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Introduction and basic principles

BAW Research, a statutory under public law with partial legal capacity, is committed to establishing and living an
organizational culture based on the principles of gender equality. All employees of BAW Research and everyone who
works with BAW Research should have the ‘opportunity to develop their full potential without being confronted with
direct or indirect obstacles related to their gender. We consider this a matter of course and live by this principle.

BAW Research is a research institution under public law and its own legal personality at the Federal Agency of Water
Management in accordance with §5a of the Federal Offices Act, Federal Law Gazette | No. 83/2004 as amended by
Federal Law Gazette | No. 131/2024 (Federal Offices Act). BAW Research was established by decree of the Federal
Minister of Agriculture, Forestry, Regions, and Water Management, Federal Law-Gazette Il No. 359/2024, announced on
December 10, 2024.

As an organization with partial legal capacity (statutory under public law), BAW Research cooperates with the Federal
Office for Water Management in its areas of responsibility relating to soil and landscape water balance, aquatic ecology,
and fisheries management, with regard to hydraulic engineering issues, as well as current research questions on climate,
renaturation, and food safety, focusing on research and innovation in these technical and scientific sub-areas. Particularly

in the aforementioned areas of contract and commissioned research, there is often an imbalance in the gender ratio.

We are aware of the importance and benefits of diverse life experiences and perspectives. We therefore welcome,
promote, and strengthen the contributions and skills of all employees. We are committed to working continuously and
diligently to achieve this, to systematically reviewing our efforts in this regard, and to reflecting on this repeatedly in our
decisions and strategic orientation at all levels. In this way, we create a working environment that is free from
discrimination and harassment and that welcomes and respects everyone who joins us in achieving our goals.

BAW Research contindously adapts its working methods to changing social expectations and modern ways of working
and living, as well as to diverse gender roles and identities, in order to actively dismantle discriminatory structures. BAW
Research recognizes that women and men experience different living conditions and opportunities in society due to their
social and cultural gender roles and are affected differently by social processes and their effects. It is our responsibility to
embed the gender dimension in all areas of our institution in a sustainable manner and to scrutinize all decision-making
processes and measures taken by the institution for possible gender-specific effects or possible disadvantages for
underrepresented genders. This responsibility applies to every employee and is particularly important for those in

management and leadership positions.

With the ongoing development of a gender equality plan, BAW Research‘aims to embed the principles of equal
_opportunities more firmly in its organizational culture, management, personnel development, recruitment processes,
and career development. The aim is to increase the proportion of women in all areas, especially in positions with
management and decision-making responsibilities, to create working conditions that are free of discrimination, to
promote the compatibility of work, private, and family life, and to take into account the importance of training and further

education. Awareness of the integration of gender issues into research questions should also be promoted in this context.



Strategic Approach

Based on the guidelines for developing gender equality plans in Austrian higher education and research institutions
(Federal Ministry of Education, Science, and Research, 2022), we describe the development approach for a gender

equality plan for our research institution as follows.

Gender Analysis

Monitoring/Evaluaiton

Implementation of
measures

Figure 1 Guidelines for the development of gender equality plans in Austrian higher education and research institutions, Federal Ministry of
Education, Science, and Research, 2022

The development of a gender equality plan should be seen as an ongoing process. As a first step, we began to assess
the current situation at our research institution by surveying the personnel structure. By analyzing data relevant to
equality, we derived objectives and priorities and formulated them into measures. The implementation of the measures
developed is continuously evaluated, and changes in the personnel structure are recorded in a diversity check and serve

as a further basis for discussion on improvements and further development of the equality plan.

The following faws and specific regulations and agreements concerning gender-equality in non-university research form

the basis of this action plan and provide a framework for the design of measures:

o the European Commission's gender equality strategy, which calls for a gender equality plan as an eligibility

. criterion in Horizon Europe

e The Federal Equal Treatment Act (B-GIBG) - Federal Law Gazette No. 100/1993 for federal service and its
amendment {Federal Law Gazette No. 1 No. 65/2015) to comply with applicable EU law.

o The collective agreement for employees in non-university research - § 2 Protection against discrimination
e Equal Treatment Act from Lower Austria (LGBI. Nr. 2060 idgF)
e  Anti-discrimination law of Lower Austria (LGBI. Nr. 9290 idgF).

We also follow the principles of:

e the provisions of the Federal Ministry of Agriculture and Forestry, Climate and Environmental Protection,
Regions and Water Management Organizational Manual (latest version dated September 28, 2020), insofar as

they apply to the entire department



e  Women’s promotion plan of the Federal Ministry of Agriculture and Forestry, Climate and Environmental
Protection, Regions and Water (BGBL. Il Nr. 4/2020).

BAW Research is committed to treating all employees équally and to incorporating this principle into the organization
and implementation of research. The key objective is to create a working environment free from discrimination, sexual
harassment, and gender- and diversity-related violence, to promote activities aimed at eliminating the existing

underrepresentation of women, and to recognize and value diversity.



Data Analysis and Initial Situation

Due to the founding date of BAW Research on December 10, 2024, the situation of employees at BAW Research as of
August 31, 2025 forms the data basis for this Gender Equality Plan. Therefore, the data used covers the period from
‘January‘to August 2025. The category “diverse” is not yet included in the personnel data and is therefore not listed
separately in this data analysis.

For data protection reasons, a more in-depth analysis of gender ratios is only possible to a limited extent for our
research institution, as the small number of employees means that it cannot be ruled out that conclusions can be drawn

about individual persons.

Personnel structure
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Figure 2: Number of employees by gender (31.8.2025)

BAW Research has a total of 13 employees by August 2025, four of whom are women. This corresponds to a female
share of 31%.
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Figure 3 Number of employees by level of employment (31.8.2025)

In terms of employment status, there is a clear focus on part-time work {see Figure 3). Eight of the 13 employees at
BAW Research are part-time, which corresponds to 62% of the workforce. The proportion of women in part-time work

is 38%. Among the four full-time employees, there is one woman.

Parental Leave

During the observation period, one employee took parental leave. None of the employees at BAW Research took

advantage of the offer of educational or nursing leave.



Applicant data and employee turnover

Due to the very short existence of BAW Research (since December 2024), a detailed presentation of applicant data and

employee turnover is not provided here.

During the founding phase of BAW Research, 13 people were hired in the first 9 months, 10 of whom were scientific

staff and 3 in administration and organization. No departures were recorded during the period under review.

Objectives and Priorities

With this equality plan, our research institution aims to continuously improve structures within the
organization and ensure that all social and cultural gender roles are represented as equally as possible at all
levels. All employees should be educated and informed about issues of diversity, vinclusion, and equal
opportunities, and participation in training courses and workshops on gender roles, diversity, and inclusion is
open to all employees. The aim is to create a supportive organizational culture in which everyone can develop
their full potential. In addition, gender-specific aspects will be given greater consideration in research questions
in the future in order to avoid “gender blind spots” and improve the quality of research.

The areas of development defined in this plan relate to the following areas of action:

Measure 1: Organizational culture and Work-Life-Balance

Measure 2: Gender balance in all positions, especially in positions with leadership and
decision-making authority, in recruitment and career development

Measure 3: Counteracting ,gender-blind spots” in research

Measure 4: Reduction of gender-based violence, including sexual harassment

The implementation of these measures is described in detail in the appendix.

The plan is valid for 10 years. An interim review is carried out every 2 years, during which the current status of
the development process is evaluated using the selected indicators. The measures taken are adjusted as

necessary.

The gender equality plan is signed by the management and published on the BAW Research website /
integrated into the BAW website.

/ Research
Polinkergstraie 1
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Date Dipl.-Ing. Dr. Peter Strauss, Managing Director
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