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Equal Opportunities Plan of the

German Institutes of Textile and Fiber Research Denkendorf (DITF)

I. Preamble

The Equal Opportunities Plan of the DITF is based on the constitutional anchoring of equal
rights for women, men and diverse persons, the Federal Equal Opportunity Act (BGleiG) as
well as the Act on the Realization of Equal Opportunities for Women and Men in Public Ser-
vice in Baden-Wirttemberg (Equal Opportunities Act - ChancenG), to the application of which
the DITF are committed.

The DITF understand the realization of gender equality as a central cross-sectional task that
extends to all areas of work. The Executive Board is committed to implementing measures to
strengthen equal opportunities at the DITF. In recent years, numerous measures for the real-
ization of equal opportunities have been initiated and successfully implemented, e.g. ZUSAN-
NAH.

The DITF continue to set themselves the goal of explicitly promoting women by offering them
special qualification and further training opportunities, achieving the most balanced possible

ratio of female and male employees at all career levels and in all areas of work, and strength-
ening the compatibility of family and career - for scientists as well as in the science supporting
sector.

The present equality plan is the first of the DITF and has a term of four years (2026 - 2029).
The DITF are committed to updating the equality plan, the implementation of which is evalu-
ated annually by the Executive Board, the Equal Opportunities Officer (if applicable, the Equal
Opportunities Representative) ! and a member of the Staff Council.

Il. Stocktaking

As of September 30, 2025, 224 people are employed at the DITF. The number of female em-
ployees is 99, the number of male employees 125. 44.2 % of all employees at the DITF are
female, 55.6 % male. 0 % of the employees have indicated their gender as diverse. This means
that the proportion of female employees increased by 3 % in the period 2021-2025.

121TV-L (Collective Agreement for the Public Service of the Federal States) employees work
in the non-scientific area (administration, technical staff and laboratory assistants), 58 of them
women (47.9 %) and 63 men (40%). Despite a 4% decrease in female employees, both genders
are still represented in almost equal numbers.

1The Equal Opportunities Officer can always be represented by her deputy.
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Between 2021 and 2025, the proportion of female employees in the non-scientific sector de-
creased by 4.5 %. This means that women are slightly underrepresented in the non-scientific
sector as at the reporting date.

There are 41 women and 62 men among the academic staff. The proportion of women is there-
fore 39.8%. As at 30.09.2025, 8 doctoral students and 6 female doctoral students and two fe-
male scholarship holders are employed at the DITF. Of the 21 student and research assistants
assigned to the scientific staff, 12 (57.1 %) are female. Women are still underrepresented in the
scientific field and continue to be overrepresented in the field of junior researchers, even
though the proportion of female scientific staff has increased significantly (+9%). In order to
achieve a balanced employment structure, the DITF have decided to apply the so-called “cas-

|II

cade model” in accordance with the Joint Science Conference (GWK). The cascade model aims
to achieve equal opportunities for the participation of women and men at all academic career
levels and to utilize existing skills for research and teaching. The basic idea of the cascade
model is that the proportion of women at a higher qualification level should be based on the
proportion of women at the level below. However, the cascade model should not override the
criterion of performance. With this in mind, flexible target quotas should be set for different

pay and qualification levels.

At the DITF, flexible target quotas were set for academic staff, which will initially apply until the
end of 2025: A target quota of 45% has been set for salary level 1 (pay grade E 12/E 13). As at
30.09.2025, 26 female scientists are employed here. At 46.4%, the proportion of women at this
salary level is currently above the target quota. At salary level 2 (pay grade E 14), the target
guota is 35 %. As at 30.09.2025, seven female academics are grouped here; the current per-
centage of women is 26.9% and has therefore decreased slightly, which is why the target quota
remains at 35%. The target quota in salary level 3 (pay group E 15/E 15U) was set at 10 %.
There are currently 18 positions, four of which are occupied by a female scientist. This corre-
sponds to a quota of 22 %. The target quota was therefore clearly exceeded and should not fall
below 20% in the future.

lll. Targets and Measures
With the Equal Opportunities Plan and its update, the DITF pursue the goal of ensuring equal
opportunities at the DITF.

Balanced employment structure

The DITF strive for a gender-equitable employment structure characterized by a balanced ratio
of female and male employees at all career levels, in all pay grades and work areas. In this way,
it aims both to promote women in specialist areas and pay grades in which they have so far
been underrepresented and to take account of men in areas where men are underrepresented.
The cascade model within the framework of the DFG's "Research-Oriented Standards for Gen-
der Equality" is of central importance in this context. It is intended to increase the proportion
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of female scientists in higher career levels and pay grades until a balanced employment struc-
ture is achieved. With regard to increasing the proportion of women in scientific management
positions, progress has already been made at the DITF, for example by filling the position of the
Center for Management Research at the DITF with a woman as early as 2010. Furthermore,
since 2017, the position of a deputy member of the Executive Board or authorized signatory
has also been held by a woman. In addition, in 2020 and 2021 the positions of a deputy Head
of Competence Center r and Service Center as well as the position of a team leader have been
filled by three women. As of 01.01. 2022, the position of head of the Technology Center Knitting
Technology was filled by a woman, also as of 01.08.2023 (Technology Center E-Textiles and
Acoustics) and 01.11.2024 (Competence Center Textile Chemistry, Environment and Energy).
Even though not all of these positions are held by women as of 30.09.2025 due to staff turnover,
the proportion of women in these positions has been successfully increased further. The visi-
bility of women is to be further increased in the future: For example, the participation of
women, e.g. as speakers, at events, conferences and colloquia at the DITF is to be further
strengthened.

Compatibility of career and family

An important element in the implementation of equality at the DITF is the further strengthen-
ing of the compatibility of work and family. In principle, much has already been achieved in
this area:

e The service agreement on flexible working hours, which was last revised in 2025, pro-
vides for a high degree of flexibility in the organization of working hours. All employees
have the option of flexitime.

e Since 2019, academics have been able to work from home for up to two days a week
via the service agreements on mobile working and working from home.

e |n addition, special family-related arrangements for specific working time models have
been devised and practiced in some cases. Family-related leave (parental leave and
care of relatives) and reduction of working hours are handled flexibly and individually
and are available to female and male employees with the approval of the Executive
Board. During parental leave or leave of absence, contact is maintained by the DITF if
desired.

e Alljobs can usually be filled by part-time employees. Part-time and parental leave shall
be considered when evaluating performance. Meetings and internal information
events are generally to be held at family-friendly times. Finally, the DITF strive to ex-
pand the instrument of organizing qualified childcare in the future through agreements
with sponsors located at the headquarters of the DITF in order to give employees with
family obligations better work opportunities.
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The Executive Board, the Heads of the Competence, Technology and Service Centers, Equal Op-
portunities Officers and the Staff Council are available as contacts for these issues.

Recruitment

As a rule, vacancies are advertised publicly or to the public at the institute. The participation
of the Equal Opportunities Officer and her representative in the selection process is ensured
from the very beginning. The Equal Opportunities Officer is informed in advance about the
texts of the advertisements. The tender specifications are formulated in a gender-neutral
manner. As a rule, they contain the following reference to equality:

"The German Institutes of Textile and Fiber Research Denkendorf would like to in-
crease the proportion of women among its employees and are therefore particularly
interested in applications from women. Severely disabled persons will be given prefer-
ence in the case of corresponding suitability."

The Equal Opportunities Officer or her deputy will be called in for all interviews upon request.
When invitations to interviews are issued, care is taken to achieve a balanced ratio of female
and male applicants as far as possible. If an equal number cannot be reached, approximately
the percentage of candidates corresponding to the total field of applicants will be invited. In
every selection procedure, equal opportunities are considered on the condition of equal suita-
bility, ability and professional performance. Parental leave is explicitly considered in the eval-
uation of achievements - especially the publication achievements of scientists.

Personnel development

The DITF actively promote professional development and continuing education for both scien-
tists and science support staff. Participation in suitable measures takes place in consultation
with superiors and employees in order to examine development opportunities and find realis-
tic instruments for implementation. In-house training and further education measures (lec-
tures, conferences, seminars on various fields of competence such as communication or
presentation techniques) are open to all members of the DITF, insofar as their official duties
permit. To the extent possible, these events are held in a time frame that allows employees to
meet their family obligations. All employees are encouraged to apply for admission to contin-
uing education programs and are supported accordingly. The Executive Board decides on fi-
nancial participation in the continuing education programs. This applies both to the continu-
ing education program of the Center for Continuing Education at the University of Stuttgart
and to the continuing education program of Innovationsallianz Baden-Wirttemberg (InnBW)
and its affiliated institutions. Similarly, for corresponding funding programs of the German In-
dustrial Research Association Konrad Zuse e.V. (ZUSE community).

In view of the already high percentage of women in the field of young scientists, the DITF strive
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to particularly promote the career planning of female scientists in addition to the existing
measures for the promotion of young scientists.

Gender-sensitive communication

The DITF disapprove of any kind of discrimination and sexual harassment and ask all employ-
ees to support measures against it. The DITF consider it an obligation to protect their employ-
ees - regardless of gender - from this in the workplace. The principle of equal treatment in the
sense of the General Equal Treatment Act (AGG), in particular § 3, is applied at the DITF. This
also includes gender-sensitive language, which is cultivated within the framework of internal
and external communication at the DITF.

Equal Opportunities Officer

In 2007, the positions of Equal Opportunities Officer and Deputy Equal Opportunities Officer
were created. The Equal Opportunities Officer and her deputy support the Executive Board in
an advisory capacity. The Executive Board supports the Equal Opportunities Officer in the
proper performance of her work. The Equal Opportunities Officer is involved in all decision-
making processes on personnel and social matters relating to equal opportunities for women
and men, the compatibility of family and employment, and protection against sexual harass-
ment in the workplace. She is involved in personnel decisions and reports annually to the DITF
Executive Board. In order to further strengthen the Equal Opportunities Officer, it is planned
to make her visible in the DITF organizational chart. On the other hand, starting with the 2022
financial year, the Equal Opportunities Officer will manage her own annual budget, which she
will dispose of herself - after informing the Executive Board. This budget (amounting to 5,000
euros per year) will be used, for example, to finance women's meetings, seminars for women
or on the topic of equal opportunities, the organization of lecture series and the financing of
travel expenses in the context of further training, and network meetings of equal opportunity
officers.

IV.  Final Clauses

The Equal Opportunity plan comes into force on 01.01.2026. It will be announced in the respec-
tive version according to ChancenG BW § 5 para. 6, among others on the homepage of the
German Institutes of Textile and Fiber Research Denkendorf.

Denkendorf, 13. Dezember 2021

N el A P ks Q{)

Prof. Dr. Michael R. Buchmeiser Prof. Dr. Gotz T. Gresser Peter Steiger
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