Please note: This translation has been prepared for convenience only. The original German version
shall prevail in case of discrepancies. For purposes of interpretation of this agreement, the German
version is the only binding version.

MAX PLANCK GENDER EQUALITY POLICY

Adjustment to the specific structural characteristics of the Max Planck Society with
regard to Implementation Agreement pertaining to the Joint Science Conference's
Agreement on Gender Equality in Joint Research Funding - of the Joint Science
Conference's Implementation Agreement on Gender Equality in Joint Research
Funding (AV-Glei) - of 27 October 2008, BAnz No. 18a of 4 February 2009, p.18,
amended by resolution of the Joint Science Conference of 22 April 2016

Section 1 Subject

(1) The Max Planck Society (MPG) has set itself the objective of realizing equality between women
and men, eliminating prevailing discrimination on the basis of gender, in particular discrimination
against women, and preventing future discrimi-nation as well as improving family-friendliness and the
reconciliation of family, care and career for women and men.

(2) Under-representation of a gender is deemed to exist if the respective gender is represented by less
than 50%. There are multiple causes for the differing represen-tation of the genders in the individual
disciplines. The MPG applies the principles and instruments of the AV-Glei in a manner specific to its
mission, in some cases going beyond the requirements set out therein in order to ensure that each
individ-ual is granted the best possible access in terms of equal opportunities and non-discrimination.
The MPG counteracts unfair underrepresentation by a variety of measures.

(3) This Agreement and the principles of equality between women and men (princi-ples of gender
equality) annexed hereto serve to implement the aforementioned objectives.

Section 2 Term, Coming into Force

(1) This Agreement is concluded for an indefinite period of time. With a period of notice of two years, it
may be terminated with effect from the end of a calendar year; however, the first such termination may
be effected after four years.

(2) In the event that the Joint Science Conference's Agreement expires, this Agreement shall likewise
cease to be in force.

(3) This Agreement shall enter into force upon resolution by the Joint Science Conference pursuant to
Article 4 of the Joint Science Conference's Agreement ... With the coming into force of this Agreement,
the Implementation Agreement Gender Equality (AV-Glei) of 27 October 2008, (BAnz S. ...) shall
cease to apply.



1. Defintion of Terms
Within the meaning of these principles, the following definitions apply:

1. Positions: positions held as well as established posts which can be filled by employees within the
meaning of these principles and for the performance of which merely financial resources are required,
regardless of whether the employment is financed from budgetary or other resources, including third
party funds, allocated to positions and established posts;

2. Segments: remuneration groups and salary groups, vocational training and staff levels with
supervisory or management functions;

3. Career rise: Promotion, advancement to higher remuneration/salary groups as well as assignment
of positions evaluated higher;

4. Employees: employees, including those employed for the purpose of their vocational training;

5. Family obligations: actual care or custodial care of a minor under 18 years of age or of another
relative in need of care by employees according to a certificate issued by the medical service of the
health insurance provider or the long-term care insurance provider In the case of persons insured
under the private compulsory long-term care insurance, corresponding evidence must be provided.

6. The MPG is committed to the declared goal of achieving a well-balanced gender ratio at all staff
levels.

Gender equality is a concern for society as a whole, encompassing schools, universities, the world of
work and issues of reconciliation between career and family. The MPG remains dedicated to the goal
of significantly and sustainably increasing the proportion of women in science and, especially, in
positions of scientific management. This involves both the staffing of its own positions and the training
of junior scientists who will subsequently be employed at universities in Germany or abroad, in
industry or in the Civil Service.

For more detailed definition of the term under-representation, please refer to § 1 No. (2) AV-Glei MPG.

2. General Obligations

(1) Employees, especially such with supervisory or management functions, the management of the
Institute or facility as well as personnel management are required to promote the achievement of the
objectives of these principles. This obligation is to be given due consideration as a consistent guiding
principle in all the areas of activity and decisions of the Institutes and other facilities.

General regulations as well as written and digital publications of the Institutes and other facilities are to
express gender equality also linguistically.

3. Principle; Instruction for Application

(1) Application of the provisions of this Section shall be waived only where membership of a particular
gender is an indispensable condition for the activity to be performed.

(2) The rights of participation of the personnel/works councils and the representation of individuals with
severe disabilities shall remain unaffected.



4. Calls for Application

(1) Except in the context of special programmes to remedy the under-representation of a gender (§ 1
No. (2) AV-Glei MPG), calls for application must be gender-neutral, or targeted scouting must be
undertaken taking into account gender aspects. It is impermissible, in particular, to invite applications
for a given position for men or for women only.

The text of the call for application must be phrased in such a way that it addresses members of both
sexes to an equal extent and encourages members of the un-derrepresented sex in the respective
area with emphasis to apply. Each call for application must include the information that the position
advertised can be staffed on a part-time basis, except where there are overriding operational reasons
to preclude this. Sentence 4 shall apply also to the staffing of positions with supervi-sory or manage-
ment functions regardless of the level of hierarchy.

(2) Where there is under-representation in specific areas, a vacant post is to be advertised in order to
increase the number of applications from the under-represented sex. The call for applications must be
made public if this objective cannot be achieved by an internal or cross-institutional or cross-project
call for applications.

(3) Calls for applications must specify the requirements of the position to be staffed and the qualifica-
tion profile needed..

5. Job Interviews

(1) If applications by women meeting the requirements and qualifications set out in the call for
applications are received in sufficient numbers, at least as many women as men must be invited to
interviews or special selection process-es when staffing positions in an area in which women are
under-represented. § 82, Sentences 2 and 3 of Book Nine of the Social Security Code shall remain
unaffected.

Sentences 1 and 2 shall apply mutatis mutandis to the staffing of positions in which men are under-
represented on account of structural discrimination.

(2) In job interviews and special selection processes, questions about marital status, an existing or
intended pregnancy and existing or intended family or long-term care obligations, in particular, are not
permitted.

(3) Selection committees should be composed on the basis of gender parity. In the event that a
gender-parity based composition is not feasible for valid reasons, the respective reasons must be
documented.

6. Selection decisions regarding recruitment, career rise and the allocation of
vocational training positions

Note concerning no.6: The provisions on the selection decision (§ 95 BetrVG) have been deleted. The
statutory provisions, such as General Act on Equal Treatment (Allgemeines Gleichbehandlungsgesetz
- AGG), apply.



7. Qualification of Applicants

(1) The qualification of an applicant is determined on the basis of the requirements and the qualifica-
tion profile of the position to be staffed. The duration of employ-ment and the date of the last ad-
vancement to a higher remuneration/salary group or promotion of applicants may only be taken into
account to the extent that they are relevant to the qualification for the position in question.

(2) The following circumstances must not be taken into account in the compara-tive evaluation:

1. Interruptions of professional activities caused by the fulfiiment of family or care obligations

a) career breaks,

b) a reduced number of active years of service or employment,

C) reductions in working time or delays in the completion of specific training programmes,
d) time burdens;

2. The income situation of the spouse, life partner, cohabiting partner,

3. Intention to make use of the possibility of reducing working hours or taking leave of absence for the
performance of family or care obligations.

8. Further Training

(1) Appropriate measures must be taken to facilitate access to further training, including for employees
with family or care obligations. This applies equally to scientific conferences and conventions if these
can be regarded as further training measures. For the duration of the participation in further training
measures, offers can be made, if required, for the care of children or persons in need of care and the
additionally incurred, inadvertent costs of care may be reimbursed upon application.

(2) Women and men shall be given consideration at least in proportion to their share in the respective
target group of the further training measure.

9. Measures for the Promotion of Gender Equality in Personnel Recruitment and HR
Development

1. Equality measures are an essential instrument of HR development. Their realization is a special
obligation of the personnel administration as well as of every function holder with supervisory and
mangement functions.

2. For this reason, the Institutes and Facilities of the MPG annually report on the situation of female
employees in comparison to the situation of male employees and evaluate the support available to
them in the individual remuneration and salary groups as well as in the individual disciplines (areas).
To achieve a well-balanced employment situation and equal opportunities for the genders in the
individual facilities and Institutes, concrete objectives are to be formulated with the early involvement
of the Gender Equality Officers.

3. The MPG's Institutes and Facilities evaluate and update their measures for a development
promoting gender equality in cooperation with the competent Gender Equality Officer at intervals of no
greater than four years. Simultaneously, they report on the achievement of objectives or failure to



achieve them. The reports and updates are published in the respective Institutes and facilities of the
MPG and forwarded to the President, the Secretary General and the Central Gender Equality Officer.
The data collection conducted by the Joint Science Conference remains unaffected by this.

10. Working Hours and Other General Framework Conditions, Costs of Childcare

Employees must be afforded working hours and other framework conditions that make it easier for
women and men to reconcile family, care and gainful employment, insofar as this is not precluded by
significant operational constraints. This also applies, in particular, to positions with supervisory and
management functions.

11. Ban on Discrimination

(1) The following circumstances must not prejudice recruitment or professional development,
including career rise, and, in particular, must not have a negative impact with regard to staff reports:

1. part-time employment;

2. remote working, mobile working and participation in flexible working or times of attendance;
3. an existing pregnancy;
4

periods of absence due to pregnancy or maternity in accordance with employment bans
under maternity protection law;

5. leave due to family or care obligations. This does not exclude the possibility that periods
in accordance with Sentence 1, No. 1 are treated differently from periods pursuant to
Sentence 1, Nos. 4 and 5.

12. Gender Equality Officers

(1) In each of the MPG's Institutes and facilities, the female staff members elect a Gender Equality
Officer and either one or two deputies from among their number by secret ballot. These are then
confirmed by the Institute management after the election is completed. The term of office is four years.
Multiple re-elections are possible.

Election and re-election of the Gender Equality Officers and their deputies shall be governed by the
enclosed Election Procedure. The Election Procedure must be published in every Institute and facility.
In the event that no candidate can be found or no candidate has been elected after the election, a
Gender Equality Officer is to be appointed ex officio by the Institute management from among the
staff. This shall require the consent of the member of staff to be appointed.

(3) The Gender Equality Officers and their deputies must not belong to any represen-tation of
employees.

(4) Obligation of confidentiality: Gender Equality Officers and their deputies are obliged to maintain
confidentiality with regard to the personal relationships of employees and other confidential matters
even beyond the period of their appointment



12. A Section Gender Equality Officers

The Gender Equality Officers of each individual section elect one Gender Equality Officer for the
respective section and at least two deputies from among the Local Gender Equality Officers and their
deputies. The Gender Equality Officers for the Section or one of the deputies perform the duties of
Gender Equality Officers with all rights and obligations for appointment or induction procedures
concerning positions with a management function (W2 and W3). Who is competent for which
procedure is decided by the Gender Equality Officer for the Section concerned, who informs the
Chairper-son or the Chairperson of the competent body accordingly.

The period of office is two years. Once proceedings have been initiated, they shall be supervised by
the Gender Equality Officer for the Section who first dealt with them until they are concluded,
regardless of the term of office.

The Section Gender Equality Officer has the option of delegating the tasks of Gender Equality Officer
for the Institute to a deputy appointed for this purpose for the duration of her activity for the Section,
i.e. for a period of two years in each case.

In the case of appointment or induction procedures to be carried out for the Institute at which the
Section Gender Equality Officer is active, the duties set out in this Agree-ment must be performed by
one of the deputies.

In the case of appointment and induction procedures at W2 level, the Section Gender Equality Officer
may delegate the monitoring of the appointment or induction procedure in whole or in part to a Local
Gender Equality Officer or one of the latter’s deputies, with the agreement of the same. This does not
include the Gender Equality Officer and deputies of the Institute concerned. The Section Equal
Opportunities Officer shall inform the Chairperson of the competent body in good time of this delega-
tion. Responsibility for the proceedings and the duty of documentation remains with the Section
Gender Equality Officer, to whom the Local Gender Equality Officer has a reporting duty. At least once
a year, the Section Gender Equality Officers report to the circle of Max Planck Gender Equality
Officers on equality work at Section level, including appointments.

13. Legal Status of the Gender Equality Officers

(1) Gender Equality Officers are not bound by instructions in the performance of their duties and
perform their duties without reduction of their previous remu-neration or salary.

(2) Gender Equality Officers shall be relieved of other official duties to the extent necessary for the
proper performance of their duties, taking into account the nature and size of the Institute or facility.
They are to be provided with staff, rooms and equipment as required. Upon her request, the Gender
Equality Officer shall be granted adequate release from duties; if 600 or more staff are employed at an
Institute or facility, such release may extend over the full regular working hours.

(3) Gender Equality Officers and their deputies may not be impeded in the performance of their duties
and may not be discriminated against or favoured in their career development because of their
activities. Gender Equality Officers and their deputies are protected against dismissal, transfer and
secondment in the same way as members of the Works Council.

(4) In the event of deputisation, the rights and duties of the Gender Equality Officers under Paragraphs
1 and 2, Sentence 1 and under Nos. 15 to 18 shall also apply to the deputies.



(5) The Gender Equality Officer and her deputies shall be given opportunity for further training at the
beginning of and during their term of office, especially in the fields of equality law, Civil Service law, as
well as works constitution law, organiza-tional and budgetary law.

14. Tasks of the Gender Equality Officers

(1) Gender Equality Officers have the task of promoting and monitoring the objectives set out in this
Agreement and the Gender Equality Principles and their implementation.

(2) They are involved in all personnel, organizational and social measures relating to gender equality.
Gender Equality Officers decide, without being bound by instruc-tions, whether a matter is relevant to
gender equality. In this respect, they also have an advisory and support function for individual
employees.

(3) Following notification to the management, the Gender Equality Officers may convene at least one
meeting a year and, if the Works Council agrees, may participate as speakers in the works assemblies
at the Institutes and facilities for which they are competent as Gender Equality Officers.

(4) Only the Central Gender Equality Officer has a right of veto for measures decided by the Senate of
the MPG or the President of the MPG or requiring the latter's approval.

15. Information and Participation of the Gender Equality Officers

(1) The Institute or facility shall inform the Gender Equality Officers at an early stage, especially in the
case of HR matters; this concerns preparation and decisions with regard to

a) the awarding of vocational training positions,

b) recruitment, secondment, transfer and redeployment of staff members for more than three
months at a time

C) further training and career advancement of employees,
d) formal warnings
e) dismissal, termination agreements and lay-offs, retirement and similar decisions,

2. organizational and social matters,

3. the drafting of evaluation guidelines as well as in meetings to ensure the uniform application of
these guidelines at the Institute or facility,

4. the procedure for appointing members to committees, provided no organizational unit for gender
equality is established at the facility, and

5. the drafting anad evaluation of the HR development concept.

Information is deemed to be provided at an early stage pursuant to Paragraph 1 if the Gender Equality
Officer is informed at the beginning of the decision-making process on the part of the facility and if
there is still scope for shaping the respective decision or measure.



16. Collaboration and Information

(1) The Gender Equality Officer must be informed immediately and comprehen-sively in order to carry
out her duties. In particular, the documents required for the performance of her duties, in particular,
application documents, comparative overviews and selection memoranda, must be submitted to her as
soon as possible and the information requested must be provided. Within the scope of her duties, the
Gender Equality Officer has the right to inspect those parts of personnel files that are of relevance to
decision-making.

(2) The Gender Equality Officer shall have the right and the obligation to report directly to the
management of the Institute or body and shall be supported by the latter in the performance of her
duties. The Gender Equality Officer shall have the right of initiative in all matters subject to her
involvement. It is at her discretion to decide whether to participate. Her written opinion shall be
recorded in the files. If the Institute or facility does not follow the opinion of the Gender Equality Officer,
it must inform the latter of the reasons in writing upon request.

17. Collaboration in Cases of Conflict

(1) Bei VerstdRen gegen diese Grundsatze oder gegen andere Vorschriften tber die Gleichstellung
equality, Gender Equality Officers shall have the right to appeal to the management of the Institute or
facility. The appeal must be submitted in writing to the manage-ment of the Institute or facility within
one week of receiving knowledge of the violation. An appeal has a suspensive effect.

The management of the Institute or facility shall decide on the appeal within a period of one month of
receipt. The suspensive effect ceases to apply once a decision has been made. If the management
deems the appeal to be well-founded, the measures and their consequences shall be rectified and the
results of the appeal shall be considered in other comparable cases in the future. If the management
deems the appeal to be unfounded, it must provide a written explanation of its position to the Gender
Equality Officer. The Gender Equality Officers shall report on their activities annually to the Central
Gender Equality Officer.

(3) For measures decided by the Senate of the MPG or the President of the MPG or requiring the
latter's approval, No. 14, Para. 4 applies.

18. Central Gender Equality Officer (ZGB)

Following a call for applications published by the Secretary General, a central Gender Equality Officer
for the MPG shall be appointed. Further details are governed by a General Works Agreement..

Bonn, 26/07/2019 Munich, 05/07/ 2019
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