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D&I-related 

milestones @CERN

1983

1993

➢ Equal Opportunities Officer appointed

➢ Code of Conduct enters into force

➢ Ombuds role established

➢ Professionalization of Harassment resolution process

➢ Diversity Programme established

1996

2010

2012

2019 ➢ “Diversity & Inclusion” Programme renamed

2021 ➢ ED endorses first Nationality & Gender Strategy



Gender Equality
Plan; International 
Gender Champion; 
Contract extension 
post-maternity leave; 
Increase co-parent 
leave; Genera 
Network; Women-in-
TECH network

STEM internship for 
students with 
disability; Central 
budget - office 
adaptations; Disability 
& Inclusion handbook; 
accessible buildings 
mapped

“Spouse & Partner 
equal rights”; 
Infant feeding 
room; Crèche en-
site; Swiss working 
permit for spouse

Career Break 
Fellowship; Non-
binary inclusion 
study group; Dual 
Career Network; 
DG Statement 
LGBTQ STEM; 

Policies in gender 
inclusive language; 
Official D&I lanyard; 
D&I Roundtable; 
Nationality and 
Gender dashboards; 
Gender diverse 
selection boards; 577 
email policy D&I Awareness 

Workshops; Active 
Bystander training; 
D&I embedded in 
mandatory learnings;
 Invisible dimensions 
poll; Harassment 
prevention seminars

D&I-related sample actions at CERN





NATIONALITY indicatorGENDER target

OUR VISION
scientific excellence through diversity and inclusion

OUR GOAL
to increase the nationality and gender diversity 

of Staff & Fellows (MPE) population by 2025

The STRATEGY

✓ Leadership-led

✓ Leverage existing progress: gender 

balance increased in Senior Management 

✓ 25% as an average across MPE 

population (not per Department)

✓ Diversity & inclusion in recruitment (and 

talent pipelines), promotion, training, 

communications 

✓ Sustainable actions toward long-term 

gender parity

“We commit to

 placing the principles of 

equality, diversity & inclusion 

at the heart of all the 

physics community’s 

activities.” 

- ESPP 2020 update

GOAL

With a particular focus on women in STEM:  

from 

21%

in 2020
25% in 2025

GOAL

With a particular focus on under-represented 

MS and a more balanced return by 2025: 

address nationality clusters 
> 25% 

and increase our conscious efforts toward

nationality diversity in recruitment & retention

(aspirational) (not a cap, not a quota)



D&I 
Programme

Management
Personnel

= progress

1. Strategy Paper to 

Director-General (Aug 2020)

2. Enlarged Directorate endorses

Strategy Proposal (Mar 2021)

3. Department Heads appoint 

33 Focal Points (Apr 2021)

4. Kick-off meetings: Department 

Head + Focal Points (May-Jun 2021)

5. Department Nat / Gen

dashboard (Oct 2021)

6. Focal Points appoint Focus 

Groups (Q3 2021)

7. 1st D&I Review Exercise 
     (Q4 2021- Q1 2022)

8. Action Menu (Apr 2022) + Fitness 

Plans (Jul to Sept 2022)

Maximise: Engagement, Collaboration, Accountability
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D&I Periodic Review Exercise
using international standard benchmarks
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D&I Review Exercise sample page: recruitment



Departmental Action Menu + Fitness Plan
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“Consider not only a diverse 

candidate’s individual potential… 

… but the potential for excellence 

of a diverse team “~ L. Carvalho

> 45 Action Menu items!
➢ Focal Points & Focus Groups review Action Menu

➢ Select actions: 1 to 2 per Category

➢ Assign action owners

➢ Define start date and duration / periodic

assessment

➢ Present «Fitness Plan» to Dept Management Bd

➢ D&I Programme to track and overview Fitness 

Plans implementation

➢ Regular progress reports



Measuring Progress
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Nationality diversity: recruitment and integration

➢ Communications: En, Fr, 

inclusive, simplified

➢ Integration of diverse nationalities

➢ Member State return

➢ Continued targeted outreach to 

underrepresented states



Gender diversity: Talent Pipeline 

by Professional Category, @Dec 2021:

by Contract Type, 10 years’ evolution:

CERN Personnel Annual Statistics 

Annual Personnel Stats, Dec 2021  

https://cds.cern.ch/record/2809746/files/CERN-HR-STAFF-STAT-2021-RESTR.pdf


Gender disaggregated statistics, MPE
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2020

2021

beyond

DG Office: Aug 2021



25 by ’25 Fitness Plan Timeline

Fitness Plan bi-annual 

progress review by D&I 

Programme + Mgt Board 
Bi-annual 

Progress 

check-in

Fitness plan 

implementation

- Review Exercise with Dept 

Focus Groups.

- Preparation of Review

- Exercise results and

submission of Report

- D&I Programme preparation

of Action Menu (by 17 Mar)

Review 

Exercise

- FP presentation to Dept 

Management Bd for feedback / 

approval

- DH communicates Fitness Plan 

to Dept. personnel 

- FPs to review Action Menu; 

invite input from Focus Group 

participants 

- Draft Fitness Plan identifying 

tasks, owners, timeline, etc
Fitness Plan 

Design

1st Review

Exercise

Q4 2021

Kick-off

2nd Review 

Exercise

Q1-Q2 2025

Dec 2021 to  

Mar 2022

May to 

Aug 2022

Apr to Jun 

2022

Sept - onwards

2022

Q4 2022

…to

Q4 2024

Fitness Plan 

approval



Gender Equality Plan
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ED-endorsed

July 2022

EC requirement:

All public research

organisations seeking funding

under Horizon Europe

must establish & publish

Gender Equality Plans

by 2022

.

«A set of commitments and actions that aim to promote gender equality in an organisation through a 

process of structural change.»  - European Commission

https://cerneu.web.cern.ch/gep

➢ Public document

➢ Dedicated resources

➢ Data collection / monitoring

➢ Training
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CERN’s D&I Experience: in demand

March 2022

AGM Jun 2022

Oct 2021

Oct 2022

Jun 2022

Feb 2022

Feb 2022

Jun 2022

March 2022

July 2022

Nov 2021

Jun 2022

Sept 2022

Oct 2021

Jun 2022

Oct 2021
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Euro Physicists in D&I Harmony

GeDiMIRIT Conference

Lund, 22 June 2022



Thank you!
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