supervisor, persons in their trust or the occupational 
health services for advice and support. 

The HPI particularly supports employees that feel marginalized due to advanced age or for health 
reasons. To counteract this directly, for example, the HPI deliberately conveys the experience of older 
employees to young junior groups, which like to benefit from older colleagues’ years of experience. In 
the spring of 2011, confidential and free of charge counseling for all employees was introduced and may 
be used for example after a lengthy absence from the workplace due to illness, discrimination or 
personal worries. The counseling aims to support employees in reflecting on their situation, developing 
possible solutions and if necessary advising on further support services. 


	Preamble
	1.  Facts and figures
	2.  Human resources
	2.1. Recruitment
	2.2. Personnel development

	3.  Targets
	3.1. Increasing the proportion of women in scientific management
	3.2. Career and personnel development for junior researchers
	3.3. Improving the reconciliation of work and family life for men and women
	3.4. Avoiding discrimination in the workplace

	4.  Meeting targets
	4.1. Flexible target quotas
	4.2. Improving career and personnel development for junior researchers
	4.3. Improving the reconciliation of work and family life
	4.4. Creating an attractive work environment
	Education and training
	Dual careers and internationalization

	4.5. Avoiding discrimination in the workplace


