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2022 Diversity, Equality and Inclusion Action Plan 

 

1. As part of the ECMWF Strategic Action to “Promote a diverse, collaborative 
environment”, the Centre is introducing a Diversity, Equality and Inclusion Action Plan. 
 

2. With the Equal Opportunities Policy and the revised Charter of Ethics & Conduct, the 
Centre has laid down the regulatory framework for our D,E&I Agenda. It is now time 
to put in place the delivery mechanisms. This DE&I Action Plan combines the actions 
ECMWF is planning to take, reports on the current D&I status of the Centre and 
contains the measures that were taken in the past. The intention is that this report will 
be updated and validated by the Directors on a yearly basis.  

 

 

 

 

 

 



 

 

 

 

 

 

 
DIVERSITY, EQUALITY AND 
INCLUSION PLAN 

2022 

 

 

 

 

 

 
  



Annex 1 

 2 

 

 

 

TABLE OF CONTENTS 
Foreword by the Director-General ..................................................................................... 3 

ECMWF’s Diversity, Equality and Inclusion mission ............................................................ 4 

Framework, existing policies and initiatives ...................................................................... 6 

Where are we now? .......................................................................................................... 8 

The Value of Diversity, Equality & Inclusion 

Introduction to our action plan........................................................................................ 12 

Overview of our Action Plan 2022-2025 ............................................................................. 1 

Implementation, monitoring and evaluation ..................................................................... 7 
 

  



Annex 1 

 3 

FOREWORD BY THE DIRECTOR-GENERAL  
 

As Director General, developing ECMWF as an organisation that nurtures equality, inclusion 
and diversity is a fundamental part of my mission.  

I see workforce diversity and inclusion as crucial elements to ensure ECMWF offers the best 
to its Member States and to the community at large. Fostering inclusive behaviours is essential 
to attract the best talent and to ensure that all who work at the Centre have a sense of 
belonging. Respect, fairness and tolerance are key to ensure ECMWF’s success as a diverse 
and inclusive organisation  

My vision is to have a modern, inclusive organisation that is known and experienced as a place 
that accepts, respects, and treats all equally, irrespective of their personal background, 
characteristics and beliefs. This applies to staff as well as prospective candidates, contractors, 
and anybody working with us. For some time, ECMWF has been implementing initiatives to 
improve its status as an inclusive employer, but we still have a long way to go and a systemic 
approach is needed. This is the first time that we are combining all our present and future 
initiatives in a plan, which also details what we consider to be our current gaps. 

We start this plan with two goals: 

• to ensure that ECMWF has all the conditions in place to ensure we treat existing and 
prospective staff equally, fairly, and respectfully, that we have in place a culture of 
inclusion and belonging; to ensure that ECMWF has in place the best outreach 
mechanisms, to enable all potential future employees within our Member States to 
feel not only comfortable, but enthusiastic and inspired to join us. 

One of the main outcomes of implementing this plan will be a much-improved gender balance 
in the coming years. 

This plan is the first step of an important evolution the Centre will undertake, and I am 
committed to the initiatives on it, to ensure that through a process of continuous reflection 
and learning, we will achieve this vision. 

 

Dr Florence Rabier 

ECMWF Director-General 
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ECMWF’S DIVERSITY, EQUALITY AND INCLUSION MISSION 
 

 

ECMWF is a world leader in Numerical Weather Prediction. To fulfil our mission, we employ 
world class experts to collaborate and innovate. ECMWF aims to be both diverse and inclusive, 
capitalising on all differences. We believe in respecting individual diversity in the workplace 
so everyone can feel free to be themselves. In our experience, diverse viewpoints combined 
with a culture of constructive discussion and inclusive leadership drive better understanding 
and advances in science. Equality is a prerequisite for fairness and inclusiveness. 

Given the nature of ECMWF as an independent intergovernmental organisation, supported by 
23 Member States and 12 Co-operating States, ECMWF employs staff from a wide 
geographical area with different cultural backgrounds reflecting the rich diversity across its 
Member States.  

ECMWF recognises the value of diversity in the workplace, is an equal opportunities employer, 
and seeks to employ a workforce that reflects both the international character of ECMWF and 
the diversity of the relevant working population it recruits from. 

The Centre does not only strive for rich diversity among its staff but also values its inclusive 
culture. Diversity is important, but inclusion unleashes the power of diversity, fostering an 
organisational culture where everyone feels comfortable being themselves and contributing 
their experience and expertise. ECMWF itself was established to pool Europe's meteorological 
resources to produce accurate climate data and medium-range forecasts, a mission no 
individual member state could achieve on their own. In the same way, no individual staff 

ECMWF defines Diversity as the collective reflection in our organisation’s workforce of all 
key elements of each person’s individuality, both observable and non-observable. Equality 
is our deeply held believe that all individuals must be treated without discrimination, be 
given equal opportunity and that professional development must be based on merit and no 
other factors.  

ECMWF considers an inclusive work environment to be one where staff have a sense of 
belonging due to the organisation’s appreciation of their uniqueness and based on the 
provisions of equal treatment and equal opportunities, allowing them to fully participate, 
develop and grow. 
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member can achieve their goals without collaboration with others – we are brought together 
by the strength of a common goal.  

ECMWF’s Equal Opportunities policy underlines its commitment to treating everybody equally 
and fairly, so that no one is disadvantaged by conditions or requirements which cannot be 
shown to be genuinely necessary for objective reasons.  

In that sense, the Centre supports all staff to make full use of their skills and talents and 
encourages the development of the individual's skills and knowledge for use in their work, 
giving everyone equal access to development appropriate to their job. 

Finally, ECMWF is committed to providing a professional environment that is free of bullying 
and harassment, in an atmosphere of safety, dignity and mutual respect. 
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FRAMEWORK, EXISTING POLICIES AND INITIATIVES 
 

There currently already exists a wide array of rules, policies and practices at ECMWF that aim 
to support diversity, equality and inclusion. In recent years our commitment has been 
evidenced by the following initiatives:  

 

- Equal Opportunities Policy 

In 2015, ECMWF introduced the Equal Opportunities Policy, ensuring equal opportunities for 
all staff regardless of diversity characteristics.  

 

- Charter of Ethics & Conduct 

The Charter was originally introduced in 2009 (ECMWF/C/72(09)17) and revised in 2021 
(ECMWF/C/100(21)32) to include expectations of conduct. It confirms ECMWF’s values to 
include, among others: fair and equal treatment, team spirit and mutual respect.  

The Charter refers to fair and equal treatment as a duty to treat all staff with dignity and 
fairness in an embodiment of its commitment to refrain from all discrimination on grounds of, 
for example, race, ethnic origin, nationality, political, philosophical or religious opinions, 
health, disability, gender or sexual orientation.  

The Charter describes the Centre’s diversity as a “natural resource”, to be fostered by a 
working climate conducive to fulfilment in which each person receives recognition and 
encouragement for their efforts. 

The Charter furthermore prohibits any form of discrimination or harassment by staff and 
underlines the Organisation’s commitment to create a safe work environment where the 
principles of equal opportunity and meritocracy are observed. 

 

- Policy on Harassment 

The aim of this policy, that was introduced in 2016, is to provide a definition of harassment, 
draw attention to the different forms of harassment at work and to its serious negative effects, 
and outline the responsibilities at all levels and the procedures for dealing with complaints of 
harassment at work. 

The policy emphasizes ECMWF’s commitment to creating an environment with no tolerance 
for harassment, where it is known to be unacceptable and where staff have the confidence to 
challenge harassment without fear of victimization or retaliation, if it occurs in the course of 
their employment. 
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- Flexible working arrangements  

Building on the flexibility of the existing part-time work provisions and flexible working hours, 
ECMWF piloted flexible working arrangements in 2019 and introduced a new teleworking 
policy in 2021. This policy greatly improves the flexibility for staff to arrange their work 
location as is most suitable for them, allowing for a better work-life integration, in particular 
for those with responsibilities for caring for others. 
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WHERE ARE WE NOW? 
 

Working on collecting and reporting relevant diversity and inclusion data is part of the below 
described action plan. While the available data is still limited, this should not prevent us from 
conducting an initial analysis. Recognizing there are many facets to diversity on which we hope 
to report in the future, at present, the below data analysis is limited to nationality and gender 
as the only metrics that are readily available.  

 

National Diversity at ECMWF 

 
 
Observations: ECMWF employs staff from 32 different nations. Many staff hold multiple 
nationalities. The current composition of the staff population in terms of nationalities still 
reflects that ECMWF for a long time had a single duty station in the UK.  

 

Gender Diversity at ECMWF 

Currently 27.6% of ECMWF’s staff population is female.  
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Observations: Female representation has been stable over the last years at just over a quarter 
of the staff population. There is a higher proportion of female staff at lower grades. However, 
this does not reflect a changing demographic as the proportion of female staff among the 
younger age brackets is not significantly higher.  

 

Gender diversity in the candidate pool of the last 6 months 

 

 

General statistics on gender diversity in STEM higher education1 

 

 

 

1 The World Bank, Gender Data Portal, available at: https://genderdata.worldbank.org/indicators/se-ter-grad-fe-
zs/?fieldOfStudy=Science%2C%20Technology%2C%20Engineering%20and%20Mathematics%20%28STEM%29&
geos=ISL_IRL_DNK_BEL_AUT_HRV_GRC_DEU_LUX_EST_FIN_FRA_ITA_NLD_NOR_PRT_SRB_ESP_SVN_SWE_CHE
_TUR_GBR&view=bar (last visited 16 September 2022). 
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Observations: The number of female applicants (23.9%) is lower than the number present in 
the organisation (27.6%). However, the female proportion in the overall STEM graduate 
population in our member states (32.7%) is higher than the proportion of female applicants 
to ECMWF jobs (23,9%). This implies that we are not reaching a part of the female talent pool. 
This requires further investigation and targeted action.  

 

 

 

In the Member States to the right on the above graph, there is potentially a significant source 
of female graduates. 

 

Disability at ECMWF 

 

Disability is one of the characteristics that our Equal Opportunities Policy explicitly refers to 
but that the Centre does not currently monitor. Therefore, there is no population data 
currently available.  
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THE VALUE OF DIVERSITY, EQUALITY AND INCLUSION 
 

Research provides compelling evidence that diversity, equality and inclusion unlock greater 
potential. When there is diversity and inclusion in an organisation, people bring their own 
background and experiences into the workplace, leading to greater innovation and better 
problem solving2, key elements in the success of ECMWF.  

The wider variety of skills and abilities associated with workplace diversity also directly 
contributes to productivity. Organisations that have more diversity in their office boast higher 
productivity, as different workers have different skills, abilities, and areas of work that they 
enjoy.3 

Moreover, diverse organisations are more likely to become employers of choice. Cultivating 
and showcasing an inclusive culture has proven to be an essential component in both 
retention of staff and the attractiveness of an organisation as an employer.4 

Fostering diversity, equality and inclusion, however, is not only a question of economic value 
and good business practice but also of social justice.  

 

 

 

  

 

2  https://hbr.org/2013/12/how-diversity-can-drive-innovation ; https://hbr.org/2017/03/teams-solve-
problems-faster-when-theyre-more-cognitively-diverse  

3 https://academic.oup.com/joeg/article/6/1/9/1056407?login=false  

4  https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-about-deloitte-
unleashing-power-of-inclusion.pdf  

https://hbr.org/2013/12/how-diversity-can-drive-innovation
https://hbr.org/2017/03/teams-solve-problems-faster-when-theyre-more-cognitively-diverse
https://hbr.org/2017/03/teams-solve-problems-faster-when-theyre-more-cognitively-diverse
https://academic.oup.com/joeg/article/6/1/9/1056407?login=false
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-about-deloitte-unleashing-power-of-inclusion.pdf
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-about-deloitte-unleashing-power-of-inclusion.pdf


Annex 1 

 12 

INTRODUCTION TO OUR DE&I ACTION PLAN 
 

The purpose of this Action Plan is to set out the commitments and actions that ECMWF will 
take with the aim of ensuring and promoting diversity, equality and inclusion in our 
organisation through institutional and cultural change.  

This plan will be updated and validated by ECMWF’s Leadership Team on a yearly basis.  

Our Action Plan meets four process-related requirements5: 
  

1. Public document: The Action Plan is a formal document published on the Centre’s 
website, approved by the top management and actively communicated within the 
Organisation. It will demonstrate a commitment to diversity, inclusion and gender 
equality, set clear goals and detailed actions and measures to achieve them.  

2. Dedicated resources: This Action Plan identifies dedicated resources and expertise 
to implement the plan.  

3. Data collection and monitoring: The Centre will collect diversity, inclusion and 
sex/gender disaggregated data on personnel, with annual reporting based on 
indicators.  

4. Training: This Action Plan includes awareness-raising and training actions on 
diversity, inclusion and gender equality. These activities will engage the whole 
organisation and are an evidence-based, ongoing and long-term process. Activities will 
cover unconscious biases training aimed at staff and decision-makers and include 
communication activities and training that focuses on specific topics or addresses 
specific groups.  

 
In addition to the above four process-related requirements, there are also content-related 
(thematic) areas that will be covered in this Action Plan:   

Work-life integration and organisational culture: This Action plan aims to promote 
diversity, equality and inclusion through sustainable transformation of organisational 
culture.  

 

 

5 In compliance with the Horizon Europe Gender Equality Plan eligibility criterion 
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Capacity Building: Through training and communication, we will support the 
management and staff at ECMWF in developing the capacity and skills needed to 
maintain a diverse and inclusive organisation. 

Diversity in recruitment and career progression: We will continue to critically review 
our selection procedures to counter biases and to ensure that everyone is given equal 
chances to develop and advance their careers. Establishing a recruitment license, 
ensuring that recruitment and regrading decisions are taken by diverse panels and 
proactively identifying profiles in underrepresented fields are important measures 
under consideration.  

Communication and awareness: Communicating diversity, equality and inclusion and 
creating awareness of the topic is key to a successful DE&I strategy. We will take steps 
to engage all levels of the Organisation in the DE&I ambitions and goals found in the 
strategy. We will raise awareness of the challenges that ECMWF still faces and how 
each staff member can contribute on a daily basis.  

Facilitating and enabling diversity through services and infrastructure: Infrastructure 
and services need to address the diverse needs of all our staff and contribute to equal 
opportunities for all. We will factor these in when reviewing our current facilities and 
planning our new office accommodation. Examples are wheelchair access, visual 
impairment aids, gender inclusive sanitary infrastructure, etc.  

 

ECMWF’s DE&I Action Plan model: 
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We believe that an effective Action Plan must be founded on a model of change that brings 
us closer to our vision, by defining the desired outcomes, setting challenging but realistic goals 
and developing relevant indicators, identifying problems and their causes, measuring the 
success of interventions and learning from failures, and establishing clear timelines. This 
Action plan engages the whole organisation, from senior leaders to staff, and it forms an 
ongoing process that encourages self-reflection and review of processes and practices.  

 



 

 

OVERVIEW OF OUR 2022 DE&I ACTION PLAN 
 

Plan Area Action Reason Timing Measure 

A  Raising Awareness A1 -  Appoint a DE&I Officer as 
focal point for the DE&I efforts.  

Coordination of activities and 
communication, support to the DE&I 
Network, liaison with similar roles in 
other organisations. 

3Q22 Individual in place. 

 A2 – develop internal and external 
DE&I communication plan for 
2023 to tap into external events 
such as World Womens' Day, 
PRIDE etc 

Current DE&I-related communication is 
very ad-hoc. Regular communication is 
likely to maintain interest. The link to 
external events will help raise broader 
awareness.   

3Q-4Q22 Number of DE&I-related, 
topical communications.   
 
Involvement of ECMWF 
participants in external 
DE&I events.  

B  Engaging the 
Organisation 

B1 – set up a DE&I Network of 
staff volunteers to support the 
further development of the DE&I 
Action Plan and identification of 
thematic areas to address, 
sponsored by at least one of the 
Directors, supported by the DE&I 
Officer and HR and with support 
from the HR budget.  Seek 
experience from other similar 

The Wellbeing Network has 
demonstrated that this is a very 
effective way of engaging and involving 
staff and that networks like this can 
provide valuable input to the 
organisation’s strategy. 

4Q22 Number of staff 
volunteers involved in 
network.  
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organisation on the running of 
such networks. 

 B2 – set up a childcare working 
group specifically for the new 
office facilities in Bonn. 

Opportunity to shape the design of 
dedicated child care facilities in Bonn 
with staff input.  

4Q22 to 
establish the 

network 

Network in place. 

C  Developing Skills C1 - Commission online training 
on the Charter of Ethics and 
Conduct for new hires and as 
refresher for existing staff. 

Induct new staff into a culture of 
equality and inclusiveness. Remind 
existing staff of the commitments in the 
CoCC.  

4Q22 Completion rate of post-
training evaluation 
questionnaire. 

 C2 - Commission selection training 
for all staff involved in 
recruitment, to cover the 
development of gender-neutral 
vacancy notices, increase 
awareness of unconscious bias and 
strengthen selection skills.  

Significantly increase awareness of 
unconscious bias and provide decision 
makers with the skills to counter it as 
well as with a common language to 
highlight concerns. Improve selection 
skills.  

Procure 4Q22, 
rollout 

1Q/2Q22 

Diversity of selection 
outcomes vs current 
baseline.  

 C3 - Introduce a ‘recruitment 
license’ for anybody involved in 
selection, including mandatory 
basic and regular refresher 
training. Initial focus on 
unconscious gender bias, but 
broadened out to other diversity 
dimensions over time. 

Ensure a common minimum skill level 
of all staff involved in selection decision 
and provide a structure for refreshing 
and deepening skills.  

3Q22 to 2Q23 Percentage of individuals 
involved in selection who 
have completed the 
training. 
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D  Recruiting & 
Retaining 

D1 - Ensure the use of gender-
neutral, inclusive language in Job 
Vacancies 

Language of current vacancy notices may 
discourage female applicants.  

4Q22 Proportion of female 
applicants in the 
application pool.  

Potential survey. 

 D2 – Review current recruitment 
advertising and identify networks 
and job boards that promote 
diversity and gender balance 

Vacancy notices may not reach female 
applicants, or advertising on gender-
balanced job boards may encourage 
applications.  

4Q22 Proportion of female 
applicants in the 
application pool.  

Potential survey. 

 D3 – Provide guidance on the 
composition of selection panels and 
mandate diverse composition of 
selection panels. Mandate the DE&I 
metrics to be included in each 
selection report.  

Visible diversity of selection panels may 
encourage more diverse applicants – and 
diverse panels are more likely to be 
conscious of biases and mitigate against 
them.  

4Q22 Proportion of female 
applicants at each stage of 
the selection process.  

 D4 - Mandate gender balance in 
shortlisting, as a minimum retaining 
the same proportion of female 
applicants in the applicant pool in 
the shortlist 

While this may slow the recruitment 
process down, it will force consideration 
of DE&I factors in the advertising and 
shortlisting stages in particular. 

4Q22 Proportion of female 
applicants in the raw 
candidate pool vs on the 
shortlist. 

 D5 - Investigate options to build and 
actively manage talent pools for 
female STEM profiles e.g. via the use 

Previous measures are aimed at obtaining 
a share of the existing talent pool, this 
measure aims to grow the talent pool. As 

4Q22 – 4Q23 Proportion of female 
applicants from actively 
managed talent pools.  
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of internships or the early career 
fellowship programme 

it may be outside our direct influence, we 
will need to investigate options. 

E  Evolving Policies to 
create an Equal & 
Inclusive Environment 

E1 - Review current Maternity / 
Paternity Policy 

Current policy does not support gender 
equality and may deter female job 
applicants. 

 

3Q22 

potential 
implementation 

1Q23 

 

Employer attractiveness – 
via survey of 
actual/potential 
applicants. 

 E2 - Review current Part-Time 
Working Policy 

 

Current policy does not allow part-time 
work during probation period and limit PT 
work to >50% FTE.  This means jobs 
cannot be advertised as open to part-
timers. In turn this may deter female 
applicants, and it makes job-share 
arrangements difficult.  
 

4Q22 

potential 
implementation 

2Q23 

Employer attractiveness – 
via survey of 
actual/potential 
applicants. 

 E3 – DE&I audit of current and 
planned, new facilities to ensure the 
work environment is as accessible 
and inclusive as it can be. 

 

 

Establish if the current physical facilities 
meet the needs of all sections of the staff 
population. While there may be 
constraints on modifying existing 
facilities, this can also inform the design 
of the two new office facilities.   

1Q23 Via staff survey 
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F  Measuring & 
Learning 

F1 – Develop a scorecard to track 
progress on this plan. 

To maintain focus. 3Q22 Internal scorecard. 

 F2 – Define demographic data 
requirement to support further 
thematic focus areas (e.g. 
disability, gender, neurodiversity) 
and adapt systems to 
capture/report this data.   

Certain metrics are currently not 
available because we do not capture the 
data. Once we have decided which areas 
we want to focus on in future DE&I 
plans, the HR and recruitment systems 
need to be amended to capture the data 
for baselining and ongoing monitoring.  

4Q22 for 
requirements 

capture 
2Q23 for 

implementation 

Population metrics – 
baseline and evolution of 
data. 

 F3 – Measure inclusiveness via a 
qualitative survey. 

Most other metrics are ‘input’ metric, 
this one is an ‘output’ metric to measure 
how equal and inclusive staff feel the 
organisation is. 

4Q22 to 
develop survey  
1Q23 to run it 

Inclusivity index. 

 F4 – Measure candidate 
perceptions of the organisation. 

We need information to understand 
which factors attract candidates and 
which factors prevent them from 
applying in order to direct action.  This 
can partly be done through surveying 
those who have applied, but we also 
need to investigate options to survey 
those who chose not to apply 

4Q22 to 
develop a 
candidate 

survey,  

1Q23 to 
investigate 
options to 

survey those 
who have not 

applied  

Attraction & Rejection 
factors 
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G  Tracking Progress G1  -  Establish a D&I baseline and 
report on the status and evolution 
of diversity at the Centre and the 
measures being taken on an annual 
basis, including demographics and 
metrics. 

 

Communication of commitments and 
data will create clarity. Progress 
measures will allow staff to see which 
interventions worked, which ones did 
not and how the approach may 
therefore need to change.  

Baseline now – 
first annual 

report 1Q23. 

Annual Report published 
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IMPLEMENTATION, MONITORING AND EVALUATION 
 

The DE&I Network will convene quarterly to assess and monitor the implementation of the DE&I Action Plan. A mid-term report will be presented 
to the Directors updating them on the progress made and reporting any risks and challenges. Before the end of the year, the Action Plan will be 
updated by the DE&I Officer, based on the input of the DE&I Network and the Directors.  
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