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Introduction

Urban Electric Mobility Initiative (UEMI) was initiated by UN-Habitat and the SOLUTIONS project and 
launched at the UN Climate Summit in September 2014 in New York. The UEMI aims to contribute sig-
nificantly to the overall goal of limiting the increase in global mean temperature to two degrees Celsius 
above pre-industrial levels by decreasing urban CO2 emissions globally. As one of the Action Areas of 
the UN Climate Summit the UEMI aims to phase out conventionally fuelled vehicles in cities and inte-
grate electric mobility into a wider concept of sustainable urban transport.

The secretariat of the Urban Electric Mobility Initiative was established to facilitate the operation of 
the Urban Electric Mobility Initiative. The UEMI secretariat develops partnerships with local authori-
ties, industry, SMEs, knowledge and network partners to implement innovative urban electric mobility 
solutions. The UEMI partnership currently consists of over 150 partners collaborating on implementa-
tion-oriented projects.  

UEMI is committed to promoting and improving gender equality at all career levels within the organiza-
tion. This means to prevent discrimination, maintaining respectful working environments without any 
conscious or unconscious gender bias and providing flexibility and security for all work-life challenges. 

This Gender Equality Plan has been prepared after an analysis of the statistical figures and internal 
policies in place. This plan is effective for the years 2022 – 2023.

Within the scope of the United Nations Sustainability Development Goals, UEMI has committed itself to 
contributing towards SDG 5 – “Gender Equality and ensure the promotion of decent, secure work, based 
on equal opportunities”. 

The present plan for gender equality will: 

• Promote mutual respect and ensure equality of opportunities; 
• Value diversity within the organization; and; 
• Bring awareness to gender equality within the organization. 

This plan will cover the following issues: 

• Key relevant laws
• Gender equality in recruitment and career progression
• Work-life balance and organizational culture
• Integration of gender dimensions into research and teaching content
• Measures against gender-based violence including sexual harassment
• Monitoring process
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1. Key relevant laws

1.1. EU laws

The European Commission presented its Gender Equality Strategy for 2020 – 2025 in March 2020. 
The Gender Equality Strategy sets out six key objectives: 

1. Being free from violence and stereotypes
2. Thriving in a gender-equal economy
3. Leading equality throughout Society
4. Gender mainstreaming and an intersectional perspective in EU policies
5. Funding actions to make progress in gender quality in the EU
6. Addressing gender equality and women`s empowerment across the world

1.2. German (national) laws

Germany´s Grundgesetz (Basic Law) states that women and men are equal and that the state has to 
promote gender equality. Germany is committed to fulfill its gender equality obligations under European 
law as well as international human right law. 
Statutory provisions are aimed at increasing the number of women in leadership positions. Non-legis-
lative measures take the form of regional alliances for equality: government and industry are working 
together to put the measures in place to promote career development opportunities for women at re-
gional level. 
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2. Gender equality in recruitment and career progression

Women are underrepresented in research. The recruitment process can be one reason why less wom-
en apply for a job opening in the first place1. Transparency and awareness in the recruitment process 
is therefore urgently needed. Additionally, equal opportunities need to be established, starting at re-
cruitment possibilities, flexible working hours, open-minded work environment, child-care and online 
access to workshops and conferences2. 

The objective of UEMI is to promote and support female scientists at all stages in our organization. 

Status Report

Statistical key figures

As of March 2022, a total of 16 staff members were working at UEMI, of which 56,25% were men and 
43,7% were women. As for the career levels, UEMI had one male Senior Researcher, three women Re-
searcher, two women Junior Researcher and two women Student Researcher. 

The distribution of the salary between the two gender was similar. 

1 van den Brink M, Benschop Y, Jansen W. Transparency in Academic Recruitment: A Problematic Tool for Gender Equality? Organization Studies. 
2010;31(11):1459-1483. doi:10.1177/0170840610380812
2 Amâncio, L.; Santos, M.H. Gender Equality and Modernity in Portugal. An Analysis on the Obstacles to Gender Equality in Highly Qualified Profes-
sions. Soc. Sci. 2021, 10, 162. https://doi.org/10.3390/socsci10050162

Personnel

Women 7

43,7%

Men 9

56,25%

Total 16

100%

Personnel grouping Women Men Total % Women

Senior Researcher 1 1 0%

Researcher 3 3 6 50%

Junior Researcher 2 4 6 33,3%

Student Researcher 2 1 3 66,6%
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Measurement 2.1: 

To ensure a fair and unbiased recruitment process, all job offers must be checked by the gender officer 
for unconscious bias, securing equal opportunities for all. 

Measurement 2.2: 

All employees have an annual consultation to evaluate the current situation, bring feedback about their 
work-life balance, highlight family commitments, address possible concerns and readjust issues.  

Measurement 2.3: 

UEMI encourages women and men, equally, to continue learning and making full use of their skills and 
knowledge. 

Measurement 2.4: 

UEMI works towards more visibility for women. Therefore, all employees (with an emphasis on young 
female researcher) are mentored to increase their network visibility. 

Measurement 2.5: 

All employees are paid in line with the TVL-Entgelt without any gender differences. 
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3. Work-life balance and organizational culture

UEMI is aware of the different responsibilities people have. This can be often challenging for employees, 
especially women, and the organization can have a huge impact in the general wellbeing of its em-
ployees by acknowledging the circumstances, being transparent about their decisions and seeking the 
feedback of its employees1. UEMI is committed to the well-being of its people. 
Therefore, the highest attention is paid to a balanced work-life for our employees. 

Measurement 3.1: 

UEMI has an internal rule, which allows all employees to work from home. 

Measurement 3.2: 

UEMI has an internal rule, which allows flexible working hours. This provides a pleasant work-life 
balance achieved for men and women. 

Measurement 3.3: 

Part-time work is available at all positions. 

Measurement 3.4: 

Most conferences and workshops can be attended online, bringing more flexibility to the work-life 
balance. 

Measurement 3.5: 

This Gender Equality Plan makes our intentions in the area of gender equality visible to our staff mem-
bers. The plan is published on the UEMI website and send to all employees. 

1 Delectra P., Work Life Balance, International Jouurnal of Current Research, 2011. 
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4. Integration of gender dimensions into research and teaching content

In order to provide all employees with the same career chances, UEMI is particularly paying attention, 
that all employees have equal opportunities. Also, UEMI is aware of its responsibility to include gender 
dimensions in all its projects, e-learning content, articles and website content. 

Measurement 4.1: 

We want to make underrepresented groups more visible. Therefore, women should appear as speak-
ers at future events and workshops more often. 

Measurement 4.2: 

Partnerships with universities to attract job candidates, without gender segregation. 

Measurement 4.3: 

Empowerment of young students in perusing a research career, with a special focus on young female 
students. 

Measurement 4.4: 

Ensuring an equal representation in ongoing and future projects. 

Measurement 4.5: 

All employees have the opportunity to attend conferences online. 
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5. Measures against gender-based violence including sexual harassment

Measurement 5.1: 

UEMI´s Gender Officer is ensuring a non-bias recruitment process, a career progression of female 
researchers, as well as being the internal contact person for any complaints about gender-based 
violence. 

Measurement 5.2: 

Implementation of an internal procedure to ensure that all complaints can be brought forward in a 
secure environment. 

Measurement 5.3: 

Ensure that an offense to the physical or moral integrity, freedom, honor or dignity of a female or male 
worker is a just cause for the termination of the contract. 

Measurement 5.4: 

UEMI has a dedicated budget for gender related training activities, awareness raising or further edu-
cation for its employees. 

Measurement 5.5: 

All employees are encouraged to familiarize themselves with the Gender Equality Plan. 
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6. Monitoring process

To ensure that it is being acted upon the Gender Equality Plan, an annual monitoring and evaluation pro-
cedure is in place.  This includes the evaluation of statistical figures, in depth evaluation of all mentioned 
measures and (if necessary) interviews with the employees. 

Measurement 6.1: 

Annual evaluation of statistics.

Measurement 6.2:
 
Monitoring the impacts of the measurements.

Measurement 6.3:

Monitoring of the measures and continuing improvement (annually).

Measurement 6.4:

The updated report will be made available on the website.
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