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WEPs GENDER ACTION PLAN * ERINHA AISBL

As a Women’s Empowerment Principles (WEPSs) signatory, you have taken an important step to advance
gender equality in the workplace, marketplace, and the community. This WEPs Gender Action Plan
Template brings you to the next phase of your WEPSs journey.

A gender action plan is a road map for gender equality and women’s empowerment. It could help your
company embed gender equality into its business model (strategies, systems, governance, etc.) and should
contain a succinct compilation of goals, indicators, and targets. The process of creating a gender action
plan will allow you to strengthen and amplify your commitment and take steps to advance gender equality
throughout your organization.

In completing this Template, we recommend that you also use the WEPSs self-assessment to evaluate your
company’s gender equality performance across the workplace, marketplace, and community, and to
identify gaps and opportunities for continuous improvement. We also encourage you to explore the
proposed indicators in the WEPs Transparency & Accountability Framework Reference Guide. See for
additional information about the WEPSs here. Upon completion of the WEPs Gender Action Plan, you can
provide a link to it on your WEPs Company Profile page.
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CHIEF EXECUTIVE OFFICER: Jonathan Ewbank

FULL NAME:

(Person filling out this template)

TITLE: Dr

SIS jonathan.ewbank@erinha.eu

Number of employees: 8 Headquarters (Country): Belgium

Presence in other countries: France

Self-assessment score:

1st round score Month ‘ Year 2" round score Month ‘ Year ‘Z’droundscore Month ‘ Year

Do you have a current

genderiequality sction plan: If yes, when was it introduced:
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Brief Company Profile:

ERINHA is a pan-European distributed Research Infrastructure dedicated to the study of high-consequence emerging and re-emerging pathogens.

It brings together leading European Bio-Safety Level 4 and complementary (e.g. BSL3) facilities with longstanding experience of research in the field of highly infectious diseases. Such a coordinated
approach is vital in a context marked by frequent globalization of infectious diseases with high risk for public health, society and economy.

Value Proposition, Vision and Mission statements:

The over-arching goal of ERINHA is to provide capacities to conduct projects which are broad in scope, ambition and require a range of capabilities that no single facility or even country can provide on its
own. ERINHA’s mission is to advance research on high consequence (re)emerging diseases and to contribute to protecting human health by increasing Europe’s preparedness for and capability to
respond to highly pathogenic infectious threats.
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Motivation for your gender action plan:

As an outwardly looking pan-European organisation, ERINHA has a responsibility towards its employees and stakeholders to implement the most rigorous standards of non-discrimination, not least in the
area of gender equality and equity.

The main goals of your gender action plan:

(i) To ensure that ERINHA provides a safe, discrimination-free work environment, while respecting the gender-specific needs of its employees.
(i) To ensure that all employees have access to career trajectories that are commensurate with their wishes and skills, regardless of gender, while acknowledging and countering the intrinsic
gender-linked historical barriers to career progression.
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12

PRINCIPLE
High-level

corporate
leadership

Corporate leadership is a key and integral part of making gender equality and women’s empowerment a top strategic
priority. It publicly signals the CEQO’s and the executive team’s goals and targets for implementing the WEPs and how
the seven principles will become part of the company’s business model, corporate sustainability strategy, day-to-day
operations and organizational culture.

Main Goal: Engage in employee consultation to ensure gender equality and women's empowerment

Indicator: Written minutes and improved action plan

absence of formal
consultation

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q2 2022 Q42022 Q22023 Q42023
Regular consultation with Put in place 6 monthly Written minutes and improved Current GAP Ist bi-yearly 2nd bi-yearly 3rd bi-yearly 4th bi-yearly CEO
employees consultations action plan developed in the consultation consultation consultation consultation
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2 PRINCIPLE

Treat all women
and men fairly
at work without
discrimination

Treating all employees fairly at work aligns with international human rights principles. It also translates to better talent
acquisition, higher employee retention and satisfaction, increased productivity and better decision making. Removing
all forms of discrimination in corporate policies, strategies, culture and practices is a solid step forward in a company’s
WEPs Journey.

Main Goal: Implementation of a mechanism to allow grievances and their resolution to be managed by an independent third party

Indicator: Effective mechanism established

independent third party

resolution to be managed by an

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q2 2022 Q32022
Implementation of a mechanism | Efficient and confidential third Employee confidence in No external Prospect potential 3rd Mechanism in place CEO
to allow grievances and their party support implemented mechanism mechanism parties
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3 @ Employers play a key role in preserving and promoting the physical and emotional health, safety and wellbeing of their
employees. Sexual harassment and violence signify high costs to women in terms of lost earnings, missed promotions
Employee health, and overall wellbeing. Companies are impacted in form of employee absenteeism and productivity losses.

well-being and safety

Main Goal: Address the specific health, safety, and hygiene needs of women at work and while commuting to work

Indicator: Employee satisfaction

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q12022 Q22022 Q32022
Annual training on zero In person or online course Participation No previous training Planning Ist training session Adminstrative
tolerance of all forms of violence officer

to all employees, including
sexual harassment.

Implementation of a Provide options for private Choice of employees Uniform cover Possible options Employees signed up Adminstrative
stand-alone policy that insurance packages that cover provided for chosen cover. officer
recognizes the different health the specific health needs of

needs of women and men women
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I PRINCIPLE

Education and
training for career
advancement

Training for all employees about how the company is advancing gender equality and women’s empowerment can
align everyone around shared values and help ensure compliance with company policies and practices. Effective
programmes to support women’s professional advancement include education and training that is complemented
by networking and mentoring programmes.

Main Goal: Provide professional development opportunities for women

Indicator: Career advancement and employee satisfaction

for women

facilitation of employee
participation

specific support for women

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q22022 Q32022
Provide access to mentoring Identification of third party Participation of women in No mentoring Identification of third Start of mentoring Middle
programme with specific provider of mentoring mentoring programme party provider programme management
support for women programme and facilitation of its
implementation
Provide leadership coaching Identification of third party Participation of women in No coaching Identification of third Start of coaching Middle
with specific support for women | provider of coaching and leadership coaching programme party provider programme management
facilitation of employee
participation
Ensuring access to professional Identification of appropriate Participation of women in No networks Identification of Adhesion to network Middle
networks with specific support professional networks and professional networks with networks management
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5 PRINCIPLE

Enterprise
development,
supply chain and

marketing practices

Negative and diminished conceptions of women and girls are one of the greatest barriers for gender equality.
Advertising is a powerful driver to change perceptions and impact social norms- portraying women and men in
modern, authentic and multi-dimensional roles. Companies can also influence business partners through inclusive

supply chain policies and standards of engagement.

Main Goal: Establish a supplier or vendor code of conduct that explicitly states support for gender equality

Indicator: Written code of conduct

states support for gender
equality

code of conduct that explicitly

conduct

written code of conduct

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q32022 Q42022
Establish a supplier or vendor Formulating a code of conduct Written code of conduct No code of conduct Survey existing codes of | Formulation of a Financial officer
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6 ] Companies are increasingly investing in community development programmes to make valuable, effective and
responsible contributions to gender equality and women’s empowerment. A key motivation is to respond to consumer

Community preferences to buy from companies with gender-responsive business practices and who are actively supporting
and advocacy community initiatives.

Main Goal: Notapplicable

Indicator:

Goal Measures / Indicator Baseline

Targets & Timeline Owner
Activities
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; PRINCIPLE

Measurement
and reporting

Transparency and accountability are required for companies to uphold their commitments to gender equality in the
work-place, marketplace and community. Measuring and reporting mechanisms are crucial to monitor and track
performance and progress. Business leaders and stakeholders agree that while not everything of value can be
counted, it is difficult to manage what is not measured.

Main Goal: Include indicators of adhesion to gender-neutral policies and support for employees disaggregated by sex, in annual reports to the Executive Board

Indicator: Written reports

Board on gender policies

gender-neutral policies and
support for employees
disaggregated by sex, in annual
reports to the Executive Board

information in annual
reports

information to be
included

Goal Measures / Indicator Baseline Targets & Timeline Owner
Activities
Q2 2022 Q32022 Q4
Annual report to the Executive Include indicators of adhesion to | Written annual reports No gender-related Assessment of Data collection Written report Administrative

officer
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How (and by whom) will progress be monitored:

Progress to the objectives and adhesion to the timeline defined in this document will be monitored each quarter by middle management and reported to the CEO.
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