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1 INTRODUCTION 
 
 
In 2023, we look back on 2022 and more specifically on how Diversity and Inclusion and the 
Gender Equality Plan (GEP) continued to take shape in our organization.  
 
Despite the -due to unforeseen circumstances- less availability of resources (in ’22 & ’23), the 
team still managed to realize nice achievements in 2022.  
 
Especially putting the ‘gender equality in research’ topic on the map in our internal organization 
with some very concrete awareness actions, was a great achievement of the Research Office 
team. 
 
Focus of the Communication department was developing the new logo to create a clear 
(internal) identity, selecting and promoting female colleagues in internal and external 
communications and supporting the communication part of the action plan.  
 
The focus of the HR team in 2022 was mainly on generating and automating relevant Diversity, 
Inclusion & Gender Equality data by developing dashboards, after a challenging 
implementation of a new basic HR tool, which meant a completely new set-up for the 
dashboard. 
 
Also the redefinition of the FIT@VITO (well-being survey) with an expansion of topics on 
Diversity, Inclusion & Gender Equality was an HR achievement in 2022. The results will require 
further analysis & action in 2023. 
 
In this evaluation we’ve attached the 2022 action plan and evaluation as well as the evaluation 
of the KPI’s 2022. These assessments gave us relevant insights towards the 2023 action plan. 
Whereas we initially saw 2022 as 'awareness' year and 2023 as 'data/reporting' year, we now 
believe that we need to continue ‘awareness’ actions, and in the ‘data/reporting’ part we will 
continue our learning curve when it comes to relevant target setting.  
 
Furthermore, it has become clear that to achieve our goals and ambitions regarding D&I (incl. 
gender equality), HR resources should be increased. 
 
In the coming period, efforts will be made to supplement the team with additional resources in 
Diversity, Inclusion & Gender Equality, so that absences can be absorbed efficiently and the 
impact on the realization of the (HR part of the) action plan is limited.  
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2 ACTION PLAN 2022 & EVALUATION 
 
Chapter 2 summarizes the results of the evaluation of the 2022 action plan for VITO's General 
Diversity, inclusion & Gender Equality policy on the one hand and specifically for gender in 
research on the other. Both are underpinned by facts and figures. 
 
Work on the topic of gender in research (content) was only explicitly included in our activities 
after GEP became a new eligibility criterion for submitting to Horizon Europe calls (January 
2022). Other aspects from the GEP, such as work/life balance, are topics on which VITO has 
been working for years and continues to do so. Consequently, the reporting Gender in 
research (content) is more comprehensive. 
 
 

2.1 General Diversity, inclusion & Gender Equality Actions 
 

2.1.1 Overall action plan 2022 

 
The team worked on the various areas of action described in the VITO D&I policy. Focus for 
2022 was on awareness as a key step in the mindset of our managers and employees.  

 

2.1.2 Evaluation action plan 

 
An overview of general actions and the evaluation is included in the attached overview ANNEX 
1. The evaluation of the actions (trainings, system and process adjustments, reporting set-
ups,…)  was carried out at action level. As mentioned in the overview, most of the actions 
were achieved and completed. Actions that were postponed are integrated in the 2023 action 
plan.  
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2.1.3 Facts & Figures 

 

Dashboard 

 
The design of the general dashboard was foreseen as one of the HR actions. A pragmatic 
reporting overview with detailed information on gender, age and international staff provides 
more information (on a yearly basis) at a glance. Now the information is available, the GEP 
team will conduct further analysis to create more insights. The D&I-team will analyze and 
follow-up the evolution of this dash board data to create more insights and define appropriate 
actions. 
 
The information will be available for the VITO management in 2023. 
 
 

KPI’s & targets 

 
In the VITO D&I policy we have defined our targets & indicators related to gender/age and 
international staff (ANNEX 2). The foreseen targets that could be measured already, are also 
evaluated. In ANNEX 3 the evaluation of the targets is visualized and a detailed overview of 
all targets is included. 
 
 
For some of the indicators we need more facts and figures over time to make relevant 
conclusions, possibly redefine the targets and define specific actions. The first step was to 
collect and report accurate data, now we have to further measure the evolution over time.



ACTION PLAN 2022 & EVALUATION 

4 
 

 
 
 
Figure 1: Diversity dashboard 2022
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2.2 Gender in Research Actions 
 
Since January 2022, supporting the R&D&I community around the topic 'gender in (the content 
of) research' has been part of the research office's (RO) mandate. To this end, the RO team 
works together with the HR department. The aim is to make both researchers and 
management aware of the importance of a GEP and of what a gender-aware approach to R&I 
entails. With the ultimate goal of integrating gender aspects into day-to-day operations. 
 
Section 2.2.1 provides facts and figures relating to women in scientific research at VITO. 
 
In the sections 2.2.2 to 2.2.5 you find the actions undertaken on training, integration into 
processes, communication and monitoring by the RO-team in 2022. 
 

2.2.1 Facts & Figures 

 
The share of women in the R&D&I community 1 at VITO remained almost the same over 
the past three years (2020: 38.0%; 2021: 39.3% and 2022 38.2%). These shares are slightly 
higher than the share of women in the total VITO population (see 2.1.3). 
 
Table 1 shows the number of women and men acting as coordinators of newly launched 
Horizon projects for the years 2020 to 2022. The figures show that female coordinators 
dominate the past three years. For 2022, from the perspective of the number of coordinators, 
the female/male ratio is the same, budget-wise, however, 87% goes to the projects with female 
coordinator. 
 
It should be noted that these are small numbers in terms of the number of coordinators of new 
Horizon projects, i.e. two to four projects a year. 
 

 2020 2021 2022 

 Number Budget [€] Numberl Budget [€] Number Budget [€] 

Woman 2 1 742 000 2 5 385 063 2 2 431 922 

Man - - - - 2    354 240 

Table 1: Share of women and men as coordinators in newly launched Horizon projects. 

 
Figure  shows the gender balance for four strongly research related KPIs for the period 2020-
2022. Taking into account the share of women in the R&D&I community at VITO in the 
corresponding year, it is striking that for the KPI patent submission women are strongly 
underrepresented. Here, the share of female VITO authors was checked per year for all 
patents with priority submission that year. 
However, a 20% share of women as achieved in 2021 and 2022 is a nice result if we compare 
this with the figures quoted in the European 'She figures' report2, where the share of women 
is below 20% for most European countries. 

 
1 R&D&I: Research, Development and Innovation 
2 She Figures  2021, Gender in Research and Innovation-Statistics and Indicators, Report 
commissioned by the Directorate-General for Research and Innovation, Horizon 2020 Science with and 
for Society 
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Figure 2: KPIs related to gender in research period 2020-2022 (expressed as percentage of 
women). 

 
The proportion of women in PhDs is ranges between 42% to 50% which is much higher than 
in the R&D community at VITO.  
 
For the KPI first author scientific publication the share of women is close to that in the 
overall VITO population. The observed decline over the years is to be followed. 
 
Also for the KPI VITO ambassador engaged on social media, the proportion of women is 
close to that in the overall VITO population. The total number of active ambassadors increased 
from 89 in 2021 to 100 in 2022. In 2022, the share of active female ambassadors was 45%. 
This is an increase compared to 2021, the first year of measurement, where the share of 
women was 40%. This increase is remarkable given the slight decrease in the share of women 
both in the total VITO population and the R&D&I community. In the top 10 of number of 'shares' 
(all time) there are 5 women, this is the same as last year. 
 

2.2.2 Training 

 
Overview of trainings offered/organised on awareness and gender in research in 2022: 
 

• Lecture 'Gender in research, the why and how', 19 April 2022, for the whole of VITO 

(40 participants, 46% of whom were women) 

• Basic Training 'Gender management training in Horizon Europe', 28 June 2022, 

R&D&I community (11 participants, of which 1 man) 

• Online Training Modules Integrating Sex & Gender in Health Research, specifically 

for Unit Health 

• Training for working group D&I-GEP@vito 

o The Gender Equality Plan eligibility criterion in Horizon Europe: Who is 

concerned? How to comply with it?, 23 June 2022 (HR-Elien en RO-Ina) 
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o "Creating your Gender Equality Plan" online training session sponsored by 

the European Commission, 9 November ’22 (HR-Elien en RO-Ina en 

Communication-Ben) 

 
In addition, creating awareness on the importance of implementing the VITO GEP and gender 
equality in research was also promoted at management level by putting it on their agenda 
(UM intervision, Research Director). 
 
UM intervision brings together unit managers (UM) at regular intervals to exchange 
information, optimise interaction between units. This platform is used to raise awareness of 
the importance of gender aspects in research at VITO. After all, management has an important 
role to play here. On 10 November 2022, the first consultation of the Gender, Diversity & 
Inclusion team took place to emphasise the role of management and put forward some 
actions. It was decided to meet annually to keep the theme and related actions on the 
(implementation) agenda. 
 
Furthermore, the research office (RO) team had a meeting with the Research Director 
(30/11/2022) at which the 'GEP' and Gender Equality were highlighted and the importance of 
support and propagation by management was emphasised. Result of this consultation is that 
GEP will be explicitly included in the VITO EXCITES narrative in 2023.  
EXCITES started in 2016 as a renewed approach to VITO's research strategy. The focus is 
on impact & guiding sustainability with leadership in applied research. EXCITES is a wheel 
with several spokes (e.g. triple helix relationship management, research funding, visibility & 
perception, 7 research content management, knowledge management, integration, 
laboratories and infrastructures) that will help make the lifecycle of applied research run 
optimally. In 2023, we will add the "gender" dimension. 
 

2.2.3 Integration in processes 

 
Management processes 
 
The general dashboard of the HR actions will be complemented with a dashboard specifically 
on gender in research. By providing this dashboard with actual figures we aim to keep the 
topic in the spotlight in the various management processes. In future, this dashboard can be 
monitored structurally in the various management forums. 
 
In 2022, preparatory steps were taken to develop a dashboard for the KPIs related to gender 
in research. For four of the five KPIs, the data sources are known and available, and 
agreements on data processing and management have been made. It concerns the KPIs: 
share of women in the number of doctoral students (PhDs), patents, 1st author scientific 
articles and VITO ambassador engaged on social media. 
 
The 5th KPI proportion of women who (co-)author an SCI paper is currently not easy to 
quantify, as there is no central inventory system for this at VITO. It is possible that the 'Voogle' 
search engine (VitogOOGLE) that VITO is developing will provide solutions in the future. 
 
Project management processes  
 
The gender aspect has also been added at relevant places in the FORWARD tool to make it 
an integral part of the project management process, especially in project formulation. 
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The FORWARD tool is a platform on VITO's intranet. FORWARD pages explain the 
possibilities of VITO within financing channels. They refer to available sources of information, 
with specific tips & tricks to maximise the chances of VITO projects. Aspect on gender in 
research were integrated in 2022. 
 

2.2.4 Communication 

 
The three main information channels used by the RO team to disseminate information on 
the GEP and gender in research internally are: 
 

1. RO news releases on Channel V (VITO Intranet): 

o VITO has a Gender Equality Plan (15/12/21) 

o GEP: gender-sensitive approach to research & innovation (17/2/22) 

o Gender approach in proposals (5/9/22) 

 

2. InterAct (Verified Q&A+link). The RO team developed the 'InterAct peer to peer 

platform' in 2022. There, you can ask questions or make announcements to 

colleagues about preparing research proposals and project management, in a 

familiar VITO Teams environment. Two questions specifically on GEP/gender were 

included on InterAct (Verified Q&A+link) 

o Does VITO have a Gender Equality Plan GEP? 

o Gender is important for HorizonEU proposals in a twofold sense 

 

3. RO Funding Meeting is a monthly meeting with the R&I antennas of all units. The 

presentation serves as a report and reference work. GEP and gender in research 

have a fixed place in it and are highlighted at regular intervals. 

 

The intention to work out a number of concrete example cases that show how the gender 
aspect can be included in the content development of a project proposal and/or a new 
research line is an action for 2023. It was decided to focus in 2022 on general highlighting so 
that there is sufficient knowledge to approach the gender aspect correctly when drawing up 
project proposals. 
 
To conclude we showcase the poem that SMOOJ (a young female entrepreneur from Belgium) 
created for VITO for International Women’s Day 2022: 
  

https://channelv.int.vito.be/en/vito-has-gender-equality-plan-gep
https://channelv.int.vito.be/en/gep-gender-sensitive-approach-research-innovation
https://channelv.int.vito.be/en/gender-approach-proposals
https://vitoresearch.sharepoint.com/sites/research-office/SitePages/Horizon-Europe.aspx#does-vito-have-a-gender-equality-plan-gep
https://vitoresearch.sharepoint.com/sites/research-office/SitePages/Horizon-Europe.aspx#how-does-gender-come-into-play-in-horizoneu-proposals
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2.2.5 Monitoring 

 
For monitoring the KPIs related to gender in research, time in 2022 was spent mainly 
on identifying available sources and how to process and manage the data, see section 
2.2.3. Furthermore, a baseline was determined for these KPIs. Here, the choice was 
made to determine both figures for the year 2020 (if available) and the year 2021 
(reference year other D&I KPIs). In addition, KPI values for 2022, first year after GEP 
implementation at VITO, were calculated.  
 
The result of this work is presented in section 2.2.1. Also based on the insights 
obtained, actions for the year 2023 are defined in section 3. 
 
 

3 ACTION PLAN 2023 
 
Chapter 3 describes the D&I action plan (including gender) for 2023. The focus will be on data, 
yet there will be continued attention for awareness-raising actions. A communication plan will 
also be drawn up. Furthermore, we will examine whether it is desirable to include adjustments 
or additional KPIs/measurements. 
 
Insights gained from the evaluation of actions and figures of 2022 feed into defining actions 
for 2023. The action plan 2023 is included in ANNEX 4. 
 
In the context of the requirements of a GEP and its evaluation, we outline the actions the RO 
team will take in 2023 in the following paragraphs. It plans the following actions on training, 
integration in processes, communication and monitoring to increase awareness of gender in 
research and further integrate it in the daily operation of VITO. 
 

3.1.1 Training 

 
Figures on the number of participants in training courses on gender in research in 2022 
(section 2.2.2) show that even for more general training courses, the number of participants 
is on the low side. Of the main target group (R&D&I community and management), almost 9% 
have received basic training (lecture and/or basic training on gender in research) in 2022. 
 
To increase awareness and knowledge-building around gender in research, we will further 
focus on training in 2023: 
 

• Video recording lecture 'Gender in research, the why and how', to be offered as 

online training; 

• Organise two in-depth sessions on 'gender in research' (content) tailored to concrete 

new project proposals; 

• Promote to the R&D&I community at VITO relevant training courses by players such 

as NCP Flanders and the European Commission. 

Point of attention is how to increase the number of participants for these training courses: 
 

• Engage management to get employees excited about these trainings; 
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• Via the RO funding meetings, involve the antennas of the different units to make their 

colleagues enthusiastic about the topic and following a related training course; 

• Promote video lecture 'Gender in research, the why and how', as a (minimum) basic 

training course (< one hour), by: 

o offering as online training in Empower (training tool HR department) and 

promoting it;  

o including this online training in the internship plan (newcomers); 

o mentioning the link to this training in Empower in every news item on gender 

equality and/or D&I; 

• Actively involve Units in the planning and content of training sessions where relevant, 

such as in-depth sessions to tailor it to their needs to the maximum extent. 

• Interested parties can only follow in-depth training on gender in research (content) if 

they have previously attended basic training. This is to avoid delay caused by 

discussion on general gender issues in research. 

In addition, the D&I and gender working group is looking at the possibility of including gender 
as a topic in each/most courses, in addition to gender-specific sessions. This is to reach a 
larger part of the intended audience, mainly also those who are less aware of the importance 
of gender aspects in research. (action plan 2024) 
 
Target: at least 50% of R&D&I community and management have basic training on gender in 
research by the end of 2027. 
 
Finally, according to the D&I and gender working group, one and a half years after the start of 
drafting a GEP, it may be useful to revisit the Gender Equality in Academia and Research 
(GEAR) tool. This tool offers universities and research organisations practical advice and tools 
at all stages of institutional change, from setting up a gender equality plan (GEP) to evaluating 
its impact. 
 

3.1.2 Integration in processes 

 
In 2023, we aim to integrate KPIs related to gender in research into a dashboard. This as an 
extension of the D&I dashboard (see section 2.1.3). For this, we will build on the work around 
data collection and processing in 2021 and 2022. To develop the dashboard, the working 
group will receive support from the IT department. 
 
The target is to finalise this dashboard in 2023. This is probably without the KPI share of 
women who (co-)authored an SCI paper, because here it is waiting for the setting up of the 
'Voogle' search engine (for which case studies are running in 2023) to quantify this KPI (see 
section ) 
 
Furthermore, the topic of gender in research will be explicitly integrated into the VITO 
EXCITES narrative (see section 2.2.2). 
 
Gender aspects will also be included from the start of the internal approval process for 
(Horizon and other government co-financed projects) proposals. To this end, possibilities are 
being explored to integrate gender aspects in Maconomy, the ERP package used at VITO for 
financial management of projects. Indeed, fields with points of interest/checkpoints can be 
included in the tool when a new project/proposal is entered into the system. This happens, 
among other things, in the RISK log. 
 

https://eige.europa.eu/gender-mainstreaming/toolkits/gear
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Regarding the training courses around 'gender in research' organised and managed by the 
RO team in 2022, these will be included in Empower, more specifically in the new D&I section 
to be provided. 
 
Besides making the short online basic training open to all via the VITO training offer in 
Empower, the feasibility of including it in the initial training plan of newcomers in R&D&I 
function, but especially for new inflow of managers, is being considered. New recruits would 
be given e.g. one year to undergo the training. 
 
Finally regarding the replacement of outgoing PhD committee members in 2023, the 
preference is for male participants to obtain a better representation of the PhD community. 
Indeed, the proportion of men in 2022 was 1/5, which is well below the 1/1 ratio of the PhD 
community. 
 

3.1.3 Communication 

 
To streamline the effort of HR, the Research office team and the communication department, 
concerning the attention for diversity and inclusion in the news items, a yearly general 
communication plan will be defined.  
 
Below the communication focus regarding ‘Gender in Research’ is elaborated. 
 
A survey by VITO's communications department on the use of Channel V shows that the 
(weekly) newsletter is a well-read medium (contact: Ewoud Beirlant, 2023). Consequently, in 
2023, we will further focus on writing RO news releases around gender in research.  
 
To this end, the RO team will link up with general action 'drawing up a specific communication 
annual calendar' of the D&I working group and involve the internal communication department 
in order to strive for staggered and regular reporting on gender issues and D&I in the broader 
sense. A joint brainstorm is a first step to define a plan of action (themes, timing, leader, etc.). 
 
To keep the general awareness of VITO researchers high, each news item on gender and, 
where relevant, D&I will include a short paragraph with a link to the VITO website where the 
GEP and evaluation report D&I, including GEP, can be consulted. Gender-related news items 
will also include the link to the Empower page where people can register for the short basic 
training course. 
 
The contribution of women to patent applications is low, not only in VITO but across Europe. 
At VITO, we choose to give extra attention to our female inventors and highlight them when a 
patent is granted. Positive attention can be inspiring and activating for our female researchers.  
 
We also aim to put occasional news items in "in the spotlight" on Channel V so that they are 
visible to our researchers for longer. 
 
Furthermore, we will continue to cover topics around gender in research (or D&I in the broader 
sense) in subsequent relevant fora: 
 

• RO learning networks 

• RO funding meetings (see section2.2.4 ) 

• Management meetings (UM peer-to-peer, DIR level)  
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The 'InterAct peer to peer platform' (see section 2.2.4) will be extended with additional 
information around GEP/gender if relevant to disseminate through this channel. 
 

3.1.4 Monitoring 

 
In 2021 and 2022, sources of relevant data on gender in research output and gender equality 
in research participation were identified. It was also investigated how this data can be brought 
together into a clear and instructive presentation for monitoring.  
In 2023, just as for the more general data displayed in the already developed D&I dashboard, 
a dashboard will be developed for research output data such as publications and patents. It 
will be analyzed whether adjustments need to be made to the source databases to allow this 
information to be transmitted automatically. 
 
As we are convinced that diverse and balanced teams can improve the quality of research, an 
evaluation will be made of how we could monitor data on team composition. At the same time, 
the efforts that would be involved in collecting and visualizing this data will also be identified 
to assess whether inclusion in the dashboard is feasible. 
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ANNEX 2: TARGETS KPI’S 
 

 
KPI Target Publication 

G
e

n
d

e
r 

% F/M/X on total population Status quo % F/X Yes 

% F/M/X per grouped function class (CLA job-based remuneration system) Monitoring No 

% F/M/X in management positions At least 30% F/X of new positions (further scale up to 50%) Yes 

% inflow F/M/X (on total inflow) 
 
Equal ratio % F/X mentors as % F/X in total population Yes 

% outflow F/M/X (on total outflow) Monitoring Yes 

scores well-being (FIT@VITO) - gender  FIT@VITO + barometers work-life balance: similar to VITO-result and benchmark No 

% F/M/X in mentorrol (on total mentors) Equal ratio % F/X mentors as % F/X in total population Yes 

participation rate training courses F/M/X Evolution similar as evolution participation rate (payroll population) Yes 

average DPM-score F/M/X In first instance monitoring, reconsider in function of evolution No 

% promotions F/M/X 
In first instance monitoring, aim: ratio in line with ratio F/M/X in total payroll population (with 
permanent contract) No 

(salary benchmark) (2-yearly follow-up, first review with Korn-Ferry in function of relevant benchmarks) No 

number F/M/X research leaders at least 30% F/X of new positions (further scale up to 50%) Yes 

% F/M/X in function family 'R&D' monitoring No 

PhD's VITO  (% F/M/X) Ratio R&D employed Yes 

Authoring publications (yearly % F/M/X) Ratio R&D employed Yes 

First author publication (yearly % F/M/X) Ratio R&D employed Yes 

Submitting  patents (yearly % F/M/X) Ratio women R&D employed in hard tech Yes 

VITO ambassador engagement in social media  (% F/M/X) Ratio R&D employed Yes 

Project coordinator of running Horizon Europe Projects - number related  (% F/M/X) Ratio R&D employed No 

Project coordinator of running Horizon Europe Projects - budget related (% F/M/X) Ratio R&D employed No 

Project leaders of H2020/HE projects - number related  (% F/M/X) Ratio R&D employed No 

Project leaders of H2020/HE projects - budget related (% F/M/X) Ratio R&D employed No 

Project leaders of H2020/HE projects - number related per unit  (% F/M/X) Monitoring No 

Project leaders of H2020/HE projects - budget related per unit  (% F/M/X) Monitoring No 

Project leaders of SBR projects - number related  (% F/M/X) Ratio R&D employed No 

Project leaders of SBR projects  - budget related (% F/M/X) Ratio R&D employed No 

Project leaders of SBR projects - number related per unit  (% F/M/X) Monitoring No 

Project leaders of SBR projects - budget related per unit  (% F/M/X) Monitoring No 

mailto:FIT@VITO%20+%20barometers%20work-life%20balance:%20similar%20to%20VITO-result%20and%20benchmark


ANNEX 2: Targets KPI’s 

 

 KPI Target Publication 
In

te
rn

at
io

n
al

 
Number of nationalities Monitoring (action if less than 30) Yes 

% internationals on total population (= payroll + niet-payroll) Status quo % internationals Yes 

% international inflow (on total inflow) Equal ratio of % international inflow as % internationals in total (payroll)population Yes 

% international outflow (on total outflow) Monitoring (action if less than 30) Yes 

(scores well-being FIT@VITO - internationals) Monitoring - first determine new socio-demo's FIT@VITO-survey, as nationality was not included in the past No 

% internationals in mentor role (on total mentors) Equal ratio of  % international mentors as % internationals in total (payroll)population Yes 

Participation rate training courses internationals Evolution participation rate internationals similar as evolution participation rate (payroll population) Yes 

Average DPM-score internationals In first instance monitoring, reconsider in function of evolution No 

% promotions internationals In first instance monitoring, aim: ratio in line with ratio of internationals in total payroll population (with permanent contract) No 

    

A
ge

 Age distribution: % employees by age group Monitoring Yes 

% inflow per age group (on total inflow) Monitoring Yes 

% outflow per age group (on total outflow) Monitoring Yes 

   
 

 

P
ay

ro
ll 

% payroll vs non-payroll population Monitoring Yes 

% inflow payroll/non-payroll (on total inflow) Monitoring Yes 

% outflow payroll/non-payroll (on total outflow) Monitoring Yes 

   
 

 

O
th

er
 

Number trained mentors (distribution age/gender/internationals)  Status quo or increase - depending on automatization No 

Number trained managers/employees in 'bias' Status quo or increase - depending on automatization No 

% F/M/X in decision-making bodies (f.e. DC, COM & OR) Monitoring - depending on automatization Yes for DC, COM & OR 
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