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TRON gGmbH is aware of the importance of creating a safe, open and creative working
environment and to ensure equal opportunities for all of its employees, regardless of religion,
race, gender, sexual orientation, political belief, economic, medical or social condition.

In this context, TRON gGmbH has formulated a Gender Equality and Diversity (GED) Plan
and established a Gender Equality and Diversity Team, which are intended to provide an
orientation framework for the management an all employees of TRON gGmbH. The GED
Plan identifies potential risks and areas of conflict and provides measures to enhance gender
equality and diversity at TRON gGmbH.

TRON gGmbH has defined the following goals:

[ ]

TRON gGmbH aims to promote equal recruitment practices and to ensure equal
career opportunities at all levels.

TRON gGmbH aims to promote gender equality in leadership and decision-making by
providing equal opportunities for employees of all genders.

TRON gGmbH wants to guarantee an equal, fair, polite and respectful treatment of
employees regardless of gender, religion, age, sexual orientation, national origin,
culture, language or disability. TRON gGmbH therefore aims to prevent discrimination
and violence and has appointed confidants as point of contact in case of complaints.

TRON gGmbH aims to integrate the gender and diversity perspective in teaching,
research and working conditions. The overall goal is to maintain a learning and
research environment that is free from discrimination and sexual harassment.
Supervisions from all genders should be available at all career levels.

TRON gGmbH aims to provide room and flexibility for its employees to reconcile work
and family regardless of the gender of the employee and the type of family.
TRON gGmbH supports various flexible working model arrangements to meet the
individual needs of employees in their respective family situation.

In case of doubts, questions or suggestions, the confidants, the GED Team or the
management board should be contacted.

Mainz, January 29t 2025

Dr. Mic eI Ludorf Dr. Andrée Rothermel
Commercial Managing Director Scientific Managing Director
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1 Intention of the operating procedure

TRON gGmbH is an independent non-profit research organization that focuses on
translational oncology. To promote and sustain research excellence, TRON is committed to
provide a safe, open and creative working environment and to ensure equal opportunities for
all of its employees, regardless of religion, race, gender, sexual orientation, political belief,
economic, medical or social condition. In this context, TRON has formulated a Gender
Equality and Diversity (GED) Plan and established a Gender Equality and Diversity Team.

According to the WHO, the term “gender” describes characteristics of women and men that
are socially constructed, whereas “sex” refers to characteristics that are biologically
determined. Learned social aspects about gender roles contribute to gender identity. The
WHO defines gender equality as the absence of discrimination on the basis of an individual's
sex in opportunities, in the allocation of resources and benefits or in access to services (1).
In line with the WHO definitions, TRON aims to achieve and sustain gender equality and
promote diversity by ensuring fairness and justice in the distribution of benefits and
responsibilities.

The goal of this document is to inform all TRON employees about the mission, stance and
measures to enhance gender equality and diversity at TRON.
In addition, this operation procedure lists the tasks and responsibilities of the parties involved
in the implementation of the GED Plan.

The described strategies and procedures are in line with the EU objectives for gender
equality (2) and the DFG Guidelines (AD-16-001-000 “Good research praxis”) (3).

The measures described in the GED Plan will be implemented by the TRON units (see

“Scope and responsibilities”) and the Gender Equality and Diversity Team (GED-Team). The
GED-Team is also responsible for evaluation and further development of the GED Plan.

2 Scope and responsibilities

Function Responsibility

All employees o Treat others with respect and dignity

Prepares job advertisements

Reviews and selects candidates and conducts interviews
Makes hiring decision together with Department heads for
positions

(@]

Each department

o O

@]

. (together with HR) Collects proof of training/attendance of
(%u;)hty PEEENG leadership trainings and shares them with the GED Team
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Provides a general job advertisement template

Reviews job advertisements

Posts job advertisements

Oversees and monitors recruitment process

Collects staff statistics (salary, training and leave

characteristics) and shares it with the GED Team

Checks compliance with all legal requirements for leave-taking

of the employees

o Employs Gender Equality and Diversity specialist for GED
lecture during leadership and other trainings

o Monitors Career advancement of TRON employees

o Makes recommendations about equality and diversity to GED
Team

o (Together with confidants and managing directors) Consult
about cases of discrimination and violence, investigation and
disciplinary actions

o (Together with confidants and managing directors) Inform the

victim about the outcome of investigation of discrimination and

violence

Human Resources

O 0o oo

o

o (Together with GED team) Inform new employees about GEP
and their role as confidants

Act as first point of contact for victims of discrimination and
violence

Confidants

(@)

o Inform victims about their rights and procedures

o Document conversations

o Inform managing directors and HR about complaints

o (Together with managing directors and HR) Inform the accused
person

o (Together with managing directors and HR) Talk to potential
witnesses

o (Together with managing directors and HR) Investigate the
case and inform the victim about the outcome of investigation

o Mediate conflicts

o Advise GED Team about policy and measures

o (Together with confidants) Informs new employees about GEP
and confidants

o Collects anonymized staff statistics (salary range per staff

(GED Team) category divided by sex,, leave duration) from HR

o Proposes clear and transparent criteria for recruitment
processes and internal promotions

o Conducts an anonymous survey about equality in career
options and documenting results.

o Conducts surveys about work-life balance, workplace
satisfaction, as well as support for opportunities for promotion

o Collects data on the gender of the supervisors of the PhD and
other students and composition of thesis-advisory committees

o Collects data on the integration of the gender and diversity
dimension in courses

Gender Equality and
Diversity Team
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o Collects data on gender and ethnicity of animals and human
tissue used in our studies

o Informs employees about prevention of discrimination and
violence during Town Hall Meetings and posting information
materials on Blackboard

o Organizes Confidant elections

o Collects anonymized information about complaints (if any) and
advice from confidants related to discrimination and violence
prevention strategy

o Presents GED Data during Town hall meeting

o Reports results from surveys, staff data, animal/patient samples
(1x per year) and discusses results with leadership and decides
on further measures.

o Reviews GED Plan

Managing  directors
(GF)

o (Together with the confidants and HR) Investigate cases of
discrimination and violence

o Take disciplinary actions in case of offences of discrimination
and violence

o (Together with confidants and HR) Inform the victim about the
outcome of investigation of discrimination and violence

Unit leaders together
with management

o Encourage employees to integrate the sex and ethnic origin
data in their research questions and analysis

o Take any effort that employees can return to their old positions
or comparable when coming back from parental or other leaves

Animal Affairs
Manager

o Monitor the animal’s sex in research studies

Biosampling Unit

o Records gender and ethnic data of patients/participants
donating their biospecimens in the LIMS system when available

Cell Culture Unit

o Monitors gender and ethnicity of donors from which cell lines
were derived if available and documenting this in the cell
catalogue

PhD coordinator,
Student program
coordinator

o Employ Gender Equality and Diversity Specialist for lecture
about this topic during PhD and student courses

o Remind teachers to review materials for representative (non-
stereotypic) images and inclusive language

o Conduct evaluation surveys to assess the integration of the
gender and diversity perspective after courses and sharing
results with GED Team

3 Terms/ Definitions/ Abbreviations

Sex Biological characteristic of women and men

GBV Gender-based violence

Gender Socially constructed characteristics of women and men
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Gender Ildentity

An identification based on learned social aspects about gender
roles

Gender Equality

Absence of discrimination on the basis of an individual's sex in
opportunities, in the allocation of resources and benefits or in
access to services

GED Gender Equality and Diversity

GF Managing Directors

HR Human Resources Department

LIMS Labor-Informations-und-Management-System

QA Quality Assurance Department

TCGA The Cancer Genome Atlas

GTEXx Genotype-Tissue Expression project

DFG Deutsche Forschungsgesellschaft (German Research Society)
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4 Procedure

To promote and sustain research excellence, TRON aims to achieve gender equality and
diversity by ensuring equal opportunities for all its applicants and employees.

In this section, we describe the current gender and diversity status at TRON. Afterwards, we
discuss TRON's policy regarding (i) gender equality and diversity in recruitment and career
progression (Section 4.2), (ii) gender equality and diversity in leadership and decision-making
(Section 4.3), (iii) measures against discrimination and harassment (Section 4.4), (iv) Gender
equality and diversity in research and teaching content (Section 4.5) and (v) work-life balance
and organizational culture (Section 4.6).

In each of these policy sections, we define goals, measures, criteria/indicators to measure
success and responsibilities.

4.1 Current situation

TRON is a non-profit research organization that has 207 employees as of Dec 31%t, 2023
(Figure 1). Ever since its founding in 2010, TRON has embraced the power of diversity in
enhancing research excellence and aims to provide equal opportunities in recruitment and
career progression. TRON's stance as an inclusive employer is reflected in a high percentage
of female employees (66 %), among which female managers represent 55 % (Figure 2), and
in the multicultural diversity of its employees: currently, employees have 24 registered
different nationalities.

TRON STAFF
0 20 40 60

DIRECTORS

ADMIN / SCIENTIFIC SUPPORT
TECHNICAL ASSISTANTS
GRADUATES

SCIENTISTS

PHD STUDENTS

INTERNS

December 31, 2021 m December 31, 2023

Figure 1: TRON Staff ranked by function. “Admin” refers to controlling, HR, IT front office and accounting staff. “Scientific
Support” includes quality assurance, compliance, data protection and laboratory managers, procurement. “Graduates” are
non-scientific staff with a Bachelor or Master Degree. “Scientists” are staff with a PhD degree and includes project
management.

4.2 Gender equality and diversity in recruitment and career progression
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4.21 Why is gender equality and diversity in recruitment and career important?

Women are often underrepresented in leadership positions in academia, healthcare and
business (4-6). According to statistics, women have fewer full-time jobs than men (7) and
often earn less for the same work (8). Studies have also indicated that people with non-
classical gender identities often experience career difficulties, including in areas such as
science, technology, engineering, and mathematics (9). In addition, genders have a different
work-life balance (10), which may affect their career opportunities (discussed in more detail
in Section 4.6).

Gender Distribution

Al Gender Distribution Management

December 31,2021  December 31, 2023 December 31,2021 December 31, 2023
B Male ®Female B Male M Female

Figure 2: Overview of gender distribution among TRON employees (left) and management (right). The managementincludes
department and unit leaders and their deputies. Data is based on genders employees registered themselves with. From Dec
2021 on, it will be possible for new staff to register themselves as a gender other than male or female.

As described in Section 4.1, TRON aims to provide equal opportunities to its applicants and
employees. Our successful recruitment and career progression strategies have led to a
majority of female employees and females are also well represented in leadership positions
(Figure 2). Nevertheless, TRON continues to assess its recruitment and promotion processes
to ensure fairness and justice in the distribution of benefits and responsibilities and to
maintain gender equality and diversity.

4.2.2 Goals

TRON aims to promote equal recruitment practices and to ensure equal career opportunities
at all levels. TRON also strives to remove obstacles that may prevent career advancement
for all genders.

4.2.3 Measures
- Formulate job advertisements in a gender-neutral way
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4.2.5

Clear and transparent criteria will be defined for recruitment processes to ensure that
the merits of each applicant are equitably assessed

Include Gender option “Other” on registration form for new staff

Clear and transparent criteria will be defined for selecting candidates for internal
promotions

People of all genders will be represented in committees

The same level of work, qualifications and professional experience will be considered
in the same range of salary regardless of gender, age, religion, race, sexual
orientation, political belief, economic, medical or social condition

Employees that have been working at TRON for at least 1 year will be awarded for
good performances (Leistungsorientierte Verglitung) regardless of gender, age,
religion, race, sexual orientation, political belief, economic, medical or social condition.
Employees will receive individualized training opportunities regardless of gender, age,
religion, race, sexual orientation, political belief, economic, medical or social condition

Employees will be acknowledged at scientific events independent of profession and
regardless of gender, age, religion, race, sexual orientation, political belief, economic,
medical or social condition

TRON supports the combination of family and work and facilitates staff to take parental
and other care leave in the framework of legal regulations

TRON is taking all efforts to provide employees the opportunity to return to the same
or equivalent position despite absence due to parental and other leaves and
regardless of part-time or full-time status

TRON allows flexible working hours

Criterial/indicators to measure success

TRON will compile staff statistics (e.g. salary range per staff category divided by sex)
for internal evaluations

Proof of training in clear and transparent hiring criteria of staff who are hiring others
Proof of training on clear and transparent criteria for selecting candidates for internal
promotions

Feedback about career progression (e.g. training opportunities) will be collected in
annual employee appraisal.

TRON will collect data about leave taking (e.g. leave time divided by sex)

Responsibilities (roles)
Departments are responsible for

o Preparing job advertisements

o Reviewing and selecting candidates and conducting interviews
Human Resources (HR) are responsible for

o Providing a general job advertisement template
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Reviewing job advertisements

Posting job advertisements

Overseeing and monitoring recruitment process

Collecting staff statistics (salary and leave characteristics) and sharing it with
the GED Team

Checking compliance with all legal requirements for leave-taking of the
employees

Career advancement monitoring of TRON employees

Make recommendations about equality and diversity to GED Team

- GED Team is responsible for

O

G

Collecting anonymized staff statistics (salary range per staff category divided
by sex) from HR

Proposing clear and transparent criteria for recruitment processes and internal
promotions
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4.3 Gender equality and diversity in leadership and decision-making

4.3.1 What is leadership at TRON and what is its gender distribution?

The leadership of TRON constitutes of individuals in management positions or
bodies/committees with decision-making authority on different organization levels. The
highest level, the management circle, consists of the managing directors, the department
heads, their deputies, the head of HR, the head of project management, and the head of
controlling. Another management level consists of the unit heads and their deputies. The
current gender distribution is displayed in figure 3. Although we have more women in
leadership positions (Figure 2), they are underrepresented in the highest management levels.

Managing Directors Management

m Female = Male m Female = Male

Figure 3: Gender diversity among leadership. The red color refers to females, the blue color to males.

4.3.2 Why is gender equality and diversity important for decision-makers?

Leadership is affecting directly or indirectly all organizational and work processes with
considerable impact, such as organization strategy, work implementation, work culture,
training and hiring of employees (11). Ensuring diversity among leadership and decision
makers can in turn ensure that the decisions are mirroring this diversity and are free of bias
(12). Moreover, the management should lead by example and hence has an important role
model function in realizing equal opportunities that other employees can follow and further
propagate in the organization. In addition, individuals with decision making authority and
managerial responsibility are in a position of power compared to their subordinates and this
power can be potentially misused, for instance in the context of sexual harassment (further
discussed in section 4.4).

Although TRON has defined unit leaders, we would like to emphasize that the hierarchy is
very flat and as such, the leaders do not have a classical position of power.

4.3.3 Goals

TRON aims to promote gender equality in leadership and decision-making by providing equal
opportunities for employees of all genders to reach and maintain leadership positions.
Moreover, TRON strives to raise awareness about the role of gender aspects in decision-
making and to ensure that salaries for leadership positions are not gender-biased.
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4.3.4

Measures

Clear and transparent criteria will be defined for selecting candidates for internal
promotions

Gender equality and diversity themes will be included in training programs for
leadership to raise awareness about equality issues among leadership

All employees are able to take career training based on their needs (e.g. leadership
development programs)

Explore possibilities to set up leadership mentoring programs

Employees will be acknowledged at scientific events independent of profession and
regardless of gender, age, religion, race, sexual orientation, political belief, economic,
medical or social condition

People of all genders will take part in thesis-advisory committees

Criteria/indicators to measure success

Proof of training on clear and transparent criteria for selecting candidates for internal
promotions

Record of attendance to Gender Equality and Diversity in Leadership Training

Statistics regarding gender equality and diversity in leadership positions
Perform survey to gain information about perceived equality in career options
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4.3.6 Responsibilities (roles)

- PhD coordinator and Student Program Coordinator are responsible for:
o Employing Gender Equality and Diversity specialist for GED lecture during
PhD and student courses/events
- HRis responsible for
o Employing Gender Equality and Diversity specialist for GED lecture during
leadership and other trainings
o Collecting statistics regarding equality and diversity of leadership and sharing
them with the GED Team
o Career advancement monitoring of all staff
- GED Team is responsible for
o Collecting anonymized statistics about leadership training attendance
o Conducting an anonymous survey about equality in career options and
documenting results.
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