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Article 8 of the Treaty on the Functioning of the European Union commits 
the European Union (EU) and its Member States to eliminating inequalities 
and promoting the principle of equality between women and men in all their 
actions. As set out in the EU gender equality strategy 2026-2030, achieving 
gender equality in the EU is a joint responsibility, requiring action by all EU 
institutions, Member States and EU agencies, in partnership with civil 
society and women's organisations, social partners and the private sector. 

Since 2003, when the European Parliament formally launched gender 
mainstreaming activities within the institution, the Committee on Women's 
Rights and Gender Equality (FEMM) has been regularly preparing 
monitoring reports on the state of gender mainstreaming in the European 
Parliament. The subsequent resolutions, adopted in 2007, 2009, 2011, 2016, 
2019 and 2022, are part of a sustained series of activities implemented over 
the past two decades to support and intensify gender mainstreaming in 
Parliament. This effort was significantly reinforced by the adoption of a 
gender action plan and a roadmap for its implementation in July 2020 and 
April 2021 respectively, and their renewal in October 2025 and April 2026. 

This study, which updates a previous edition of September 2021, examines 
the current state of play of gender mainstreaming in the European 
Parliament in support of the forthcoming own-initiative report on gender 
mainstreaming in the European Parliament, to be drawn up by the FEMM 
committee. It provides an updated overview of the concept of gender 
mainstreaming and the tools available to implement it; analyses 
Parliament's current gender mainstreaming policy, with particular focus on 
the 2022 resolution on the issue, Parliament's 2020 and 2025 gender action 
plans and their accompanying roadmaps, as well as committee gender 
action plans; and examines gender mainstreaming both in European 
Parliament policymaking and in terms of representation, institutional 
culture and working environment within the institution. It further reviews 
gender mainstreaming practices in other EU institutions and national 
parliaments to place the European Parliament's efforts in a broader 
comparative context. 
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Executive summary 

Background 
Gender mainstreaming is firmly embedded in the European Union (EU) Treaties and the EU Charter 
of Fundamental Rights. Article 8 of the Treaty on the Functioning of the European Union (TFEU) 
commits the EU and its Member States to ensuring that a gender equality perspective is integrated 
into policymaking, so that both women's and men's experiences and concerns inform the design, 
implementation, monitoring and evaluation of policy, legislation and funding programmes. This 
obligation encompasses both the protection of individual rights and the structural dimension of 
inequality, including balanced representation of women at all levels. 

The European Parliament (EP) gender mainstreaming policy was formally launched in 2003. Since 
then, the Committee on Women's Rights and Gender Equality (FEMM) has regularly prepared 
monitoring reports on the state of gender mainstreaming in the EP, with resolutions adopted in 
2007, 2009, 2011, 2016, 2019 and 2022. These form part of a sustained series of activities 
implemented over two decades to support and intensify gender mainstreaming within the 
institution. 

Since March 2019, Rule 249 of the EP Rules of Procedure requires the EP Bureau to adopt a gender 
action plan (EP GAP). The first EP GAP was adopted in July 2020, accompanied by a roadmap for 
implementation adopted in April 2021. A renewed EP GAP was adopted in October 2025, with a 
further roadmap following in April 2026. For the first time, these instruments explicitly cover 
Parliament's political side, in addition to its administrative dimension. The roadmaps include 
concrete actions with timelines ('milestones') and, where relevant, binding measures. 

In September 2025, the FEMM committee requested the Directorate-General for Parliamentary 
Research Services (EPRS) to update the 2021 EPRS study on gender mainstreaming in the EP,1 
in support of a forthcoming FEMM monitoring report co-rapporteured by MEPs 
Veronika Cifrová Ostrihoňová (Renew, Slovakia) and Alice Kuhnke (Greens/EFA, Sweden).2 

Scope and objectives of the study 
This updated study examines the current state of play of gender mainstreaming in the European 
Parliament, with a view to informing the FEMM committee's forthcoming own-initiative monitoring 
report. It pursues four complementary objectives: 

• providing an updated overview of the concept of gender mainstreaming, including 
its tools and enabling conditions, as well as available assessment frameworks and the 
role of inter-parliamentary benchmarking; 

• analysing the state of implementation of Parliament's gender mainstreaming 
policy, with particular focus on the latest 2022 resolution on the issue, committee 
gender action plans, and the 2020 and 2025 EP GAPs and accompanying roadmaps; 

• examining, as did the 2021 study, gender mainstreaming both in EP policymaking 
and in terms of representation, institutional culture and working environment 
within the EP; and 

 
1  N. Hahnkamper-Vandenbulcke and R. Shreeves, Gender Mainstreaming in the European Parliament – State of Play, 

EPRS, European Parliament, 2021. 
2  The forthcoming FEMM report will be the latest in a series of regular monitoring reports drawn up by FEMM since 2007. 

See EP Legislative Observatory (OEIL). 

https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2025/2215(INI)
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• reviewing gender mainstreaming practices in other EU institutions and in national 
parliaments, based on a new European Centre for Parliamentary Research and 
Documentation (ECPRD) survey conducted in February 2026. 

The study relies primarily on desk research, supplemented by primary data collected through an 
ECPRD survey to national parliaments and a written questionnaire sent to EP committee 
secretariats in February 2026.  

A number of limitations should be acknowledged in relation to the data from the ECPRD survey and 
the committee questionnaire. Data gaps and the uneven level of detail in the responses prevented 
full comparability across parliaments and committees. 

In Section 4.2.2. on committee gender action plans (and the related Annexes II-IV), artificial 
intelligence was used to assist in extracting data from the plans for comparative analysis. All 
results were double-checked against the information included in the committee gender action 
plans.  

Key findings 
Overview of gender mainstreaming and assessment frameworks 

Gender mainstreaming was established as the principal global strategy for gender equality at 
the United Nations Fourth World Conference on Women in Beijing in 1995. It is both a strategy 
and a set of instruments aimed at integrating gender equality concerns into policy-making – not 
a goal in itself but a means to ensure that law, policy and public funding contribute systematically to 
gender equality. To support its practical application, the European Institute for Gender Equality 
(EIGE) has developed a toolkit mapping concrete tools onto four key stages of the policy cycle: 
defining policy interventions; planning implementation; implementation; and monitoring and 
evaluation. 

The literature identifies a cluster of enabling conditions essential to effective gender 
mainstreaming: consistent, high-level political commitment from an institution's leadership; a 
clearly articulated framework policy specifying objectives, procedures, timelines and accountability 
mechanisms; formal gender mainstreaming structures with well-defined roles, responsibilities and 
powers; and sufficient capacity in terms of gender expertise, staffing and financial resources. 
Common obstacles include the absence of clear institutional leadership, poorly defined roles and 
responsibilities, inadequate resource allocation, and the risk of mainstreaming being reduced to 
a compliance formality. 

EIGE's assessment of gender equality in the European Parliament and national parliaments in the 
EU Member States in 2023 found significant scope for improvement. Benchmarking – for example 
through EIGE's biennial reports, the ECPRD network, the Inter Pares programme and the 
ParlAmericas dashboard – is increasingly used to promote transparency, accountability and the 
dissemination of good practice. 

EU approach to gender mainstreaming 

Gender mainstreaming has constituted the official EU policy approach to gender equality since 
the Amsterdam Treaty (1997). The EU pursues a twin-track approach combining mainstreaming 
across all policy sectors with specific positive action for women. The EU gender equality strategy 
2026-2030, accompanied by a roadmap for women's rights, reaffirms this commitment, with key 
provisions including further integration into the next multiannual financial framework (MFF) for the 
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years 2028 to 2034 and into areas such as climate and environment, research and innovation, and 
crisis preparedness. 

Despite those commitments, evaluations of the 2020-2025 EU strategy for gender equality point 
to persistent gaps in implementation: gender mainstreaming remained limited across the full 
range of EU policy domains; gender-related impacts were partially or fully considered in only 
7 % of impact assessments produced during the 2019-2024 parliamentary term; and the 
methodology for tracking EU spending on gender equality requires further development. At 
Member State level, overall commitment to gender mainstreaming has declined, with EIGE's 
gender mainstreaming indicator falling from 39 % of the maximum score in 2021 to 34 % in 2024. The 
broader context is increasingly challenging, marked by contestation regarding women's rights and 
gender equality policies.  

Gender mainstreaming in the European Parliament 

Parliament's gender mainstreaming policy rests on a series of resolutions, Bureau reports, EP 
GAPs with accompanying roadmaps, and committee-level action plans. All standing committees 
and sub-committees have gender action plans structured around five recurrent dimensions: 
policy work; organisation of work; cooperation and coordination; monitoring and reporting; and 
innovative initiatives. However, the rigour of monitoring varies considerably across committees; 
several action plans pre-date the 2020 EP GAP and remain unrevised. 

FEMM is the primary body for integrating a gender perspective into Parliament's legislative and 
non-legislative work. A 2023 EP study found that only approximately 24 % of FEMM's 
amendments were incorporated into lead committee reports, and just over 16 % into texts 
adopted in plenary, indicating that the uptake of FEMM proposals depends significantly on support 
from other committees and political groups. Gender impact assessments and gender budgeting 
remain underused in practice. 

On gender representation, the share of female MEPs reached 40 % in 2024 before declining to 
39.2 % in 2026. In Parliament's Secretariat, 48 % of Heads of Unit and 52 % of Directors were 
women in 2026, although the target of 50 % female Directors-General has not yet been met 
(approximately 35 % in 2025-2026). 

Progress has been made on work–life balance and institutional culture. In November 2025, 
Parliament voted by a large majority to allow female MEPs to delegate their voting rights to a 
colleague for up to three months before and six months after childbirth; the Council of the EU 
agreed in March 2026, and Parliament gave its formal consent on 29 April 2026. The measure must 
still be ratified by all 27 Member States before entering into force, with completion expected ahead 
of the 2029 European elections. Anti-harassment policies have been strengthened through 
mandatory training, a new mediation service and a network of confidential counsellors; nevertheless, 
procedural challenges remain, as illustrated by recent judgments of the Court of Justice of the 
European Union (CJEU). 

The 2026-2027 EP gender roadmap introduces a new benchmarking exercise comparing 
Parliament's practices with those of national parliaments, drawing on ECPRD and EIGE expertise. 

Gender mainstreaming in other EU institutions and national parliaments 

The study's comparative analysis of gender mainstreaming practices in other EU institutions and 
national parliaments yields the following principal observations. 



EPRS | European Parliamentary Research Service 
  
 

IV 

• European Commission (EC): despite institutional structures – Directorate-General 
for Justice and Consumers (DG JUST), an Inter-Service Group on Gender Equality and 
a Task Force on Equality – gender mainstreaming across policy areas remains weak, 
as evidenced by the limited consideration of gender impacts in Commission impact 
assessments accompanying legislative proposals. Gender budgeting has been 
introduced as an ex-post expenditure tracking tool under the 2021-2027 MFF but is 
not yet embedded across all phases of the budget cycle. Progress has been made 
at mid-level management, although men continue to predominate at the most 
senior levels. 

• Council of the EU: gender mainstreaming is addressed through the Employment, 
Social Policy, Health and Consumer Affairs Council (EPSCO) configuration and 
Council conclusions, but a dedicated configuration on gender equality – as called 
for by the European Parliament and recommended by EIGE – has not been 
established. Negotiations within the Council have at times delayed agreement on 
key legislative instruments, as illustrated, among other examples, by the prolonged 
negotiations over the Women on Boards Directive. In its 2030 diversity and 
inclusion strategy, the Council strives to attain gender balance in management and 
other positions of higher responsibility within a 45 % to 55 % margin by 2030. 

• European Economic and Social Committee (EESC) and European Committee of the 
Regions (CoR): both bodies have recently formalised gender equality 
commitments, through a new diversity and inclusion strategy (EESC) and a gender 
equality action plan (CoR). Women remain nevertheless significantly under-
represented at political level in both bodies. 

• European Investment Bank (EIB): the EIB's gender action plan III (2026-2030) aims 
to intensify efforts to promote gender equality by promoting women's access to 
capital and the workforce, and extends its scope beyond women to include LGBTIQ+ 
persons and vulnerable men and boys. However, while aiming to promote gender 
equality through the EIB's investments in the EU, the new action plan is silent about 
gender representation within the institution itself. 

• National parliaments: the ECPRD survey launched by EPRS in February 2026 
(responses from chambers in 25 EU Member States and 10 non-EU countries) 
confirms that the picture remains uneven. Only a minority of national parliaments 
have developed consistent and sustained gender mainstreaming practices. 
Promising practices in work–life balance, anti-harassment policies and gender-
sensitive occupational health exist in some chambers and warrant further attention. 

No comprehensive approach or structured cooperation in gender mainstreaming currently exists 
across the EU institutions, despite their shared obligations under the Treaties.  
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1. Introduction 
In September 2025, the Committee on Gender Equality and Women's Rights (FEMM) requested 
DG EPRS to update its study on gender mainstreaming in the European Parliament, published in 
2021, as supporting evidence for a forthcoming FEMM report on the same issue under the co-
rapporteurship of Veronika Cifrová Ostrihoňová (Renew, Slovakia) and Alice Kuhnke 
(Greens/EFA, Sweden).3 

The 2021 EPRS study, a first of its kind, had been produced further to calls for research on gender 
mainstreaming progress in Parliament included in EP resolutions.4 While the focus of the 2021 study 
was on Parliament's gender mainstreaming policy and its implementation, it also analysed gender 
mainstreaming practices in other EU institutions and bodies, national parliaments and international 
organisations. 

After providing an overview of the concept and state of gender mainstreaming in the EU, the study 
outlined the EP resolutions, reports, action plans and roadmaps forming the basis of Parliament's 
gender mainstreaming policy. In this context, it also described Parliament's structures and 
mechanisms responsible for gender mainstreaming.  

The study then looked at where Parliament stood in terms of gender mainstreaming, examining, on 
the one hand, the incorporation of a gender perspective into Parliament's policymaking and, on the 
other, the representation of women in the EP (both at political level and in Parliament's 
administration). Beyond the aspect of gender balance, the study also touched upon measures to 
create a gender-sensitive working environment (including work–life balance measures, anti-
harassment policies and professional training), as both aspects are intrinsically linked. In relation to 
both dimensions – gender mainstreaming in EP policymaking and gender representation – the 2021 
study looked both at the situation at the time the study was drafted and at future action under 
Parliament's new gender action plan and roadmap, adopted in 2020 and 2021 respectively.  

Finally, the study also looked at efforts of the European Commission (EC), the Council of the EU, 
the European Economic and Social Committee (EESC) and the European Committee of the Regions 
(CoR), examined (based on a survey through the European Centre for Parliamentary Research and 
Documentation – ECPRD) gender mainstreaming practices in national parliaments, and presented 
the United Nations (UN) action plans for gender mainstreaming across the UN system.  

The present study follows a similar structure to that of its predecessor, albeit with some differences: 
following the first section (introduction), the second section provides an updated overview of the 
concept of gender mainstreaming; tools and methods to implement it; key stages of the policy cycle 
for including a gender perspective; main enabling conditions and obstacles for gender 
mainstreaming; as well as its monitoring. Unlike the previous edition, this section also explains how 
the exchange of best practice between parliaments can serve as a basis for benchmarking and 
promote gender mainstreaming, both within Europe and beyond. In this context, the study sheds 
light on the findings of a report on gender equality in the European Parliament and national 
parliaments in the EU Member States, published by the European Institute for Gender Equality 
(EIGE) in 2024, in which EIGE assessed performance against its gender-sensitive parliaments 

 
3  N. Hahnkamper-Vandenbulcke and R. Shreeves, Gender Mainstreaming in the European Parliament – State of Play, 

EPRS, European Parliament, 2021. 
4  In its 2016 and 2019 resolutions on gender mainstreaming in the European Parliament, Parliament notably called on 

DG EPRS to conduct regular qualitative and quantitative research on gender mainstreaming progress in Parliament.  

https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
https://www.europarl.europa.eu/doceo/document/TA-8-2016-0072_EN.html
https://www.europarl.europa.eu/doceo/document/TA-8-2019-0010_EN.html
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framework. Beyond Europe, the study provides examples of exchange of best practice and 
increased transparency and accountability, such as projects under the Inter Pares programme or the 
gender equality dashboard drawn up by ParlAmericas, a diplomacy network covering national 
parliaments in North, Central and South America, and the Caribbean.  

After touching upon the EU's approach to gender mainstreaming in the third section, the study 
provides, under the fourth section, an analysis of the state of play of gender mainstreaming in the 
European Parliament. In the context of Parliament's gender mainstreaming policy, the study puts a 
special focus on Parliament's latest resolution on gender mainstreaming, adopted in 2022, as well as 
committee action plans and their implementation. It also touches upon the 2020 and 2025 EP gender 
action plans (and roadmaps for implementation). As in the 2021 study, gender mainstreaming is 
examined both in policymaking and gender representation. As to the former, the study analyses, in 
particular, the impact of FEMM, as Parliament's main body in charge of gender mainstreaming, on 
the work of other EP committees. As to the latter, it examines gender balance both at political level 
and in Parliament's Secretariat-General, showing its evolution since 2021. In a new sub-section on 
Parliament's institutional culture and environment, particular focus is put on EP anti-harassment 
policies as well as maternity, paternity and parental leave provisions for MEPs and members of staff.  

Finally, the fifth section of the study examines, as did its predecessor, gender mainstreaming 
practices in other EU institutions and national parliaments. In addition to presenting the state of play 
in Commission, Council, CoR and EESC, the study also includes a sub-section on the European 
Investment Bank (EIB). Moreover, the study presents the findings of another ECPRD survey, 
launched in February 2026, enquiring about gender mainstreaming practices in national parliaments 
within and outside of the EU. 

In terms of methodology, this study is – except for the collection of primary data through the 
ECPRD survey to national parliaments and a written questionnaire sent to committee secretariats – 
primarily based on desk research. As its predecessor, it analyses relevant EP resolutions, Bureau 
reports, action plans and roadmaps, as far as available, as well as Council conclusions and opinions 
adopted by the EESC and the CoR. Moreover, it reviews research carried out by academia and EIGE.  

Several limitations should be acknowledged. In relation to the data from the ECPRD survey and the 
committee questionnaire, the uneven level of detail in the responses and missing data (because of 
the fact that not all parliaments replied, and that not all parliaments and committees that replied 
answered all the questions) prevented full comparability across parliaments and committees. 

Artificial intelligence (AI) was used in Section 4.2.2. on committee gender action plans (and the 
related Annexes II-IV), to assist in extracting data from the plans for comparative analysis. All 
results were double-checked against the information included in the committee gender action 
plans.  
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2. Overview of gender mainstreaming 

 

2.1. What is gender mainstreaming and why does it matter? 
Gender mainstreaming is a tool for ensuring that law, policy and funding contribute towards 
achieving gender equality, that is, a situation where women and men enjoy equal rights and 
opportunities both in law and in practice. It was established internationally as the major global 
strategy for gender equality at the Fourth UN World Conference on Women held in Beijing in 1995. 
At the conference, the EU and its Member States committed to the Beijing Declaration and 
Platform for Action (BPfA), which asks governments and other actors to mainstream a gender 

Key findings 
Gender mainstreaming, established internationally as the principal global strategy for achieving gender 
equality at the Fourth UN World Conference on Women held in Beijing in 1995, is a strategy and set of 
instruments aimed at integrating equality concerns into the policy arena. It is not a goal in itself but a means 
of ensuring that law, policy and public funding contribute systematically to gender equality. No policy 
intervention can be presumed to be gender-neutral: gender mainstreaming is intended to ensure that 
policymaking accounts for women's and men's differing situations, concerns and aspirations, and assesses 
the potential differential impacts of proposed measures. 

A range of tools and methods have been mapped by EIGE against four key stages of the policy cycle: 
defining policy interventions (through gender analysis, gender impact assessments and participatory 
methodologies); planning implementation (through gender-sensitive objectives, indicators and gender 
budgeting); implementation (through capacity-building and targeted communication); and monitoring and 
evaluation (through gender-sensitive ex-ante and ex-post evaluation). Comprehensive gender statistics 
and sex-disaggregated data are indispensable at each stage. The Organisation for Economic Co-operation 
and Development (OECD) has recently proposed a shift from the application of individual tools to the 
design of policy combinations capable of addressing the multiple and interconnected drivers of gender 
inequalities. 

The literature identifies a cluster of enabling conditions that are critical to effective gender mainstreaming: 
consistent, high-level political commitment from an institution's leadership; a clearly articulated 
framework policy specifying objectives, procedures, timelines and accountability mechanisms; formal 
gender mainstreaming structures with well-defined roles, responsibilities and powers; and sufficient 
capacity in terms of gender expertise, staffing and financial resources. Conversely, common obstacles 
include the absence of clear institutional leadership, poorly defined roles and responsibilities, inadequate 
resource allocation, and the risk that mainstreaming procedures are reduced to a compliance formality, 
oriented towards the number of activities rather than their quality or impact. Achieving gender equality as 
a cross-cutting institutional value requires sustained cultural transformation and systems for meaningful 
accountability. 

EIGE's assessment framework for public institutions identifies five dimensions of effective gender 
mainstreaming: formal adoption of a high-level commitment; supporting structures and procedures; 
investment in capacity and expertise; accountability and compliance mechanisms; and stability of 
implementation across policy areas and over time. For parliaments specifically, EIGE, the Inter-
Parliamentary Union (IPU), the OECD, and the Office for Democratic Institutions and Human Rights 
(ODIHR) of the Organization for Security and Co-operation in Europe (OSCE) have developed tailored 
frameworks centred on the concept of a gender-sensitive parliament. EIGE's assessment of the state of 
play of gender equality in the European Parliament and national parliaments in EU Member States in 2023 
identified significant scope for improvement across all five areas of its framework. Benchmarking – within 
the EU (notably through EIGE's biennial reports and exchanges facilitated by the European Centre for 
Parliamentary Research and Documentation – ECPRD) and beyond (through initiatives such as the Inter-
Pares programme and the ParlAmericas parliamentary practices dashboard) – is increasingly used to 
promote transparency, accountability and the dissemination of good practice. 
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perspective into all policies and programmes so that the effects on women and men are analysed 
before decisions are taken.5  

While a gender dimension may be more 
immediately evident in some areas than others, no 
intervention can be assumed to be gender-
neutral. Gender mainstreaming is intended to 
ensure that policymaking considers both 
women's and men's situations, concerns and 
aspirations, and assesses potential differential 
impacts that may inadvertently cause or 
perpetuate inequality. It also entails looking 
through a gender lens at institutions and 
organisations and their structures and ways of 
working, for example, considering gender balance 
in decision-making.  

Gender mainstreaming is not an end in itself but 
a strategy and set of instruments and processes 
aimed at bringing equality issues into the policy 
arena to achieve the goal of gender equality. It 
can be used alongside other approaches such as 
targeted action to address discrimination and 
advance women's empowerment. 

Since 2013, EIGE has been monitoring progress towards gender equality in the EU through its 
composite Gender Equality Index (GEI).6 The 2025 GEI results7 show many remaining gender gaps, 
which require gender-sensitive policy responses because of their significant costs to individuals, 
societies and economies.8 Gender analysis also illustrates that new and emerging challenges, such 

 
5  See BPfA strategic objective H.2. and the references to mainstreaming a gender perspective across the strategic 

objectives. Further information on the Fourth World Conference on Women and on the development of the concept 
of gender mainstreaming in the UN context is set out in the UN Women webpages on the conference and gender 
mainstreaming. In 1997, the Economic and Social Council adopted agreed conclusions on gender mainstreaming. The 
UN stresses that gender mainstreaming is not something it has imposed on governments, but rather a global strategy 
for promoting gender equality that member states have shaped through intergovernmental discussions since the mid-
1990s and adopted by consensus. For an overview of EU action, see M. Prpic and R. Shreeves, Beijing Platform for 
Action: 25-year review and future priorities, EPRS, European Parliament, February 2020; and EIGE, Beijing Platform 
for Action +30: Impact driver – Marking milestones and opportunities for gender equality in the EU, June 2025. 

6  EIGE, an EU agency, was set up in 2010 to promote gender equality. Since 2011, it has been operating under the remit 
of the European Commission's Directorate-General for Justice and Consumers (DG JUST). EIGE's tasks include 
providing expertise on gender mainstreaming in all EU bodies and devising tools to support the incorporation of gender 
equality into all EU policies. 

7  EIGE, 2025 EU Gender Equality Index, website. 
8  On the costs of gender inequality see, for example: W. van Ballegooij with J. Moxom, Equality and the Fight  against 

Racism and Xenophobia – Cost of Non-Europe Report, EPRS, European Parliament, 2018; EIGE, Economic benefits of 
gender equality in the EU: Overall economic impacts of gender equality, 2018; EIGE, Economic benefits of gender 
equality in the European Union, website; EIGE, Estimating the costs of gender-based violence in the European Union, 
2014; EIGE, The costs of gender-based violence in the European Union, 2021. 

Box 1 – The concept of 'gender'  
In the context of gender mainstreaming, 'gender' is 
an analytical tool that makes a distinction between 
biological sex and the socially constructed roles 
ascribed to women and men. This makes it possible 
to explore how different societies shape and value 
the roles, behaviours and domains ascribed to 
them, and to assess and address unequal access to 
resources and power. Importantly, the concept of 
gender refers not only to women and men but also 
to the relations between them, creating an 
opportunity to focus on men and boys as well as 
women and girls. Since women and men are not 
homogeneous groups, the combination of gender 
with other characteristics that can compound 
inequality and discrimination, such as ethnicity, 
age, sexual orientation, gender identity, class or 
disability, is a further dimension of analysis.  

Sources: UN; Council of Europe. 

https://www.un.org/womenwatch/daw/beijing/platform/institu.htm#object2
http://www.un.org/womenwatch/daw/beijing/fwcwn.html
http://www.unwomen.org/en/how-we-work/un-system-coordination/gender-mainstreaming
http://www.unwomen.org/en/how-we-work/un-system-coordination/gender-mainstreaming
https://www.un.org/womenwatch/daw/csw/GMS.PDF
https://www.un.org/womenwatch/osagi/pdf/factsheet2.pdf
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2020)646194
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2020)646194
https://eige.europa.eu/publications-resources/publications/beijing-platform-action-30-impact-driver-marking-milestones-and-opportunities-gender-equality-eu
https://eige.europa.eu/publications-resources/publications/beijing-platform-action-30-impact-driver-marking-milestones-and-opportunities-gender-equality-eu
https://eige.europa.eu/gender-equality-index/2025
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2018)615660
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2018)615660
https://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_in_the_european_union._overall_economic_impacts_of_gender_equality.pdf
https://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_in_the_european_union._overall_economic_impacts_of_gender_equality.pdf
https://eige.europa.eu/newsroom/economic-benefits-gender-equality?language_content_entity=en
https://eige.europa.eu/newsroom/economic-benefits-gender-equality?language_content_entity=en
https://eige.europa.eu/publications-resources/publications/estimating-costs-gender-based-violence-european-union-report
https://eige.europa.eu/publications-resources/publications/costs-gender-based-violence-european-union
https://www.un.org/womenwatch/osagi/pdf/factsheet2.pdf
https://www.coe.int/en/web/gender-matters/sex-and-gender
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as the development of AI, climate change and demographic change, have gender dimensions that 
will need careful consideration to design fair, effective policy.9 

In this context, gender mainstreaming also matters because of its potential for better 
policymaking. Incorporating gender can make the difference between addressing and failing to 
address people's needs, and between good or ineffectual, or even counter-productive, policy and 
legislation. For instance, humanitarian aid that is gender- and age-insensitive has been shown to be 
less effective, and risks not reaching the most vulnerable people or failing to respond adequately to 
their specific needs.10 Industry standards based on gender-neutral, one-size-fits-all design and risk 
assessment can disadvantage women and put their health at risk.11 Research and practice show the 
pitfalls of 'gender-blind' or 'gender-neutral' approaches across multiple other areas including 
pandemic response, trade, climate change, disaster resilience, health, AI, and security.12 Conversely, 
research illustrates how, in areas such as trade policy, better understanding of the gender 
dimension can help to protect both sexes from negative effects and improve policy quality.13 
More broadly, the OECD concludes that public policies 'cannot afford to ignore' the inter-
relationship between specific policy areas and gender equality objectives, because a mainstreamed 
policy approach to gender equality is key for sustainable progress and growth.14 For parliaments, 
gender mainstreaming has specific resonance, since incorporating gender perspectives into their 
work as legislators and representative institutions can help to improve policy outcomes, ensure 
effective scrutiny, and increase democratic legitimacy.15 

2.2. How does it work? 
A range of methods and tools have been developed to put the principles of gender mainstreaming 
into practice. EIGE has mapped them against four key stages of the policy cycle: 

  

 
9  EIGE, Gender Equality Index 2020: Digitalisation and the future of work, 2020; EIGE, Gender mainstreaming: 

Environment and climate change, website; EIGE, Gender mainstreaming: The outcome of improved gender equality on 
demographics and labour supply, website. 

10  European Commission, Age and gender-sensitive aid, website; European Commission, Gender: Different Needs, 
Adapted Assistance, 2013, pp. 1-6. 

11  European Trade Union Institute, Gender matters at work, HesaMag 31, 2026. 
12  See, for example, EIGE, Covid-19 and gender equality, website; A.C. Callerstig and S. Strid, 'Gender mainstreaming in 

times of crisis: Missed opportunities in pandemic policymaking', Papers. Revista De Sociologia, Vol. 108(3), 2023; 
A. Saha et al., From commitment to coherence: rethinking trade policy for gender equality, ODI Global, 2026; 
M. O. Ensor, The risks of gender-blind climate action, Climate Diplomacy, 2022; M. Belsey Priebe, Gender-blind DRR 
blunts response and recovery, Sasakawa Peace Foundation, 2024; UN Women Europe and Central Asia, Explainer: Why 
gender matters in disaster risk reduction, 2025; A. Acanga et al., 'Gender perspectives in disaster response: An 
evidence-based review', Progress in Disaster Science, Volume 26, 2025; Our Secure Future, A Gender Perspective on 
AI Risks to National Security, 2024; V. Henkemeier and S. Goodger, The EU must mainstream gender in AI policy, EPC, 
2026; N. Bentzen, Women in the age of AI-enabled disinformation, EPRS, March 2026; NATO, IMS Office of the Gender 
Advisor, website, updated March 2026. 

13  E. Vilup, The EU's Trade Policy: from gender-blind to gender-sensitive?, Policy Department for External Policies, 
European Parliament, 2015. 

14  W. Adema et al., 'Mainstreaming Gender Equality', in Joining Forces for Gender Equality, OECD, 2023, pp. 15-38, p. 31.  
15  Inter-Parliamentary Union, Gender-sensitive parliaments, website. 

https://eige.europa.eu/sites/default/files/documents/mhaf20001enn_002.pdf
https://eige.europa.eu/gender-mainstreaming/policy-areas/environment-and-climate-change
https://eige.europa.eu/gender-mainstreaming/policy-areas/environment-and-climate-change
https://eige.europa.eu/gender-mainstreaming/policy-areas/economic-and-financial-affairs/economic-benefits-gender-equality/demographics
https://eige.europa.eu/gender-mainstreaming/policy-areas/economic-and-financial-affairs/economic-benefits-gender-equality/demographics
https://ec.europa.eu/echo/what/humanitarian-aid/gender-sensitive-aid_en
https://ec.europa.eu/echo/files/policies/sectoral/gender_thematic_policy_document_en.pdf
https://ec.europa.eu/echo/files/policies/sectoral/gender_thematic_policy_document_en.pdf
https://www.etui.org/publications/gender-matters-work
https://eige.europa.eu/newsroom/covid-19?language_content_entity=en
https://papers.uab.cat/article/view/v108-n3-callerstig-strid
https://papers.uab.cat/article/view/v108-n3-callerstig-strid
https://odi.org/en/insights/from-commitment-to-coherence-rethinking-trade-policy-for-gender-equality/
https://climate-diplomacy.org/magazine/cooperation/risks-gender-blind-climate-action
https://spfusa.org/publications/gender-blind-drr-blunts-response-and-recovery/
https://spfusa.org/publications/gender-blind-drr-blunts-response-and-recovery/
https://eca.unwomen.org/en/stories/explainer/2025/10/explainer-why-gender-matters-in-disaster-risk-reduction#:%7E:text=Gender%20protection%20and%20inclusion%20is%20important%20in,integrates%20gender%20perspectives%20into%20national%20emergency%20policies**
https://eca.unwomen.org/en/stories/explainer/2025/10/explainer-why-gender-matters-in-disaster-risk-reduction#:%7E:text=Gender%20protection%20and%20inclusion%20is%20important%20in,integrates%20gender%20perspectives%20into%20national%20emergency%20policies**
https://www.sciencedirect.com/science/article/pii/S2590061725000134
https://www.sciencedirect.com/science/article/pii/S2590061725000134
https://oursecurefuture.org/sites/default/files/2024-03/OSF-GenderPerspectiveOnAIRisks.pdf
https://oursecurefuture.org/sites/default/files/2024-03/OSF-GenderPerspectiveOnAIRisks.pdf
https://www.epc.eu/publication/the-eu-must-mainstream-gender-in-ai-policy/
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2026)782670
https://www.nato.int/en/about-us/organization/nato-structure/nato-military-committee/ims-office-of-the-gender-advisor?selectedLocale=
https://www.nato.int/en/about-us/organization/nato-structure/nato-military-committee/ims-office-of-the-gender-advisor?selectedLocale=
https://www.europarl.europa.eu/thinktank/en/document/EXPO_IDA(2015)549058
https://www.oecd.org/content/dam/oecd/en/publications/reports/2023/05/joining-forces-for-gender-equality_bb1768d0/67d48024-en.pdf
https://www.oecd.org/en/publications/2023/05/joining-forces-for-gender-equality_bb1768d0.html
https://www.ipu.org/impact/gender-equality/gender-sensitive-parliaments
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1 Defining policy interventions 

Since no intervention can be presumed to be gender-neutral, the starting point is to investigate how, 
and to what extent, a gender perspective may be relevant for a planned intervention, such as a new 
policy framework, piece of legislation, programme or project. This involves conducting a gender 
analysis of the existing situation of women and men in the particular policy domain, to identify their 
needs and any differences in rights, roles access to and use of resources or 
participation/representation.16 

This analysis forms part of a gender impact assessment, which identifies and measures the 
projected positive, neutral or negative impacts of the planned intervention.17 The final aim of a 
gender impact assessment is to improve the design and planning of the intervention, to ensure that 
any discriminatory effects are either removed or mitigated. The assessment can also be used in a 
more transformative way as a tool for defining gender equality objectives and (re)formulating the 
policy so as to promote gender equality proactively. 

In relation to better policymaking, EIGE flags the importance of using participatory methodologies 
to include the voices and experiences of the different groups of men and women meant to benefit 
from the intervention, and inputs from gender experts and women's organisations. 

2 Planning implementation 

This part of the policy cycle entails using the findings of the gender impact assessment to define 
gender-sensitive policy goals, and appropriate approaches and measures to achieve them. 
Preferably, gender indicators should be included to allow for monitoring and evaluation of the actual 
outcomes.18 

This phase includes gender budgeting.19 As defined by EIGE, gender budgeting is a strategy to 
achieve gender equality by focusing on how public resources are collected and spent. Its purpose is 
to promote accountability and transparency, increase gender-responsive participation in the 
budget, and advance gender equality and women's rights, making it a powerful tool for gender 
mainstreaming. It includes the gender perspective in all phases of the budget cycle. Attention should 
also be paid to the gender dimension when drawing up evaluation criteria for calls for tenders in the 
framework of funding programmes or public procurement. 

3 Implementation 

Gender mainstreaming should continue during the implementation phase, for example by ensuring 
that all actors involved are fully aware of the gender dimension, including the relevant gender 
objectives and indicators, and have the capacity to integrate it into their work. This is likely to entail 
capacity building, such as gender equality training. Communication around the intervention also 
needs to be considered, to ensure that the gender dimension is given visibility. 

4 Monitoring and evaluation 

In addition to the ongoing monitoring of the gender equality objectives defined during the planning 
phase, mainstreaming also entails gender-sensitive evaluation. This can take place on an ongoing 
basis, with the aim of embedding continuous improvement. Alternatively, it can take place ex post, 

 
16  EIGE, Gender analysis, website. 
17  EIGE, Gender impact assessment, website. 
18  EIGE, Gender statistics and indicators, website. 
19  EIGE, Gender budgeting, website. 

https://eige.europa.eu/gender-mainstreaming/tools-methods/gender-analysis
https://eige.europa.eu/gender-mainstreaming/tools-methods/gender-impact
https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-statistics-indicators
https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-budgeting
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on completion of the intervention, in which case the focus is on gender impacts and the contribution 
of the intervention to promoting gender equality.20 

The OECD has proposed a new framework for gender mainstreaming, which would allow for a shift 
from a focus on individual policies to considering which policy combinations can be used in parallel 
to address the multiple drivers and impacts of gender inequalities.21 

For these tools to function effectively, comprehensive gender statistics are needed throughout the 
policy cycle as an evidence base to assess both the initial situation and change over time.22 Gender 
statistics are also vital within organisations and in workplaces, for example to measure the 
representation of women in decision-making positions or to inform human resources policies. As 
defined by EIGE and the UN, gender statistics include, but are not limited to, the collection, analysis 
and presentation of sex-disaggregated data.23 While breaking data down separately for women and 
men is a key element, gender statistics go further than this, by encompassing three additional 
dimensions. First, the data collected need to reflect salient gender issues that affect one sex more 
than the other. Second, the concepts and definitions used for data collection must capture the 
diversity of various groups of women and men and all aspects of their lives. For example, it is 
important to have data that capture how gender intersects with other characteristics such as age, 
education, family composition and parenthood, country of birth, disability, sexual orientation, and 
gender identity. Third, data collection methods must avoid inducing gender bias. In terms of 
methodology, qualitative methods can be as important as quantitative methods. 

2.3. Enabling conditions and obstacles 
The use of gender mainstreaming tools in policymaking is an important – albeit not the only – 
dimension of gender mainstreaming in institutions (Figure 1). The literature identifies a combination 
of elements that are crucial to gender mainstreaming or can help to reinforce it, as well as number 
of common obstacles that can prevent institutions from implementing it effectively.24  

Consistent, high-level political commitment from an organisation's leadership and senior 
management is key to driving change and establishing a supportive organisational culture for gender 
mainstreaming. 

A framework policy for gender mainstreaming, such as an action plan with specific objectives, 
serves as a baseline for measuring progress, and can be used to hold the institution accountable for 
action – or inaction. As a first step, it is recommended to conduct a self-assessment or audit, 
consulting with a broad range of internal and external stakeholders to take account of existing 
efforts and challenges and bring people on board. A gender mainstreaming policy works best if it 
clearly defines objectives, procedures, timelines and actors, and includes mechanisms to track 
implementation and record and disseminate the results. 

 
20  EIGE, Gender-responsive evaluation, website. 
21  OECD, Gender Equality in a Changing World: Taking Stock and Moving Forward, 2025. 
22  OECD, Toolkit for Mainstreaming and Implementing Gender Equality, 2018, pp. 42-44. 
23  EIGE, Gender statistics and indicators, website; UN, Manual – Integrating a gender perspective into statistics, 2016. 
24  This section draws on: EIGE, Gender institutional transformation, website; EIGE, Gender equality training online toolkit: 

Designing effective gender equality training, website; Expertise France, Guide for assessing gender mainstreaming: 
Diagnosing the state of play and improvements, 2025; K. Kamioka and E. Cronin, Review of the United Nations system-
wide Action Plan on Gender Equality and the Empowerment of Women, UN, 2019; OECD, Toolkit for Mainstreaming 
and Implementing Gender Equality 2023, 2023; OECD, Joining Forces for Gender Equality: What Is Holding us Back?, 
2023, pp. 52-54; OECD, Toolkit for Mainstreaming and Implementing Gender Equality, 2018.  

https://eige.europa.eu/gender-mainstreaming/tools-methods/gender-responsive-evaluation
https://www.oecd.org/en/publications/gender-equality-in-a-changing-world_e808086f-en.html
https://www.oecd.org/gov/toolkit-for-mainstreaming-and-implementing-gender-equality.pdf
https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-statistics-indicators
https://unstats.un.org/unsd/demographic-social/Standards-and-Methods/files/Handbooks/gender/Integrating-a-Gender-Perspective-into-Statistics-E.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-institutional-transformation/what-institutional-transformation
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-equality-training/designing-effective-gender-equality-training
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-equality-training/designing-effective-gender-equality-training
https://www.expertisefrance.fr/sites/expertise/files/2025-10/gender-mainstreaming-assessment-guide.pdf
https://www.expertisefrance.fr/sites/expertise/files/2025-10/gender-mainstreaming-assessment-guide.pdf
https://digitallibrary.un.org/record/3809561?ln=en&v=pdf
https://digitallibrary.un.org/record/3809561?ln=en&v=pdf
https://www.oecd.org/en/publications/toolkit-for-mainstreaming-and-implementing-gender-equality-2023_3ddef555-en.html
https://www.oecd.org/en/publications/toolkit-for-mainstreaming-and-implementing-gender-equality-2023_3ddef555-en.html
https://www.oecd.org/content/dam/oecd/en/publications/reports/2023/05/joining-forces-for-gender-equality_bb1768d0/67d48024-en.pdf
https://www.oecd.org/en/publications/oecd-toolkit-for-mainstreaming-and-implementing-gender-equality_afd32b5a-en.html
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Formal gender mainstreaming mechanisms, with clear roles, responsibilities and powers help to 
implement, coordinate and advance the gender mainstreaming policy and action plan across an 
institution and integrate the concepts and practices into the organisational culture. The OECD 
recommends that parliaments should have mechanisms covering both political and administrative 
levels.25 

Sufficient capacity (expertise, staff, resources) increases the likelihood that gender 
mainstreaming initiatives will be successful and sustainable. As well as having gender specialists and 
senior staff qualified in gender equality, it is important to develop gender equality competence as a 
key skill for all staff, through awareness raising and training. The literature notes the importance of 
tailoring training to different groups of staff, based on needs. Training for staff as a whole can focus 
on the 'why' of gender mainstreaming to increase understanding and 'buy-in'. On the other hand, 
staff working on gender issues require training in how to conduct gender mainstreaming, focusing 
on the use of practical technical tools in specific policy areas and programming phases. An effective 
alternative approach is to incorporate gender equality elements into core technical training. For 
instance, training in gender impact assessment can be integrated into training on impact assessment 
tools.  

Common obstacles to effective implementation of gender mainstreaming in institutions include a 
lack of clear leadership; a top-down approach and poor communication; inadequately defined roles 
and responsibilities; and insufficient allocation of human and financial resources. One frequent 
impediment is staff responsible for gender mainstreaming being in junior roles with little authority, 
and undertaking mainstreaming on top of their existing tasks. A further pitfall to be avoided is 
creating gender-mainstreaming procedures that become a 'tickbox exercise' only, for example, 
focusing on the number of activities and measures rather than on their quality or impact.  

Getting cross-cutting issues such as gender equality into the 'DNA' of an organisation requires 
cultural change. Systems for encouraging gender mainstreaming within organisations must have 
'bite', otherwise they are regarded as 'nice but not necessary'. 

  

 
25  OECD, Toolkit for Mainstreaming and Implementing Gender Equality, 2018, p. 50. 

https://www.oecd.org/gov/toolkit-for-mainstreaming-and-implementing-gender-equality.pdf
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2.4. Assessment frameworks  
EIGE has brought the findings on effective gender mainstreaming together in a toolkit for public 
institutions, setting out a process for embedding gender equality in their work and internal 
processes.26 For EIGE, the success of gender mainstreaming within public institutions can be 
measured by the extent to which a given institution has integrated gender equality into its 
regular rules, procedures and practices. From this perspective, the ultimate success of an 
institution's gender mainstreaming strategy is that, following a process of organisational learning, 
gender equality has become a normal requirement, 'similar to other principles such as saving costs 
or working efficiently'. Accordingly, the key factors identified as crucial for effective gender 

 
26  EIGE, Institutional transformation: Gender mainstreaming toolkit, 2016. The toolkit provides guidance on preparing, 

implementing and evaluating gender mainstreaming in institutions, with examples from the EU and UN institutions. As 
described in the previous edition of this study, the UN has developed a framework for mainstreaming gender equality 
in a systematic and measurable way across the entire UN system (see , pp. 61-64). 

Figure 1 – Dimensions of gender mainstreaming in institutions 

 

Source: EIGE, Gender mainstreaming. 

https://eige.europa.eu/gender-mainstreaming/toolkits/gender-institutional-transformation
https://eige.europa.eu/sites/default/files/images/gender-mainstreaming.jpg
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mainstreaming in the guidance from EIGE and elsewhere, can also be used as a basis for assessment 
and evaluation of its implementation. 

2.4.1. Assessment framework for the EU institutions 
Academic research has combined the factors necessary for effective, sustainable gender 
mainstreaming in an assessment framework that could be applied to the EU institutions.27 While it 
uses the institutionalisation of gender mainstreaming in the European Commission as a case study, 
the framework has wider relevance for other EU institutions, agencies and bodies. The research 
identifies five key dimensions, with associated indicators: 

• Formal adoption of gender mainstreaming. Beyond the commitments to gender 
mainstreaming set out in the EU Treaties, has the institution formally adopted an 
explicit, high-level commitment to gender equality as an objective, and gender 
mainstreaming as a tool for achieving this goal? 

• Structures and procedures for gender mainstreaming. Has the institution 
established a regular practice of gender mainstreaming, together with the necessary 
supporting structures? The empirical indicators for assessing this dimension include 
the existence of a standard, institution-wide approach to gender mainstreaming with 
clear guidelines, dedicated tools to implement it, and dedicated bodies to support 
implementation. Good-practice indicators include having an overarching gender 
equality strategy encompassing gender mainstreaming both in policy and internally 
within the institution; having a formal document imposing gender mainstreaming 
across all services; ensuring that bodies responsible for gender mainstreaming have a 
clear mandate and terms of reference; and establishing regular reporting and 
evaluation. 

• Investing in achieving and maintaining high-quality gender mainstreaming. Has 
the institution made consistent efforts to build in-house gender expertise and staff 
capacity to understand and conduct gender mainstreaming? Particular indicators of 
good practice here would include sufficient investment in human and financial 
resources; provision of regular training and coaching; availability and accessibility of 
gender mainstreaming toolkits; and quality assurance. 

• Ensuring accountability and compliance. Is gender mainstreaming sufficiently 
transparent to enable external oversight? Is it monitored regularly? Are mechanisms 
in place to ensure compliance? Particular indicators of good practice here include: 
ensuring that all actors involved in gender mainstreaming are clearly identifiable; 
making policy documents publicly available; having clear ownership of gender 
mainstreaming at a senior level within the administration to exercise oversight and 
ensure quality, accountability and compliance; and having a system of incentives, 
sanctions, peer pressure or accountability mechanisms. 

• Stability. Has the institution ensured that gender mainstreaming is implemented 
evenly, i.e. that it does not vary across policy areas or over time? 

The authors of the research consider that these five dimensions are interlinked and should not be 
considered in isolation. Writing from a feminist perspective, they add a further dimension designed 

 
27  L. Mergaert and R. Minto, Gender mainstreaming in the European Commission, Sieps – Swedish Institute for European 

Policy Studies, 2021.  

https://sieps.se/en/publications/2021/gender-mainstreaming-in-the-european-commission/
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to assess the transformative potential of an institution's gender mainstreaming strategy.28 The 
specific indicators for assessing practice as 'transformational' rather than 'technocratic' are: that it 
considers qualitative as well as quantitative data and that it involves stakeholders, to make the 
process more participatory and ensure better understanding of gender equality’s intersectional 
dimension. 

2.4.2. Assessment frameworks for parliaments 
Given their multiple roles as representatives of their electorate, legislators, oversight bodies and 
employers, as well as their distinct political and administrative structures, parliaments are a 
particular type of institution, with particular gender mainstreaming issues and requirements. In view 
of this, several bodies, including EIGE, the Inter-Parliamentary Union (IPU), the OECD, the Office for 
Democratic Institutions and Human Rights (ODIHR) of the Organization for Security and Co-
operation in Europe (OSCE) and the Commonwealth Parliamentary Association have designed 
specific frameworks and checklists that parliaments can use to assess how they are mainstreaming 
gender across these various dimensions.29 

 

EIGE adopted its gender-sensitive parliaments toolkit in 2018, with the aim of enabling parliaments 
across the EU to conduct a self-assessment to evaluate how gender equal they are, identify areas 
where further efforts are needed, and monitor their progress towards achieving gender equality. 
The assessment framework covers five areas, encompassing the inner workings of parliaments, 
their legislative activity and their symbolic function. It addresses both elected members of 
parliament and administrative staff. Given that parliaments have different points of departure, EIGE 
stresses that that they may choose to start the process by focusing on different aspects. Since 2024, 
the gender-sensitive parliaments toolkit has included a self-assessment tool and a tool to help 
parliaments to draw up a gender-equality action plan to address the findings and facilitate change.30 

The IPU toolkit covers similar ground but is structured around seven key dimensions. Parliaments 
are invited to assess: (i) the numbers and positions of women parliamentarians; (ii) the legal policy 

 
28  For a wider definition of gender transformative policy, see, for example, European Commission (with ILO, UN Women, 

Learn4Dev), EU resource package on gender mainstreaming in EU development cooperation – Useful gender analysis 
frameworks, p. 5. 

29  See EIGE, Gender-sensitive parliaments toolkit; IPU, Plan of action for gender-sensitive parliaments, 2012; Evaluating 
the gender sensitivity of parliaments: A self-assessment toolkit, 2016; OECD, Toolkit for Mainstreaming and 
Implementing Gender Equality 2023, 2023; Commonwealth Parliamentary Association, Gender sensitising parliaments 
guidelines: standards and a checklist for parliamentary change, 2020. ODIHR, Realizing Gender Equality in Parliament: 
A Guide for Parliaments in the OSCE Region, 2021; ODIHR, Participatory gender audits of parliaments: A step-by-step 
guidance document, 2022. See also L. Wängnerud, The Principles of Gender-Sensitive Parliaments, Routledge, 2015. 

30  See the online resource and the guide: EIGE, Gender equality action plans for parliaments: Step-by-step tool, 2024. 

Box 2 – Defining a gender-sensitive parliament 
EIGE and the IPU base their assessment frameworks on the concept of a 'gender-sensitive parliament'. 
According to their definitions, a gender-sensitive parliament is one that promotes and achieves equality 
in numbers of women and men across all of its bodies and internal structures. Beyond this, it has no 
barriers – substantive, structural or cultural – to women's full participation, and responds to the needs 
and interests of women and men in all its operations, methods and work. Through its promotion of gender, 
it fully reflects the populations it serves, and sets a positive example for wider society. Being sensitive to 
gender is seen as making parliaments modern, efficient, effective and legitimate. 

Source: IPU, Plan of action for gender-sensitive parliaments, 2012; and EIGE, Gender-sensitive parliaments 
toolkit, 2018.  

https://eugender.itcilo.org/toolkit/online/story_content/external_files/BB6.pdf
https://eugender.itcilo.org/toolkit/online/story_content/external_files/BB6.pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-sensitive-parliaments?language_content_entity=en
https://www.ipu.org/resources/publications/reference/2016-07/plan-action-gender-sensitive-parliaments
https://www.ipu.org/resources/publications/toolkits/2016-11/evaluating-gender-sensitivity-parliaments-self-assessment-toolkit
https://www.ipu.org/resources/publications/toolkits/2016-11/evaluating-gender-sensitivity-parliaments-self-assessment-toolkit
https://www.oecd.org/en/publications/toolkit-for-mainstreaming-and-implementing-gender-equality-2023_3ddef555-en.html
https://www.oecd.org/en/publications/toolkit-for-mainstreaming-and-implementing-gender-equality-2023_3ddef555-en.html
https://www.cpahq.org/media/s20j1lws/cwp-gender-sensitizing-guidelines.pdf
https://www.cpahq.org/media/s20j1lws/cwp-gender-sensitizing-guidelines.pdf
https://odihr.osce.org/odihr/506885
https://odihr.osce.org/odihr/506885
https://odihr.osce.org/odihr/524226
https://odihr.osce.org/odihr/524226
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-sensitive-parliaments?language_content_entity=en
https://eige.europa.eu/sites/default/files/documents/gender-equality-action-plans-for-parliaments.pdf
https://www.ipu.org/resources/publications/reference/2016-07/plan-action-gender-sensitive-parliaments
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-sensitive-parliaments/what-tool
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-sensitive-parliaments/what-tool
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and framework in which the parliament operates; (iii) mainstreaming of gender equality – including 
specific questions on mainstreaming structures, the resources dedicated to them, their 
effectiveness, and how they relate to each other and the use of mainstreaming tools; (iv) the 
parliament's culture, environment and equality and non-discrimination policies; (v) how far 
responsibility for gender equality is shared with men; (iv) political parties; and (vii) parliamentary 
staff. The IPU toolkit also sets out additional guidance on enabling conditions for conducting the 
self-assessment and making it part of a broader evaluation or auditing process. 

The OECD's guidance for gender mainstreaming in parliaments includes a checklist of priorities for 
mainstreaming gender in internal parliamentary processes and practices. Parliaments should have a 
framework policy for gender mainstreaming; gender mainstreaming mechanisms such as 
committees, caucuses, research bodies and secretariats; processes and tools; and monitoring of 
outputs and outcomes. The related self-assessment framework sets out a checklist of questions and 
key actions to consider, with examples of best practice to follow and pitfalls to avoid. The latter 
include: undeveloped internal and external consultation in designing the parliament's framework 
policy for gender mainstreaming; insufficient support and buy-in of parliamentary leadership; 
limited engagement of political party leaders and of men; placing responsibility for gender 
mainstreaming solely on gender equality mechanisms, such as gender equality committees that are 
devalued and given insufficient mandates to address a full range of policies; positioning gender 
mainstreaming work as an 'add-on' or voluntary activity; insufficient allocation of resources to build 
the capacity of bodies undertaking gender analysis and other gender mainstreaming tools, for 
example limited integration of gender-disaggregation into data collection, reserving training only 
for gender equality mechanisms, or not building sufficient capacity for parliamentarians and staff to 
review budgets from a gender perspective; ignoring the findings of gender mainstreaming tools, 
including gender budget statements; insufficient reporting channels or lack of consequences for 
gender-biased behaviour or sexual harassment; and not taking account of informal practices in 
parliament that are at odds with gender equality. 

The ODIHR's guidance for parliaments in the OSCE region stresses that making parliaments 
gender-sensitive is a continuous process that moves through four stages: (i) assessment using an 
existing or tailored tool to conduct a gender-sensitivity audit; (ii) implementation by creating a 
policy or action plan; (iii) resourcing by allocating a sufficient budget for the activities identified in 
the action plan; and (iv) reviewing the action plan on a regular basis and reassessing, drawing on an 
external reviewer.31 

2.5. Benchmarking for parliaments 
Gender-sensitive parliament frameworks can serve as a basis for benchmarking and exchanges of 
best practice between parliaments. 

2.5.1. Benchmarking in the EU 
EIGE has published two reports on gender equality in the European Parliament and national 
parliaments in the EU Member States, assessing their performance in the five areas of its gender-
sensitive parliaments framework.32 Its next report is due to be published ahead of the 2029 European 

 
31  The ODIHR itself can support parliaments by running a gender audit to produce tailored recommendations for a 

multiannual parliamentary gender action plan. See ODIHR, ODIHR support for parliaments in advancing gender 
equality, 2024, and Participatory gender audits of parliaments: A step-by-step guidance document, 2022. 

32  EIGE, Gender equality in national parliaments across the EU and the European Parliament, 2019; EIGE, Gender equality 
in the European Parliament and in national parliaments in the European Union: 2023 state of play, 2024. See also the 

https://odihr.osce.org/odihr/575515
https://odihr.osce.org/odihr/575515
https://odihr.osce.org/odihr/524226
https://eige.europa.eu/publications-resources/publications/gender-equality-national-parliaments-across-eu-and-european-parliament
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
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elections, based on data to be collected in 2027.33 The second report of 2024, based on data 
collected between May and August 2023, found that there was significant scope for improvement 
across all five areas to deliver gender equality in the parliaments' internal structures and legislative 
outputs. 

• Area 1: Women and men have equal opportunities to enter parliament. Slow 
progress had been made; to improve gender balance in national parliaments, states 
and political parties could take further action, such as adopting legislation explicitly 
giving women and men equal access to parliament, improving data on gender balance 
among candidates for elections, and introducing enforceable legislative gender 
quotas to increase the number of women standing for election. 

• Area 2: Women and men have equal opportunities to influence parliament's 
working procedures. In a context where women are under-represented among 
committee chairs and as members of more powerful, prestigious and influential 
parliamentary committees,34 some national parliaments had introduced incentives to 
improve vertical gender balance. Only a minority of parliaments had introduced 
policies to ensure that working conditions for Members of Parliament (MPs) and staff 
were free from discrimination, harassment or violence based on gender. Eight national 
parliaments had introduced specific measures to strengthen protection against sexual 
harassment, particularly for parliamentary staff or staff working with MPs or for 
political parties. However, the growing issue of sexist online abuse and threats against 
women parliamentarians was yet to be tackled.35 Only half of national parliaments had 
provisions to regulate work–life balance or provide access to family leave options. 
Availability of other work–life balance measures, such as proxy or remote voting, was 
limited. 

• Area 3: Women's interests and concerns have adequate space on parliamentary 
agendas and Area 4: The parliament produces gender-sensitive legislation. In 2023, 
20 national parliaments in the EU had a standing parliamentary committee on gender 
equality or equality between women and men and women's rights.36 However, less 
than half of these had the power to scrutinise government policy from a gender 
perspective.37 Six national parliaments had adopted gender equality action plans. 
Nevertheless, gender mainstreaming tools, including gender impact assessments and 
gender budgeting remained underused by most national parliaments. Less than a third 
had binding rules requiring gender impact assessment or gender analysis of draft 
legislation.38 Only a quarter reported applying gender budgeting when setting the 
national budget. 

• Area 5: Parliament complies with its symbolic function. The assessment found that 
few national parliaments had policies and initiatives in place to improve the gender 
sensitivity of their physical spaces. Twelve had some type of childcare facilities in 

 
summary: Gender equality in the European Parliament and in national parliaments in the European Union ahead of the 
2024 election year. 

33  The assessment has been based on a general version of the gender-sensitive parliaments tool, relying mostly on 
publicly available data, as well as on interviews with contact points from some national parliaments: EIGE, 2023 data 
collection on gender-sensitive parliaments – Methodological report, 2024. Based on March 2026 information from 
EIGE, there are plans to review and update the conceptual and measurement framework for the 2027 update. 

34  For data, see EIGE, Gender statistics database: committees of national parliaments – President and members, last 
updated in July 2025. 

35  See IPU and Parliamentary Assembly of the Council of Europe, Sexism, harassment and violence against women in 
parliaments in Europe, 2018. 

36  EIGE 2024, p. 42 and Table 1 in Annex 3. 
37  ibid., p. 52 
38  ibid., pp. 52-53. 

https://eige.europa.eu/sites/default/files/documents/gender-equality-in-the-european-parliament-and-in-national-parliaments-in-the-european-union-ahead-of-the-2024-election-year_.pdf
https://eige.europa.eu/sites/default/files/documents/gender-equality-in-the-european-parliament-and-in-national-parliaments-in-the-european-union-ahead-of-the-2024-election-year_.pdf
https://eige.europa.eu/publications-resources/publications/2023-data-collection-gender-sensitive-parliaments-methodological-report
https://eige.europa.eu/publications-resources/publications/2023-data-collection-gender-sensitive-parliaments-methodological-report
https://eige.europa.eu/gender-statistics/dgs/indicator/wmidm_pol_parl_burcom__wmid_parlcom/bar/year:2025/geo:EU27_2020,IPA,EEA,BE,BG,CZ,DK,DE,EE,IE,EL,ES,FR,HR,IT,CY,LV,LT,LU,HU,MT,NL,AT,PL,PT,RO,SI,SK,FI,SE,IS,LI,NO,UK,ME,MK,AL,RS,TR,BA,XK/sex:M,W/unit:PC/POSITION:PRES_COM/EGROUP:PARL_COM_ALL/BEIS:TOT
https://www.ipu.org/resources/publications/issue-briefs/2018-10/sexism-harassment-and-violence-against-women-in-parliaments-in-europe
https://www.ipu.org/resources/publications/issue-briefs/2018-10/sexism-harassment-and-violence-against-women-in-parliaments-in-europe
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
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place, of which seven were professional 'daycare' facilities such as crèches or 
kindergartens, while the others were children's or family rooms with some supervision. 
Six parliaments had breastfeeding rooms.39 Publicly available information on national 
parliaments' gender equality initiatives was scarce. Seven national parliaments 
published content on gender equality on their websites and five systematically 
disseminated information about gender equality to the public. 

In EIGE's 2019 and 2024 reports, the European Parliament scored well, being one of the highest 
performers in terms of the share of women parliamentarians; gender balance in leadership positions; 
the existence of gender mainstreaming structures; the establishment of adequate mechanisms to 
prevent and punish sexual harassment; aspects of the gender sensitivity of the physical 
environment; and communication around gender equality issues. Nevertheless, as for national 
parliaments, there was room for improvement. In Area 2, the 2024 report noted that in Parliament, 
women continued to be under-represented among committee chairs and across different 
committees focusing on 'hard' and 'soft' policy areas. More could still be done to address sexual 
harassment and other forms of violence against women, particularly online violence, and to support 
MEPs in combining their mandate with family responsibilities. In Area 3, while Parliament was a 
forerunner in promoting the use of gender mainstreaming tools and applying them in its own 
activities, there was still scope to improve gender mainstreaming in committee work and budgetary 
procedures.  

2.5.2. Benchmarking beyond the EU 
Beyond Europe, the Inter Pares programme – an EU project that aims to strengthen parliaments' 
capacity – has issued a handbook detailing the experiences of parliaments that have embraced 
gender-sensitive reforms, drawing on self-reported survey data on parliamentary initiatives in 
24 chambers worldwide. This project also promotes exchanges of best practice to support 
parliaments in developing gender mainstreaming. For example, in March 2026, it brought 
parliamentarians and gender experts together to share practical insights with the Malaysian 
Parliament's All-Party Parliamentary Group on Gender Equality (APPGM-GE), whose remit includes 
conducting a gender-sensitive assessment of the parliament, developing an action plan, undertaking 
gender audits of legislation, and facilitating knowledge exchange and capacity building.40 Academic 
research also plays a role in assessing the effectiveness of gendered scrutiny of legislation in 
parliaments and what supports parliamentary committees in doing this work.41 

The ECPRD inter-parliamentary network is a platform that parliaments can use to share good 
practice across different areas of parliamentary work.42 In recent years, national parliaments and the 

 
39  EIGE 2024, p. 56. 
40  See Inter Pares, programme, website; Inter Pares, Beyond Numbers: Stories of Gender Equality in and through 

Parliaments, 2024; Inter Pares, Architects of Equality: Advancing Inclusive Democracy in Malaysia, 2026. 
41  See, for example, the Gender Legislative Index research project, Auditing the Auditors: Gender-responsive Lawmaking 

in Australia and globally, running between 2025 and 2027. The project is assessing parliament committees in Australia, 
Canada and Spain as to whether they are having a measurable, positive impact on the legislative process and in how 
far the scrutiny process reflects the experiences of diverse women and allows for their participation. The Gender 
Legislative Index itself is a benchmarking tool that ranks and scores legislation against international women's rights 
standards and shows how often laws that impact on women are defined as gender-neutral. To date, it has screened 
legislation in Australia, Canada, Indonesia, the Philippines, Spain and Sri Lanka, covering areas such as family law, 
financial services, housing, labour law, local government, public procurement, sexual and reproductive health, sexual 
orientation and gender identity, taxation and gender-based violence.  

42  ECPRD members are parliaments whose Speaker is a member of the European Conference of Presidents of Parliament: 
the European Parliament, the Parliamentary Assembly of the Council of Europe and the Parliamentary Assemblies of 
the Member States of the European Union and the Council of Europe. The latter consists of the 27 EU Member States 
as well as Albania, Andorra, Armenia, Azerbaijan, Bosnia and Herzegovina, Georgia, Iceland, Liechtenstein, Moldova, 

https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
https://www.inter-pares.eu/en
https://www.inter-pares.eu/en/news/inter-pares-launches-new-gender-equality-handbook-parliaments
https://www.inter-pares.eu/en/news/inter-pares-launches-new-gender-equality-handbook-parliaments
https://www.inter-pares.eu/en/news/architects-equality-advancing-inclusive-democracy-malaysia
https://www.genderlawindex.org/projects/auditing-the-auditors
https://www.genderlawindex.org/projects/auditing-the-auditors
https://www.genderlawindex.org/home
https://www.genderlawindex.org/home
https://www.europarl.europa.eu/relnatparl/en/networks/ecprd
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European Parliament have submitted requests for information on how their counterparts are 
developing gender mainstreaming and using specific tools such as gender impact assessments 
and gender budgeting. For the previous version of this study in 2021, EPRS asked for information on 
parliaments' structures and policies for gender mainstreaming. For the current study, parliaments 
were asked for updated information, as well as for additional information on issues in focus for the 
further development of gender mainstreaming in the European Parliament, including work–life 
balance measures to support parliamentarians with young children in exercising their mandate, 
policies to address harassment and online hate speech, and gender-sensitive approaches to 
occupational health. A summary of the responses is set out in Section 6 of this study.  

Contributing to transparency and accountability, some of the parliaments that have received 
support from the ODIHR have published their gender audit reports, enabling other parliaments to 
learn from their experience.43 In June 2025, members of parliaments from across the OSCE region 
signed a pledge committing to the global gender-sensitive parliaments agenda with 
recommendations to national parliaments on how to move forward.44 

The United Kingdom (UK) Parliament has also shared the results of its work towards becoming a 
gender-sensitive parliament. Following an initial report in 2015, it conducted a gender-sensitive 
parliaments audit, facilitated by the IPU, in 2018.45 The audit identified a need to streamline the 
information available to support gender-sensitive scrutiny of legislation and budgets. It also 
identified barriers to equal representation of women stemming from the parliament's working 
procedures and culture, and from the growing issue of online abuse. Recommendations for further 
action included a proxy voting scheme for parliamentarians on parental leave; a code of behaviour 
and independent complaints scheme to address harassment; and a review of the support available 
to MPs to address online threats. In 2021, the House of Commons Women and Equalities Select 
Committee followed up on the audit by holding an inquiry to assess the progress that had been 
made in some of these areas, with input from parliamentary bodies and independent experts. In her 
oral evidence to the inquiry, Professor Sarah Childs, the author of the initial (2015) The Good 
Parliament report, stressed the benefits of systematically drawing on evidence from other 
parliaments.46  

 
Monaco, Montenegro, North Macedonia, Norway, Russia, San Marino, Serbia, Switzerland, Türkiye, Ukraine and the 
United Kingdom. The ECPRD services are also available for countries with observer status in the Parliamentary 
Assembly of the Council of Europe (Canada, Israel and Mexico). 

43  See ODIHR, Document collection – Gender equality in politics: Parliamentary gender audit reports, website. 
44   Helsinki Pledges on Gender-sensitive Parliaments in the OSCE Region, adopted at the OSCE Realizing Gender Equality 

in and by Parliaments workshop in June 2025.  
45  See S. Childs, The Good Parliament, University of Bristol, 2016; House of Commons Library, The Good Parliament – 

Debate Pack, 2016; UK Parliament, UK Gender-Sensitive Parliament Audit 2018, 2018; UK Parliament, Women in 
Parliament: new report highlights progress and recommends new measures, 2018; IPU, UK Parliament makes steady 
progress on gender equality, 2018. 

46  House of Commons, Oral evidence: Gender-sensitive Parliament, 9 June 2021. 

https://odihr.osce.org/odihr/662836
https://www.oscepa.org/en/documents/seminars-a-conferences/5244-helsinki-pledges-on-gender-sensitive-parliaments-in-the-osce-region-4-june-2025/file
https://www.oscepa.org/en/news-a-media/press-releases/2025/parliamentarians-unite-in-helsinki-to-advance-gender-equality-in-politics
https://www.oscepa.org/en/news-a-media/press-releases/2025/parliamentarians-unite-in-helsinki-to-advance-gender-equality-in-politics
https://www.bristol.ac.uk/media-library/sites/news/2016/july/20%20Jul%20Prof%20Sarah%20Childs%20The%20Good%20Parliament%20report.pdf
https://researchbriefings.files.parliament.uk/documents/CDP-2016-0201/CDP-2016-0201.pdf
https://researchbriefings.files.parliament.uk/documents/CDP-2016-0201/CDP-2016-0201.pdf
https://www.parliament.uk/globalassets/documents/lords-information-office/uk-parliament_-gender-sensitive-parliament-audit_report_digital.pdf
https://www.parliament.uk/business/news/2018/december/gender-sensitive-parliament-audit-published-today--/
https://www.parliament.uk/business/news/2018/december/gender-sensitive-parliament-audit-published-today--/
https://www.ipu.org/news/news-in-brief/2018-12/uk-parliament-makes-steady-progress-gender-equality
https://www.ipu.org/news/news-in-brief/2018-12/uk-parliament-makes-steady-progress-gender-equality
https://committees.parliament.uk/oralevidence/2337/html/
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Another example is ParlAmericas, a parliamentary diplomacy network covering 35 national 
parliaments in North, Central and South America and the Caribbean, which has developed a 
dashboard benchmarking parliamentary practices for gender equality.47 

  

 
47  See ParlAmericas, Parliamentary practices for gender equality dashboard, website. 

Figure 2 – Example of a regional benchmarking dashboard for parliaments 

 

Source: ParlAmericas, Parliamentary practices for gender equality dashboard, 2026. 

https://parlamericas.org/gender-equality/parliamentary-practices-for-gender-equality-dashboard/
https://parlamericas.org/gender-equality/parliamentary-practices-for-gender-equality-dashboard/
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3. EU approach to gender mainstreaming 

 

3.1. Legal basis and policy framework 
The EU promoted gender mainstreaming at the UN Fourth World Conference on Women in Beijing 
in 1995. It became the official policy approach in the EU and its Member States in the Amsterdam 
Treaty (1997), and the legal basis was strengthened in Article 8 TFEU, which commits both to 
eliminating inequalities and promoting the principle of equality between women and men in all their 
actions.  

To advance gender equality, the EU has adopted a twin-track approach of incorporating a gender 
perspective across all sectors, and specific positive action for women to eliminate, prevent or 
remedy inequalities, first set out in the 1996 Commission communication on incorporating equal 
opportunities for women and men into all community policies and activities.48 This communication 
presented gender mainstreaming as a means of building a new partnership between women and 
men to remedy historic inequalities, promote equal opportunities and ensure that both sexes benefit 
equally from new legislation and policy. As defined by the Commission, gender mainstreaming 

 
48  COM(96) 67, 1996. 

Key findings 
Gender mainstreaming has constituted the official EU policy approach since the Amsterdam Treaty (1997), 
grounded in Article 8 TFEU, and has been a cross-cutting priority in successive EU multiannual gender 
equality strategies. The EU pursues a twin-track approach combining gender mainstreaming across all 
policy sectors with specific positive action for women. Successive assessments of EU gender equality 
policy frameworks point, however, to fluctuating political commitment over time and persistent gaps 
between high-level commitments and practical implementation. 

Evaluations of the EU gender equality strategy 2020-2025 identified several advances under the first 
von der Leyen Commission, including the establishment of a Task Force on Equality, a dedicated data 
portal to monitor the strategy, and EIGE's gender mainstreaming platform. Progress was also noted in 
tracking the gender impacts of EU funding, described as a 'first valuable step towards gender budgeting'. 
Notwithstanding these developments, implementation of gender mainstreaming across the full range of 
EU policy domains remained limited, the methodology for tracking EU spending on gender equality 
requires further development, and only a limited share of EU funding has been directed towards specific 
gender equality objectives. 

The EU gender equality strategy 2026–2030, accompanied by a roadmap for women's rights, reaffirms 
the EU's commitment to gender mainstreaming. Key provisions include further integration of gender 
mainstreaming into the next MFF (2028-2034) and into policy areas such as climate and the environment, 
research and innovation, and crisis preparedness. At Member State level, EIGE's monitoring demonstrates 
that overall commitment to and implementation of gender mainstreaming have declined: the average score 
on the gender mainstreaming indicator fell from 39 % of the maximum possible in 2021 to 34°% in 2024. 

In the field of EU external policy, gender mainstreaming has advanced further than in internal policy 
frameworks. Under the EU gender action plan III (GAP III), at least 85 % of all new external actions are 
required to treat gender equality as a significant or principal objective. The plan also prioritises a shift 
towards gender-responsive institutional culture across the European Commission, the European External 
Action Service, EU delegations, and common security and defence policy missions. A fourth EU gender 
action plan (GAP IV) is currently in preparation. The broader context for gender mainstreaming is 
increasingly challenging, marked by a growing backlash against gender equality and the risk that gender 
perspectives are marginalised in favour of competing priorities such as security and economic 
competitiveness. 

http://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:51996DC0067&from=EN.
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means 'not restricting efforts to promote equality to the implementation of specific measures to 
help women but mobilising all general policies and measures specifically for the purpose of achieving 
equality'. It was recognised that this would entail embedding a systematic approach to designing 
and evaluating laws, policies and spending programmes to ensure that they contribute to gender 
equality and avoid perpetuating or creating gender inequalities. 

Gender mainstreaming has been included as a cross-cutting priority in successive EU multiannual 
gender equality strategies.49 It has also been a key element in the additional EU action plans for 
gender equality and women's empowerment in development cooperation and external relations.50 

In March 2025, the Commission issued a roadmap for women's rights reaffirming the EU's 
commitment to gender equality and gender mainstreaming in all EU policies and actions.51 An 
annexed declaration contains a list of eight principles, each with objectives for the EU to pursue to 
achieve a gender-equal society. Principle 8 – institutional mechanisms that deliver on women's 
rights – acknowledges that advancing women's rights requires effective gender mainstreaming, 
financing and institutional infrastructure, as well as gender-sensitive research, data collection, 
design and planning that address women's needs, with an intersectional approach.  

The current EU gender equality strategy 2026-2030 outlines measures to implement these 
objectives.52 Key elements include further development of gender mainstreaming in policy areas 
such as climate and environment, research and innovation and crisis-preparedness and in the next 
long-term EU budget (2028-2034 MFF). The strategy also proposes further support for gender 
mainstreaming at Member State level, through EIGE and existing platforms for mutual learning and 
exchange, as well as enhanced opportunities for the involvement of civil society and a commitment 
to the collection of robust sex-disaggregated data for evidence-based policymaking. 

3.2. Assessments of the state of play 
Assessments of the EU policy frameworks for gender mainstreaming and the structures and policies 
put in place at national level in the EU Member States point to fluctuating commitment over time 
and areas where improvements could be made.  

Ahead of the successive multiannual EU gender equality strategies and external gender action plans, 
the European Parliament and respondents to public and expert consultations have supported 
stronger gender mainstreaming and more systematic use of gender mainstreaming tools. 

Ahead of the 'strategic engagement for gender equality 2016-2019', there was considerable 
discussion on the implementation of gender mainstreaming at EU and national levels and its 

 
49  European Commission, communication on a strategy for equality between women and men 2010-2015, 

COM(2010) 491, 2010: Horizontal issues; European Commission, Strategic Engagement for Gender Equality 2016-2019, 
2015: Section 4. Integrating a gender equality perspective into all EU activities and policies; European Commission, 
communication on A Union of Equality: Gender Equality Strategy 2020-2025, COM(2020) 152, 2020: Section 4. Gender 
mainstreaming and an intersectional perspective in EU policies; European Commission, communication on the Gender 
Equality Strategy 2026-2030, COM(2026) 113, 2026, and accompanying Commission staff working document 
(SWD(2026) 82), 2026: Institutional mechanisms & EU policy areas. 

50  European Commission, EU plan of action on gender equality and women's empowerment (2010–2015) (GAP I) and EU 
action plan on gender equality and women's empowerment in external relations (2016-2020) (GAP II); European 
Commission and High Representative of the Union for Foreign Affairs and Security Policy, Joint communication – EU 
Gender Action Plan (GAP) III – An ambitious agenda for gender equality and women's empowerment in EU external 
action, JOIN(2020) 17, 2020. A fourth EU gender action plan is planned for the first quarter of 2027. A public 
consultation was held in March and April 2026. 

51  Commission communication on A Roadmap for Women's Rights, COM(2025) 97, 2025. 
52  COM(2026) 113, Roadmap Principle 8: Institutional mechanisms that deliver on gender equality, pp. 17-19. 

https://eur-lex.europa.eu/legal-content/EN/AUTO/?uri=celex:52010DC0491
https://commission.europa.eu/system/files/2017-06/strategic_engagement_en.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52020DC0152
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52026DC0113
https://commission.europa.eu/document/download/ceeac462-ff10-440e-ae6a-6663947191e0_en?filename=JUST_template_comingsoon_standard_2.pdf
https://resourcecentre.savethechildren.net/document/eu-plan-action-gender-equality-and-womens-empowerment-development
https://international-partnerships.ec.europa.eu/document/download/2754f24d-3f41-495c-9a97-b01397399f9f_en?filename=staff-working-document-gender-2016-2020-20150922_en.pdf
https://international-partnerships.ec.europa.eu/document/download/2754f24d-3f41-495c-9a97-b01397399f9f_en?filename=staff-working-document-gender-2016-2020-20150922_en.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020JC0017
https://ec.europa.eu/info/law/better-regulation/have-your-say/initiatives/17312-EU-action-plan-for-gender-equality-and-womens-empowerment-in-EU-external-action-GAP-IV-_en
https://ec.europa.eu/info/law/better-regulation/have-your-say/initiatives/17312-EU-action-plan-for-gender-equality-and-womens-empowerment-in-EU-external-action-GAP-IV-_en
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52025DC0097
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contribution to the concrete achievement of gender equality.53 The consensus was that, despite 
high-level commitment to the gender mainstreaming policy, implementation remained fragmented 
in the EU institutions and in Member States, and evaluation and accountability was insufficient. 
Assessments for different policy areas found that the commitment to gender equality and gender 
mainstreaming was not reflected in spending, and that gender-responsive budgeting needed to be 
extended.54 Academic experts argued that gender mainstreaming remained less embedded in the 
institutional fabric of European decisionmaking than comparable instruments such as evaluation.55 
Stakeholder consultations56 identified the measures that would have the most positive impact on 
gender mainstreaming in large public administrations, such as the European Commission, as: 
setting targets for policy areas and monitoring results (44.2 %); gender budgeting (36.3 %);57 and 
integrating a gender perspective into impact assessments (33.4 %).  

Evaluations of the 2016-2019 policy framework flagged a continued lack of quantitative targets, 
limited indicators to monitor gender mainstreaming and progress towards gender equality 
objectives, and a lack of focus on transforming institutional culture and organisation.58 Both the 
European Parliament and the Council were disappointed at the political downgrading of the 
2016-2019 policy framework for gender equality and its weak links with key Commission priorities, 
and both called for the following framework to be stronger and more ambitious.59 

Assessments of the 2020-2025 EU strategy for gender equality point to advances in gender 
mainstreaming and areas for improvement. Under Ursula von der Leyen's first Commission, steps 
were taken to strengthen the policy focus on gender equality – and equalities more broadly – 
through interconnected multiannual equality strategies and changes to the Commission's 
institutional structures, notably the first-ever Commissioner with a dedicated equality portfolio and 
establishment of a Task Force on Equality to ensure implementation of gender mainstreaming at 
operational and technical level.60 In addition, the Commission developed a methodology for tracking 
expenditure on gender equality at programme level, which was applied to the entire EU budget in 
2023, 2024 and 2025.61  

 
53  See F. Bettio and S. Sansonetti (eds), Visions for gender equality, European Commission, 2015. 
54  F. Cengiz and F. Beveridge, The EU Budget for Gender Equality, Policy Department D: Budgetary Affairs, European 

Parliament, 2015; P. Debusscher, Evaluation of the Beijing Platform for Action +20 and the opportunities for achieving 
gender equality and the empowerment of women in the post-2015 development agenda, Policy Department C: 
Citizens Rights and Constitutional Affairs, European Parliament, 2015, p. 20. 

55  R. Minto and L. Mergaert, 'Gender mainstreaming and evaluation in the EU: comparative perspectives from feminist 
institutionalism', International Feminist Journal of Politics, Vol. 20(2), 2018, pp. 204-220. 

56  European Commission, Analysis of the public consultation: Equality between women and men in the EU, 2015, p. 17. 
57  For an overview of the long-running discussions on the feasibility of introducing gender budgeting at EU level, see 

M. Sapala and R. Shreeves, Gender-responsive budgeting: State of play and opportunities for the European 
Parliament's 10th term, EPRS, European Parliament, February 2025. 

58  E. González Gago, Evaluation of the strengths and weaknesses of the strategic engagement for gender equality 
2016-2019, European Commission, 2019, p. 2, p. 3, p. 5; pp. 19-20, pp. 38-40, p. 64, p. 68. 

59  For the Parliament and Council positions, see European Parliament, Post-2015 strategy for equality between women 
and men, Legislative Train Schedule. For an explanation of the authority of Commission communications (used for the 
2010-2015 gender equality strategy) and Commission staff working documents (used for the 2016-2019 policy 
framework), see P. Ahrens, 'The birth, life, and death of policy instruments: 35 years of EU gender equality policy 
programmes', West European Politics, 2018. Ahrens interprets the change to a staff working document as part of a 
more longstanding weakening in the status of gender equality policy over time. 

60  Detailed information on the internal action taken by the Commission to promote gender mainstreaming is set out in 
Section 5.1.1. of this study. 

61  The 2020-2025 EU gender equality strategy included a commitment to improve gender mainstreaming in the budget 
process, notably by developing a methodology to track expenditure on gender equality. In 2021, a report from the 
Court of Auditors concluded that the high-level commitment to gender mainstreaming was not yet being reflected in 

https://ec.europa.eu/info/sites/default/files/150902_vision_report_sep_en.pdf
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2015)490708
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2015)519191
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2015)519191
https://doi.org/10.1080/14616742.2018.1440181
https://doi.org/10.1080/14616742.2018.1440181
https://www.gwi-boell.de/sites/default/files/uploads/2015/11/public-consultation-gender-web_en.pdf
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)767228
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)767228
https://op.europa.eu/en/publication-detail/-/publication/979f196c-6285-11ea-b735-01aa75ed71a1
https://op.europa.eu/en/publication-detail/-/publication/979f196c-6285-11ea-b735-01aa75ed71a1
https://www.europarl.europa.eu/legislative-train/theme-area-of-justice-and-fundamental-rights/file-post-2015-strategy-on-equality-between-women-men
https://www.europarl.europa.eu/legislative-train/theme-area-of-justice-and-fundamental-rights/file-post-2015-strategy-on-equality-between-women-men
https://www.tandfonline.com/doi/abs/10.1080/01402382.2018.1490561
https://www.tandfonline.com/doi/abs/10.1080/01402382.2018.1490561
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The stocktake of the strengths and weaknesses of the strategy62 concluded that the task force, a 
new data portal to monitor the gender equality strategy,63 and EIGE's gender mainstreaming 
platform demonstrated significant efforts to develop and integrate gender mainstreaming at EU and 
national levels. The evaluation flagged positive steps towards monitoring the gender impacts of EU 
funding as a 'first valuable step towards gender budgeting'. The evaluation also identified a number 
of weaknesses, noting that practical implementation of gender mainstreaming across all policy 
domains was limited, and that the methodology for tracking EU funding for gender equality needs 
further improvement and better data if it is to become part of the budget and programming cycle 
from planning to evaluation.64 It found that the tracking system illustrates that a limited share of EU 
funding is devoted to specific gender equality objectives.65 For the next EU gender equality strategy, 
it recommended that the priority area on gender mainstreaming should be maintained but 
reinforced. It also recommended that gender budgeting should be integrated into the full budget 
cycle, and that the small share of funding allocated for projects and programmes with direct gender 
equality objectives should be increased. 

In 2025, EIGE welcomed the stronger focus on gender equality under Ursula von der Leyen's first 
Commission, while also flagging the need for more substantive gender mainstreaming in key 
policy areas such as sustainable growth and in EU spending.66 In EIGE's view, while the total EU 
expenditure on projects scoring 1 and 2 under the tracking methodology has increased significantly 
since 2021, there is still insufficient evidence to demonstrate many programmes' contribution to 
gender equality, since the scores are not fully aligned with international standards,67 and the tracking 
methodology does not take account of potential negative impacts programmes might have on 
gender equality. EIGE also stresses that expenditure tracking is only one component of gender 
budgeting and would need to be complemented by other tools to fully assess how EU funds are 
spent to promote gender equality. Research for the European Parliament's Committee on Budgets 
also highlights that gender budgeting, as currently implemented by the Commission, is a 'mere 
tracking of gender spending across programmes' instead of being considered in all steps of the 
budget cycle (design, implementation and control).68 

 
the EU budget, and that more needed to be done to institutionalise it in the Commission (see ECA, Gender 
mainstreaming in the EU budget: time to turn words into action, 2021). The Commission subsequently developed a 
methodology to track all EU spending programmes' contributions to gender equality under the 2021-2027 MFF, which 
was piloted in the 2023, 2024 and 2025 draft budgets. Actions are given a score of between 2 and 0, depending on 
their objectives: 2 if the principal objective is to improve gender equality; 1 if gender equality as an important and 
deliberate objective but not the main reason for the action; 0 for actions that do not have a significant impact on gender 
equality; and 0* if the expected impact on gender equality is unclear. The tracking methodology draws on but is not 
identical to the OECD–DAC Gender Equality Policy Marker. For details, see European Commission, Gender equality 
mainstreaming, website (under EU budget / Performance and reporting / Horizontal priorities). 

62  European Commission, staff working document accompanying the Gender Equality Strategy 2026-2032, 2026. 
63  European Commission, Gender Equality Strategy Monitoring Portal: to date, some but not all of the gender 

mainstreaming indicators are populated with data from 2021. 
64  Here, the evaluation cites M. Enzell Tangen, M. Iehl and A. Pouwels, European Union gender budgeting – state of play 

2024, Policy Department for Budgetary Affairs, European Parliament, December 2024. 
65   In its reporting on gender equality mainstreaming in the budget, the European Commission states that over the 

2021-2024 period, a total of 12 % of the EU budget expenditure contributed to the promotion of gender (gender 
scores 1 and 2), amounting to €158.4 billion over these four years. The Commission reports that in 2024, 19.5 % of the 
EU budget contributed to promoting gender equality (scores 2 and 1), an increase from previous years. 

66  EIGE, Beijing Platform for Action +30: Impact driver – Marking milestones and opportunities for gender equality in the 
EU, 2025: Section 1.4. Developments and trends in gender mainstreaming, pp. 30-38. 

67  For example: the OECD–DAC Gender Equality Policy Marker and EIGE's own tracking system for EU cohesion policy 
funds. 

68  A. Pouwels, Gender budgeting in the 2021-2027 period and the proposal for the 2028-2034 Multiannual Financial 
Framework, Directorate-General for Budgetary Affairs, European Parliament, October 2025, p. 4. 

https://www.eca.europa.eu/Lists/ECADocuments/SR21_10/SR_Gender_mainstreaming_EN.pdf
https://www.eca.europa.eu/Lists/ECADocuments/SR21_10/SR_Gender_mainstreaming_EN.pdf
https://one.oecd.org/document/DCD/DAC/GEN(2025)2/en/pdf
https://commission.europa.eu/strategy-and-policy/eu-budget/performance-and-reporting/horizontal-priorities/gender-equality-mainstreaming_en
https://commission.europa.eu/strategy-and-policy/eu-budget/performance-and-reporting/horizontal-priorities/gender-equality-mainstreaming_en
https://commission.europa.eu/strategy-and-policy/eu-budget_en
https://commission.europa.eu/strategy-and-policy/eu-budget/performance-and-reporting_en
https://commission.europa.eu/strategy-and-policy/eu-budget/performance-and-reporting/horizontal-priorities_en
https://commission.europa.eu/document/download/ceeac462-ff10-440e-ae6a-6663947191e0_en?filename=JUST_template_comingsoon_standard_2.pdf
https://composite-indicators.jrc.ec.europa.eu/ges-monitor
https://www.europarl.europa.eu/thinktank/en/document/IPOL_BRI(2024)767348
https://www.europarl.europa.eu/thinktank/en/document/IPOL_BRI(2024)767348
https://commission.europa.eu/strategy-and-policy/eu-budget/performance-and-reporting/horizontal-priorities/gender-equality-mainstreaming_en
https://eige.europa.eu/publications-resources/publications/beijing-platform-action-30-impact-driver-marking-milestones-and-opportunities-gender-equality-eu?language_content_entity=en
https://eige.europa.eu/publications-resources/publications/beijing-platform-action-30-impact-driver-marking-milestones-and-opportunities-gender-equality-eu?language_content_entity=en
https://one.oecd.org/document/DCD/DAC/GEN(2025)2/en/pdf
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-budgeting/tracking-system?language_content_entity=en
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-budgeting/tracking-system?language_content_entity=en
https://www.europarl.europa.eu/thinktank/en/document/BUDG_BRI(2025)779721
https://www.europarl.europa.eu/thinktank/en/document/BUDG_BRI(2025)779721
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Academic research finds that, although gender equality was a priority issue under the first 
von der Leyen Commission, a gender perspective was not systematically incorporated into other 
priority areas, such as climate policy.69 In some cases, such as the Next Generation EU funding to 
respond to the COVID-19 crisis and the development of the tracking methodology, a gender 
dimension was incorporated only following strong negotiating from the European Parliament and 
active lobbying from civil society.70  

Ahead of the EU gender equality strategy 2026-2030, the Commission ran a call for evidence, a 
public consultation and targeted consultations to gather input from civil society, citizens and public 
institutions.71 Respondents again advocated gender mainstreaming and gender budgeting as 
horizontal enablers to deliver coherence, impact and accountability throughout the policy cycle and 
EU spending.72 Non-governmental organisations (NGOs) and academic institutions called for 
gender impact assessments (GIA) to be compulsory for all new EU legislation, particularly in complex 
areas such as the EU pact on migration and asylum and new EU climate and environmental policies. 
For external policies too, NGOs called for mandatory gender impact assessments for all EU trade, 
investment and development cooperation agreements, and the use of gender mainstreaming tools 
to integrate a gender perspective into security policies.  

With regard to EU external policy, academic research flags that development policy was among the 
first policies to be gender mainstreamed and that paradoxically, gender mainstreaming has proved 
more successful in this area of external policy than across EU internal policies.73 The gender action 
plans have so far gone further than the internal gender equality policy frameworks in their rules and 
methodology for applying and monitoring gender mainstreaming across sectors. Under the current 
GAP III, all external assistance across all sectors, including infrastructure, digital, energy, agriculture 
and blended funds, must integrate a gender perspective and support gender equality.74 This is 
backed by a concrete target for at least 85 % of all new external actions to have gender equality, and 
women's and girls' empowerment as a significant or principal objective.75 Considering the 
assessments of gender mainstreaming in GAPs I and II and the results of a public consultation, GAP III 
also prioritises changing institutional culture by building 'gender-responsive leadership' and 
'improving institutional capacity and ownership' across the Commission's external directorates-
general, the European External Action Service, the EU delegations and common security and 
defence policy (CSDP) missions and operations.76  

 
69  P. Debusscher, 'Chapter 5: The EU Gender Equality Strategy 2020-2025: the beginning of a new season?', in 

B. Vanhercke, S. Sabato and S. Spasova (eds.), Social policy in the European Union: state of play 2022. Policymaking in 
a permacrisis, ETUI and OSE: 2.4 Gender mainstreaming and an intersectional perspective in EU policies, pp. 100-102 
and 2.5 Funding actions to make progress in gender equality in the EU, pp. 102-104. 

70  ibid, p. 103; B. Vanhercke et al., From the European Semester to the Recovery and Resilience Facility. Some social 
actors are (not) resurfacing, ETUI, 2021. 

71  European Commission, staff working document accompanying the Gender Equality Strategy 2026-2032, 
SWD(2026) 82, 2026. 

72  ibid., Figure 2, p. 38. 
73  P. Debusscher, 'Chapter 23: Development Policy', in G. Abels et al. (eds), The Routledge Handbook of Gender and EU 

Politics, Routledge, 2021, pp. 290-301, p. 293. 
74  See GAP III, Section 1.2.: Promoting gender mainstreaming in all areas of EU external action. 
75  The target was set in 2015 in the Council conclusions on Gender Equality and Women's Empowerment: Transforming 

the Lives of Girls and Women through EU External Relations 2016-2020, 2015. Section 1.2. of GAP III states that, under 
GAP II (2015-2020), the share of actions with a gender equality objective increased from around 58 % in 2016 to 65 % 
in 2019. 

76  See GAP III, Section 4. The EU leads by example. For a summary of assessments of the previous action plans, see 
I. Ioannides, EU Gender Action Plan 2016-2020 at year one: European Implementation Assessment, EPRS, European 

https://www.etui.org/sites/default/files/2023-01/05__The%20EU%20Gender%20Equality%20Strategy%202020-2025%20the%20beginning%20of%20a%20new%20season.pdf
https://www.etui.org/publications/social-policy-european-union-state-play-2022
https://www.etui.org/publications/social-policy-european-union-state-play-2022
https://www.ose.be/publication/european-semester-recovery-and-resilience-facility
https://www.ose.be/publication/european-semester-recovery-and-resilience-facility
https://eur-lex.europa.eu/legal-content/EN/ALL/?uri=CELEX:52026SC0082
https://www.routledge.com/The-Routledge-Handbook-of-Gender-and-EU-Politics/Abels-Krizsan-MacRae-Vleuten/p/book/9781138485259
https://www.routledge.com/The-Routledge-Handbook-of-Gender-and-EU-Politics/Abels-Krizsan-MacRae-Vleuten/p/book/9781138485259
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020JC0017
https://www.consilium.europa.eu/media/24467/st13201-en15.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020JC0017
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2017)603256
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While GAP III has been extended to 2027, preparations for GAP IV for the years 2028 to 2034 have 
begun, drawing on independent evaluations of GAP III in 2023 and 2025.77 The 2025 evaluation 
concluded that the approach of combining gender mainstreaming, gender targeted actions and 
political dialogue have helped to make the EU's external gender quality policy more coherent, but 
that the quality and depth of gender mainstreaming remains uneven, and capacity gaps at national 
level are preventing the policy from reaching its ambitions. The Commission is also seeking input 
from stakeholders including civil society, international organisations, development finance 
institutions and national gender equality experts. Respondents to the public consultation in March 
to April 2026 are calling for the gains made under GAP III, including the 85 % gender mainstreaming 
target, to be preserved, and for more even gender mainstreaming across all areas of EU action, 
including security and defence and Global Gateway and Team Europe initiatives.78 Both the Council 
and the European Parliament are urging the Commission to put forward an ambitious plan.79 

Parliament has also called for adequate funding for the implementation of GAP IV to be earmarked 
in the 2028-2034 MFF.80 

EIGE's monitoring of the commitments to gender mainstreaming set in the Beijing Platform for 
Action81 finds that at national level, effective use of gender mainstreaming remains low and 
uneven.82 While some EU countries have made significant advances, between 2021 and 2024, the 
implementation of gender mainstreaming has declined. Use of gender budgeting remains 
particularly limited and relatively unknown.83 Few Member States are carrying out gender-
responsive evaluations on most policies, programmes and projects, which could result in unintended 
negative impacts for women and a lack of progress towards gender equality objectives.84 EIGE is 
calling for legally mandated gender mainstreaming at national level, and for an EU directive on 
substantive gender equality to foster gender equality and gender mainstreaming standards across 
the EU.  

Looking ahead, the implementation of the EU gender equality strategy 2026-2030, the preparation 
of the next external gender action plan, and the shaping of the next EU long-term budget offer 
opportunities to strengthen and mobilise gender mainstreaming approaches and the structures 

 
Parliament, 2017. For the results of the public consultation, see European Commission, Gender Action Plan III 
2020-2025: Report on the results of the online targeted consultation 2 April – 4 May 2020, pp. 36-37. 

77  European Commission, Mid-term evaluation of the EU Gender Action Plan III, 2023, and Intermediate Evaluation of the 
implementation of the EUs Gender Action Plan III (2021-2027), December 2025. 

78  European Commission, Consultation: EU action plan for gender equality and women's empowerment in EU external 
action (GAP IV), website. See also Concord, Position paper on GAP IV, 2025; A. Burni and A. Somjif, From GAP III to 
GAP IV: Rethinking the EUs global support for gender equality, ODI Europe, 2025. 

79  Council of the EU, conclusions on advancing mutually beneficial partnerships through better financing, gender equality, 
global health, and trade, 15 December 2025; European Parliament, Resolution of 13 November 2025 on the Gender 
Equality Strategy 2025. 

80  ibid. 
81  EIGE's monitoring is based on indicators set by the Council of the EU. A first set of indicators for area H of the BPfA 

(H1 to H3) was adopted in 2006 and supplemented with indicator H4 in 2013. Gender mainstreaming is covered in 
area H3, with sub-indicators to measure the strength of governmental commitment to gender mainstreaming; 
governmental gender mainstreaming structures and consultation processes; commitment to and use of methods and 
tools for gender mainstreaming and consultation of independent gender equality bodies. EIGE undertook data 
collections to monitor progress in 2012, 2018, 2021 and 2024. From 2021, the method was changed to evaluate the 
effectiveness rather than simply the presence of gender mainstreaming. The data is available on the EIGE gender 
statistics database. 

82  EIGE, Beijing Platform for Action +30: Impact driver - Marking milestones and opportunities for gender equality in the 
EU, June 2025, Section 2.8. Institutional mechanisms for the advancement of women (area H), pp. 104-112.  

83  ibid. Figure 36: Gender budgeting in ministerial budgets (2024), p. 111. 
84  EIGE, Institutional mechanisms for gender equality in the EU: Present realities, future priorities, 2025, p. 120 
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and mechanisms that support it.85 As part of the EU gender equality strategy, EU support for 
developing gender mainstreaming will also be available to national authorities. However, the EU 
gender equality strategy also recognises the current difficult context for advancing women's rights, 
in the face of an escalating transnational backlash against gender equality that is threatening hard-
won progress.86 Parliaments are not unaffected by this trend and can play a role in countering it to 
support core values of human rights and democracy and their own representativeness as 
institutions.87 Moreover, as illustrated by the largely gender-blind responses to the 2008 economic 
and financial crisis and the COVID-19 pandemic, gender perspectives are frequently sidelined during 
periods of crisis or instability. In this context, gender equality experts and civil society are flagging 
the risk that a gender perspective will not be visible in the current focus towards competitiveness 
and security.88 

These assessments of the state of play and further prospects for gender mainstreaming highlight 
the complexity and challenges of implementing gender mainstreaming across EU policies and 
institutions. Indeed, when gender mainstreaming was adopted in the EU, experts noted that it was 
not only a potentially revolutionary concept but also an extraordinarily demanding one, which 
required the adoption of a gender perspective by all the central actors in the policy process, who 
might have little experience or interest in gender issues.89 They also flagged that each EU institution 
has its own system and would have its own challenges.90 In this perspective, the following section 
and main body of the study focuses specifically on gender mainstreaming in the European 
Parliament. 

 
85  See, for example, Concord, Position paper on GAP IV, 2025; A. Burni and A. Somjif, From GAP III to GAP IV: Rethinking 

the EUs global support for gender equality, ODI Europe, 2025; A. Pouwels, Gender budgeting in the 2021-2027 period 
and the proposal for the 2028-2034 Multiannual Financial Framework, Directorate-General for Budgetary Affairs, 
European Parliament, 2025; and M. Sapala and R. Shreeves, Gender-responsive budgeting: State of play and 
opportunities for the European Parliament's 10th term, EPRS, European Parliament, February 2025. 

86  See, for example, B. Juhász and E. Pap, Backlash in Gender Equality and Women's and Girls' Rights, Policy Department 
for Citizens' Rights and Constitutional Affairs, European Parliament, 2018; United Nations, Gender equality and gender 
backlash: Guidance document of the Working Group on discrimination against women and girls, 2024; I. Zamfir, 
Women's rights: What is at stake?, EPRS, European Parliament, February 2025; Civicus, Gender Rights: Rollback and 
Resistance, in the 2026 state of civil society report, 2026; A. Eknor Ackzell et al., Strategic Responses to Backlash 
Against Gender Justice, UNRISD and Friedrich Ebert Stiftung, 2026. 

87  See, for example, IPU and UN Women, Parliaments and Beijing +30: Resisting the backlash and shifting paradigms 
towards gender equality, 2025; P. Caravantes, A. Elizondo and E. Lombardo, 'Gendering democracy: feminist 
parliamentary responses to opposition against gender equality', Journal of Gender Studies, Vol. 34(5), 2025, 
pp. 749-763. 

88  See, for example, Nicosia Declaration – Invest in What Matters for People: Placing Gender Equality, Women's Rights, 
Care and Social Priorities at the Core of the Multiannual Financial Framework 2028-2034, 2026. 

89  M. A. Pollack and E. Hafner-Burton, Mainstreaming Gender in the European Union, Journal of European Public Policy, 
Vol. 7(3), 2000, pp. 432-456, p. 434. 

90  ibid. p. 437; EIGE, Gender mainstreaming – Institutions and structures: European Union, website. 
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4. Gender mainstreaming in the European Parliament 

 

  

Key findings 
The European Parliament (EP) gender mainstreaming policy rests on a series of resolutions, Bureau 
reports and gender action plans with accompanying roadmaps, as well as committee-level action plans. 
Since 2019, Rule 249 of the Rules of Procedure requires the Bureau to adopt a gender action plan 
(EP GAP); the first was adopted in 2020, and a renewed plan, in October 2025. 

All 21 standing committees and two sub-committees have gender action plans structured around five 
recurrent dimensions: policy work (gender analysis in reports and opinions, sex-disaggregated data, 
gender budgeting where relevant); organisation of work (gender-neutral language, gender balance in 
rapporteurships, speakers, delegations and staff); cooperation and coordination (with the Committee on 
Women's Rights and Gender Equality (FEMM), the Gender Mainstreaming Network (GMN), the European 
Institute for Gender Equality (EIGE) and the High-Level Group on Gender Equality and Diversity (HLG)); 
monitoring and reporting; and innovative initiatives. Several plans pre-date the 2020 EP GAP and remain 
unrevised. While a European Parliamentary Research Service (EPRS) questionnaire (February 2026) 
found that monitoring of gender action plans is in place in 12 responding committees, the rigour of 
monitoring varies considerably. Gender balance in panels of committee hearings, workshops and other 
events, appears – in view of an average share of female speakers of approximately 43 % across the 
21 committees providing data for 2024-2025 – to be overall respected. 

FEMM is the primary body for integrating a gender perspective into Parliament's legislative and non-
legislative work. A 2023 EP study found that only approximately 24 % of FEMM's amendments were 
incorporated into lead committee reports, and just over 16 % into texts adopted by plenary, underscoring 
the dependency of gender mainstreaming on the willingness of other committees and political groups. 
Gender impact assessments and gender budgeting remain underused in practice. 

On gender representation, the share of female MEPs reached almost 40 % in 2024 before declining to 
39.2 % in 2026. The committees with the highest proportions of female members in 2025 were FEMM 
(90 %), the Special Committee on the Housing Crisis in the EU (HOUS) (69.7 %), and the Committee on 
Culture and Education (CULT) (63.3 %); those most closely reflecting the Parliament-wide average were 
the Special Committee on the European Democracy Shield (EUDS) (39.4 %) and the Committee on 
Industry, Research and Energy (ITRE) (37.8 %). In Parliament's Secretariat, 48 % of Heads of Unit and 52 % 
of Directors were women in 2026, although the target of 50 % female Directors-General has not yet been 
met (approximately 35 % in 2025-2026). 

On work-life balance and institutional culture, Parliament voted by a large majority in November 2025 
to amend the European Electoral Act to allow female MEPs to delegate their voting rights to a colleague 
for up to three months before childbirth and six months thereafter; the Council agreed in March 2026, and 
Parliament gave its formal consent on 29 April 2026. The implementing arrangements will be set out in 
Parliament's Rules of Procedure. The revised act must nonetheless be ratified by all 27 Member States 
before entering into force, with completion expected ahead of the 2029 European elections. EP staff 
benefit from leave, part-time and teleworking schemes exceeding the minima of the 2019 Work-Life 
Balance Directive, although gendered patterns of uptake persist. Anti-harassment policies have been 
strengthened through mandatory training, a new mediation service and a network of confidential 
counsellors; nevertheless, procedural challenges remain, as illustrated by recent judgments of the CJEU. 

Gender mainstreaming monitoring occurs through FEMM's reports to plenary, the Bureau's biennial 
reporting under Rule 249 and the annual 'Women in the EP' publications. The 2026-2027 gender roadmap 
introduces a benchmarking exercise comparing Parliament's practices with those of national parliaments, 
drawing on ECPRD and EIGE expertise. 
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The European Parliament's gender mainstreaming policy is based on several resolutions, reports, 
action plans and roadmaps and is supported by a number of political bodies and administrative 
structures. The following section provides an outline of these structures and policy instruments (and 
their evolution over time), including an in-depth analysis of committee actions plans, and takes a 
look at where Parliament stands today in terms of gender mainstreaming. In this respect, it 
examines, in particular, two different dimensions: (i) incorporation of the gender perspective 
into Parliament's policymaking; and (ii) representation of women in the EP. As to female 
representation, the study covers both the political and administrative side of the European 
Parliament, touching, beyond the aspect of gender balance, also upon measures to create a gender-
sensitive working environment (including work–life balance measures, anti-harassment policies, 
and professional training), since both aspects are intrinsically linked, as discussed in relation to the 
gender-sensitive parliaments frameworks (mentioned in Section 2.4.2.).  

4.1. Existing structures and mechanisms in the EP 
Parliament's gender mainstreaming policy is supported by several political bodies and administrative 
structures (see also Annex I). 

4.1.1. Political bodies 

FEMM committee 
The main body responsible for implementing and further developing gender mainstreaming 
across policy sectors is Parliament's Committee on Women's Rights and Gender Equality 
(FEMM), set up in 1984 and supported by a secretariat. With the adoption of opinions (including 
positions in the form of amendments), in particular, FEMM aims to introduce a gender perspective 
into other committee's reports on specific issues. It is also responsible for assessing gender 
mainstreaming in the work of committees and delegations, including of failures to include the gender 
dimension. To this end, FEMM regularly prepares a non-legislative own-initiative report, to be 
submitted to plenary (see further details under sections 4.3. and 4.6.). Under the current term, 
FEMM has 40 full Members and 38 substitutes (which represents a slight increase compared with 
the previous ninth term, where FEMM had 35 full and 29 substitute Members). It is chaired by Lina 
Galvez (S&D). In addition to its female Chair, FEMM's bureau is composed of two female and two 
male Vice-Chairs. FEMM has two standing co-rapporteurs on gender mainstreaming 
(Veronika Cifrová Ostrihoňová (Renew, Slovakia) and Alice Kuhnke (Greens/EFA, Sweden)). 

Gender Mainstreaming Network 
In line with Parliament's 2003 resolution on gender mainstreaming in the European Parliament, each 
parliamentary committee appoints one of its members as the member responsible for gender 
mainstreaming. Since 2009, these designated MEPs have also formed part of the Gender 
Mainstreaming Network (GMN). Since the eighth legislative term, the delegations have also 
appointed their own members responsible for gender mainstreaming. To ensure smooth 
cooperation between delegations and the GMN, a representative of the delegations is also a member 
of the GMN.91 The GMN meets regularly (around two to three times per year). It is chaired by the 
FEMM Chair and supported by the FEMM secretariat (and a network of gender mainstreaming 
administrators in the committee secretariats). It is a forum for exchanging information on ongoing 
files of interest from a gender equality perspective and for sharing best practice. 

 
91  See D. Jancic et al., Promoting gender equality through parliamentary diplomacy, Policy Department for External 

Relations, European Parliament, 2021, p. 77. 

https://www.europarl.europa.eu/thinktank/en/document/EXPO_STU(2021)653654
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High-level Group on Gender Equality and Diversity 
The Bureau's High-Level Group on Gender Equality and Diversity (HLG) was established in 2004 to 
promote equal representation of women and men at all levels in the European Parliament. In 
addition, the HLG is mandated to ensure that Parliament is a safe and supportive workplace. Since 
2007, its mandate also includes diversity. In the current term, the HLG is composed of five MEPs –
Chair: Ewa Kopacz (EPP, Poland), Vice-Chair: Sophie Wilmès (Renew, Belgium) – and five invited 
MEPs (including the Chair of the FEMM committee, the Chair of the Conference of Committee 
Chairs, the Chair of the Conference of Delegation Chairs, and the two FEMM Standing Rapporteurs 
on gender mainstreaming). It cooperates closely with other parliamentary bodies (in particular the 
FEMM committee and the Conference of Delegation Chairs). The administrative support for the HLG 
is provided by the Equality, Inclusion and Diversity Unit in DG Personnel (DG PERS). 

4.1.2. Administrative structures 

Equality, Inclusion and Diversity Unit (EIDU), DG PERS 
The EIDU provides support to the Chair of the HLG and also advises and assists the Appointing 
Authority (AIPN), the Committee on Equal Opportunities and Diversity (COPEC) and other internal 
bodies within the EP Secretariat. The EIDU currently has eight staff members and is headed by a 
woman. It is, in particular, responsible for: (i) implementing equality, inclusion and diversity policy 
formulated by the EP Bureau (such as, in particular, the EP GAP and roadmap); (ii) devising projects 
to promote participation and inclusion of people with disabilities; (iii) drawing up reports, analysing 
data from a gender perspective, and preventing discrimination in accordance with Article 1d of the 
Staff Regulations; (iv) encouraging a safe and inclusive working environment, devising projects that 
promote a good work–life balance, and implementing policies designed to ensure dignity at work, 
aiming to eliminate workplace harassment; and (v) organising awareness-raising events (such as on 
the occasion of International Women's Day) and training, and providing assistance on equality and 
diversity issues. 

Equality and diversity coordinators 
The equality and diversity coordinators are representatives from each Directorate-General, with 
whom the EIDU liaises on all matters relating to equality, inclusion and diversity. The coordinators 
ensure close inter-service coordination on all thematic activities in Parliament's Secretariat. Each 
Directorate-General and each political group has also nominated a gender coordinator to ensure the 
smooth implementation of the measures in Parliament's gender roadmaps.92 The EIDU chairs both 
of these networks. 

Committee on Equal Opportunities and Diversity (COPEC) 
COPEC's eight members and Chair are proposed by the Director-General for Personnel and the Staff 
Committee, and are subsequently appointed by the Appointing Authority. COPEC aims to promote 
a tolerant and inclusive working environment, through participation in awareness raising events and 
other activities, at the EP and at interinstitutional level through INTERCOPEC. COPEC proposes 
actions to ensure non-discrimination, issues opinions on rules stemming from the Staff Regulations, 
and monitors the proper implementation of measures taken, in particular by sending observers to 
sit on various advisory committees. 

 
92  As of January 2026, almost all of Parliaments 18 DGs had appointed a gender equality coordinator (with such 

coordinator yet to be appointed in the Directorate-General for Cohesion, Agriculture and Social Policies (DG CASP)). 
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Staff Committee 
The Staff Committee represents the interests of the staff vis-à-vis their institution, and maintains 
continuous contact between the institution and the staff. It is elected for a period of three years, 
and all officials of the institution (and other servants holding a contract extending more than one 
year) are entitled to vote and to stand for election. Currently, the Staff Committee is composed of 
29 elected members. It is committed to achieving equality between men and women in Parliament 
and to contributing to a fair, inclusive and equitable working environment for all staff. While only 
nine Staff Committee members are female, the top three positions in the committee are currently 
held by one woman and two men. It is chaired by a man. Staff Committee elections are taking place 
this year. 

4.2. Main elements of the EP gender mainstreaming policy 
Parliament's gender mainstreaming policy started off as an equal opportunities policy, with 
Parliament, as an employer, aiming to promote gender equality and encourage balanced 
representation of women and men at all levels of employment in its Secretariat.  

Following the adoption of the UN Beijing Declaration and Platform for Action in 1995,93 and 
encouraged by subsequent EP resolutions in 2003 and 2009, this internal policy has been firmly 
embedded in the EP Secretariat's objectives, with gender equality today forming an integral part of 
the human resources policy of Parliament's administration.94 

Since 1998, the EP Bureau has set targets for the percentage of women at management level, 
and regularly reports on the state of play of gender equality in the Secretariat.95 These reports, the 
statement of principles on the promotion of equality and diversity, adopted by the Bureau in 2006, 
as well as a series of consecutive gender equality action plans and roadmaps, provide the relevant 
policy framework within the overall legal context.96 

At the same time, the EP was an early supporter of gender mainstreaming in policymaking, 
backing, in a resolution adopted in 1997, the original Commission communication. This resolution 
and the following ones on gender mainstreaming in the EP covered – in addition to the aspect of 
gender balance within Parliament – also the integration of gender equality into Parliament's 
policymaking. In a resolution adopted in 2003, Parliament formally launched gender 

 
93  The EU took comprehensive steps towards implementing the recommendations of the UN Beijing Declaration and 

Platform for Action. To ensure gender mainstreaming in all policy areas, measures were implemented to increase the 
number of women in decisionmaking and in high-ranking positions. Human resource policies had to be adapted to 
reach this aim, and to comply with the ambition that the European public service would respond to the highest quality 
standards and could serve as an example for other public and private employers.  

94  See Article 1(d) of the EU Staff Regulations, which prohibits any discrimination on the grounds of sex, and provides for 
positive action to be taken to make it easier for the under-represented sex to pursue a vocational activity. 

95  Since 1998, Parliament's Bureau has set targets for the percentage of women at management level. The targets set for 
the 2002-2007 period were 40 % for female Heads of Unit (HoUs), 30 % for female Directors and 20 % for female 
Directors-General. While the targets for female Heads of Units and Directors-General were subsequently reconfirmed 
in the Kaufmann report, adopted in 2006, the target for female Directors was raised to 35 %, all of which were to be 
achieved by 2009. The Papadimoulis report, adopted in 2017, maintained the targets for female HoUs and Directors, 
but increased the target for female Director-Generals (from 20 % to 30 %), all of which were to be reached by 2019. To 
ensure balanced representation of women in management positions across Directorates-general, this report also set 
additional targets by Directorate-General (30 % female HoUs, 30 % female Directors), to be achieved by 2019. After a 
further increase of the targets under the EP gender action plan in 2020 (50 % female HoUs and Directors, and 40 % 
female Directors-General), to be achieved by 2024, the latest EP gender action plan, adopted in October 2025, aims 
at full parity (50/50/50) at all management levels. 

96   European Parliament, Policy on promoting equality and diversity in the Secretariat of the European Parliament - 
Statement of principles on the promotion of equality and diversity, PE 380 038/BUR, 2006. 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A01962R0031-20260101
https://epintranet.in.ep.europa.eu/files/live/sites/epintranet/files/human-resources/equality-diversity/ep-ref-documents/statement-principles/state-principles-equality_en.pdf
https://epintranet.in.ep.europa.eu/files/live/sites/epintranet/files/human-resources/equality-diversity/ep-ref-documents/statement-principles/state-principles-equality_en.pdf
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mainstreaming in the EP by, in particular, committing the FEMM committee to ensure integration 
of the gender dimension into Parliament's work. 

The following table provides an overview of the main institutional steps in the promotion of gender 
mainstreaming in the EP. 

Table 1 – Key steps in the development of gender mainstreaming in the EP 

YEAR EP resolutions, Bureau reports, Action plans and roadmaps 

1997 EP resolution on the Commission communication – Incorporating equal opportunities for 
women and men into all Community policies and activities – 'mainstreaming' 
(1996/2036(COS))97 

2003 EP resolution on gender mainstreaming in the European Parliament (2002/2025(INI))98 

2007 EP resolution on gender mainstreaming in the work of the committees (2005/2149(INI))99 

2009 EP resolution on gender mainstreaming in the work of its committees and delegations 
(2008/2245(INI))100 

2009 Action plan for the promotion of gender equality and diversity within the European Parliament 
Secretariat (2009-2013)101  

2011 EP resolution on gender mainstreaming in the work of the European Parliament 
(2011/2151(INI))102 

2015 Action plan for the promotion of gender equality and diversity in the European Parliament's 
Secretariat for the period 2014-2019'103 

2016 EP resolution on gender mainstreaming in the work of the European Parliament 
(2015/2230(INI))104 

2017 Report of Dimitrios  Papadimoulis, Vice-President of the European Parliament and Chair of the 
High-Level Group on Gender Equality and Diversity, to the Bureau of the EP on Gender 
Equality in the European Parliament Secretariat – State of play and the way forward 
2017-2019105 and related roadmap for implementation106 

 
97  European Parliament, Resolution of 6 October 1997 on the Commission Communication – Incorporating equal 

opportunities for women and men into all Community policies and activities – 'mainstreaming'. 
98  European Parliament, Resolution of 13 March 2003 on gender mainstreaming in the European Parliament. 
99  European Parliament, Resolution of 18 January 2007 on gender mainstreaming in the work of the committees. 
100  European Parliament, Resolution of 22 April 2009 on gender mainstreaming in the work of its committees and 

delegations. 
101  European Parliament, Action plan for the promotion of gender equality and diversity within the European Parliament 

Secretariat 2009-2013, PE 413.568/BUR. 
102  European Parliament, Resolution of 17 November 2011 on gender mainstreaming in the work of the European 
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103  European Parliament, Action plan for the promotion of gender equality and diversity in the European Parliament's 

Secretariat for the period 2014-2019, PE 533.210/BUR. 
104  European Parliament, Resolution of 8 March 2016 on Gender Mainstreaming in the work of the European Parliament. 
105  PE 595.277/BUR. 
106  PE 602.221/BUR. 
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YEAR EP resolutions, Bureau reports, Action plans and roadmaps 

2019 EP resolution on Gender Mainstreaming in the European Parliament (2018/2162(INI))107 

2020 EP gender action plan108 

2021 2021-2022 roadmap for implementation of the EP gender action plan109 

2022 EP resolution on Gender Mainstreaming in the European Parliament110  

2025 EP gender action plan111 

2026 2026-2027 roadmap for implementation of the renewed EP gender action plan 

4.2.1. EP resolutions on gender mainstreaming 
For more than two decades, Parliament has been adopting a significant number of resolutions on 
gender mainstreaming, examining the state of play within the institution but also scrutinising gender 
mainstreaming activities in the European Commission and the Council of the EU. 

In 2003, in its first resolution of the kind, Parliament launched gender mainstreaming activities in 
the EP by committing FEMM to gender mainstreaming, and outlining how a related policy plan could 
be implemented. The resolution set out key priorities: establishing a high-level group on gender 
equality under the Bureau; applying a dual approach to mainstreaming; improving gender balance in 
Parliament's governing bodies; incorporating gender analysis into the budgetary process; and 
adopting an information policy that avoids gender stereotypes. FEMM was tasked with drawing up 
annual progress reports on gender mainstreaming in EP committees and delegations. Building on 
this mandate, FEMM started drafting regular own-initiative (INI) reports on gender equality and 
gender mainstreaming, leading to further resolutions in 2007, 2009, 2011, 2016, 2019 and 2022. 

The 2007 and 2009 resolutions found that most parliamentary committees attach importance to 
gender mainstreaming, although a minority engage with it rarely or not at all. While welcoming the 
growing number of female MEPs, both resolutions regretted the low representation of women in key 
political decision-making roles and in Parliament's top management. Accordingly, Parliament called 
for stronger implementation of gender mainstreaming; better coordination between the Bureau 
HLG, the GMN and the FEMM committee, and dedicated training for MEPs and EP staff. 

The 2011 resolution again proposed a policy plan for gender mainstreaming, reflecting Parliament's 
recognition of the need for robust institutional mechanisms. Key measures included continued 
progress reports to plenary, further development of the GMN, gender analysis in the budgetary 
process, and adequate financial and human resources to provide parliamentary bodies with the 
necessary tools including gender analysis, gender expertise and gender-disaggregated data. The 
resolution also called on relevant committees to assess the gender impact of spending priorities in 
the post-2013 multiannual financial framework. 

 
107  European Parliament, Resolution of 15 January 2019 on gender mainstreaming in the European Parliament. 
108  European Parliament, 2020 EP gender action plan, PE 650.297/BUR. 
109  European Parliament, 2021-2022 roadmap for implementation of the EP gender action plan, PE 658.028/BUR, 

PE 692.028/BUR. 
110  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 

report 2020, paragraph 29. 
111  European Parliament, 2025 EP gender action plan, PE 771.725/BUR/GT/ANN. PE 771.739/BUR/ANN. 

https://www.europarl.europa.eu/doceo/document/TA-8-2019-0010_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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The 2016 and 2019 resolutions again highlighted insufficient female representation in key political 
and administrative decision-making positions. The 2016 resolution called on the HLG to adopt a 
gender equality action plan and roadmap to increase representation of women in middle and senior 
management positions to 40 % by 2020. The 2019 resolution welcomed the Papadimoulis report and 
its roadmap for implementation, while calling for faster progress towards the 2019 gender equality 
targets. Both resolutions addressed political groups directly, urging them to promote women's 
participation through gender-balanced electoral lists, governing body nominations, and committee 
composition. 

Both resolutions also regretted the insufficient allocation of financial and human resources to gender 
mainstreaming, and identified a lack of coordination between the bodies responsible, within 
Parliament and across EU institutions. Gender mainstreaming amendments by FEMM were 
recognised as an effective tool to mainstream gender in the work of other committees, alongside 
gender impact assessments and gender budgeting. Parliament, however, regretted that gender 
budgeting was still not systematically applied by any EU institution. Targeted training for MEPs, 
parliamentary assistants, political group staff, and the EP administration was considered essential 
for building in-house capacity, including on gender-responsive budgeting. 

Moreover, both resolutions called for regular research on gender mainstreaming progress in 
Parliament, with the 2019 resolution additionally emphasising the need for systematic collection of 
gender-disaggregated data to track progress, identify gaps and support evidence-based decision-
making. The 2019 resolution also highlighted anti-harassment policies, welcoming new measures 
taken by Parliament's services, while strongly regretting the slow implementation of earlier 
recommendations. 

In its latest resolution on gender mainstreaming, adopted in March 2022, Parliament set out its 
objective to be a leader in promoting gender equality. While welcoming the adoption of the EP 
gender action plan (EP GAP) and roadmap for implementation in 2020 and 2021 respectively, 
Parliament nevertheless regretted that 'the gender action plan and roadmap are not publicly 
available and that most of the measures included are formulated as principles without clear 
targets and obligations, which indicates a lack of political engagement with their implementation' 
(paragraph 7). 

In its 2022 resolution, Parliament also reiterated several calls already made in the past. More 
specifically, Parliament called for improving the representation of women at all levels of 
Parliament (paragraph 3). To increase the number of female MEPs, Parliament encouraged national 
political parties to introduce quotas when deciding on electoral candidates, even if not required 
under national law, calling for support mechanisms and best practices to be shared with political 
parties to that end (paragraph 10). As regards Parliament's administration, Parliament noted that 
despite efforts made, gender equality had not been achieved at all management levels. In this 
context, Parliament supported the 2020 GAP's targets to be achieved by 2024, stressed the need to 
strengthen gender expertise at management level, and called for mentorship programmes to be 
implemented (paragraph 17). 

In addition, Parliament welcomed the commitment in the 2020 EP GAP to ensure that all committees 
and other bodies organising hearings, workshops and conferences include gender-balanced panels, 
asking for the establishment of clear targets to implement this provision (paragraph 32). In addition, 
all committee and delegation missions should be gender-balanced and examine gender equality 
and women's right dimensions, with meetings with women's rights organisations to be included in 
mission programmes (paragraph 31). Moreover, Parliament called on 'the relevant Directorates-
General to ensure that the selection of study authors is gender-balanced' (paragraph 16).  
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As regards gender mainstreaming in Parliament's policymaking, Parliament stressed that 
members of the GMN are responsible for gender mainstreaming in their respective committees, 
regretting 'that this work is very ad hoc thus far', and calling for more structured implementation 
(paragraph 30). In view of the variable degree to which FEMM's suggestions (expressed in opinions 
or positions in the form of amendments) were being integrated into the work of other committees 
and EP resolutions, this should be systematically monitored (paragraph 29). In addition to closer 
and more structured cooperation between Parliament's main bodies in charge of gender 
mainstreaming (FEMM, HLG and GMN) – a call already made in the 2007 and 2009 resolutions – 
Parliament also called for the GMN's inclusion in Parliament's Rules of Procedure (EP RoP), thereby 
reflecting its role in promoting gender mainstreaming in committees and delegations (paragraphs 25 
and 27). 

In line with earlier resolutions, Parliament, in 2022, also called for a systematic implementation of 
gender mainstreaming in the EU budget, welcoming the actions on gender budgeting envisaged 
the 2020 EP GAP and roadmap, and requesting their implementation as soon as possible 
(paragraph 39). 

The 2022 resolution also put forward several requests to ensure a gender-sensitive working 
environment in the EP. In terms of work–life balance, for example, Parliament asked for the 
systematic collection of gender-disaggregated data on the share of parliamentary staff working 
part-time, and to address significant imbalances in this context (paragraph 19). In light of persisting 
cases of sexual harassment in the institution, Parliament also reiterated its calls to improve existing 
anti-harassment policies. This included the request for an external assessment of Parliament's 
dedicated anti-harassment committees and their improved composition (involving independent 
experts including doctors, therapists and lawyers), as well as mandatory anti-harassment training 
for all MEPs and EP staff (paragraph 20). The resolution also included several demands relating to 
maternity, paternity and parental leave, both for EP staff and MEPs (paragraphs 22 to 24).112  

As in previous resolutions, Parliament stressed the importance of data collection and monitoring. 
Noting the lack of quantitative and qualitative data on gender mainstreaming within the EU 
institutions, Parliament called for comprehensive gender statistics to be compiled, and committed 
to creating qualitative indicators on gender equality (paragraph 4). Moreover, Parliament 
reiterated – with the aim of updating the EP GAP and roadmap – its call for an audit. 

Finally, the 2022 resolution put forward several requests addressed specifically to political groups 
(thereby recognising their crucial role in ensuring both vertical and horizontal gender balance in EP 
committees, delegations and governing bodies, as also highlighted in a 2022 academic article113): in 
addition to improved gender balance in the leadership of committees, delegations and political 
groups, gender balance should be ensured at all levels of plenary, committee and delegation work, 
including when appointing coordinators, rapporteurs and shadow rapporteurs and when distributing 
speaking time (paragraph 12). To tackle horizontal segregation, the composition of committees 
should be gender-balanced (paragraph 14). Similarly, to avoid discrimination and increase the 
presence of women in policy areas where they are under-represented, Parliament asked political 
groups (and EP services) to promote gender-responsive recruitment procedures (paragraph 11). In 
addition, political groups and their secretariats should establish internal rules and other relevant 

 
112  Parliament's call for recognition of maternity, paternity and parental leave for MEPs and the possibility of remote 

and/or proxy voting (paragraph 23) has recently been implemented through an amendment to the Statute for MEPs 
(see further information under Section 4.5.1.). 

113  A. Elomäki and P. Ahrens, Contested gender mainstreaming in the European Parliament: political groups and 
committees as gatekeepers, European Journal of Politics and Gender, 2022. 

https://bristoluniversitypressdigital.com/view/journals/ejpg/5/3/article-p322.xml
https://bristoluniversitypressdigital.com/view/journals/ejpg/5/3/article-p322.xml
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measures (such as codes of conduct and gender-mainstreaming tools, trainings and monitoring) to 
ensure gender equality in their internal functioning (particularly as regards appointments and the 
distribution of roles and responsibilities). Best practice guides and advice, including training for staff 
and Members on gender mainstreaming, should be made available to political groups to improve the 
understanding and implementation of gender mainstreaming in their internal functioning 
(paragraph 15). Moreover, data on vertical and horizontal representation among group staff should 
be collected (paragraph 18). Recognising that some areas covered by the EP GAP and roadmap are 
inherently political, Parliament also called for the establishment, by mid-2022, of a temporary 
working group under the Conference of Presidents (paragraph 58; see further details under the 
following section). 

4.2.2. Committee and EP gender action plans 

Overview of committee action plans 
All of the European Parliament's 21 standing committees,114 as well as its two sub-committees, 
have now adopted gender mainstreaming action plans.115 These plans constitute the principal 
operational instruments through which committees fulfil their Treaty-based- and procedural 
obligations to integrate a gender perspective across parliamentary activity. Anchored in Article 8 
TFEU, they translate a longstanding political commitment into structured, 
committee- specific- practices. Collectively, they demonstrate how gender considerations can be 
embedded in legislative scrutiny, policy development, internal organisation, interinstitutional 
cooperation, and mechanisms for monitoring and accountability. Importantly, committee action 
plans are currently drawn up on a voluntary basis (as opposed to the EP gender action plan which 
is, since 2019, mandatory under Rule 249 of the EP RoP).116 

The development of these plans has been incremental. The first were introduced in 2015 during the 
eighth legislature (2014-2019), marking the initial formalisation of committee-level approaches. 
Additional plans were adopted or updated during the ninth legislature (2019-2024), following the 
introduction of Rule 249, which provided a clearer procedural foundation for gender mainstreaming. 
The 10th legislature (2024-2029) has seen the publication of further plans. Taken together, the plans 
illustrate a continuous process of institutionalisation shaped by evolving procedural requirements 
and committee-specific timelines. 

However, some action plans date from previous legislatures and have not been revised since their 
initial adoption, neither at the beginning of a new legislature nor following the adoption of 
Parliament's gender action plans in 2020 and 2025. While gender mainstreaming has been 
progressively institutionalised across committees, variation persists in the timing and frequency 
of updates of committee action plans. Further details on the status of the different plans are set 
out in Annex III. 

While the plans share a common baseline – such as integrating gender analysis into reports, ensuring 
gender-balanced- participation, and coordinating with the FEMM committee – many committee 
action plans also develop approaches tailored to their policy domains. The result is a diverse yet 
coherent set of instruments designed to strengthen Parliament's capacity to address gender 
inequalities both within its internal structures and across the EU policy landscape. Five core 

 
114  While there are at present 22 standing committees, FEMM does not have a gender action plan, since gender equality 

and gender mainstreaming are at the core of its remit. 
115  See all action plans on the FEMM website on gender mainstreaming. 
116  European Parliament, Rules of Procedure, 10th parliamentary term, May 2026. 

https://www.europarl.europa.eu/committees/en/gender-mainstreaming/product-details/20240905CDT13577#20240905CDT13577-section-1
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
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dimensions recur systematically in committee action plans: policy work; organisation of work; 
cooperation and coordination; monitoring and reporting; and unique or innovative initiatives.117 

Policy work 
Committee action plans aim to operationalise gender mainstreaming by integrating gender analysis 
into reports, opinions and legislative scrutiny, supported by gender‑disaggregated data, 
gender‑sensitive indicators, and structured engagement with FEMM. Some committee action plans 
also aim to apply gender budgeting, commission sector‑specific research, and monitor international 
gender commitments, thereby ensuring that gender considerations inform both policy content and 
the evidence base underpinning it. 

All committee action plans commit to integrating a gender perspective into draft reports and 
opinions, either as a general principle or through specific operational requirements. Several aim to 
examine whether the Commission has conducted gender analysis in its ex‑ante and ex‑post impact 
assessments, and call for corrective action where necessary (e.g. EMPL, ECON, INTA, REGI). Many 
commit to requesting and using gender‑disaggregated data, recognising its importance for 
evidence‑based decision‑making (e.g. AFET, AGRI, BUDG, CONT). Plans also call for 
gender‑sensitive indicators to guide monitoring and evaluation (e.g. CULT, ENVI, FISC). 

Committee action plans consistently reference the need to consider FEMM's positions and 
amendments, reflecting FEMM's role as the Parliament's gender‑expertise committee (e.g. ITRE, 
SANT, REGI). Budget‑related committees commit to gender budgeting (e.g. BUDG, CONT, LIBE). 
Several schedule annual or periodic events on gender within their policy area (e.g. BUDG, DEVE, 
INTA, LIBE). Others commit to commissioning research on gender dimensions specific to their remit 
(e.g. AGRI, ENVI, SEDE, TRAN). Committees with external competences commit to monitoring 
international or EU gender instruments (e.g. DEVE, INTA, SEDE). A growing number of plans – 
particularly those adopted for the 10th legislature – explicitly address LGBTIQ+ equality and 
intersectional discrimination (e.g. DROI, FISC, PECH). 

Organisation of work 
Committee action plans commit to adapting their internal working methods to reflect 
gender‑equality standards, including the use of gender‑neutral language, balanced representation 
among speakers and rapporteurs, and the systematic inclusion of women's organisations in mission 
programmes. Many introduce gender‑mainstreaming training, gender‑sensitive recruitment 
practices, safeguards for non‑sexist work environments, and measures supporting staff work–life 
balance. 

All plans commit to using gender‑neutral language in committee documents. Ensuring gender 
balance among invited experts and speakers is a shared commitment (e.g. ECON, FISC, SEDE). 
Most Committee action plans also aim for gender balance in the allocation of reports and opinions, 
while acknowledging the prerogatives of political groups (AGRI, BUDG, CONT, CULT, DROI, EMPL, 
ENVI, FISC, IMCO, ITRE, JURI, LIBE, PECH, PETI, REGI, SANT, SEDE, TRAN). Most plans call for 
gender‑balanced delegations and missions (AFCO, AFET, AGRI, BUDG, CONT, DEVE, DROI, EMPL, 
FISC, IMCO, INTA, ITRE, JURI, LIBE, PECH, PETI, SANT, SEDE, TRAN), with some adding specific 

 
117  This analysis of the committees' action plans is accompanied by three complementary resources in Annexes II, III 

and IV: a summary of each committee action plan; a summary table capturing the principal gender mainstreaming 
commitments across all committees action plans; and a table mapping gender mainstreaming actions by committee. 
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requirements for mission content (e.g. AGRI, DEVE, DROI). Several require meetings with women's 
organisations during missions (e.g. AFET, INTA, LIBE).118 

Most plans encourage or require gender‑mainstreaming training for Members, assistants, political 
group staff, and secretariat staff (AGRI, BUDG, DROI, EMPL, ENVI, FISC, IMCO, INTA, JURI, LIBE, 
PECH, PETI, REGI, SEDE, TRAN). Several address gender balance in secretariat recruitment (AGRI, 
CONT, DROI, ENVI, FISC, IMCO, JURI, LIBE, PECH, REGI, TRAN). A smaller number of committees' 
action plans address leadership roles and speaking time in committee debates (CONT, DROI, FISC, 
LIBE, PECH, REGI). A few designate the committee as a space free from sexist or degrading speech, 
with Chairs responsible for upholding this standard (INTA, LIBE). A couple include measures on staff 
work–life balance (AFET, REGI). 

Cooperation and coordination 
Gender mainstreaming is intended to be reinforced through structured collaboration with the 
GMN, the FEMM committee, EIGE, and relevant European Commission Directorates. These 
mechanisms should facilitate the exchange of expertise, alignment of standards, and coordinated 
approaches across institutional actors. 

All plans commit to appointing a full member and substitute to the GMN, with reporting 
obligations to the committee. Plans also commit to coordinating with the FEMM committee, 
whether through taking FEMM opinions into account, inviting the FEMM GMN Standing Rapporteur, 
or contributing to FEMM‑led reports (e.g. BUDG, CONT). Several reference cooperation with EIGE 
as a source of expertise and data (e.g. AFCO, AFET, AGRI, PECH, SEDE). A small number propose 
formal interinstitutional cooperation with European Commission Directorates or agencies (e.g. 
PECH, REGI). 

Monitoring and reporting 
According to their gender action plans, committees should establish mechanisms to track 
progress and ensure accountability, including annual reporting by GMN representatives, 
quantitative scoreboards monitoring gender balance and – where relevant – requests for data from 
the European Ombudsman. These tools aim to create a transparent evidence base for assessing 
implementation. 

Many plans commit to annual or periodic reporting by the GMN member to the committee (AFCO, 
BUDG, CONT, FISC, INTA, LIBE, PETI, SANT, TRAN). Some introduce numerical tracking of gender 
balance across committee activities (e.g. AGRI, CONT, FISC). Two committee action plans commit 
to requesting data from the European Ombudsman on gender equality complaints relating to their 
policy area (PECH, REGI). As will be explained in the following sub-section, committees' monitoring 
and reporting commitments do not always correspond to what is done in practice. 

Unique or innovative initiatives 
Several committee action plans introduce tailored or forward‑looking initiatives that extend 
beyond the common baseline, such as targeted communication campaigns, new governance 
models, digital tools for identifying gender‑related petitions, and sector‑specific oversight 
mechanisms. 

 
118  This analysis is based on the JURI gender action plan from 2017 (as mentioned, while JURI updated its gender action 

plan in December 2025, it is currently not available; it was presented at a JURI meeting on 15 April 2026). 
 

https://multimedia.europarl.europa.eu/en/webstreaming/committee-on-legal-affairs_20260415-1700-COMMITTEE-JURI
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A small number commit to proactive external communication on gender mainstreaming (e.g. FISC, 
INTA, ITRE). Some include governance innovations (e.g. AFCO, IMCO, JURI, PECH, REGI). PETI 
proposes thematic filters and keywords in the ePetition tool to identify petitions with a gender or 
LGBTI dimension. ECON proposes using its oversight powers to monitor gender balance in key EU 
financial institutions, while SEDE focuses on tracking women's participation in CSDP missions and 
drawing on NATO best practices. 

While the fact that all EP standing committees and sub-committees currently have dedicated 
gender action plans can be considered a positive development, it is important to also look at the 
action plans' implementation. 

Implementation of committee action plans 
EPRS questionnaire 
In terms of implementation of the committee gender action plans, Parliament welcomed, in its 2022 
resolution on gender mainstreaming in the European Parliament, that all standing committees have 
their own gender action plans. However, it also noted the 'lack of monitoring and implementation 
of these plans', calling on committees to monitor their gender action plans to measure progress 
and ensure their implementation.119 

In February 2026, for the purposes of this study, a short questionnaire prepared by EPRS was sent 
to committees and delegations through the GMN, asking for input regarding committee/delegation 
practices in monitoring the implementation of their gender action plans,120 any plans for updating 
them, as well as on the gender distribution in panels of public hearings, conferences and workshops 
organised by committees/delegations (in 2024 and 2025 or at least in 2025), as far as available.121  

All consulted committees replied, with replies received from a total of 25 standing committees, 
sub-committees and special committees.122 Despite the heterogeneity of replies in terms of depth 
and content (see details in Annex V), several observations can be made. 

• First, it appears that some kind of monitoring is in place in 12 of the committees 
that replied to this question, ranging from committees 'following implementation as 
far as possible' to committees having established dedicated, regular monitoring 
mechanisms.123 As to the latter, seven committees reported drawing up regular 
implementation reports or similar (presented either to coordinators or to committee 

 
119  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 

report 2020, paragraph 6. 
120  It appears from the FEMM website (which displays all current gender action plans) that there are currently no gender 

action plans of Parliament's delegations. For more information on gender balance in EP delegations, see Section 4.4.1. 
121  The questionnaire, as sent by the FEMM secretariat on request from EPRS, included the following two questions.  

1) As regards your committee/delegation gender action plan, is your committee/delegation regularly monitoring 
its implementation, and how (for example, through monitoring reports, studies, such as a 2024 study by the 
Policy Department for Citizens' Rights and Constitutional Affairs commissioned by LIBE, or through other 
means)? Does your committee/delegation intend to update its gender action plan, especially in light of the 
recently adopted EP GAP? 

2) The 2025 EP GAP recognises the importance of gender balance in external expertise, encouraging EP political 
and administrative structures, particularly committees and delegations, to track data on the gender balance 
among invited experts. If available, could you provide information on the gender distribution in panels of 
hearings, conferences and workshops, for the current term (2024/2025) or at least for the year 2025? 

122  FEMM did not take part in the survey (considering that it does not have a gender action plan, since gender equality 
and gender mainstreaming are at the core of its remit). 

123  Some committees that replied did not provide any information on monitoring and/or updating of their respective 
gender action plans (see details in Annex V). 

https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://www.europarl.europa.eu/committees/en/gender-mainstreaming/product-details/20240905CDT13577
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2024)760751
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members). Moreover, one committee currently not having any specific monitoring 
tools in place expressed its willingness to consider setting up such tools in the 
future. Another committee replied that, while there was no continuous monitoring, 
the secretariat compiled data on the action plan's implementation on request. 

• Second, seven committees expressed their intention or showed at least a 
willingness to update their gender action plans in the future. This is of relevance 
considering that several committee gender action plans date back from as far as the 
eighth term (2014-2019), as mentioned previously, so even from before the 2020 EP 
GAP. 

• Third, the EPRS questionnaire found that, in 2024/2025, the gender distribution in 
panels of public hearings, workshops or other events organised by 21 committees 
ranged from 27.5 % of female speakers to around 59 %. At an average of around 
43 % of female speakers, the gender distribution among invited experts in the 
period and committees analysed seems overall balanced.124 

Moreover, in the context of gender distribution in panels, several committees referred to the crucial 
role of political groups in determining the experts to be invited (thus limiting the choice of 
committee secretariats). In addition, several committees stressed that, while they were seeking to 
ensure a gender-balanced representation among invited speakers, they currently did not collect 
such data; whereas one committee, which reported not currently having a comprehensive overview 
of gender balance in panels of hearings, workshops and conferences, expressed openness to 
develop a more systematic way of collecting and analysing such data to ensure compliance with the 
2025 EP GAP in the future. 

Furthermore, a couple of committees pointed out that the gender classification used was based 
solely on available information, and that invited speakers had not been asked about their gender 
identity. This – and, among other things, the fact that the analysis reflects a binary framework 
(female/male), thus not fully capturing the diversity of gender identities – should therefore be kept 
in mind when looking at these statistics. Additionally, one committee argued that the collection of 
such information in the future might raise data protection issues.  

Best practice examples in monitoring gender action plans: LIBE and FISC 
As regards committees' monitoring of the implementation of their gender action plans, two 
committees – the LIBE committee and FISC, a sub-committee of the ECON committee – stand out 
as having a more systematic, transparent monitoring framework.  

Further to adopting its first formal gender action plan in 2021,125 LIBE, in 2023, prepared an annual 
report on the action plan's state of implementation in 2022.126 According to the report – which 

 
124  These statistics need to be considered with caution, since information on gender distribution in panels was not 

provided by all committees that replied to the questionnaire (with such information only provided by 21 out of 
25 committees). Moreover, committees' replies varied in terms of periods covered (with some committees providing 
the statistics for 2025, either for the entire year or part thereof, and others from the start of the 10th term in 2024 to 
the end of 2025 or even up to beginning of 2026), and events taken into account for this exercise (with some 
committees e.g. excluding meetings with institutional speakers – such as from the Commission or the European Court 
of Auditors  – considering that in those cases, it was not possible to ensure gender balance, as the choice of speakers 
was predetermined by their formal roles); moreover, some committees also included – in addition to public hearings, 
workshops and conferences – simple exchanges of views in committee). Finally, the replies also varied in terms of 
degree of aggregation, with some committees indicating only the total number of events in a certain period (and the 
gender distribution in total), and others specifying the gender distribution for each event or each type of event (see 
details in Annex V).  

125  See FEMM website. 
126  LIBE committee, Working document on LIBE Action Plan on Gender Mainstreaming: Annual Report on the State of 

Implementation 2022, March 2023. 

https://www.europarl.europa.eu/committees/en/gender-mainstreaming/product-details/20240905CDT13577
https://www.europarl.europa.eu/meetdocs/2014_2019/plmrep/COMMITTEES/LIBE/DV/2023/03-22/WorkingdocLIBEActionPlanonGenderMainstreaming-Annualreport_1275252EN002_EN.pdf
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was also presented to LIBE members – implementation of the action plan had been successful on 
some levels, but there were still areas requiring further efforts in achieving a LIBE committee with 
full gender equality across all of its work.127 Notably, when examining gender distribution among the 
LIBE committee bureau, LIBE coordinators, group advisors and secretariat staff in 2022, the report 
finds that 'men are over-represented in power positions, and women are over-represented in 
supporting positions'. 

The 2023 report also provides insights in the gender distribution among LIBE members (53.6 % 
women), rapporteurs and shadow rapporteurs (44 % and 51 % women respectively), invited speakers 
to public hearings (59 % women), and LIBE members participating in missions (52 % women) in 
2022. Acknowledging that some areas of the action plan were not covered by the report, the report 
puts forward several recommendations. In particular, it suggests that LIBE should aim to apply an 
intersectional approach to gender mainstreaming in its legislative and non-legislative work, using 
existing tools for an intersectional gender analysis.128 Importantly also, the report recommends, 
whenever possible, to integrate a gender perspective into LIBE reports and opinions, paying due 
attention to available research from within and outside the EP, and to develop gender-sensitive 
quantitative and qualitative indicators (and request gender-disaggregated data) to monitor and 
evaluate policies, programmes and projects. Moreover, LIBE should aim to help improve the 
knowledge about gender issues (including gender representation and participation in decision-
making processes) within the committee, possibly by producing studies.  

As the 2023 annual report did not cover the gender mainstreaming action plan's qualitative aspect, 
it was to be followed by an in-depth analysis of the legislative and non-legislative work in LIBE in 
2022, to be carried out by Parliament's services and to be presented later in 2023. In March 2024, 
on request by LIBE, Parliament's services thus published a study assessing gender mainstreaming 
in LIBE's parliamentary work in 2021 and 2022.129  

Based on the 2023 report, interviews and a qualitative analysis of the incorporation of gender 
equality (and intersectionality) into LIBE's legislative and non-legislative work between January 2021 
and December 2022, the study found that, while the LIBE committee had made progress in 
mainstreaming an intersectional perspective of gender in its work, room for improvement 
remained. 

In particular, only one third (34) of the 103 (legislative and non-legislative) acts adopted in the 
period analysed incorporated a gender aspect to some extent. Out of these, only three were 
specifically focused on gender-related issues with a full intersectional approach, 11 combined both 
a gender and intersectional perspective, and 20 included a gender perspective without 

 
127  The 2023 implementation report was presented at the LIBE committee meeting of 22 March 2023. 
128  According to EIGE, intersectionality can be defined as an analytical tool for studying, understanding and responding 

to the ways in which sex and gender intersect with other personal characteristics/identities, and how these 
intersections contribute to unique experiences of discrimination. Intersectionality starts from the premise that people 
live multiple, layered identities derived from social relations, history and the operation of structures of power. 
Intersectional analysis aims to reveal multiple identities, exposing the different types of intersectional and multiple 
discrimination and disadvantage that occur as a consequence of the combination of identities and the intersection of 
sex and gender with other grounds. The intersectional approach also features prominently in the Commission 
communication on the Gender Equality Strategy 2026-2030, adopted in March 2026, with the European Commission 
acknowledging that sex and gender intersect with other grounds of discrimination, leading to specific inequalities and 
unique experiences of discrimination. According to the Commission, the strategy thus pays particular attention to 
women from racial and ethnic minority backgrounds, migrant women, women with disabilities, women from lower 
socioeconomic backgrounds, young and older women, and LBTIQ+ women. 

129  S. Samek Lodovici et al., Gender Mainstreaming in the parliamentary work of the LIBE Committee, Policy Department 
for Citizens' Rights and Constitutional Affairs, European Parliament, 2024. 

https://emeeting.europarl.europa.eu/emeeting/committee/en/agenda/202303/LIBE?meeting=LIBE-2023-0322_1&session=03-22-09-30
https://eige.europa.eu/publications-resources/thesaurus/terms/1050#:%7E:text=Analytical%20tool%20for%20studying%2C%20understanding,to%20unique%20experiences%20of%20discrimination
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52026DC0113
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2024)760751
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intersectionality. In this context, the study identified a positive relationship between the adoption 
of a gender perspective and intersectionality (with the degree of incorporation of gender directly 
correlating with that of attention to other rights-sensitive issues in intersection with gender). 
Accordingly, all three acts with a high level of attention to gender also pay medium to high attention 
to intersectionality. Importantly, however, a majority of acts incorporating gender aspects were non-
legislative (30 out of 34), carrying less political weight.  

The study also examined the participation of women in the committee's work. While 57 % of LIBE 
members were women in the concerned period (37 out of 69), the LIBE Committee's bureau was 
composed mainly of men (80 %). In light of this, the slightly higher male representation among LIBE 
political advisors (53.1 %) and women representing 68.4 % of the LIBE secretariat's staff, the study 
concluded – as did the 2023 report – that, although LIBE's members were, in their majority, women, 
men were over-represented in power and decision-making roles, while women were over-
represented in supporting positions.130 The study also found that, in the period examined, women 
were more likely to be appointed as rapporteurs on rights-related topics (fundamental rights, 
migration, gender-based violence), while men dominated in areas like judicial cooperation, 
cybersecurity, and financial supervision.  

Finally, the study found that panels in public hearings organised by LIBE in 2022 and the 
composition of LIBE missions in that year were – with 59 % of female speakers and 52.3 % of female 
participating MEPs – gender-balanced.  

Based on these findings, the study put forward several policy recommendations: 

• increase attention to gender mainstreaming across all policy areas, not only those 
explicitly relating to gender; 

• strengthen the intersectional approach and systematically collect sex-disaggregated 
data; adopt tools such as gender impact assessments; 

• define concrete, quantitative indicators in the action plan and put in place gender-
responsive evaluation mechanisms; 

• ensure greater participation of women as rapporteurs in legislative procedures and 
reduce thematic gender segregation in role assignment;  

• invest in capacity building for MEPs and staff on intersectional gender mainstreaming;  
• strengthen collaboration with other EP gender equality bodies, such as the GMN. 

Another committee that meticulously monitors the implementation of its gender action plan is FISC, 
a sub-committee of the ECON committee. Every year, the FISC member in charge of gender 
mainstreaming produces an implementation report together with a scoreboard, providing an 
overview of how gender equality is integrated into different areas of FISC's work, as well as gender 
distribution in public hearings, exchanges of views, shadow- and rapporteurships and missions, and 
the evolution of the situation over time, among other things. While both report and scoreboard are 
presented to coordinators, the report is also published on a dedicated page of the FISC website. 

According to the FISC implementation report of March 2026, covering the period between July 
2024 and February 2026, implementation of the FISC gender action plan (adopted in March 2025) 
was acceptable.131 More specifically, 46 % of speakers in public hearings were female, compared 
with 33 % of institutional speakers in exchanges of views and other events organised by FISC in the 

 
130  In this context, it is, however, worth noting that, in the period analysed, 71.4 % of coordinators, 44 % of rapporteurs 

and 51 % of shadow-rapporteurs were women, making the gender distribution in LIBEs power and decision-making 
positions overall appear rather balanced. 

131  FISC committee, FISC Gender Mainstreaming Implementation Report 2024-2026, website. 

https://www.europarl.europa.eu/committees/en/gender-mainstreaming-action-plan/product-details/20250506CDT14270
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mentioned period. While the distribution of gender in panels was, therefore, overall balanced, the 
report notes that two public hearings organised by FISC in the concerned period had an all-male and 
all-female panel respectively, a situation that should be avoided. 

As regards the five missions carried out by FISC in the concerned period, 24 % of participants were 
female. This, in addition to 25 % of FISC rapporteurs and shadow rapporteurs being women in 
that period, should be seen against the backdrop that only a quarter of FISC members and 
substitutes were women. However, as, according to the report, the under-representation of women 
in FISC missions could negatively affect Parliament's work and image and should be avoided, a 
possible measure to remedy the situation would be to set rules and encourage political groups to fill 
their vacant substitute seats with female Members and, as an intermediate solution, to encourage 
political groups with at least two seats in a mission to allocate at least one seat to a woman.  

The report also describes the FISC secretariat's composition. While, as of February 2024, the 
proportion of women in secretariat staff overall amounted to 66 %, the share of women in 
administrator (AD) posts remained at 25 %, while 100 % of assistant (AST) posts were occupied 
by women. Although FISC participated in Parliament's Gender Equality Week for two consecutive 
years, the gender perspective was not taken into account in any own-initiative reports. To improve 
FISC's engagement with gender equality, the report suggests, for example, requesting an update of 
a 2017 study on Gender equality and taxation in the European Union.132  

In summary – and in light of the detailed, systematic monitoring of their respective gender action 
plans – the LIBE and FISC committees could therefore serve as best practice examples for other 
committees with less developed monitoring mechanisms. The fact that the monitoring results are 
publicly accessible and presented to committee members (either in committee meetings – which 
are public – or to committee coordinators meeting in a closed format) contributes to enhanced 
transparency and accountability.133 

EP gender action plans 
As already indicated, in addition to the committee actions plans, since 2020, Parliament also has a 
dedicated gender action plan. In its 2019 resolution on gender mainstreaming, Parliament noted 
the heterogeneity of committee action plans at the time, calling for the adoption of a common 
gender action plan for the European Parliament (containing, at least, provisions regarding equal 
gender representation in all parliamentary work and all of Parliament's bodies; the introduction of a 
gender perspective in all its policy activities and in its working organisation; and the use of gender-
neutral language in all documents). It also requested that the RoP be amended accordingly. 

As mentioned, since March 2019, Parliament's RoP include a provision (Rule 249 on Gender 
Mainstreaming) that requires the Bureau to adopt a gender action plan aimed at incorporating a 
gender perspective into all of Parliament's activities, at all levels and all stages. Moreover, it 

 
132  Å. Gunnarsson and U. Spangenberg (Forum For Studies On Law And Society, Umeå University – Sweden/Germany), 

M. Schratzenstaller (Austrian Institute for Fiscal Studies), Gender equality and taxation in the European Union, Policy 
Department C: Citizens' Rights and Constitutional Affairs, European Parliament, 2017. 

133  Even if implementation reports (or similar, such as monitoring tables or gender balance statistics) presented to 
coordinators in camera (i.e. in a closed format) are usually included in committee meeting minutes (accessible in 
principle on the committee websites or archives but possibly difficult to find), the visibility of such monitoring tools is 
much bigger where they are presented at (public) committee meetings (and thus also included in the meeting 
documents of the respective committee meeting) or published on a dedicated page of the committee website. 

 

https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2017)583138
https://www.europarl.europa.eu/committees/en/home
https://www.europarl.europa.eu/committees/en/documents/search
https://emeeting.europarl.europa.eu/emeeting/committee/en/timeline
https://emeeting.europarl.europa.eu/emeeting/committee/en/timeline
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stipulates that the gender action plan be monitored bi-annually and reviewed at least every five 
years.134  

In July 2020, in line with Rule 249, the Bureau adopted the first such gender action plan.135 This 
was followed, in April 2021, by a 2021-2022 roadmap for its implementation.136 

While the focus of previous reports and roadmaps was on gender balance within Parliament's 
administration, including targets for female representation in management posts, the 2020 EP GAP 
and related roadmap, for the first time, also covered Parliament's 'political side', including 
cooperation between Parliament's political bodies responsible for gender mainstreaming; the use of 
gender mainstreaming tools (such as gender impact assessments and gender budgeting); and 
promotion of gender balance in EP governing bodies and at all levels of committee and delegations' 
work ('vertical' and 'horizontal' balance).137 While the action plan set out a number of objectives for 
the political and administrative side of Parliament, the roadmap included concrete actions with 
timelines ('milestones') to reach them until the end of 2021 and 2022 respectively. The milestones 
were also intended to allow for monitoring of progress, laying down possible progress monitoring 
indicators.138 

As explained in the 2020 EP GAP, the purpose of the actions and objectives laid down in the part 
covering the political side is to ensure that Parliament, as a gender-sensitive parliament, provides 
equal access and participation for all genders, and continues to progress towards this goal 
through political processes and procedures. The purpose of the actions and objectives laid down 
in the action plan's part covering the administrative side is to guarantee equality in recruitment, 
salary structures and other human resource procedures. The EP GAP also stressed the importance 
of ensuring an adequate consultation process by involving all relevant bodies and actors in charge 
of gender mainstreaming within Parliament in the action plan's development and implementation. In 
terms of follow-up, it envisages a bi-annual report from the HLG to the Bureau on the 
implementation of the actions, to be shared with all relevant actors.139 

More specifically, the 2020 EP GAP called for exploring both gender impact analysis of legislation 
and gender budgeting; considering the horizontal representation of women throughout 
Parliament; strengthening Parliament's zero-tolerance harassment policies; encouraging gender-
sensitivity and the widespread usage of gender-neutral language in EP communications; and 
ensuring that physical spaces reflect the diversity of Europe, be it through building names, artwork 
or staffing. The action plan also recommended examining the work–life balance offered to elected 
members, a topic that appeared particularly relevant after Parliament's sudden move to teleworking 
in the wake of the COVID-19 pandemic. On the administrative side, and building on previous work 
to ensure gender equality throughout the Secretariat, the 2020 EP GAP aimed at enhanced 'vertical 
gender equality', setting out more ambitious targets for managerial posts (with 50 % of HoUs, 
50 % of Directors, and 40 % of Directors-General to be female by 2024). Moreover, the 2020 EP GAP 

 
134  Rule 249 of the Rules of Procedure, European Parliament, 10th parliamentary term, May 2026. 
135  European Parliament, EP Gender equality action plan, PE 650.297/BUR. 
136  European Parliament, 2021-2022 roadmap for implementation of the EP gender action plan, PE 658.028/BUR, PE 

692.028/BUR. 
137  Gender balance is often understood as having a ratio of 40-60 % of women or men, whereas gender parity often refers 

to a 50-50 ratio of women and men. 
138  N. Hahnkamper-Vandenbulcke and R. Shreeves, Gender Mainstreaming in the European Parliament – State of Play, 

EPRS, European Parliament, 2021. 
139  An implementation report has been prepared but was not accessible to the authors at the time of drafting. 

https://www.europarl.europa.eu/rules/rules20240716/Rules20240716_EN.pdf#page=147
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
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called for examining the underlying reasons of some DGs being more imbalanced than others 
('horizontal balance').140 

In its 2022 resolution, Parliament commented on several parts of the 2020 EP GAP and 2021 
roadmap. While welcoming, notably, the actions on gender budgeting envisaged in the action plan 
and roadmap, as well as the commitment to ensure gender-balanced panels in all hearings, 
workshops and conferences organised by committees and other bodies, Parliament also expressed 
some criticism.141 More specifically, Parliament regretted, as mentioned, that 'the gender action 
plan and roadmap are not publicly available and that most of the measures included therein are 
formulated as principles without clear targets and obligations, which indicates a lack of political 
engagement with their implementation'. In this context, Parliament requested the preparation of 
reports regularly monitoring the progress made in implementing the EP GAP.142 Moreover, 
Parliament reiterated its call for an audit to be carried out to map the situation in terms of gender 
equality and gender mainstreaming, and make recommendations for both the political and 
administrative side of Parliament. With the aim of updating the EP GAP and roadmap, the audit 
should be based on EIGE's gender-sensitive parliaments toolkit and identify the rules facilitating or 
blocking gender equality in each area examined. In addition, the audit should assess the impact of a 
fixed gender balance requirement across all parliamentary structures, including committees, 
delegations and missions.143  

Importantly also, Parliament pointed out that some areas covered by the EP GAP and roadmap are 
inherently linked to the groups' political organisation, and therefore need a political deliberation 
involving all groups; a temporary working group under the Conference of Presidents, composed 
of representatives of each political group and chaired by Parliament's gender-mainstreaming 
Standing Rapporteurs, should therefore be established to steer work in that area, implement the 
resolution, and coordinate with the HLG, Parliament's Bureau, FEMM and the GMN, where 
relevant.144 Although the resolution encourages political groups to establish such working group by 
mid-2022, as of the drafting of this study, no working group has been set up. 

In October 2025, the Bureau adopted a new EP GAP, designed to guide Parliament's action in this 
area for the next five years. As its predecessor, the 2025 EP GAP is accompanied by a roadmap for 
implementation, adopted in April 2026.145 Building on its predecessor, the 2025 EP GAP will 
continue guiding Parliament's approach to equality, staffing, leadership balance, anti-harassment 
measures and mainstreaming across committees until the end of the current 10th term. The 
roadmap for 2026-2027 sets out measures to reinforce systematic gender-mainstreaming across 
all EP activities – both policymaking and institutional practices. As well as consolidating progress in 
existing areas of action, it expands into new ones, such as combating hate speech and gender-based 

 
140  See Women in the EP brochure 2021 (EP intranet). 
141  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 

report 2020, paragraphs 32 and 39. 
142  ibid, paragraph 7. 
143  ibid, paragraph 58. 
144  ibid, paragraph 59. 
145  The 2025 EP GAP (PE 771.725/BUR/GT/ANN.; PE 771.739/BUR/ANN.) and roadmap for 2026-2027 (PE 

783.177/BUR/GT/ANN/REV; PE 786.465/BUR/ANN.) are internal documents, available to MEPs and parliamentary 
staff on the gender equality page of Parliament's intranet site. 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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violence against parliamentarians, systematic benchmarking against gender mainstreaming 
practices in national parliaments, and a gender-sensitive approach to occupational health.146 

4.3. Integrating gender equality into the EP's policymaking 

4.3.1. Role of the FEMM committee 
In the EP, the FEMM committee plays a central role in incorporating a gender perspective into 
Parliament's legislative and non-legislative procedures across all policy fields. In particular, 
FEMM is the committee responsible for drafting Parliament's position on new Commission proposals 
for legislation in the field of gender equality and women's rights. Additionally, FEMM's (legislative 
and non-legislative) own-initiative reports are a useful tool to raise awareness and stimulate debate 
on gender equality issues that are either new or less considered. Moreover, FEMM opinions support 
the introduction of a gender perspective in the work of other committees (Rule 57 EP RoP)).147 While 
less frequent, FEMM may also be involved in joint committee procedures (Rule 59 EP RoP), where it 
is in a co-lead position and enjoys a stronger role than when drafting opinions, as it can directly 
contribute to the drafting of the report through its own rapporteur.148 As a monitoring tool, the 
FEMM committee draws up a regular report on gender mainstreaming in the work of the European 
Parliament. In this context, the appointment, at the start of the ninth term, of two FEMM standing 
co-rapporteurs on gender mainstreaming, responsible for preparing FEMM's regular reports on 
gender mainstreaming in the EP, has put further emphasis on and increased the visibility of this 
matter.149  

FEMM as a lead committee 
However, as noted in a 2018 EP study150 examining the state of play of gender mainstreaming in 
Parliament's committees and delegations, FEMM is rarely in charge of legislative procedures, as 
legislation directly focused on women's rights and gender equality is rather limited. In particular, 
the study found that, in the period analysed (July 2017-July 2018), FEMM was not in the lead of any 
legislative procedures, possibly affecting its impact and internal reputation/accreditation.  

By contrast, the situation somewhat improved in the ninth parliamentary term. Accordingly, 
between 2019 and 2024, FEMM was – together with the LIBE, EMPL and JURI committees 
respectively – in the co-lead of six legislative files.151 Nevertheless, only one legislative file was 

 
146   Information based on the meeting of the EP Gender Mainstreaming Network of 14 April 2026, which was public but 

neither webstreamed nor recorded. 
147  European Parliament, Rules of Procedure, 10th parliamentary term, May 2026. 
148  Under Rule 59 of the EP RoP, when a matter falls within the competence of two or three committees, without the 

competence of any of them prevailing, each committee appoints one rapporteur who draw up a single draft report 
together (to be examined and voted on by the committees involved, under the joint chairmanship of the committee 
Chairs). 

149  In the ninth term, the FEMM Standing Rapporteurs were Irène Tolleret (Renew, France) and 
Gwendoline Delbos-Corfield (Greens/EFA, France). In the current 10th term, Veronika Cifrová Ostrihoňová (Renew, 
Slovakia) and Alice Kuhnke (Greens/EFA, Sweden) occupy this function in FEMM. 

150  M. Samek Lodovici et al., Updating the Study on Gender Mainstreaming in Committees and Delegations of the 
European Parliament, Policy Department for Citizens' Rights and Constitutional Affairs, European Parliament, 2018. 
See also the 2014 study: M. Samek Lodovici et al., Gender Mainstreaming in Committees and Delegations of the 
European Parliament, Policy Department C: Citizens' Rights and Constitutional Affairs, European Parliament, 2014. 

151  According to the FEMM activity report (2019-2024), FEMM was, in the ninth legislative term (2019-2024), in the co-
lead (Rule 59 EP RoP) of six co-decision procedures: Amending Directive 2012/29/EU establishing minimum standards 
on the rights, support and protection of victims of crime, and replacing Council Framework Decision 2001/220/JHA 
(2023/0250(COD)); Amending Directive 2011/36/EU on preventing and combating trafficking in human beings and 
protecting its victims (2022/0426(COD)); Standards for equality bodies in the field of equal treatment and equal 

https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2018)608850
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2018)608850
https://www.europarl.europa.eu/thinktank/en/document/IPOL-FEMM_ET(2014)493051
https://www.europarl.europa.eu/thinktank/en/document/IPOL-FEMM_ET(2014)493051
https://www.europarl.europa.eu/committees/en/femm/home/highlights
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2023/0250(COD)
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2022/0426(COD)
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attributed exclusively to FEMM during the ninth term.152 Regarding legislative own-initiative 
reports, serving as a means to call on the Commission to put forward a proposal for a legal act in a 
certain policy area, FEMM was – jointly with LIBE – in charge of two such files in the last term.153 

FEMM's impact on the work of other EP committees 
As to FEMM's impact on the work of other EP committees, the 2018 study argued that FEMM enjoys 
a particular status as a 'horizontal' committee with competence for women's rights and gender 
equality in all policy fields, which potentially enhances its capacity to integrate a gender perspective 
into a broad range of Parliament's work. By contrast, it also flagged that because of this situation, 
the uptake of FEMM proposals (provided through an opinion or position in the form of amendments) 
depends significantly on support from other committees. 

To gain a clearer understanding of the actual impact of FEMM's work on the work of other 
committees, the 2018 study analysed in detail 13 opinions and 213 positions in the form of 
amendments adopted by FEMM between July 2017 and July 2018, drawing the following 
conclusions: 

• Out of a total of 259 suggestions and amendments, almost half (47 %) were fully or 
partially integrated into the report of the lead committee. 

• For opinions, the rate of inclusion of FEMM's suggestions in the work of the other 
committees amounted to 47.5 %. Most of FEMM's opinions – 8 out of 13 – had a high 
impact (i.e. over half of the suggestions tabled by it were included in the reports 
adopted by the lead committees), with the highest level of gender impact in AFET, 
CONT, CULT, EMPL and JURI, and the lowest in BUDG. 

• For positions in the form of amendments, the rate of inclusion in the reports adopted 
by other committees amounted to 63 %, with 72 % thereof being fully approved. 
EMPL, LIBE and PETI had the highest rates of inclusion, while ECON had the lowest. 

In its 2022 resolution on gender mainstreaming in the EP, the European Parliament touched on the 
very issue of FEMM influencing the work of other committees. Pointing out that 'FEMM, as a fully 
fledged committee in charge of women's rights and gender equality, works on many horizontal 
issues that often touch the work of other committees', Parliament noted 'that the inclusion of 
FEMM's suggestions in the form of opinions or amendments varies across other committees'.154 
In this context, and to ensure the 'systematic, transparent and accountable monitoring of the 

 
opportunities between women and men in matters of employment and occupation (2022/0400(COD)); Combating 
violence against women and domestic violence (2022/0066(COD)); Strengthening the application of the principle of 
equal pay for equal work or work of equal value between men and women through pay transparency and enforcement 
mechanisms (2021/0050(COD)); Gender balance among non-executive directors of companies listed on stock 
exchanges (2012/0299(COD)). In half of these joint procedures (three out of six), FEMM was co-lead with the 
Committee on Civil Liberties, Justice and Home Affairs (LIBE); in two others, co-lead with the Committee on 
Employment and Social Affairs (EMPL); and in one procedure, co-lead with the Committee on Legal Affairs (JURI). 

152  In the ninth term, FEMM was in the lead of the consent procedure on Council Directive (EU) 2024/1499 of 7 May 2024 
on standards for equality bodies in the field of equal treatment between persons irrespective of their racial or ethnic 
origin, equal treatment in matters of employment and occupation between persons irrespective of their religion or 
belief, disability, age or sexual orientation, equal treatment between women and men in matters of social security and 
in the access to and supply of goods and services, and amending Directives 2000/43/EC and 2004/113/EC 
(2022/0401(APP)). 

153  In the ninth term, FEMM was, together with LIBE under Rule 59 EP RoP, in charge of two legislative INIs: on Identifying 
gender-based violence as a new area of crime listed in Article 83(1) TFEU (2021/2035(INL); and on Combating Gender-
based Violence: Cyberviolence (2020/2035(INL). 

154  As INI reports, Parliament requested improved cooperation between committees in establishing their respective 
timetables to ensure sufficient time between when the draft report of the lead committee is available and the 
committee vote, in order to allow FEMM to produce its position in the form of amendments to the draft report (see 
paragraph 30 of the 2022 resolution). 

https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2022/0400(COD)
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2022/0066(COD)
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2021/0050(COD)
https://oeil.secure.europarl.europa.eu/oeil/popups/ficheprocedure.do?reference=2012/0299(COD)&l=en
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2016/0062A(NLE)
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2021/2035(INL)
https://oeil.europarl.europa.eu/oeil/en/procedure-file?reference=2020/2035(INL)
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integration of FEMM's suggestions, which is essential to ensure that the principles of gender 
equality and gender mainstreaming are properly implemented', Parliament welcomed the 2020 EP 
gender roadmap's commitment to collecting clear indicators to measure whether the input from 
FEMM is being incorporated into the work of other committees and Parliament's final position.155 

The 2020 roadmap's commitment to develop indicators to determine FEMM's impact on the work of 
other committees, as reconfirmed in the 2022 resolution, was later followed up by FEMM, requesting 
EP services to prepare a study on developing gender mainstreaming indicators measuring the input 
from the FEMM committee in the EP's final position. The study, published in March 2023, provides 
a set of indicators measuring to what extent the input from FEMM was included in the work of 
other EP committees and incorporated into the EP's final position (i.e. the EP resolution adopted 
by plenary) between July 2019 and June 2022.156  

Based on the analysis of 42 opinions adopted by FEMM in the concerned period (and applying the 
indicators developed), the 2023 study found that: 

• out of a total of 452 FEMM amendments and suggestions, almost a quarter (24 %) 
were fully (9 %) or partially (15 %) incorporated into the committees' final reports; 

• the committees receiving the largest share of FEMM opinions (19 %) were BUDG 
and ECON, followed by LIBE (17 %), CONT and EMPL (both 14 %), with budget and 
economic-monetary issues addressed in almost one third (29 %) of FEMM opinions, 
followed by fundamental rights and democracy, the labour market and working 
conditions, climate, environment and sustainability, as well as digital issues; 

• regarding the incorporation of FEMM amendments and suggestions, EMPL 
incorporated the highest share of FEMM amendments (with 40 % of FEMM 
amendments to some extent included in EMPL's single final report), followed by LIBE 
(31 % of all FEMM amendments and suggestions tabled to three different reports), 
IMCO (26 % of FEMM amendments in one final report) and ENVI (22 % in one final 
report). Only 24 % of FEMM amendments were incorporated by BUDG and ECON 
under the joint committee procedure; 

• out of the FEMM amendments and suggestions included in committees' final 
reports (24 % of the total number of FEMM amendments and suggestions, as 
mentioned), the large majority (70 %) were incorporated into Parliament's final 
resolutions. 

That said, a direct comparison between the findings of the 2018 and the 2023 studies is difficult. 
This because the former does not distinguish between the (legislative or non-legislative) nature of 
the procedure, thus examining FEMM opinions on both legislative and non-legislative reports of 
other committees, while the latter only considers FEMM opinions on legislative reports (adopted 
under the ordinary legislative (COD) or the consent (APP) procedure), as well as on legislative own-
initiative reports (INL). 

Notably, the uptake of FEMM amendments by other committees between July 2019 and June 
2022 in legislative procedures was, overall, rather low (constituting only about a quarter – 24 % – 
of all amendments tabled by FEMM). This should also be taken into account when looking at the 
relatively high incorporation rate of (initial) FEMM amendments that were taken up by other 
committees and subsequently incorporated into final resolutions adopted by plenary (almost three 

 
155  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 

report 2020, paragraph 29. 
156  M. Samek Lodovici et al., Developing Gender Mainstreaming Indicators Measuring the Input from the FEMM Committee 

in EPs Final Position, Policy Department for Citizens' Rights and Constitutional Affairs, European Parliament, 2023. 

https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2023)744857
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2023)744857
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quarters – 70 %): only slightly over 16 % of FEMM amendments and suggestions were ultimately 
incorporated into legal texts adopted in the EP (46 out of 287 amendments and suggestions for 
which the EP adopted a final report), as also pointed out in a 2024 EIGE study.157 According to a 
2022 academic article, it is ultimately the committees responsible for each policy area and the 
political groups – rather than FEMM – that determine whether and how a gender perspective is 
integrated into EP policies.158 Against this backdrop, the 2023 study's recommendation to 
disseminate the results of the gender mainstreaming monitoring to all EP committees could be 
useful to raise awareness of the importance of internalising gender mainstreaming in practice. 

In terms of evidence-based policymaking in FEMM, the previous edition of this study, published in 
2021, highlighted several tools that FEMM draws upon when preparing its reports and opinions such 
as internal and external expertise (in particular studies, in-depth analyses, briefings and delegation 
papers produced by the EP's policy departments and the EPRS), the organisation of hearings, 
workshops, inter-parliamentary committee meetings, conferences and ad-hoc delegations to a 
country or organisation of the committee's interest.159 

In the eighth legislature, more than 44 events were held by FEMM on key issues such as the 
implementation of EU funds aimed at fighting violence against women and girls, gender-specific 
measures in anti-trafficking actions, gender equal workplaces, tackling the gender pay gap, gender 
budgeting and work–life balance. In the ninth term, FEMM organised over 80 events including 
63 public hearings, 11 workshops and seven inter-parliamentary committee meetings. Besides a 
particular focus on gender-based violence (both online and offline), many of these events also 
revolved around sexual and reproductive health and rights (SRHR) including abortion rights; 
women's economic empowerment and labour issues; the care economy and work–life balance; 
digital issues (such as women's participation in the digital economy); the gender dimension of 
COVID-19 and Russia's invasion in Ukraine; as well as the situation of women in countries such as 
Afghanistan, Belarus, Ethiopia and Iran. Moreover, between November 2019 and March 2024, 
FEMM also carried out 13 missions and ad-hoc delegations (including ad-hoc delegations to the 
annual sessions of the Commission on the Status of Women (CSW) at the UN in New York).160  

Every year, FEMM also organises several events to celebrate International Women's Day. In 
addition, a Gender Equality Week involving other EP committees was organised for the first time 
in October 2020 and has in the meantime become a firmly established yearly practice.161 In July 2024, 
EP President Roberta Metsola proposed to turn this initiative into a standing annual event, and to 
set up an administrative task force to support its organisation. Over the years, involvement of other 
committees and delegations constantly increased.162 

4.3.2. Gender mainstreaming in other committees than FEMM 
The 2023 study pointed out that, each committee can, of course, in addition to or in the absence 
of a FEMM contribution, take measures to integrate a gender perspective into its own policies. 

 
157  European Institute for Gender Equality, Gender equality in the European Parliament and in national parliaments in the 

European Union: 2023 state of play, June 2024. 
158  A. Elomäki and P. Ahrens, Contested gender mainstreaming in the European Parliament: Political groups and 

committees as gatekeepers, 2022. 
159  N. Hahnkamper-Vandenbulcke and R. Shreeves, Gender Mainstreaming in the European Parliament – State of Play, 

EPRS, European Parliament, 2021, p. 27. 
160  FEMM activity report (2019-2024), pp. 48-55. 
161  European Parliament, Parliament launches its first European Gender Equality Week, , 23 October 2020. See also 2025 

EP Gender Equality Week. 
162  FEMM activity report (2019-2024), pp. 56-57. 

https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
https://bristoluniversitypressdigital.com/view/journals/ejpg/5/3/article-p322.xml
https://bristoluniversitypressdigital.com/view/journals/ejpg/5/3/article-p322.xml
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
https://www.europarl.europa.eu/committees/en/femm/home/highlights
https://www.europarl.europa.eu/gender-equality-week/en/
https://www.europarl.europa.eu/gender-equality-week/en/
https://www.europarl.europa.eu/committees/en/femm/home/highlights
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However, as found in a 2019 academic article, this has only been implemented slowly.163 In this 
context, the 2018 study found that, while the EP legal and institutional framework supporting 
gender mainstreaming in the EP was formally well developed, gender mainstreaming in the work 
of parliamentary committees was still highly variable and essentially voluntary, resulting in a 
strong focus on women's rights and gender equality in some areas and little or no apparent 
activity in others. The study also highlighted that, in addition to committees, individual 
parliamentarians supportive of gender equality, whether they are members of FEMM or of other 
committees, can push for the integration of a gender perspective directly in plenary. 

As a consequence, the 2018 study stressed the need to provide actors in the EP with appropriate 
tools to gain a sound understanding of gender mainstreaming and for committees to avail 
themselves of in-house and external expertise to raise their awareness of the extent to which 
gender equality and women's rights needed to be improved in their area of competence, possibly 
contributing to a greater ownership of the gender mainstreaming process of each committee. 

4.3.3. Gender Mainstreaming Network (GMN) and High-Level Group on 
Gender Equality and Diversity (HLG) 
As mentioned earlier, in addition to FEMM, there are two other political bodies with responsibilities 
in relation to gender mainstreaming: the GMN, which has, since its creation in 2009, served as a 
platform to share information and practices among committees, and the HLG of the EP Bureau. 164  

In the ninth term, the GMN met 11 times. To improve the functioning of the GMN, the 2018 study 
suggested increasing the possibility of setting minimum common objectives and topics, of receiving 
more specialised training, and of exploring different policy issues other than those that were 
normally considered in a gender perspective. The 2022 EP resolution was also rather critical about 
the GMN, judging its work as 'very ad hoc thus far', and calling for it to be 'implemented on a more 
structured basis'. To formally reflect the GMN's role in promoting gender mainstreaming across 
parliamentary committees and delegations, the resolution called for the inclusion of the GMN in the 
EP RoP (which has thus far not been implemented); for putting in place necessary resources for the 
GMN to fulfil its tasks; for the inclusion of gender mainstreaming as a standing item for discussion 
in the agendas of committee meetings; and for a more structured cooperation between the GMN 
and other EP bodies in charge of gender mainstreaming in the EP. More specifically, the 2022 
resolution also asked the GMN to develop and adopt – together with the HLG and the FEMM, BUDG 
and CONT committees – dedicated guidelines to implement gender mainstreaming and gender 
budgeting.165  

As for the HLG, it is notably in charge of preparing and adopting the EP's gender action plans and 
roadmaps, as mentioned previously, as well as overseeing their implementation. 

4.3.4. Use of gender mainstreaming tools 
Parliament's gender mainstreaming resolutions have consistently highlighted the importance of 
integrating tools such as such as gender impact assessments, gender indicators, gender 

 
163  Ahrens, P., Working against the tide? Institutionalizing gender mainstreaming in the European Parliament, 2019, p. 19. 
164  The focus of this study is on FEMM as the main actor responsible for ensuring integration of a gender dimension into 

Parliament's work. The initial focus of the HLG's work – to promote gender balance within Parliament's Secretariat – 
slightly shifted following adoption of the 2020 EP GAP and roadmap, which, for the first time, also covered the EP's 
political side. 

165  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 
report 2020, paragraphs 27, 30 and 34. 

https://scholar.google.com/citations?view_op=view_citation&hl=de&user=4cqqQCsAAAAJ&citation_for_view=4cqqQCsAAAAJ%3AzA6iFVUQeVQC&inst=6668731253812519455
https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
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budgeting and gender-responsive evaluations into the institution's operations and the work of its 
committees. The first and second EP GAPs and associated roadmaps have included measures to 
strengthen the institution's capacity in this area.  

Parliament scrutinises the extent to which the Commission is considering the gender dimension 
in its ex-ante impact assessments accompanying legislative initiatives (see further details under 
Section 5.1.1.).  

Parliament also aims to incorporate a gender angle when assessing the potential European added 
value of its own legislative initiatives. According to Article 225 TFEU, Parliament may, acting by a 
majority of its component Members, request the Commission to submit a proposal on matters on 
which it considers that a Union act is required for the purpose of implementing the Treaties (with 
the Commission having to provide a justification if it does not submit such a proposal).166 Ahead of 
the adoption of such proposals (also called 'legislative-initiative reports'),167 EPRS usually prepares 
'European added value assessments'.168 Between 2023 and 2025, six such assessments were 
carried out by EPRS.169 Out of those, four considered a gender dimension.170 Moreover, a gender 
aspect was incorporated into three studies and three briefings drawn up by EPRS in this period.171  

Regarding gender budgeting, during the 2019-2024 legislature, cooperation between the FEMM 
committee and the committees responsible for budgets and budgetary control (BUDG and CONT) 
was stepped up to raise awareness of the importance of this tool and explore ways of integrating a 
gender perspective into Parliament's scrutiny of the budgetary process, policies and spending 
programmes.172 Options for gender budgeting were explored during committee meetings, 
sessions of the GMN and the annual EP Gender Equality Week, and in publications for EP 
committees. Training on gender-responsive budgeting was made available for Members, 
parliamentary assistants, political group and secretariat staff, with support from EIGE and the 

 
166  Article 225 TFEU. 
167  Pursuant to Rule 47(1) EP RoP, a resolution to request the Commission to submit a legislative proposal is always 

adopted on the basis of a legislative-initiative report. See also S. Kotanidis, Parliament's right of legislative initiative, 
EPRS, European Parliament, January 2025. In its 2022 gender mainstreaming resolution (2021/2039(INI)), Parliament 
committed to carrying out a gender impact assessment for each legislative own-initiative report with the aim of 
including a gender perspective, and to researching new methods and tools for improving gender mainstreaming in the 
legislative process. 

168  European added value assessments, as prepared by the European Added Value unit (EAVA) within EPRS, set out and 
explain the rationale for and quantify the potential benefits from legislative initiative reports put forward by 
parliamentary committees. 

169  See the activity reports on European Parliament work in the fields of impact assessment and evaluation from 2023 and 
2025. In 2024, no European added value assessment was produced. 

170  L. Jancova, C. Kammerhofer-Schlegel and J. Saulnier, Mechanism to resolve legal and administrative obstacles in a 
cross-border context - European Added Value Assessment, EPRS, European Parliament, 2023; M. Centrone, 
C. Kammerhofer-Schlegel and C. Navarra, EU framework for the social and professional situation of artists and workers 
in the cultural and creative sectors – European added value assessment, EPRS, European Parliament, 2023; A. Heflich 
and L. Jancova, Promotion of freedom of scientific research in the EU – European added value assessment, EPRS, 
European Parliament, 2023; L. Jancova and F. Sinicato, Just transition in the world of work (legislative initiative), EPRS, 
European Parliament, September 2025. 

171  EPRS cost of non-Europe studies: Increasing European added value in an age of global challenges: Mapping the cost 
of non-Europe (2022-2032), 2023; Improving EU action to end poverty in developing countries – Cost of non-Europe, 
2024; Cost of non-Europe in health policy, 2024. Other EPRS briefings: Towards renewed and beneficial EU 
enlargement, March 2025; Council directive on equal treatment: Potential European added value, 2025; Addressing 
the gender care gap: Potential European added value, September 2025.  

172  See M. Sapala and R. Shreeves, Gender-responsive budgeting: State of play and opportunities for the European 
Parliament's 10th term, EPRS, European Parliament, February 2025; A. Pouwels, Gender budgeting in the 2021-2027 
period and the proposal for the 2028-2034 Multiannual Financial Framework, Directorate-General for Budgetary 
Affairs, European Parliament, October 2025. 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A12016E225
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)767211
https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://oeil.secure.europarl.europa.eu/oeil/popups/ficheprocedure.do?lang=en&reference=2021/2039(INI)
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2024)757795
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2026)774731
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)740233
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)740233
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)747426
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)747426
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)753160
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)774668
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)734690
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2023)734690
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2024)747425
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2024)753192
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)765773
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)765773
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)765772
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)774666
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)774666
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Commission.173 In addition, Parliament seized opportunities to press for systematic use of gender-
responsive budgeting in the 2014-2020 MFF, the annual budget, the EU Financial Regulation and 
the Recovery and Resilience Facility – the EU financial instrument supporting recovery in the 
Member States following the COVID-19 pandemic.174  

The focus on gender budgeting has continued during the current legislature. As part of their 
scrutiny remit, the BUDG and CONT committees are paying particular attention to the tracking 
methodology developed by the European Commission to mainstream gender equality in the EU 
budget.175 In November 2025, Parliament adopted a resolution assessing the implementation of 
the methodology, based on a report from the CONT committee.176 While welcoming the 
methodology and its contribution to improving gender mainstreaming in the Commission's budget 
process, Parliament flags limitations, notably that it is not applied ex ante to shape the design of 
policies; does not take sufficient account of indirect or possible negative impacts on gender equality; 
and is not applied to the same extent across all EU programmes. Parliament has asked the 
Commission to develop and introduce a comprehensive approach and method for gender 
budgeting for the next programming period, establish binding spending targets for interventions 
where gender equality is a principal objective, and create a safeguard mechanism to adjust proposals 
found to have negative effects on gender equality.  

In its response, the Commission states that its proposal for the next MFF (2028-2034) represents 
a major step forward for consistent embedding of gender equality in the implementation of the 
EU budget, notably through the proposal for a regulation establishing a budget expenditure tracking 
and performance framework and other horizontal rules for the Union programmes and activities 
('performance regulation').177  

The FEMM committee, the budget-related committees and the GMN have analysed the 
Commission's proposal and recommended steps to strengthen the gender equality dimension 
across the next MFF and its specific programmes, and ensure that it remains measurable.178 For 
example, the FEMM committee's opinion attached to Parliament's interim resolution on the MFF 
points to a risk that gender mainstreaming will be diminished, and urges the Commission to 
introduce specific and quantifiable financial targets for gender equality across programmes, and for 
tracking of the overall funding dedicated to gender equality.179 

 
173   For example, EIGE carried out training sessions for the GMN and FEMM members on gender impact assessments and 

gender budgeting. It also developed a checklist for gender-sensitive screening of proposals of EU directives that can 
be used by parliamentarians. 

174   For details, see Sapala and Shreeves, 2025, pp. 5-8. 
175  BUDG committee, Action Plan on Gender mainstreaming of the Committee on Budgets (BUDG) – 10th legislature, 

December 2024 and Gender Action Plan – 10th term Committee on Budgetary Control. 
176  European Parliament resolution of 25 November 2025 on the 2024 budget – assessing the implementation of the 

gender mainstreaming methodology in the EU budget. See also the proceedings of the CONT committee workshop, 
Implementation of the gender mainstreaming methodology in the EU budget, which fed into the report. 

177  Commission response to the text adopted in plenary, SP(2026)02-27, 27 February 2026. For further analysis of the  
performance regulation, see European Parliament, Budget expenditure tracking and performance framework, EPRS, 
May 2026. 

178  See BUDG committee, Exchange of views: Gender Budgeting in the New MFF: Moving Forward?, 6 November 2025; 
EP Gender Mainstreaming Network, Exchange of views on gender equality in the MFF proposals with the European 
Commission, 14 April 2026 (public but not recorded); A. Elomäki, Gender equality objective in the proposal for a 
Regulation establishing AgoraEU, Policy Department for Citizens, Equality and Culture, European Parliament, May 
2026; A. Elomäki, Gender equality objective in the proposal for a Regulation establishing the European Social Fund 
(2028–2034), Policy Department for Citizens, Equality and Culture, European Parliament, May 2026. 

179  See FEMM opinion: Interim report on the proposal for the multiannual financial framework for 2028-2034 
(2025/0571(APP)). 
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https://www.europarl.europa.eu/committees/en/implementation-of-the-gender-mainstreami/product-details/20250604WKS06403
https://data.europarl.europa.eu/distribution/doc/SP-2026-02-27-TA-10-2025-0287_en.docx
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https://multimedia.europarl.europa.eu/en/webstreaming/committee-on-budgets-ordinary-meeting_20251106-0900-COMMITTEE-BUDG
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In addition, under the current EP GAP and roadmap, a gender budgeting methodology is to be 
piloted for some budget lines in Parliament's own administrative budget.180 

4.4. Balanced representation of women and men at all levels 

4.4.1. Political level (women MEPs and female representation in EP governing 
bodies) 

Gender balance at political level 
Despite the positive trend noted in the first edition of this study, with women MEPs accounting for 
approximately 39 % of the total in 2021, the percentage has remained largely constant since then. 
As of May 2026, it stood at 39.2 %, as shown in Figure 3.181 

However, there are large differences between national delegations in the EP. Notably, as of May 
2026, Cyprus was solely represented by men, followed by Romania (83 % of male MEPs), Malta (80 % 
of male MEPs) and Lithuania (almost 78 % of male MEPs). On the other end of the spectrum, almost 
62 % of Swedish MEPs were women, followed closely by 60 % Finnish female MEPs. 13 Member 
States (Sweden, Finland, Netherlands, Hungary, Spain, Luxembourg, France, Slovakia, Ireland, 
Croatia, Belgium, Denmark and Austria) were in a 'balanced representation' – understood as gender 
distribution of between 40 % and 60 %, with Spain and Luxembourg having achieved gender parity.182 

 
180  The options for gender budgeting in Parliament's own budget were flagged during the previous legislature. See, for 

example: G. Badalassi, The gender budgeting report of the European Parliament: A preliminary study, Greens/EFA in 
the European Parliament, 2021; M. Sapala and R. Shreeves, Gender-responsive budgeting: Implications for the budget 
of the European Parliament, EPRS, European Parliament, 2023. 

181  See EP Facts and Figures, May 2026. 
182  See EP Facts and Figures, May 2026. 

Figure 3 – Women MEPs (March 2022 to May 2026) 

 

Source: EP Facts and Figures, May 2026. 
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At any rate, as shown in Figure 4, the representation of women in the European Parliament - over 
time and in 2026 – remains significantly higher than the EU average for national parliaments 
(32.3 %), as well as the global average of 27.5 % (as of April 2026).183 

Importantly, 2022 was a landmark year for the European Parliament, as its presidency was assumed, 
for the first time since 2002, by a woman, Roberta Metsola (EPP, Malta). However, this significant 
appointment was followed by a substantial decline in the number of appointed women Vice-
Presidents, from around 57 % in 2022 down to almost 43 % in 2024 – a decrease of 24.5 %. In 2025 
and 2026, the number of women Vice-Presidents rose again, accounting for 50 % of the total, 
achieving gender parity, as shown in Figure 5. 

 

 
183  See I. Zamfir, Women in politics in the EU: State of play in 2026, EPRS, European Parliament, February 2026, and Inter-

Parliamentary Union, Global and regional averages of women in national parliaments, website. 

Figure 4 – Women MEPs and EU average of women members of national parliaments 
(March 2022 to May 2026) 

 

Source: EP Facts and Figures, May 2026. 

Figure 5 – Women Vice-Presidents (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

 

https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2026)782668
https://data.ipu.org/women-averages/?date_year=2026&date_month=05
https://facts-and-figures.europarl.europa.eu/snapshot/term-9/current#Women-MEPs-by-Member-State
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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The proportion of women Quaestors has fluctuated over the years, in line with their parliamentary 
term of two-and-a-half years, given that attaining gender balance among the five Quaestors is 
mathematically impossible. Indeed, as illustrated in Figure 6, the share of women Quaestors climbed 
from 40 % in 2021 to 60 % from 2022 to 2024, dropping again to 40 % in 2025 and 2026. 

 

As shown in Figure 7, the percentage of women Chairs and Co-Chairs of political groups in the 
European Parliament has also ranged considerably, with a slight, albeit inconsistent, upward trend. 
In 2021 and 2022, 30 % of political groups were (co-)chaired by a woman, rising to 33 % in 2023 and 
40 % in 2024, an increase of 33 % compared with 2021 and 2022. However, the percentage of political 
groups (co-)chaired by a woman dropped again to 33 % in 2025 and 2026. 

A similar fluctuating pattern can be observed with the number of parliamentary committees 
chaired by women (Figure 8).184 Indeed, although 41 % of committees were chaired by a woman in 

 
184  The 26 committees mentioned in Figures 8 and 9 include 22 standing committees, two sub-committees (DROI, FISC) 

and two special committees (HOUS, EUDS). 

Figure 6 – Women Quaestors (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

 

Figure 7 – Women Chairs and Co-Chairs of political groups (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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2021, a downward trend followed in the subsequent three years, reaching its lowest level in 2024, 
with only 29 % of committees being female-chaired. Nonetheless, this percentage increased in 2025 
and 2026, by almost 50 %, to 42 % of parliamentary committees being chaired by a woman. 
Importantly, since the EP elections in 2024, committee bureaus must be gender-balanced (and the 
Chair and first Vice-Chair must not be of the same gender).185 

While aggregated data on the number of women political group coordinators of parliamentary 
committees throughout the years are not readily available, the data collected on the 2025 
composition of committees reveal that 39 % of all coordinators (87 out of 221) were women in that 
year, with significant discrepancies between committees (see Figure 9). While FEMM was taking the 
lead, with eight female coordinators, most coordinator posts were also held by women in EMPL 
(where women held nine of the 11 coordinator posts, corresponding to 81.8 %) and LIBE (where eight 
of the 11 coordinators (72.7 %) were women in 2025). By contrast, of the 11 coordinator positions in 
TRAN, only one was occupied by a woman (9 %). 

 
185 Rule 219 EP RoP, May 2026.  

 

Figure 8 – Women Committee Chairs (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html


Gender mainstreaming in the European Parliament 
  
 

53 

 

Similarly, despite the Parliament's 2022 resolution calling for gender balance to be ensured at all 
levels of committee work, including when appointing rapporteurs and shadow rapporteurs, 
aggregated data about the gender distribution of rapporteurships across all parliamentary 
committees are currently lacking.186 Some committees are nevertheless collecting (and publishing) 
such information (as mentioned under Section 4.2.2.).  

Importantly, despite Rule 216(2) of Parliament's Rules of Procedure stipulating that the 
composition of the committees must reflect, as far as possible, the composition of Parliament 
itself (39 %), the composition of most committees falls short of this requirement.187 Indeed, at the 
beginning of 2026, the Committee on Constitutional Affairs (AFCO) consisted of only 13.3 % women, 
followed by the Committee on Budgetary Control (CONT) and the Committee on Foreign Affairs 
(AFET) with 20 % women each, the Committee on Budgets (BUDG) with almost 23 % women, as well 
as the Subcommittee on Tax Matters (FISC, 23.3 %). At the other end of the spectrum, women 
accounted for 87.5 % of FEMM, 66.7 % of the Special Committee on the Housing Crisis in the EU 
(HOUS), 57.6 % of the Committee on Employment and Social Affairs (EMPL), and 53.3 % of the 
Committee on Culture and Education (CULT). The committees that most successfully adhered to 
Rule 216 at the start of 2026 were the Special Committee on the European Democracy Shield (EUDS) 
(39.4 % women) and the Committee on Industry, Research and Energy (ITRE) (37.8 % women). Data 
from the preceding ninth legislative term also demonstrate a similar pattern, with AFCO, AFET, FISC, 
CONT and BUDG consistently ranking among the committees with the lowest female 
representation.188 FEMM also systematically ranked as the committee with the highest proportion of 
female MEPs.189  

The percentage of delegations chaired by women has also varied greatly over the past few years, 
as shown in Figure 10. Although 30 % of delegations were chaired by women in 2021, only 23 % of 

 
186  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament – annual 

report 2020, paragraph 13. 
187  Rule 216(2) EP RoP, May 2026. 
188  The only exception is CONT in 2024, with women accounting for 40 % of total committee members. 
189  See Women in the EP brochures (EP intranet). 

Figure 9 – Women Committee Coordinators (2025) 

 

Source: Internal data (Members' Administration Unit, European Parliament). 

https://www.europarl.europa.eu/doceo/document/TA-9-2022-0072_EN.html
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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delegations were so in 2025, a decrease of about 23 %. Interestingly, this downward trend was not 
linear; rather, the share of women-chaired delegations reached 38 % in 2023 and 35 % in 2024, 
declining to 23 % in 2025 before rising to 25 % of women-chaired delegations in 2026. An article 
from The Loop also reports that EP delegation chairs, while 'key performers of EP diplomacy' that 
may facilitate gender equality promotion, were under-explored in the current 10th term.190 Both in 
the ninth and 10th term, male MEPs chaired most of the biggest delegations (with more than 
20 members each), with male MEPs chairing 10 and 11 out of 14 such delegations in the ninth and 
10th term respectively. Moreover, in the current 10th term, male MEPs reportedly hold most Chair 
positions across all political groups; nonetheless, certain groups such as S&D and Greens/EFA have 
only nominated female MEPs as Vice-Chairs to meet the requirement of Rule 219 of the EP RoP 
(which also applies to bureaus of delegations).191 

 

4.4.2. Parliament's Secretariat 

Gender balance in Parliament's Secretariat 
In 2025, the EP Bureau adopted new targets to increase the percentage of women in management 
positions in the Secretariat ('vertical gender balance'): 50 % women HoUs; 50 % women Directors 
and 50 % women Directors-General (an increase from the previous target of 40 % women 
Directors-General), aiming at full parity at all management levels. 

 
190  C. Miller and L. Santini, Women's leadership in the European Parliament's external delegations, The Loop (ECPRs 

Political Science Blog). 
191  Rule 219 EP RoP, May 2026. 

Figure 10 – Women Delegation Chairs (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://theloop.ecpr.eu/womens-leadership-in-the-european-parliaments-external-delegations/
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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As illustrated in Figure 11, the target for women Heads of Unit was almost met at the time of writing 
of this study, with 48 % of women Heads of Unit (representing a relative increase of 23 % from 2021 
where 39 % of Heads of Unit were women).192 

  

 
192  The dotted line in Figures 10, 11 and 12 aims to illustrate that, while the management targets were set in the 2020 and 

2025 EP gender action plans and apply for 2020-2024 and 2026-2029 respectively (as specified in the Women in the 
EP brochures on the intranet), no specific target was set for 2025, considering that the 2025 action Plan was only 
adopted in December 2025 and that, as expressed by the Secretary-General in its introduction of the 2026 Women in 
the EP brochure, published in March 2026, the 2025 gender action plan applied for the remainder of the term. 

Figure 11 – Women Head of Units (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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Moreover, the target for women Directors in the Secretariat was surpassed, with 52 % being women 
in 2026 (Figure 12). 

Despite these positive developments, further efforts will be needed to meet the target set for 
women Directors-General, considering that only around 35 % Directors-General were women in 
2025 and 2026 (Figure 13). Nevertheless, this represents a significant increase of 25 % compared to 
2024 when women accounted for around 28 % of women Directors-General, and a 66 % increase 
from 2021 when only 21 % of Director-General positions were occupied by women. 

 

Figure 13 – Women Directors-General (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

Figure 12 – Women Directors (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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4.5. Culture and environment in Parliament 
Advancing gender‑sensitive representation also requires understanding how Parliament's 
institutional culture and environment shape the conditions under which Members and staff carry out 
their roles, providing the context for examining the institution's approach to work–life balance and 
the fight against harassment. 

4.5.1. Work–life balance 
Work–life balance has become a key axis of gender‑equality policy in the EU, driven both by 
legislative developments and by institutional reforms within the European Parliament at political and 
administrative levels.  

The 1992 Directive on the safety and health at work of pregnant workers,193 governing workers 
who have recently given birth or are breastfeeding ('Pregnant Workers Directive' or 'Maternity Leave 
Directive') lays down EU-wide minimum standards on maternity protection, including a minimum of 
14 weeks of maternity leave, of which at least two weeks are compulsory; protection against 
dismissal linked to pregnancy or maternity; the right to return to the same or an equivalent job; and 
specific measures on working conditions and health and safety (such as exemption from night work 
and protection against hazardous working environments). 

Alongside this, the 2019 Work–life Balance Directive194 establishes minimum standards on 
paternity leave, parental leave, carers' leave and the right to request flexible working arrangements 
for workers, including telework and reduced or flexible hours. It guarantees at least 10 working days 
of paternity leave paid at a level set by national law, at least four months of parental leave per parent 
of which two months are non-transferable and paid, and five working days per year of carers' leave, 
while also granting parents of children up to at least eight years of age and carers a right to request 
reduced hours, flexible schedules or flexibility in the place of work. 

Taken together, the Work–life Balance Directive and the Maternity Leave Directive form the core EU 
baseline on maternity protection, family-related leave, and flexible working arrangements that 
Member States have transposed into their labour and social security systems (see Map 1). 

  

 
193  Council Directive 92/85/EEC of 19 October 1992 on the introduction of measures to encourage improvements in the 

safety and health at work of pregnant workers and workers who have recently given birth or are breastfeeding (tenth 
individual Directive within the meaning of Article 16 (1) of Directive 89/391/EEC). 

194  Directive (EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work–life balance for 
parents and carers and repealing Council Directive 2010/18/EU. 

https://eur-lex.europa.eu/eli/dir/1992/85/oj/eng
https://eur-lex.europa.eu/eli/dir/2019/1158/oj/eng
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Map 1 – Maternity and paternity leave in the EU in 2026 

 

Source: V. Kern and M. Lecerf, Maternity and paternity leave in the EU, EPRS, European Parliament, April 2026. 

https://www.europarl.europa.eu/thinktank/fr/document/EPRS_ATA(2026)785721
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Beyond this directive, recent national reforms – often in response to the August 2022 transposition 
deadline –have expanded parental‑leave payments, created reduced‑hours schemes for parents in 
the public sector, and extended telework rights for workers with care responsibilities. 

These developments intersect with broader EU gender‑equality instruments (for example the 
gender equality strategy 2020-2025,195 the Pay Transparency Directive196 and the recent gender 
equality strategy 2026-2030197) that treat work life balance as a structural precondition for women's 
participation in paid work and in decision-making. 

For the European Parliament, this dual framework performs a double function: externally, it guides 
Parliament's legislative agenda on gender equality and work–life balance, while internally, it 
operates as a reference point for the design of its own rules for Members and for staff, who benefit 
from Staff Regulation schemes that generally exceed the EU minima in duration, payment and 
flexibility. 

Political level – Members of the European Parliament 
Leave for family reasons, maternity/paternity and parental leave 
At EU level, the September 1976 European Electoral Act198 (concerning the Election of the 
Representatives of the Assembly by Direct Universal Suffrage), together with the EP RoP, sets out 
the rights and obligations of Members of the European Parliament. While neither document 
mentions maternity leave explicitly, the issue is addressed in implementing measures adopted by 
the Bureau. 

• Maternity provisions. Under Article 31 ('Periods of absence') of the Decision of the 
Bureau of 19 May and 9 July 2008 (implementing measures for the Statute for 
Members199), pregnant Members have the right to be excused from meetings three 
months before and six months after giving birth; these absences are considered 
justified, preventing any negative financial implications (Article 31(4)).  

• Paternity and parental leave. There is no equivalent mandate-specific framework for 
paternity or parental leave. Absences for these reasons are managed under general 

 
195  European Commission, communication on A Union of Equality: Gender Equality Strategy 2020-2025, , 2020. 
196  Directive (EU) 2023/970 of the European Parliament and of the Council of 10 May 2023 to strengthen the application 

of the principle of equal pay for equal work or work of equal value between men and women through pay transparency 
and enforcement mechanisms. 

197  European Commission, communication on a Gender Equality Strategy 2026-2030, , 2026. 
198  Act concerning the election of the representatives of the Assembly by direct universal suffrage, OJ L 278, 8.10.1976. 
199  Decision of the Bureau of 19 May and 9 July 2008 (implementing measures for the Statute for Members, OJ C 159, 

13.7.2009. 

Box 3 – Post‑2022 national reforms expanding leave rights for parents 
Several EU Member States have used the Work–life Balance Directive deadline as a lever to improve 
maternity, paternity and closely related parental‑leave schemes. Recent reforms in Belgium, Greece, Italy, 
Portugal and Slovakia have lengthened post‑natal or paternity‑type leave and/or raised benefit levels, 
thereby strengthening income protection around childbirth. Other countries, including Ireland, Latvia, 
Lithuania, Malta, the Netherlands, Poland and Romania, have expanded paid parental-leave entitlements, 
introduced non‑transferable, better‑paid portions for each parent and added carers, or reduced‑hours 
options, which particularly encourage fathers' take‑up and facilitate work–family reconciliation. 

Source: V. Kern and M. Lecerf, Maternity and paternity leave in the EU, EPRS, European Parliament, 
April 2026. 

 

https://eur-lex.europa.eu/eli/dir/2023/970/oj
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:41976X1008(01)
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:02009D0713(01)-20210101
https://www.europarl.europa.eu/thinktank/fr/document/EPRS_ATA(2026)785721
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rules on justified absence and through internal arrangements within political groups 
or parliamentary committees. As residents of their Member States, MEPs may benefit 
from national measures transposing the Work–life Balance Directive, including 
minimum entitlements to paternity leave (10 working days) and parental leave (four 
months, of which two are non-transferable). However, these arise from national 
labour and social security law and are not tailored to the parliamentary mandate. 

Voting rights, proxy voting and remote participation 
The European Electoral Act200 (Article 6) and Rule 193 of the EP RoP201 require that MEPs vote on 
an individual and personal basis; proxy voting and temporary substitution are therefore currently 
prohibited, and any breach is treated as a serious violation potentially leading to sanctions. 
Temporary replacement is also excluded: Article 13 of the Electoral Act permits replacement only in 
cases of resignation, death or withdrawal of mandate, and the replacement serves for the full 
remainder of the term, not for a limited period corresponding to maternity or parental leave.  

Current rules202 do not allow MEPs who are pregnant or on maternity leave to participate in plenary 
sessions remotely, vote by proxy, or temporarily suspend their mandate yet. During the COVID‑19 
pandemic, Parliament introduced a regime of remote participation in 'extraordinary circumstances' 
under Rules 244 to 246, but this is triggered by institutional rather than individual circumstances.203 

On 29 April 2026, Parliament gave its consent to the targeted revision of the European Electoral 
Act, introducing a limited and clearly circumscribed derogation from the principle of strictly personal 
voting.204 The amendment allows female Members to delegate their voting rights to a colleague 
for a defined period – up to three months before the expected date of childbirth and up to six 
months thereafter – enabling them to continue exercising their mandate during maternity-related 
absences from plenary. In line with the position adopted by the Council205 in March 2026, the reform 
incorporates safeguards on transparency, accountability, traceability and the integrity of the vote, 
and requires that the detailed implementing arrangements be set out in Parliament's RoP. On 26 May 
2026 the Council gave its final green light to amend the European Electoral Act;206 the Act must 
now be ratified by all Member States in accordance with their constitutional requirements before 
entering into force, a process expected to be completed ahead of the 2029 European elections. 

Comparative perspective: National parliaments 
Most EU national parliaments now recognise maternity leave for their members in some form, 
although legal frameworks and practical arrangements vary markedly. In several Member States (e.g. 
Denmark, Estonia, Latvia, Portugal, Slovenia) maternity leave is integrated into the general 
social‑security and labour law framework for public employees, with formal mechanisms for 

 
200  Act concerning the election of the representatives of the Assembly by direct universal suffrage, O JL 278, 8.10.1976. 
201  European Parliament, Rules of Procedure, 10th parliamentary term, May 2026. 
202  European Parliament, Decision of the Bureau of 19 May and 9 July 2008 (implementing measures for the Statute for 

Members), OJ C 159, 13.7.2009. 
203  M. Díaz Crego and R. Mańko, Parliaments in emergency mode – Lessons learnt after two years of pandemic, EPRS, 

European Parliament, 2022. 
204  European Parliament, Proxy voting rights approved for MEPs during pregnancy and after giving birth, , 29 April 2026. 
205  Council of the EU, Council Decision amending the Act concerning the election of the members of the European 

Parliament by direct universal suffrage, annexed to Council Decision 76/787/ECSC, EEC, Euratom of 20 September 
1976 – Approval of the draft Council decision, 11 March 2026. 

206  Council of the EU, Council gives final green light to proxy voting for MEPs during pregnancy and after giving birth, 
press release, 26 May 2026. See also Council of the EU, Decision amending the Act concerning the election of the 
members of the European Parliament by direct universal suffrage, 26 May 2026. 

 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A41976X1008%2801%29&qid=1772623834613
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:02009D0713(01)-20210101
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2022)698879
https://data.consilium.europa.eu/doc/document/ST-6708-2026-INIT/en/pdf
https://www.consilium.europa.eu/en/press/press-releases/2026/05/26/european-electoral-act-council-gives-final-green-light-to-proxy-voting-for-meps-during-pregnancy-and-after-giving-birth/
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=OJ%3AL_202601296
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=OJ%3AL_202601296
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temporary substitution; in others (e.g. Belgium, German, France, Italy, Romania, Finland) 
maternity‑related absences are justified or covered by other categories (sick leave, mission status 
or informal agreements) but without an organic, specific regime for parliamentarians.  

Formal voting in absentia while on maternity leave remains limited to three Member States (see 
Map 2). Spain allows remote electronic voting for pregnant Members and those on maternity leave. 
Greece permits postal voting in the last month of pregnancy and the first month after childbirth. 
Luxembourg recognises proxy voting, including for maternity‑related absences. A larger group of 
Member States constitutionally exclude any form of remote or proxy voting, while some rely on 
informal 'pairing' practices to preserve political balance during absences, highlighting the tension 
between the personal character of the mandate and evolving expectations on work–life balance in 
representative democracy. 

Map 2 – Voting in absentia during maternity leave for members of EU Member State 
parliaments 

 

Source: M. Lecerf, Maternity leave and voting procedures in the European Parliament and EU national 
parliaments, EPRS, European Parliament, September 2024. 

Administrative level – Staff of the European Parliament and EU administration 
The European Parliament has implemented various measures to ensure that its staff strikes a work–
life balance, from part-time work to teleworking and leave for a variety of reasons, such as parental 
and family leave, or leave on personal grounds. 

https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)775928
https://www.europarl.europa.eu/thinktank/en/document/EPRS_BRI(2025)775928
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Leave for family reasons and work–life balance tools 
The EU Staff Regulations207 (Regulation No 31/62, as amended) provide a comprehensive framework 
for work–life balance, grounded primarily in Title III Chapter 2 (career breaks), Title IV (working 
conditions) and Title V (social security), with detailed implementing provisions in Annexes IVa (part-
time), V (leave) and institution-specific internal rules. These schemes exceed the 2019 Work–life 
Balance Directive208 minima in duration, payment and flexibility, applying to officials, temporary and 
contract staff in the European Parliament Secretariat (and by analogy to trainees/seconded 
experts), with the explicit aim of reconciling professional and family life (Article 1(e) Staff 
Regulations). 

Key leave entitlements include: 

• Maternity leave (Article 58 Staff Regulations): 20 weeks full pay (24 weeks for 
multiple/premature/disabled child births), starting six weeks pre-confinement and 
ending 14 weeks post-birth; non-fractionable post-partum; 

• Paternity/birth leave (Annex V Article 6 Staff Regulations; Articles 29-30 EP internal 
rules): 10-24 working days special leave for the other parent (extended for 
multiples/disabled children), taken within 14 weeks of birth/adoption; 

• Adoption leave (Annex V Article 6): 20-24 weeks if spouse employed; fall back 10-
24 days otherwise; 

• Parental leave (Article 42a): up to six months per child (to age 12, longer if child is 
disabled), with flat-rate allowance and pension/sickness coverage (EP general 
implementing provisions);  

• Family leave (Article 42b): for serious illness/disability of child/spouse/dependent; 
• Special family leaves (Annex V Article 6 Staff Regulations; Title II EP internal rules): 

2-5 days for serious/very serious child illness, 3-9 days/year for spouse illness, 2-
4 days for deaths. 

Annual leave entitlements are set for between 24 and 30 working days per year, in accordance with 
Title I of the internal rules. Leave is adjusted on a pro‑rata basis for staff working part‑time and for 
periods of unpaid leave or other interruptions of service. Provisions supporting the return from 
maternity leave include breastfeeding time off, allowing up to two hours per working day for a period 
ranging from six to 12 months, depending on the staff member's situation and applicable rules. 

Empirical patterns of usage, as documented in the Parliament's Women in the EP 2026 report, 
indicate distinct gender profiles across leave categories in 2025. Parental leave (full- and part-time) 
and family leave show a clear predominance of women: 68.8 % of parental leave beneficiaries and 
76.3 % of family leave beneficiaries were women. 

Part‑time work and telework 
Part-time work is regulated by Articles 55a–55b and Annex IVa of the Staff Regulations. Staff 
members have the right to request part-time work, with an automatic entitlement in specific 
situations, including childcare, disability, recognised training, and preretirement arrangements. 
Part-time work may be authorised from 50 % of full-time hours upwards, with remuneration and 
allowances adjusted on a pro-rata basis. Certain allowances, namely children, household and 

 
207  Regulation No 31 (EEC), 11 (EAEC), laying down the Staff Regulations of Officials and the Conditions of Employment 

of Other Servants of the European Economic Community and the European Atomic Energy Community. 
208  Article 1(e): 'Officials in active employment shall have access to measures of a social nature, including specific 

measures to reconcile working life with family life.' 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:01962R0031-20260101
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education allowances, are not reduced. Staff may also opt to maintain full pension contributions 
during the period of part-time work. 

Additional flexibility is provided through job‑sharing arrangements, whereby two staff members 
jointly occupy a post on a half‑time basis, and through pre‑retirement schemes, which allow staff 
aged 58 or above to work half‑time while receiving at least 60 % of their full‑time remuneration. 
Requests for part‑time work or related schemes may only be refused on the grounds of service 
needs, which must be duly justified. 

Part-time trends: since the latest edition of this study, Parliament's annual reports show that more 
female than male staff work part-time. However, the rate of the beneficiaries of part-time work 
measures has not been linear; while the number of women working part-time decreased 
significantly, from around 45 % in 2021 to almost 38 % in 2024, it increased significantly in 2026, with 
slightly over 82 % of eligible part-time staff being women, as shown in Figure 14.209 

 

Telework arrangements in the European Parliament are governed by the Secretary-General's 
Decision of 18 December 2023.210 The framework distinguishes between standard telework, which 
provides an entitlement of one day per week, and extended telework, allowing up to two days per 
week for a period of six to 12 months for eligible functions.211 The decision also provides for individual 
adaptations linked to medical needs or disability, as well as the possibility to telework for up to 
15 days per year from outside the place of employment, including in situations of urgent family 
necessity. 

 
209  This figure should be treated with caution, as the methodology for counting part-time employment changed in 2026 

compared with previous years, which may explain the considerable increase (see Women in the EP, 2026). 
210  European Parliament, Decision of the Secretary-General on Telework in the European Parliament (C/2023/1581), 

December 2023. 
211  Prior to the 2023 decision, three modes of telework were available for staff: standard (1 day/week), moderate 

(2 days/week) and maxi (3 days/week). Since 1 March 2024, only two modes of telework are available (standard 
corresponding to 1 day/week and extended corresponding to 2 days/week). As the graphs relate to 2022 and 2023 
(when the previous telework scheme was applied), they refer to the before-mentioned three modes. 

Figure 14 – Gender distribution in part-time work (2021 to 2026) 

 

Source: Women in the EP (EP intranet). 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
https://epintranet.in.ep.europa.eu/files/live/sites/epintranet/files/human-resources/working-time-calendars/telework/decision-sg/teleworking-sg-decision-18122023_en.pdf
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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Line managers retain responsibility for ensuring an adequate level of physical presence in the office. 
However, any refusal of teleworking or request for an employee to return onsite must be explicitly 
justified. Teleworkers remain responsible for complying with health and safety requirements in their 
remote workspace, except for obligations relating to equipment supplied by the European 
Parliament. 

Telework trends: aside from 2021, when all staff was teleworking due to the COVID-19 
arrangements, Parliament has only provided relevant data for 2022 and 2023. Overall, the data 
reveal that more staff made use of standard teleworking in 2023 compared with 2022 (see 
Figure 15). In addition, there is a clear trend of more men favouring standard teleworking than 
women, with an increase of 16.7 % from 2022 to 2023 (compared with an increase of 13.7 % for 
women from 2022 to 2023). The numbers of male and female staff engaging in moderate teleworking 
are roughly equal across 2022 and 2023, with slightly more women preferring this teleworking mode. 
While the proportion of men remained stable across both years (22.9 %), there was a slight increase 
of 4.6 % in women moderately teleworking from 2022 to 2023. Interestingly, while significantly more 
women took maxi teleworking across 2022 and 2023, participation in maxi teleworking decreased 
overall, with a steeper decline in men's engagement with maxi teleworking from 2022 to 2023 
(14.1 %, compared with an 8.7 % decline for women). 

 

  

Figure 15 – Teleworking in 2022 

 

Source: Women in the EP (EP intranet), 2023 brochure. 

https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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Between 2021 and 2025, the European Parliament's internal data point to a gradual decline in the 
use of part-time work among both women and men, suggesting a slow reconvergence towards full-
time patterns while the option of reduced hours remains available. Over the same period, telework 
has become structurally embedded but with distinct gendered profiles across schemes, and the 
various categories of family-related leave continue to display stable disparities in uptake, calling for 
regular monitoring and qualitative analysis. 

Governance and monitoring of work–life balance 
Parliament's Equality, Inclusion and Diversity Unit coordinates gender action plans with DG-level 
coordinators, publishing annual data; COPEC and Staff Committee monitor uptake, issuing opinions 
on rules. This ensures formal tools (leave/telework/part-time) are complemented by anti-bias 
training and harassment prevention, with granular tracking revealing structured usage patterns (e.g. 
declining part-time rates; differentiated telework profiles) that inform targeted policy adjustments. 

4.5.2. Gender-sensitive working environment: fighting against harassment  
Under Article 24(a) of the EU Staff Regulation,212 staff members have a right to receive assistance 
from the institution if, by reason of their position or duty in the Parliament, they are subjected 
to unlawful threats or harm, possibly including allegations of harassment.213 Harassment is not 
only a gender issue, while sexual harassment is often triggered by discrimination based on gender, 
and psychological harassment may have a gender based-discrimination component, as well. To 
enhance assistance, several measures have been set up. 

 
212  Regulation No 31 (EEC), 11 (EAEC), laying down the Staff Regulations of Officials and the Conditions of Employment 

of Other Servants of the European Economic Community and the European Atomic Energy Community. 
213  The Staff Regulations define two types of harassment: psychological harassment (Article 12a(3)), meaning any 

improper conduct that takes place over a period, is repetitive or systematic and involves physical behaviour, spoken 
or written language, gestures or other acts that are intentional and that may undermine the personality, dignity or 
physical or psychological integrity of any person; and sexual harassment (Article 12a(4)), meaning conduct relating to 
sex which is unwanted by the person to whom it is directed, and which has the purpose or effect of offending that 
person or creating an intimidating, hostile, offensive or disturbing environment. Sexual harassment shall be treated as 
discrimination based on gender. 

Figure 16 – Teleworking in 2023 

 

Source: Women in the EP (EP intranet), 2024 brochure. 

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:01962R0031-20260101
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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In its resolution of 10  March 2022on gender mainstreaming in the European Parliament,214 
Parliament requested the implementation of measures to improve anti-harassment policies.215 In its 
2023 resolution on sexual harassment, Parliament noted that very few concrete internal measures 
were fully implemented against harassment, and that more needed to be done. So, the Parliament 
reiterated its calls for 'further transparency on all procedures and implementation of concrete 
measures by different departments at the political and administrative level'.216 Such measures 
concern the Advisory Committee dealing with harassment complaints concerning Members 
('Advisory Committee') and the Advisory Committee on harassment and its prevention at the 
workplace (AHCP) dealing with complaints about harassment among staff. 

Regarding the Advisory Committee dealing with complaints concerning Members, Parliament 
requested that the rules of its functioning be amended. In 2023, the Bureau revised the 2018 rules,217 
reportedly to incorporate good practice applied by the Advisory Committee, and to align with 
developments of the relevant case law.218 The eight-member Advisory Committee219 remains 
competent to deal exclusively with cases of harassment implying Members.  

Two decisions were adopted. The first decision, adopted in July 2023, focuses on procedural 
changes designed to strengthen the rights of the parties. It set up: 

• revised deadlines to speed up the procedure;  
• procedural safeguards such as the right to be heard for any party and sharing non-

confidential evidence; 
• rules to protect the individual Advisory Committee members' duty of impartiality;220  
• disciplinary sanctions or penalties against anyone involved in the procedure that does 

not respect the Advisory Committee's autonomy, independence and confidentiality; 
• in cases of alleged sexual harassment, the possibility to propose to a complainant a 

more restricted format for the hearing so the complainant feels at ease in a safer 
environment. 

The second decision, adopted in November 2023, introduces procedural safeguards to strengthen 
a fair and equal treatment of the parties while paying attention to the victim. Additional deadlines 
are introduced to speed up the procedure, together with measures to ensure the rapporteur's 
impartiality. More protective measures are laid down, including a restricted format for hearing a 

 
214  European Parliament, Resolution of 10 March 2022 on gender mainstreaming in the European Parliament –annual 

report 2020. 
215  When the draft GAP was approved in 2025, the EP Bureau minutes from 10 October 2025 did not indicate a reference 

to sexual harassment. The draft is not publicly available; however, considering that there were relevant changes 
regarding the anti-harassment policy within the EP, it is reasonable to expect that the GAP will reiterate the EP's 
commitment to prevent harassment. 

216  European Parliament, Resolution of 1 June 2023 on sexual harassment in the EU and MeToo evaluation. 
217  The procedure for cases concerning Members, introduced in 2014, was revised in 2018. It lays down the rules on the 

functioning and procedure applied by the Committee. 'The Committee shall work with complete autonomy, 
independence and confidentiality. Its proceedings shall be secret' (Article 8). 

218  On the changes brought up in 2023, see two decisions adopted by the Bureau in July and November, together with 
the report on the activities of the Advisory Committee (2019-2024); for the relevant case law, see below. 

219  Three of them including the chair must be Quaestors, one member must be a Director in Parliament's Secretariat, and 
two members must be from the APA Committee (Article 6). The Secretariat-General will appoint two expert advisers – 
one medical officer from the Medical Service and one member of the Legal Service. The decision modifies only the 
composition when dealing with complaints submitted by a member of staff other than an APA or a Member's trainee 
to include two members (instead of one) of the AHCP. 

220  Prior to introducing a complaint, the complainant may no longer informally contact the members of the Advisory 
Committee; contacts with the Secretariat prior to introducing a complaint should be limited to requests for advice on 
the procedure. 

https://www.europarl.europa.eu/doceo/document/TA-9-2022-03-10_EN.html#sdocta6
https://www.europarl.europa.eu/RegData/organes/bureau/proces_verbal/2025/10-06/BUR_PV(2025)10-06_EN.pdf
https://www.europarl.europa.eu/RegData/seance_pleniere/textes_adoptes/definitif/2023/06-01/0217/P9_TA(2023)0217_EN.pdf
https://www.europarl.europa.eu/RegData/publications/reg/2014/0004/EP-PE_REG(2014)422616_EN.pdf
https://www.europarl.europa.eu/resources/library/media/20181003RES14909/20181003RES14909.pdf
https://www.europarl.europa.eu/RegData/publications/reg/2024/0116/EP-PE_REG(2024)0116(2023-07-11)_XL.pdf
https://www.europarl.europa.eu/RegData/publications/reg/2024/0115/EP-PE_REG(2024)0115(2023-11-19)_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
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complainant in cases of alleged sexual harassment. Confidential counsellors and the medical service 
are available to provide support for Members and staff. The decision also strengthens the protection 
of witnesses,221 and provides for either party the right to obtain, on request, non-confidential 
information about the state of progress of the procedure. 

The Chair of the Advisory Committee must regularly inform the Bureau about the functioning of the 
Committee by submitting two confidential reports per legislative term to the Bureau. 

Recent changes did not substantially affect the procedure, which starts with a complaint in the form 
of a request for assistance to the Appointing Authority. Then a preliminary study will determine if 
there is prima facie evidence of harassment. If such evidence is identified, the Advisory Committee 
will open a detailed investigation.222 The Advisory Committee remains a consultative body that 
gives recommendations to the President of the Parliament who is competent to acknowledge the 
existence of harassment. The President may impose a penalty or financial measures.223 

During the ninth legislative term, the Advisory Committee dealt with 31 cases against 22 different 
MEPs, which is almost the double compared with the previous term.224 This may indicate growing 
awareness on the Advisory Committee and increasing trust in its capacity to handle cases with 
professionalism and independence.225 Among those cases, sexual harassment constitutes by far 
the lowest number.226 In approximately half of the 31  cases, the Advisory Committee 
recommended that the President recognise the alleged harassment. In several cases, the MEPs have 
challenged the decision before a Court, and the final decisions are currently pending.227 

Regarding the AHCP, its tasks cover the promotion of a peaceful and productive working 
environment; the prevention of harassment of staff (officials and other servants); and a role of 
conciliation and mediation, training and information. There has been no major change since rules for 
its functioning were set in 2006.228 The procedure is similar in many respects with that of the 
Advisory Committee, including an informal meeting with the potential complainant, a formal 
investigation if there is a formal complaint, and a report and recommendations addressed to the 
Secretary-General who will ultimately decide which measures will be followed up. Procedural 
safeguards are not detailed in the same way as for the Advisory Committee; however, the member 

 
221  A person invited to be heard may ask to be accompanied by a psychologist of Parliament's Medical Service. 
222  For details of the procedure, see the November 2023 Decision on the functioning of the Advisory Committee with 

harassment complaints concerning Members of the EP and its procedure for dealing with complaints. 
223  The President issues a reasoned decision to acknowledge harassment after hearing the Member (see Article 11). 
224  The number is determined by the number of complainants; in some cases, there are few complaints against one MEP, 

hence the discrepancy between figures here. The figures are provided by the Report on the activities of the Advisory 
Committee (2019-2024). 

225  Despite progress, the report notes remaining challenges – length of the procedure and workload, difficulty to gather 
evidence, need for strict confidentiality throughout the procedure, and increasing involvement of lawyers in the 
proceedings. 

226  This is the conclusion of the Report on the activities of the Advisory Committee (2019-2024); however, there is no 
detailed breakdown. 

227  See details in Report on the activities of the Advisory Committee (2019-2024). 
228  The AHCP is made up of six members, including the Chair. Two members are appointed by the Staff Committee; one 

is appointed by the Medical Service, at least one member must have expertise on equal opportunities. There is no detail 
regarding the other members. See Article 2 of the Internal rules for the Advisory Committee on harassment and its 
prevention at the workplace. The Committee is assisted by a secretary; see European Data Protection Supervisor 
(EDPS), 2009 EDPS opinion. 

https://www.europarl.europa.eu/RegData/publications/reg/2024/0115/EP-PE_REG(2024)0115(2023-11-19)_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0645/EP-PE_DV(2024)0645_XL.pdf
https://www.europarl.europa.eu/RegData/publications/des/2006/0001/EP-PE_DES(2006)0001_EN.pdf
https://www.europarl.europa.eu/RegData/publications/des/2006/0001/EP-PE_DES(2006)0001_EN.pdf
https://www.edps.europa.eu/sites/default/files/publication/09-05-19_parliament_harassment_en.pdf
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of staff against whom a complaint has been lodged must be given the opportunity to present their 
views.229  

Available figures between 2018 and 2023 show that the number of cases decreased over the years; 
the AHCP opened 21 cases, including eight for alleged sexual harassment. Sexual harassment was 
found in two cases. The lack of contextual analysis accompanying those figures makes their 
interpretation impossible.230  

In terms of prevention, progress has been made because of the implementation of a mandatory 
anti-harassment training for all MEPs,231 and a mandatory training on the zero-tolerance policy for 
all staff.232 

Further measures supported by the EP Bureau were adopted. 

• The EP RoP were amended in light of the mandatory training. Members may not be 
elected as office-holders of Parliament or one of its bodies, be appointed as 
rapporteur or participate in an official delegation or interinstitutional negotiations: 
(a) if they have not completed the specialised training on preventing conflict and 
harassment in the workplace and on good office management; or (b) if they have not 
completed the specialised training on preventing conflict and harassment in the 
workplace and on good office management.233 An amendment imposing stricter 
sanctions on those who fail to attend the training within the first six months was 
rejected.234  

• The training complements available tools to outreach MEPs and staff.235 
• To enhance anti-harassment policies, a new mediation service to support Members 

and staff was decided on 10 July 2023236 and set up since then.237 At the beginning of 
2026, a new network of confidential counsellors has been added to the prevention 

 
229  For details, see Internal rules for the Advisory Committee on harassment and its prevention at the workplace. 
230  In Procedures involving the Advisory Committee on harassment and its prevention at the work place (1 January 2018 

to 31 December 2023), figures are presented without any context, which does not allow pertinent conclusions to be 
drawn. 

231  Put to vote in 2019 for the first time, the training 'How to create a good and well-functioning team' was finally adopted 
in 2024. It consists of five different modules, including one on harassment. 

232  The 2023 resolution notes: 'Parliament's Legal Service stated that the introduction of mandatory harassment 
prevention training for Members would not affect the exercise of their free and independent mandate; whereas 
research shows harassment training must be complemented by bystander training, which delivers better results when 
also directed at management level and staff and further calls for the introduction of mandatory harassment prevention 
training for all Members at the very beginning of each mandate and for all staff, notably all the levels of management; 
calls for sanctions to be attached to the non-completion of this training and the revision of the Rules of Procedure in 
this regard'. 

233  Rule 10(6) EP RoP, May 2026. 
234  Sanctions such as penalties and the possibility to remove an elected officeholder, such as President, Vice-President, 

Quaestor, Committee Chair or Vice-Chair were envisaged in the report endorsed by AFCO on 3 April 2024; however, 
they were not retained in the final text, as indicated in the S&D rapporteur's press release; see also S. Schug, 'Has the 
European parliament done enough after #MeTooEP?', The Parliament, 2024. 

235  For instance, a 2023 guide for MEPs on preventing conflict and harassment in the workplace. 
236  European Parliament, Parliament strengthens its anti-harassment policy, press release, 10 July 2023; and Internal rules 

of the mediation service in the EP, 1 August 2025. In case of allegations of physical or sexual violence, the person must 
be directed to contact the person in charge with requests for assistance in DG PERS, and/or, if appropriate, the Police 
and the Medical Service – Article 5 (paragraph 4). 

237  Mediation is a flexible and confidential process used to settle a dispute. It may help prevent a situation from worsening, 
including the risks of harassment. However, this is an informal way of resolving a conflict. It cannot take place when a 
formal procedure was already launched or in the event of serious misconduct. 

https://www.europarl.europa.eu/RegData/publications/des/2006/0001/EP-PE_DES(2006)0001_EN.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2024/0231/EP-PE_DV(2024)0231(2023-12-12)_XL.pdf
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://www.europarl.europa.eu/news/en/press-room/20240402IPR20103/conflict-and-harassment-in-the-workplace-towards-mandatory-training-for-meps
https://www.socialistsanddemocrats.eu/newsroom/european-parliament-endorses-mandatory-anti-harassment-training-all-meps
https://www.theparliamentmagazine.eu/news/article/has-the-european-parliament-done-enough-after-metooep
https://www.theparliamentmagazine.eu/news/article/has-the-european-parliament-done-enough-after-metooep
https://www.europarl.europa.eu/RegData/publications/divers/2025/0570/EP-PE_DV(2025)0570(2023-11-01)_XL.pdf
https://www.europarl.europa.eu/news/en/press-room/20230710IPR02607/parliament-strengthens-its-anti-harassment-policy
https://www.europarl.europa.eu/RegData/publications/divers/2025/0570/EP-PE_DV(2025)0570(2025-10-07)_XL.pdf
https://www.europarl.europa.eu/RegData/publications/divers/2025/0570/EP-PE_DV(2025)0570(2025-10-07)_XL.pdf
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tools, aiming to prevent and resolve workplace grievances, conflicts and potential 
harassment. 

The current RoP238 (2024-2029) and the annexed code of appropriate behaviour for MEPs239 have 
incorporated those new measures, and reflect this strengthening of the anti-harassment policy. 

Under the revised rules, few cases of harassment were examined and resulted in sanctions. 
However, procedural loopholes remain, as indicated by some CJEU decisions. In one case, the Court 
concluded that parliamentary assistants of an MEP have the right to access reports containing the 
conclusions of an investigation into this MEP's behaviour.240 The Court has ruled that 'in the absence 
of a legitimate interest in confidentiality, the Parliament should have forwarded the Committee's 
report to the applicants'. In another decision,241 the Court highlighted procedural breaches; on the 
grounds that rights of defence were not respected, the Court annulled the European Parliament 
decision to sanction an MEP found guilty of harassment. According to the Court, a person accused 
of harassment is entitled to 'a summary reproducing the substance of the statements of witnesses' 
or 'to the documents in the file serving as the basis for the allegations against her' such as emails.242 
Parliament failed to ensure respect of rights of the defendant, which negatively affected the legality 
of the process. 

4.6. Evaluation and monitoring of implementation 
In terms of ex-post evaluation, FEMM is required to draw up regular non-legislative reports to be 
submitted to plenary, assessing gender mainstreaming in the work of parliamentary committees and 
delegations, including an assessment of failures to incorporate the gender dimension. These 
resolutions thus serve as a monitoring tool. As explained previously (Section 4.1.1.), resolutions on 
the state of play of gender mainstreaming in the EP were adopted in 2007, 2009, 2011, 2016, 
2019 and 2022 respectively. Moreover, based on a request by FEMM, parliamentary services carried 
out studies evaluating gender mainstreaming in Parliament's committees and delegations in 2014 
and 2018, as mentioned in Section 4.3. 

Regarding gender balance in the Secretariat, the Bureau has adopted, since 2006, a series of 
reports assessing progress relative to the targets set.243 On the occasion of International Women's 
Day, the Equality and Diversity Unit in Parliament's DG PERS publishes, each year, detailed statistics 
on gender balance at all levels of the EP, as well as on work–life balance (Women in the EP brochure 
and Observatory on Gender Equality Statistics).244 It should be noted that Parliament, in its 2016 
resolution, specifically called for a yearly analysis of the state of play of gender equality within 
Parliament, based on gender-disaggregated data, at all levels of staff and political bodies, including 
parliamentary assistants, and for this reporting to be made public. The aforementioned publications 
seem to comply with this request. In relation to work–life balance, however, it is worth noting that 

 
238  European Parliament, Rules of Procedure, 10th parliamentary term, May 2026. 
239  ibid., Annex II (Code of appropriate behaviour). 
240  In TU and BY v PE of 12 February 2025, Parliament had concluded to the existence of psychological harassment, and 

both complainants had sought to use the Advisory Committee's report as evidence in a separate trial before a Belgian 
court. Parliament had refused to release the report. 

241  CJEU, Judgment T-349/23, 12 March 2025. 
242  For more details, see P. Soler, 'EUs top court annuls Roberta Metsola's fine against former liberal MEP over harassment', 

Euronews, 2025. 
243  Kaufmann report (2006) and Papadimoulis report (2017). 
244  All editions of the Women in the EP brochure, as well as the Observatory on Gender Equality Statistics since 2017, are 

available on the EP intranet.  

https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
https://infocuria.curia.europa.eu/tabs/document?source=document&text=&docid=295300&pageIndex=0&doclang=FR&mode=req&dir=&occ=first&part=1&cid=333905
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:62023TJ0349
https://www.euronews.com/my-europe/2025/03/12/eus-top-court-annuls-roberta-metsolas-fine-against-former-liberal-mep-over-harassment-alle
https://epintranet.in.ep.europa.eu/home/browse-as/human-resources/equality-diversity/gender-equality.html
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the statistics on staff working part time or teleworking, as well as on staff on parental or family leave, 
only provide information on officials and temporary staff (and thus no information regarding this 
aspect for the political groups and Accredited Parliamentary Assistants (APAs)). 

As mentioned, the 2020 and 2025 EP GAPs are both accompanied by roadmaps for implementation, 
containing concrete actions with timelines (milestones) and, where relevant, binding measures for a 
period of two years. While the roadmap for implementing the 2020 EP GAP only covers the years 
2021 and 2022, with no (further) milestones or measures having been set for the following three 
years, when the 2025 EP GAP was adopted, the roadmap accompanying the latter, covering the 
years 2026 and 2027, points to a future roadmap to be developed for the years thereafter (2028 and 
2029). In line with Rule 249 of the EP RoP, the HLG has to report bi-annually to the Bureau on the 
implementation of the actions, and share its reporting with all relevant actors. Moreover, the EP 
GAPs must be reviewed at least every five years.245  

The latest roadmap, accompanying the 2025 EP GAP and adopted in April 2026, includes several 
specific actions in relation to implementation and monitoring of the EP GAP, notably to carry out a 
gender benchmarking exercise – with the support of the ECPRD and EIGE as an expert – to evaluate 
Parliament's practices and policies on gender equality based on a comparison between the EP and 
national parliaments in the Member States in various areas. 

  

 
245  European Parliament, Rules of Procedure, 10th parliamentary term, May 2026. 

https://www.europarl.europa.eu/doceo/document/lastrules/TOC_EN.html
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5. Gender mainstreaming practices in other EU institutions  

 

  

Key findings 
In the European Commission, gender mainstreaming is co-ordinated by DG JUST, supported by an Inter-
Service Group for Gender Equality and a Task Force on Equality established in 2019. Despite these 
institutional structures, gender mainstreaming across policy areas remains weak, as evidenced by the limited 
consideration of gender impacts in Commission impact assessments: gender-related impacts were 
considered in only 7 % of impact assessments produced during the 2019-2024 parliamentary term. Gender 
budgeting has been introduced as an ex-post expenditure tracking tool under the 2021-2027 MFF but is not 
yet embedded in all phases of the budget cycle. Progress has been made in gender balance within the 
Commission's administration, with near-parity achieved at mid-level management grades, although men 
continue to predominate at the most senior levels. 

In the Council of the EU, gender mainstreaming is addressed within the Employment, Social Policy, Health 
and Consumer Affairs Council (EPSCO) configuration and through successive Council conclusions calling for 
stronger mainstreaming and gender budgeting across EU policies and Member State legislation. However, 
negotiations within the Council, as co-legislator, have at times delayed agreement on key legislative 
instruments, as illustrated by the prolonged negotiations over the Women on Boards Directive and the 
Directive on combating violence against women and domestic violence. A dedicated Council configuration 
on gender equality, as called for by the European Parliament and recommended by EIGE, has not been 
established. As regards gender balance in its administration, the Council strives – in its 2030 diversity and 
inclusion strategy – to attain gender balance in management and other positions of higher responsibility 
within a 45 % to 55 % margin by 2030. 

The EESC has endorsed the European Commission's Declaration for a gender-equal society, adopted a new 
diversity and inclusion strategy, and issued opinions calling for the systematic integration of gender 
mainstreaming across EU policies and the European Pillar of Social Rights. Gender imbalance among 
appointed members at political level persists, with some Member States having no female representatives. 
The CoR adopted a gender equality action plan in October 2023, embedded gender equality commitments 
in its revised 2024 Rules of Procedure, and has addressed gender mainstreaming across diverse policy areas 
including climate change, cohesion funds and the care economy. Despite these efforts, women remain 
substantially under-represented at political level, accounting for approximately 30 % of full members in 2026, 
and gender balance in management positions within the General Secretariat remains an acknowledged 
priority. In its gender action plan III (2026-2030), the EIB aims to intensify efforts to promote gender equality, 
promoting women's access to capital and participation in the workforce, enhancing equal access to 
infrastructure and services, such as mobility, housing and health, and upholding safety, dignity and equal 
rights in all its operations, extending the gender action plan's scope beyond women to include LGBTIQ+ and 
vulnerable men and boys. However, while aiming to promote gender equality through the Bank's investments 
in the EU, the new action plan is silent about gender representation within the institution itself. 
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5.1. Gender mainstreaming in the European Commission and the 
Council of the EU 

5.1.1. European Commission (EC) 
The main actors responsible for gender mainstreaming in the EC are DG Justice and Consumers 
(JUST), DG Budget (BUDG) and the EC's Secretariat-General.246 The coordination of gender 
mainstreaming across the DGs is currently under the responsibility of DG JUST, led by the 
Commissioner for Equality, Preparedness and Crisis Management, Hadja Lahbib, who was in 
charge of developing the 2025 roadmap for women's rights that shaped the 2026-2030 gender 
equality strategy, as mentioned in Section 3.247 

Within DG JUST, a dedicated Gender Equality Unit coordinates the EC's work on gender equality. 
It is consulted when new legislation is proposed and may take a leading role in relation to 
accompanying impact assessments.248 The unit deals with legal aspects (monitoring of gender 
equality aquis and new legislation) and policy issues (such as the exchange of good practice 
between EU Member States, awareness raising and funding). It is consulted, both formally and 
informally, when new legislation is proposed. In the context of the inter-service consultation, the 
Gender Equality Unit can make suggestions to reflect gender equality issues in proposals. It has a 
contact person for each DG, supporting them to include a gender perspective in their activities and 
processes. It also supports civil society organisations as experts during consultations and public 
dialogue. The Gender Equality Unit is responsible for preparing annual gender equality reports.249 In 
the context of the preparation of policies, DG JUST and the Gender Equality Unit organise public 
consultations and seminars with social partners on specific topics to gather input from a broad range 
of stakeholders.250 

Moreover, an Inter-Service Group (ISG) for Gender Equality, with members from all DGs and 
services at technical level, coordinates the implementation of actions to promote equality between 
women and men in the policies and annual work programmes for the DGs' and services' policy areas. 
It is chaired by the structure with primary responsibility for gender equality – currently the Gender 
Equality Unit – and coordinates the activities of Commission departments with respect to planning 
and implementing actions to promote equality between women and men in their policies and work 
programmes. The ISG is also the platform for monitoring and reporting the Commission's activities 
in the area of gender equality, and contributes to policy follow-up. The group meets four times a 
year to monitor the implementation of specific actions, with the ISG members liaising with the 
Gender Equality Unit during the preparation of the annual report on equality between women and 
men, published every year ahead of International Women's Day on 8 March.251 

 
246  While the overall responsibility for gender mainstreaming lies with DG JUST, gender budgeting and reporting come 

under the competence of DG BUDG (and the DGs responsible for EU funding programmes). 
247  In 2010, responsibility for gender equality was moved from the DG for Employment, Social Affairs and Equal 

Opportunities and came under the remit of the Commissioner for Justice, Consumers and Gender Equality. Since the 
first 2019-2024 von der Leyen Commission, there has been a dedicated Commissioner for Equality, covering gender 
equality alongside other dimensions of equality (although the current Commissioner has a broader portfolio, also 
including preparedness and crisis management). 

248  Such as, for example, on the impact assessment regarding the legislative initiative on preventing and combating 
gender-based violence and domestic violence. 

249  For the most recent one, see European Commission, 2025 report on gender equality in the EU. 
250  See EIGE website. 
251  ibid. It also mentions a few other structures responsible for gender mainstreaming, such as the Advisory Committee 

on Equal Opportunities for Women and Men and the High-Level Group on Gender Mainstreaming. 

https://commission.europa.eu/topics/equality-and-inclusion/equality-and-inclusion-key-actions_en
https://commission.europa.eu/about/organisation/college-commissioners/hadja-lahbib_en
https://op.europa.eu/en/publication-detail/-/publication/9677429b-0eab-11f0-b1a3-01aa75ed71a1/
https://eige.europa.eu/gender-mainstreaming/institutions-and-structures/european-union


Gender mainstreaming in the European Parliament 
  
 

73 

As regards gender balance at political level, the College of Commissioners is currently gender-
balanced, with 11 out of 27 Commissioners being female (just over 40 %). This is, nevertheless, a 
step backwards compared with the previous term, where 13 out of 27 Commissioners were women. 

Considerable progress has been made to ensure gender balance in management positions in the 
Commission's administration. As of January 2026, female representation at senior management 
level stood at almost 47 % (up from 37 % in 2019); at middle management level, female 
representation reached just over 50 % (up from 42 %). Overall, female representation in 
management positions in the Commission reached 49.5 % (up from 43 %). Moreover, female middle 
managers in the executive agencies amounted to 47 %, while four out of six Directors of executive 
agencies were, as of January 2026, also women.252  

Furthermore, as a recent analysis by Euractiv,253 published in April 2026, reveals, a near gender 
balance in the positions held by administrators (AD) was achieved in 2024, with 48 % of women 
in AD roles. However, women dominate in assistant positions (AST), with 68 % female-filled AST 
roles in 2024. Also, while women represented 52 % of mid-level grades (AD05-AD10) in 2024, men 
still accounted for close to 60 % of staff in senior grades (AD11–AD16), with the gap widest at the 
very top. 

As regards horizontal gender representation across Commission services, according to Euractiv, 
the majority have increased their share of female staff, with, in 2024, women even outnumbering 
men in some services, such as in DG SCIC (69 %), DGT (65 %), EPSO (63 %) and DG JUST (63 %). 
However, despite the increase in the proportion of women, several services were imbalanced in 
2024, most prominently DG IDEA (17 %), DIGIT (25 %), and DG JRC (30 %). Moreover, five 
Commission services recorded downward trends in female representation from 2019 to 2024, 
particularly DG IDEA with a decrease of 58 % from 40 % women in 2019 to only 17 % women in 2024.  

Since 2015, the framework for policymaking in the Commission has been provided by the Better 
Regulation Agenda, including Better Regulation Guidelines254 and a toolbox255 that encompass all 
stages of the EU policymaking process, providing, among other things, rules for conducting impact 
assessment work from ex-ante impact assessment to ex-post policy evaluation. The Better 
Regulation Guidelines were updated in November 2021 to include a reinforced consideration of 'any 
significant impacts on gender equality', where relevant, while the toolbox was most recently 
updated in December 2025 to consistently include gender-related impacts in the questions aimed 
at guiding relevant stakeholders when analysing significant impacts of proposed policies.256 
However, the Commission's recent communication updating the better regulation rules,257 
adopted in April 2026, makes no specific reference to the gender equality dimension in law-making 
and policymaking. While the Communication proposes more focused impact assessments based on 
'an initial matrix of key impacts', no indicative or exhaustive list of such impacts is provided. Rather, 
such impacts will be determined on a case-by-case basis, depending on each individual proposal. At 

 
252  See Commission website. Further details, including on the Commissions Female Talent Development Programme and 

other coaching programmes, as well as on how to promote gender-responsive leadership in the EUs external action, 
can be found in the Commissions 2025 Gender Equality report. 

253  E. Braun, M. Saenz de Tejada and M. Monti, 'European Commission makes progress on gender parity – but men still 
dominate top jobs', Euractiv, 2026. 

254  European Commission, Better regulation: guidelines and toolbox, website. 
255  European Commission, Better regulation toolbox, website. 
256  The revision of the actual guidelines and toolbox is expected at the end of the year. 
257  European Commission, communication on A Simpler, Clearer and Better Enforced EU Rulebook, COM(2026) 380, 

2026. 

https://commission.europa.eu/about/service-standards-and-principles/modernising-european-commission/diversity-and-inclusion_en
https://commission.europa.eu/document/055fdbab-5786-425e-a072-652bf53d8fe4_en
https://www.euractiv.com/news/european-commission-makes-progress-on-gender-parity-but-men-still-dominate-top-jobs/
https://www.euractiv.com/news/european-commission-makes-progress-on-gender-parity-but-men-still-dominate-top-jobs/
https://commission.europa.eu/law/law-making-process/better-regulation/better-regulation-guidelines-and-toolbox_en
https://commission.europa.eu/law/law-making-process/better-regulation/better-regulation-guidelines-and-toolbox/better-regulation-toolbox_en
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52026DC0380
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any rate, as the Communication notes, impact assessments 'will focus on what really matters, 
meaning on assessing key economic, social and environmental impacts', which could extend to 
gender equality considerations, as well. 

In this context, it is worth noting that the EC does not perform gender impact assessments as a 
separate, stand-alone exercise. Instead, it has integrated the consideration of gender aspects within 
its general impact assessment system (which follows an integrated approach, considering the 
potential economic, social and environmental consequences of initiatives in an integrated manner). 
The gender-related impacts are therefore currently addressed either as a social concern or a 
fundamental rights issue.258 

On a positive note, as the updated EPRS study of February 2025259 assessing the quality of 143 ex-
ante impact assessments accompanying legislative proposals between December 2019 and 
November 2024 reveals, there has been an increase in the assessment of gender-related impacts. 
Indeed, seven impact assessments evaluated gender-related impacts during the 2019-2024 period 
(including three impact assessments partially assessing gender-related impacts), an increase of 
slightly over 4 % from the previous 2015-2018 study260 (which showed that only one out of 
132 impact assessments addressed gender-related impacts in that period). However, the numbers 
do not lie – as the study concludes, gender-related impacts were (partially) considered in only 
7 % of the impact assessments between December 2019 and November 2024. This appears also 
in contrast to the Commission's commitment to a reinforced consideration of significant gender 
equality impacts in the Commission's Better Regulation Guidelines, as mentioned. 

This slight increase in assessing gender-related impacts in ex-ante impact assessments is also noted 
in the 2023 annual report of the Regulatory Scrutiny Board (RSB),261 which states that 16 % of 
impact assessments seen by the Board addressed equality-related impacts – a relative increase of 
23 % compared with 13 % of impact assessments addressing equality-related impacts in 2022. 
Similarly, 34 % of impact assessments evaluated impacts relating to fundamental rights – a relative 
increase of slightly over 30 %, compared with 26 % of impact assessments addressing such impacts 
in 2022. As the RSB annual report further elucidates, a link to UN Sustainable Development Goal 5 
on gender equality was made in three impact assessments, staying consistent with the 
corresponding numbers in 2022. 

Regarding gender budgeting, as noted in Sections 3.2 and 4.3.4. of this study, the Commission has 
developed and piloted a methodology for tracking expenditure on gender equality across 
programmes, which has been conducive to the collection of relevant data. For the 2028-2034 MFF, 
it has proposed to integrate gender considerations in a more systematic way through the 
Performance Regulation, and to report on the EU budget's contribution to gender equality more 
accurately, including on a publicly available data portal.262 

 
258  As raised in the 2021 Sieps European Policy Analysis, the guidelines and toolbox do not provide clear guidance for 

gender mainstreaming with an incoherence between the two with respect to how gender inequality is understood (as 
a social or fundamental rights issue). 

259  Ex-ante Impact Assessment Unit, Quality analysis of European Commission impact assessments: Developments during 
the 2019-2024 term, EPRS, European Parliament, February 2025. 

260  Ex-ante Impact Assessment Unit, Appraising the quality of the European Commissions impact assessments: Trends 
and developments from 2015 to 2018, EPRS, European Parliament, 2019. 

261  Regulatory Scrutiny Board, Annual Report 2023, 2024. 
262  European Commission, proposal for a regulation of the European Parliament and of the Council establishing a budget 

expenditure tracking and performance framework and other horizontal rules for the Union programmes and activities, 
16 July 2025. 

https://sieps.se/en/publications/2021/gender-mainstreaming-in-the-european-commission/
https://www.europarl.europa.eu/RegData/etudes/STUD/2025/765770/EPRS_STU(2025)765770_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2025/765770/EPRS_STU(2025)765770_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2019/642807/EPRS_STU(2019)642807_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2019/642807/EPRS_STU(2019)642807_EN.pdf
https://commission.europa.eu/publications/regulatory-scrutiny-board-annual-report-2023_en
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:52025PC0545
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In conclusion, while further efforts will be needed to effectively implement gender mainstreaming 
in the EC, under the leadership of President von der Leyen there have been some developments 
that have the potential to strengthen gender mainstreaming in the EC. These include the creation 
of the post of the Commissioner for Equality during von der Leyen's first mandate and maintaining 
it in her second mandate (albeit combined with other competences) and the adoption of a 
2026-2030 gender equality strategy (including a call for further development of gender 
mainstreaming in the next 2028-2034 MFF). 

5.1.2. Council of the EU (Council) 
In 1994, ministers responsible for gender equality convened for the first time to promote gender 
equality as an issue to consider at European Community level, while supporting the preparation of 
the Beijing Conference. Since 2018, informal meetings of gender equality ministers have been held 
under each Council presidency trio. More recently, gender equality ministers met263 informally on 
16 April 2025, under the Polish Presidency, with Poland, Denmark and Cyprus signing a Trio (Joint) 
Declaration on Gender Equality.264 These joint declarations on gender equality represent an 
18-month action plan that outlines the priorities of each presidency for advancing gender equality. 
These informal meetings have also been informed by the high-level group on gender mainstreaming, 
an informal group comprising representatives responsible for gender mainstreaming at national level 
and chaired by the EC.265 

At present, however – despite calls from the European Parliament and EIGE266 – there is no 
dedicated Council configuration on gender equality, and working groups are embedded in the 
Working Party on Social Questions (SQWP), which deals with all issues concerning gender equality 
and anti-discrimination, alongside employment and social policy files.267 Member State ministers 
responsible for gender equality have the opportunity to meet within the framework of the 
Employment, Social Policy, Health and Consumer Affairs Council (EPSCO).268 

Among the main outcomes of EPSCO meetings are Council conclusions on different subjects 
relating to gender equality and women's rights (as outlined below). They primarily focus on the areas 
of Beijing Platform for Action (BPfA) concern selected by the presidency country. Since 2011, EIGE 
has provided expertise in the preparation of such bi-annual reports to follow up the BPfA in the EU.  

 
263  Council of the EU, Informal meeting of gender equality ministers, 16 April 2025. 
264  Presidency of the Council of the EU, Trio Presidency Declaration on Gender Equality for Poland, Denmark and Cyprus 

(January 2025 – June 2026). 
265  European Commission, High-level group on gender mainstreaming and Advisory committee on equal opportunities for 

women and men, website. 
266  See European Parliament, Resolution of 17 December 2020 on the need for a dedicated Council configuration on 

gender equality, and parliamentary question E-002421/2025 by Elena Kountoura (The Left, Greece) from 16 June 
2025, who asked the Council not only whether it recognises the need to establish a dedicated configuration on gender 
equality but also whether it is committed to inviting the European Council to proceed with said establishment. The 
Council, in its response, revealed that there are currently no plans to create such a separate Council configuration, as 
the subject of gender equality is addressed in the EPSCO Council and in other Council formations, depending on the 
agenda topics. The European Institute for Gender Equality (EIGE) also recommended the formation of a Council 
configuration on gender equality in its 2025 report (see EIGE, Institutional mechanisms for gender equality in the EU: 
present realities, future priorities, 2025). 

267  Council of the EU, Working Party on Social Questions, website. 
268  See Council of the EU, Employment, Social Policy, Health and Consumer Affairs Council, website. It is worth noting 

that in 2018, an informal Women's European Council (WEUCO), with European Parliament delegates, Commissioners 
and representatives of the rotating Council presidency, was established to frame the European agenda from a gender 
perspective. It has convened before several European Council meetings, and submitted conclusions to the European 
Council, the Council presidency, the Parliament and the Commission. 

https://polish-presidency.consilium.europa.eu/en/events/informal-meeting-of-gender-equality-ministers-164/
https://www2.mim.dk/Udgiv/Ligestilling%202025/TRIO%20declaration_gender%20equality.pdf
https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/who-we-work-gender-equality/high-level-group-gender-mainstreaming-and-advisory-committee-equal-opportunities-women-and-men_en
https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/who-we-work-gender-equality/high-level-group-gender-mainstreaming-and-advisory-committee-equal-opportunities-women-and-men_en
https://www.europarl.europa.eu/doceo/document/TA-9-2020-0379_EN.pdf
https://www.europarl.europa.eu/doceo/document/E-10-2025-002421_EN.html
https://www.astrid-online.it/static/upload/afbd/afbd519789fb88436947eaefa46b6b7e.pdf
https://www.astrid-online.it/static/upload/afbd/afbd519789fb88436947eaefa46b6b7e.pdf
https://www.consilium.europa.eu/en/council-eu/search-the-list-of-council-preparatory-bodies/working-party-social-questions/
https://www.consilium.europa.eu/en/council-eu/council-meetings-explained/epsco/
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As a result of the economic, budgetary and institutional crises in the EU, Member State support for 
gender equality actions within the Council has varied over the past decade. Nevertheless, the 
Council has stressed the significance of gender mainstreaming across all EU policies, 
programmes and budgets in various conclusions adopted throughout the years. In the Council 
conclusions of 15 October 2021 (under the Slovenian Presidency), the Council notably called on the 
Commission to 'systematically mainstream a gender perspective into future EU strategies and 
policies' and reflect on undertaking ex-ante and ex-post gender impact analyses.269 Similarly, in the 
Council conclusions of 11 May 2023 (under the Swedish Presidency), the Council called on the 
Commission to not only systematically mainstream a gender equality perspective in policy initiatives 
but also draft a common EU-wide definition of the concept of 'gender budgeting' and ensure that 
gender equality is integrated into the implementation of the EU budget.270 In the conclusions, the 
Council also called on the Member States to incorporate a gender perspective into all stages of 
policymaking and legislation, and to set up institutional mechanisms at all levels. Other Council 
conclusions have focused on the economic empowerment and financial independence of women 
(19 April 2024, under the Belgian Presidency),271 as well as work–life balance (3 December 2024, 
under the Hungarian Presidency).272 Most recently, the Council adopted conclusions on advancing 
gender equality in the AI-driven digital age,273 specifically calling on the Commission to support the 
mainstreaming of gender equality in the implementation of the AI Act (19 June 2025, under the 
Polish Presidency).274 

Nevertheless, negotiations within the Council, as co-legislator, have at times delayed agreement on 
key legislative instruments. In November 2012, for example, the Commission put forward a 
legislative proposal on improving the gender balance among directors of listed companies (which 
was to become the 'Women on Boards Directive'275), which remained stuck in the Council for 
10 years, because a qualified majority could not be reached.276 It was not until the 2022 French 
Presidency that the subject was prioritised in the Council's agenda, leading to the co-legislators 
reaching provisional agreement in June 2022.277 

Similarly, the Commission's 2022 proposal for a directive on combating violence against women 
and domestic violence underwent several rounds of interinstitutional negotiations before the co-
legislators reached agreement in May 2024.278 Indeed, in the Council, the proposal was debated over 
the course of a year owing to the unwillingness of certain Member States to include an EU-wide 

 
269  Council of the EU,  on the European Court of Auditors Special Report 10/2021 on Gender Mainstreaming in the EU 

Budget, 15 October 2021. 
270  Council of the EU, conclusions on mainstreaming a gender equality perspective in policies, programmes, and budgets, 

11 May 2023. 
271  Council of the EU,  on the economic empowerment and financial independence of women as a pathway to substantive 

gender equality, 19 April 2024. 
272  Council of the EU,  on ensuring work-life balance and gender equality for all generations in the context of demographic 

challenges, 3 December 2024. 
273  Council of the EU,  on advancing gender equality in the AI-driven digital age: 6th horizontal review of the 

implementation of the Beijing Platform for Action by the Member States and the EU institutions, 19 June 2025. 
274  For relevant Council conclusions adopted between 2013 and 2020, as well as policy debates held in that period, see 

previous edition of this study (p. 51): N. Hahnkamper-Vandenbulcke and R. Shreeves, Gender Mainstreaming in the 
European Parliament – State of Play, EPRS, European Parliament, 2021. 

275  Directive (EU) 2022/2381 of the European Parliament and of the Council of 23 November 2022 on improving the 
gender balance among directors of listed companies and related measures. 

276  See the EP Legislative Train Schedule for more information. 
277  See the EP Legislative Train Schedule for more information. 
278  Directive (EU) 2024/1385 of the European Parliament and of the Council of 14 May 2024 on combating violence against 

women and domestic violence. 

https://data.consilium.europa.eu/doc/document/ST-9026-2023-INIT/en/pdf
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
https://www.europarl.europa.eu/thinktank/en/document/EPRS_STU(2021)694216
https://eur-lex.europa.eu/eli/dir/2022/2381/oj/eng
https://www.europarl.europa.eu/legislative-train/spotlight-JD21/file-gender-balance-on-boards
https://www.europarl.europa.eu/legislative-train/spotlight-JD21/file-gender-balance-on-boards
https://eur-lex.europa.eu/eli/dir/2024/1385/oj
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definition of rape based on the lack of consent, as requested by Parliament. While Parliament 
ultimately dropped its request to facilitate the directive's adoption,279 it recently, in a resolution 
adopted in April 2026, called on the Commission to propose legislation promoting a common 
definition of rape based on freely given, informed and revocable consent.280 

In a related context, the Council had been blocking the EU's ratification of the Council of Europe 
Convention on preventing and combating violence against women (the 'Istanbul Convention') 
for approximately six years, from 2017 to 2023.281 While the Council signed, on behalf of the EU, the 
Istanbul Convention in June 2017, ratification was delayed by seven Member States who opposed it 
(Bulgaria, Czechia, Lithuania, Latvia, Hungary, Slovakia and the United Kingdom, then still a Member 
State). Given the Member States' resistance, Parliament requested the CJEU to deliver an opinion 
on whether the Council should wait for the Member States' 'common accord' before concluding the 
Istanbul Convention. In October 2021, the CJEU ruled that the Council could ratify the Convention 
with qualified majority instead,282 paving the way for its entry into force for the EU.283 

With respect to gender balance within the General Secretariat of the Council (GSC), the 
2021-2024 diversity and inclusion strategy284 outlined key measures to horizontally advance 
diversity and inclusion across the GSC, including as regards disability, ethnic and racial diversity, 
LGBTI+ and age. The strategy also touches upon gender equality, striving to attain gender balance 
in management positions within a 45 % to 55 % margin by the end of 2026 – the only exception to 
the target deadline in 2024. The 2021-2024 strategy also committed to a balanced representation 
of women and men in other positions of higher responsibility, such as Heads of Unit, Heads of Sector, 
Heads of Office, Senior Administrators and Senior Assistants, as well as selection and promotion 
panels. In 2025, the Council released the successive 2030 diversity and inclusion strategy,285 which 
lays down a mid-term review in 2027 and the long-term vision of fulfilling all diversity and inclusion 
goals by 2030 across the GSC. The 2030 strategy retains its focus on gender balance, repeating the 
aim of achieving gender equality in management and other roles of higher responsibility, without 
however alluding to selection and promotion panels, as did its predecessor. The 2030 strategy also 
covers the new parameter of intersectionality, which considers the interplay of multiple identities, 
such as age and gender, leading to multiple discrimination, as mentioned previously. The 
implementation of the strategy is monitored and coordinated by the Council's Diversity and 
Inclusion Office (formerly known as the Equal Opportunities Office), supported by the Diversity 
and Inclusion Network (formerly known as the Equal Opportunities Network) and the Joint 
Committee of Diversity and Inclusion (CODI). 

  

 
279  See the EP Legislative Train Schedule for more information. 
280  European Parliament, Resolution of 28 April 2026 on the importance of consent-based rape legislation in the EU. 
281  Council of Europe, Convention on preventing and combating violence against women and domestic violence. 
282  CJEU, Opinion 1/19, 2021. 
283  See the EP Legislative Train Schedule for more information. 
284  Council of the EU, The diversity and inclusion strategy of the General Secretariat of the Council 2021-2024, 2022. 
285  Council of the EU, Diversity and Inclusion Strategy 2030, 2025. 

https://www.europarl.europa.eu/legislative-train/theme-a-new-push-for-european-democracy/file-legislative-proposal-on-gender-based-violence
https://www.europarl.europa.eu/doceo/document/TA-10-2026-0120_EN.html
https://rm.coe.int/168008482e
https://infocuria.curia.europa.eu/tabs/document?source=document&text=&docid=247081&pageIndex=0&doclang=EN&mode=lst&dir=&occ=first&part=1&cid=21739395
https://www.europarl.europa.eu/legislative-train/theme-area-of-justice-and-fundamental-rights/file-eu-accession-to-the-istanbul-convention
https://op.europa.eu/en/publication-detail/-/publication/8060e3cc-945f-11ec-b4e4-01aa75ed71a1/
https://www.consilium.europa.eu/media/2crnca2i/202412769_pdf_qc0124013enn_002.pdf
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5.2. Gender mainstreaming in the European Economic and Social 
Committee and the European Committee of the Regions 

5.2.1. European Economic and Social Committee (EESC) 
The EESC is a consultative body composed of representatives of civil society organisations, 
employers and workers divided in three distinct groups. Its 329 members are appointed for 
renewable five-year terms by the Council on a proposal by each Member States.286 

The EESC has stressed its commitments and achievements towards gender equality in the 
achievement report April 2023 to September 2025,287 published at the end of the mandate by its 
President, Oliver Röpke.288 The report highlights gender equality and gender mainstreaming as one 
of the core priorities of the EESC's mandate as reflected both in EESC external action and within the 
EESC itself. 'As the house of organised civil society', the EESC emphasised its responsibility to lead 
by example, 'making equality not a side issue but a pillar of Europe's democratic resilience'.  

In line with its stated desire to strengthen gender equality and gender mainstreaming, the EESC was 
the first EU body to endorse the European Commission Declaration for a Gender-Equal Society (see 
below), and to participate for the first time in the UN Commission on the Status of Women.289 The 
EESC also integrated gender into policymaking and governance, tackling issues 
disproportionately affecting women and girls, such as the unpaid care burden, structural barriers in 
labour markets, financial exclusion, and the digital divide. Attention was given to those experiencing 
intersectional discrimination: women with disabilities, migrant women, rural women, and young 
women in precarious jobs. 

The 2021 EPRS study on gender mainstreaming in the Parliament had stressed the lack of specific 
structures and procedures to implement the EESC guidelines on gender mainstreaming aimed at 
'ensuring gender equality at all levels of the EESC and in all of its activities' (thus covering both the 
aspect of gender balance within the institution and of integration of gender aspects into the EESC's 
work). In 2020, the Ad-Hoc Group on Equality (AHGE) was established, and its role has reportedly 
been strengthened.290 In its 2022 annual activity report,291 the EESC highlighted the AHGE core 
mandate, which is to increase women's participation and to get a gender-balanced workforce in a 
near future. In its 2023 annual activity report,292 the EESC reported that the AHGE met twice, 
reportedly collected data (the data collection that took place in 2022 aimed at identifying the areas 

 
286  EESC, European Economic and Social Committee, website. 
287  EESC, Stand up for Democracy – Speak up for Europe, 2025.  
288 In his inaugural speech, in April 2023, the President had stated: 'Together we will propose concrete measures to 

improve the gender balance at the EESC; I will seek strategic collaboration with the European Commission, the 
European Parliament and the Council to mainstream gender equality in all relevant EU policies.' 

289  In July 2025, the EESC co-signed a Joint Declaration with the UN Women's Executive Director, committing both 
institutions to stronger cooperation on gender equality. 

290  The AHGE was established in 2020 to promote a cross-cutting culture of equality within the EESC, including all aspects 
of this principle, particularly gender equality. It consists of 12 members, with each of the three groups appointing four 
members to represent it. The AHGE submits a report to the Committee bureau at the end of each term of office that 
informs on the group's activities and proposals and takes stock of the progress made within the EESC regarding 
compliance with the principle of equality. There is no specific structure: the secretariat supporting the AHGE's work is 
Directorate A, Registry and Legislative Planning unit, bureau and ad-hoc groups sector. It would appear that the AGHE 
addresses gender equality among the members rather than among the staff. 

291  EESC, 2022 annual activity report, 2023.  
292  EESC, 2023 annual activity report, 2024.  

https://www.eesc.europa.eu/en
https://www.eesc.europa.eu/en/our-work/publications-other-work/publications/stand-democracy-speak-europe
https://www.eesc.europa.eu/sites/default/files/files/oliver_ropke_inaugural_speech.pdf
https://www.eesc.europa.eu/en/president/news/un-womens-executive-director-and-eesc-president-sign-landmark-declaration-advance-global-gender-equality-during-high
https://www.eesc.europa.eu/en/sections-other-bodies/other/ad-hoc-group-equality
https://www.europarl.europa.eu/cmsdata/271972/EESC_AAR_2022_13.06.2023-sealed-ts.pdf
https://www.eesc.europa.eu/sites/default/files/2024-06/eesc_aar_2023_24.06.2024-sealed-ts.pdf
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in which members might potentially receive unequal treatment),293 and contributed to organising 
events to promote gender equality (for instance, in the context of the European Gender Equality 
Week). Reportedly, the AHGE drafted the annual report on the distribution of members' work 
between men and women. This report is not on the EESC website. Only EESC annual reports are 
available and provide figures on gender distribution of staff positions.294 

In November 2023, the EESC adopted a new diversity and inclusion strategy and action plan 
moving towards the 'diversity and inclusion (D&I)' principle. The strategy aims to tackle under-
representation of women at senior management level. There is also the EESC Women Forum, a 
participatory 'safe space' where staff and members – women and men interested in inequality – 
gather from time to time to discuss existing concerns and possible solutions. In 2024, the EESC 
formalised its shift towards a broader D&I approach by transforming the former Joint Committee 
for Equal Opportunities (COPEC) into the Joint Committee for Diversity and Inclusion (CODI) and 
appointing a diversity and inclusion officer.  

Qualified in 2021 as a persistent and systemic phenomenon, the lack of gender balance notably at 
political level is still a concern. Although the EESC, at the beginning of 2025, called on the Council 
for greater gender balance in the appointment of future members, and urged for intergenerational 
renewal, with the inclusion of younger members, recent statistics (first quarter of 2026) from EIGE295 
show major differences between Member States and a gender imbalance: one country has no 
appointed female member (Cyprus), and only eight Member States have 50 % or more appointed 
female members (with four Member States – France, Luxembourg, the Netherlands and Sweden – 
having a 50/50 distribution). 

Regarding the administrative and managerial staff, EP resolutions on discharge regarding the EU 
budget implementation by the EESC show trends throughout the years confirmed by the EESC 
annual activity reports, despite slight discrepancies with figures reported by the EESC. For the 
financial year 2020, there has been a decreasing percentage of women occupying middle 
management post compared with 2019,296 and the EP noted with concern a steeper decrease in 
senior management posts from 57 % in 2019 to 40 % in 2020; it stressed that this was going against 
the increasing number of women at AD level and in non-management posts (63.3 % in 2020). The 
EP noted that the EESC should set more ambitious targets on gender balance to make the working 
environment fairer. In 2021,297 the EP welcomed the well-balanced gender representation in middle 
and senior management functions, with 52 % women and 48 % men in such positions.298 The action 
of the EESC's equal opportunities officer in shaping the forthcoming diversity and inclusion strategy 
and action plan was welcomed. EP stressed that, at the end of 2021, women accounted for 64 % of 

 
293  Because of their origin, gender, sexual orientation or beliefs. AHGE also conducted a survey on inclusion perception. 

Details and outcomes are not available. 
294  For instance, in 2023, the group of AD/FGIV/END/CS excluding management consisted of 53.6 % females versus 

46.4 % males. In 2022, the figures were 60.8 % females versus 30.2 % males. Regarding middle and senior management 
functions, 56.5 % were female in 2023, compared with 53 % in 2022. There has been a steady increase in the percentage 
of females holding senior positions since 2019, alongside a concomitant decrease by the AD/FGIV staff category. See 
details in appendices p. 190 Annual report 2023. 

295 EIGE, Gender Statistics Database, website. 
296 The EP discharge report 2020 – EESC  takes note of the ongoing consideration of new measures to promote women's 

access to management posts, such as intermediate management responsibilities below Head of Unit level, and the 
practical implementation of gender budgeting. 

297  European Parliament, resolution of 10 May 2023 on discharge 2021– EESC, resolution of 10 May 2023 on discharge 
2021. 

298  Those figures correspond to the table from the 2023 EESC annual activity report; the EP and the EESC use the same 
category of senior and middle management. 

https://eige.europa.eu/gender-statistics/dgs/indicator/wmidm_pol_comm__wmid_eucom_eesc/hbar/year:2026
https://www.europarl.europa.eu/doceo/document/TA-9-2022-0361_EN.html
https://www.europarl.europa.eu/doceo/document/TA-9-2023-0142_EN.pdf
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the overall staff, 55 % of the middle managers, and 40 % of the senior managers at the EESC, placing 
the Committee 'in one of the leading positions among the EU institutions'. It reiterated its 
appreciation of the role to be played by the EESC's equal opportunities officer. In 2022,299 as noted 
by the EP, the EESC continued to employ a high proportion of female staff (64.6 % of all staff), 
including at middle management level (59 % of all managers); female representation in senior 
management positions still needed to be improved, given that only three senior managers out of 
seven were women at the end of 2022; the EESC was encouraged to pursue it efforts regarding a 
gender balance, notably through awareness raising with respect to the appointing authority, and 
ensuring that the composition of different bodies, including human resources recruitment and 
selection panels, remains gender-balanced. For the year 2023,300 the EP underlined remaining 
challenges regarding female representation in senior management, indicating that this was due to 
the EESC's small size and the subsequent limited number of such positions. The EP stressed that 
the appointment of a new Secretary-General at the beginning of 2024 marked a positive shift in 
senior management representation, regretting however the persistent low level of females in senior 
management (two out of seven positions).301 The 2024 annual activity report includes comparative 
figures showing progress in reaching gender balance in staff including managerial staff.302 

In terms of opinions relating to gender equality issues and gender mainstreaming specifically, the 
EESC expresses commitment, calling for gender mainstreaming in several opinions and resolutions. 
In its 2022 opinion on gender equality,303 'the EESC reiterates its call to policymakers at appropriate 
levels to follow the principle of mainstreaming and include the gender equality aspect in all 
decisions, including decisions on budgeting, investment and funding, as well as in public 
procurement'. On 26 February 2025, the EESC adopted an opinion for contribution to the EU's 
priorities304 at the 69th session of the Commission on the status of women,305 and called for an 
overarching EU sustainable development strategy even beyond 2030, 'to allow gender 
mainstreaming across all policies'.  

A few months later, on 18 June 2025 – in its opinion306 on a New Action Plan on the implementation 
of the European Pillar of Social Rights (EPSR),307 the EESC stresses the need to achieve equal 
opportunities and access to the labour market along with the need for mainstreaming and prioritising 
gender equality throughout the EPSR. The EESC insists that 'gender equality should be 
systematically mainstreamed across all 20 EPSR principles to achieve policy outcomes that benefit 

 
299  European Parliament, resolution of 11 April 2024 on discharge 2022 – EESC, paragraph 27; resolution of 11 April 2024 

on discharge 2022 – EESC, paragraph 27; resolution of 11 April 2024 on discharge 2022 – EESC, paragraph 27; 
resolution of 11 April 2024 on discharge 2022 – EESC, paragraph 27. 

300   European Parliament, resolution of 7 May 2025 on discharge 2023 – EESC. 
301  European Economic and Social Committee, 2024 annual activity report, June 2025. 
302  See p. 183-184 of the report. A detailed breakdown can also be found in the EESC's replies to the EP questionnaire in 

the context of the discharge discussions. See also point 51. 
303  EESC, opinion on gender equality, 13 July 2022, SOC/731-EESC-2022. 
304  EESC, opinion for contribution to the EUs priorities, 26 February 2025, SOC/821-EESC-2024. 
305  UN Women, 69th session of the Commission on the status of women (UNCSW69). The focus of this session was the 

review and appraisal of the implementation of the Beijing Declaration and Platform for Action, and the outcomes of 
the 23rd special session of the General Assembly. The review planned an assessment of current challenges and the 
achievement of gender equality and the empowerment of women, and its contribution towards the realisation of the 
2030 Agenda for Sustainable Development. 

306  EESC, opinion on a New Action Plan on the implementation of the European Pillar of Social Rights (EPSR), 18 June 
2025, SOC/822-EESC-2025. 

307  The EPSR is a set of 20 principles underlying the development and strengthening of a fair, inclusive labour market and 
social model within the EU. It was launched in 2017 in Gothenburg. An action plan was adopted in its aftermath that 
set the principles into concrete actions. See EPSR. 

https://www.europarl.europa.eu/doceo/document/TA-9-2024-0232_EN.pdf
https://www.europarl.europa.eu/doceo/document/TA-10-2025-0082_EN.pdf
https://www.europarl.europa.eu/cmsdata/297007/EESC%20Annual%20Activity%20Report%202024.pdf
https://www.europarl.europa.eu/cmsdata/298638/EESC_2024%20Discharge_Replies%20to%20Questionnaire_FINAL-sealed-ts.pdf
https://www.eesc.europa.eu/en/tags/gender-equality
https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/eesc-contribution-eus-priorities-uncsw69
https://www.unwomen.org/en/how-we-work/commission-on-the-status-of-women/csw69-2025
https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/new-action-plan-implementation-european-pillar-social-rights
https://employment-social-affairs.ec.europa.eu/policies-and-activities/european-pillar-social-rights-building-fairer-and-more-inclusive-european-union_en
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everyone and counter persistent gender gaps'. It proposes to include gender-specific indicators in 
the new EPSR Action Plan and accompanying budgets.308 On 19 June 2025, the EESC adopts a 
resolution entitled 'A Roadmap for Women's Rights',309 whereby it endorses the European 
Commission's Declaration of Principles for a Gender-Equal Society. To support a coordinated and 
sustained implementation of these principles, the EESC affirms its commitment to five principles 
including promoting gender mainstreaming, gender budgeting and the systematic collection and use 
of sex-disaggregated and intersectional data. Recalling that the EESC is 'the voice of organised civil 
society in the European Union', the EESC stresses that it 'stands ready to contribute actively to the 
realisation of this roadmap and to work with the European institutions and Member States to 
transform these principles into practice by contributing to the next gender equality strategy'. 

5.2.2. European Committee of the Regions (CoR) 
The CoR310 is the voice of regions and cities in the EU that represents local and regional authorities 
across the EU and advises on new laws that have an impact on regions and cities (70 % of all EU 
legislation). 

It is a political assembly composed of 329 members and 329 alternates from all EU countries 
(grouped by political party and headed by the President) who have been elected at local or regional 
level (for example, as mayors or presidents of a region).311 The CoR's legislative work is divided 
between six commissions set up per policy area. The commissions analyse the European 
Commissions' legislative proposals; those are then discussed in plenary by the members, up to six 
times a year. Debates are closed with the adoption of resolutions and opinions for further action by 
the EU.312 Gender equality comes under the competence of the Commission for Social Policy, 
Education, Employment, Research and Culture (SEDEC).313 CoR members are supported by an 
administration headed by the Secretary-General. 

In 2019, with less than 21 % of CoR members being female, the CoR had stressed that membership 
remains significantly less gender-balanced than in the European Parliament (37 % women at the 
time) and regional parliaments (29 %). On 9  April 2019, the first strategy for gender balance in 
members' participation in the CoR was adopted.314 Since then, the CoR is aiming at reversing 
persisting gender inequality among its members. Following its own calls for action in response to 
the EU gender equality strategy 2020-2025, and based on the assessment of its 2019 strategy, the 
CoR has stressed the necessity to adopt additional concrete actions towards gender equality. Noting 
that, gender balance may be achieved only with the concourse of the appointing authority, the CoR 

 
308  EESC, A Roadmap for Women's Rights: Supporting the Declaration of Principles for a Gender-Equal Society, 18. June 

2025, SOC/839-EESC-2025-01814. 
309  EESC, Resolution on a Roadmap for Women's Rights, 18 June 2025. 
310  CoR, European Committee of the Regions, website.  
311  Each national government proposes its regional or local representative (members and alternates) - national 

delegations who must be approved by the Council of the EU; see European Parliament, Fact Sheets on the European 
Union – The European Committee of the Regions, 2026. 

312  CoR opinions are not legally-binding, but they ensure local and regional authorities have a formal voice in EU 
policymaking. 

313  CoR, SEDEC, website. 
314  See CoR, Towards gender equality in the Committee of the Regions, COR-2019-00269-06-01-NB-TRA, May 2023. 

The strategy comprises a set of recommendations: (i) for those involved in nominations of new CoR members; and 
(ii) within the CoR, pertaining to the revision of the rules of procedures, code of conduct, and the appointment of 
members in constituent and statutory bodies. 

https://www.eesc.europa.eu/en/our-work/opinions-information-reports/opinions/roadmap-womens-rights-supporting-declaration-principles-gender-equal-society#downloads
https://www.eesc.europa.eu/en/documents/resolution/roadmap-womens-rights-supporting-declaration-principles-gender-equal-society
https://cor.europa.eu/en
https://www.europarl.europa.eu/factsheets/en/sheet/16/the-european-committee-of-the-regions
https://www.cor.europa.eu/en/our-work/opinions
https://cor.europa.eu/en/our-work/commissions/sedec
https://dm-publicapi.cor.europa.eu/v1/documents/cor-2023-01136-10-01-nb-tra-en.docx/content
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has highlighted the necessity to address the issue with the Council well ahead of the renewal of the 
CoR mandate. 

Three levels of inequality were distinguished: first, the composition – membership which has long 
been characterised by a marginal increase in the percentage of full members who are women;315 
second, the representation in leading positions that reached parity only at the level of the chairs 
of the commissions;316 and third, the unequal participation, resulting from the appointment of 
rapporteurs but also the unequal representation in panels, conferences, external events, official 
missions, and delegations. Against this backdrop, a new action plan – Towards gender equality in 
the CoR317 – was developed, to improve gender representation and ensure gender equality in the 
CoR in the 2025-2030 mandate. The plan's objective is to reach equality in the composition of the 
Committee and its constituent bodies through concrete actions. An information and outreach 
campaign targeted at the Council, Members States and national associations of local and regional 
authorities is planned, with the aim of drawing their attention on the crucial importance of achieving 
gender-equal delegations. Other actions include a revision of the CoR's rules of procedures, the 
drafting of a code of conduct, and cooperation with national delegations. Actions are foreseen 
regarding also the process for nominating CoR members. In that sense, political groups are invited 
to engage in a broad dialogue with their political counterparts in the appointing authorities at the 
national and subnational level to stress the need for gender equality when CoR members and 
alternates are to be appointed. Likewise, gender equality is requested in the panels of statutory 
meetings and plenary sessions, in panels at conferences, and all events held by the CoR or on its 
premises.318 

The action plan has been complemented by follow-up actions adopted by the CoR bureau on 
9  October 2023.319 Since then, progress has been noted; gender equality has been reflected in the 
2024 revised rules of procedure,320 the Committee being mandated from now on to strive for gender 
equality in all its activities and at all levels.321 Efforts to promote gender equality regarding the 
nomination process for CoR members have been pursued as planned through an information and 
outreach campaign targeted at the Council, Member States and national associations of local and 

 
315  For instance, regarding full members, from 21 % females in 2019 to 24 % as of 29 March 2023. Regarding the alternates, 

in 2023, 72 % were men and 27 % were women; see proposal to adopt concrete measures towards gender equality 
presented at the 219th meeting of the CoR bureau of 23 May 2023 (see link to the action plan on the For more women 
in politics webpage). 

316    For a detailed breakdown per commission and a comparison between 2021 and 2023, see the updated assessment of 
the 2019 strategy as presented to the Bureau in October 2023, Annex 1 to the gender equality action plan (see the For 
more women in politics webpage). 

317  CoR, Towards gender equality in the Committee of the Regions, May 2023. 
318   ibid. 
319  Decision on taking forward the May 2023 gender equality action plan in the CoR; an assessment of the 2019 CoR 

strategy on gender equality was presented at the meeting of the CoR Bureau of 4 July 2023 with its update; it is 
annexed in Appendix I of the decision to take forward the GAP. 

320  CoR, Revised rules of procedure, 2024/2142, 2024. 
321   This general principle from Rule 2 is further elaborated to foster gender balance in the composition and activities of 

the CoR; see Rule 21(1) (speakers in assembly); Rule 31(e) (composition of the Bureau); Rule 49(2) (commission 
composition); Rule 62 (rapporteur nomination), Rule 63(1) (commission of working groups). In the 2010 rules of 
procedure, the only reference to gender was as follows: the terms used in these rules of procedure for the various 
offices are not gender-specific. In 2021, the initial revision focused on acknowledging the need for gender diversity to 
be reflected as much as possible in the composition of the CoR constituent bodies, and the need for an action plan. 
The revised RoP entered into force on 15 August 2024. 

https://www.cor.europa.eu/en/our-work/priorities-2025-2030/proximity/more-women-politics
https://www.cor.europa.eu/en/our-work/priorities-2025-2030/proximity/more-women-politics
https://www.cor.europa.eu/en/our-work/priorities-2025-2030/proximity/more-women-politics
https://www.cor.europa.eu/en/our-work/priorities-2025-2030/proximity/more-women-politics
https://dm-publicapi.cor.europa.eu/v1/documents/cor-2023-01136-10-01-nb-tra-en.docx/content
https://dm-publicapi.cor.europa.eu/v1/documents/cor-2023-03071-10-01-nb-tra-en.docx/content
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32024Q02142
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32010Q0109(01)
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32010Q0109(01)
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32021Q1230(01)
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regional authorities.322 Gender equality as regards speakers in the panels at conferences and events 
held by the CoR or at its premises were also considered. Promotion of gender equality also continued 
in its programmes and networks, such as the Young Elected Politicians (YEP) initiative, and through 
outreach activities throughout the year.  

In its 2024 annual activity report,323 the CoR observed some progress thanks to the CoR's 2023 
gender equality action plan and the revision of its rules of procedure. Nevertheless, women remain 
significantly under-represented in local decisionmaking.324 As of November 2024, women 
accounted for 36.3% of members of regional assemblies across the EU, and for 34.8 % of members 
of local/municipal councils.325 A gap persists, and the CoR aims to further strengthen gender 
equality at this level.326 

Regarding the gender balance in the CoR at political level, as of 5 May 2026, 31.7 % of CoR 
members and 27.5 % of alternates are women, bringing the total share of female members at political 
level to 29.6 %.327 While this is progress compared with the 21 % of female CoR members in 2021, 
parity is still not achieved. Currently, the CoR is led by a female President, and there is parity at the 
level of the Conference of Presidents, as well as among the presidents of the political groups.  

As to gender balance at staff level (particularly in management positions), the 2024 annual activity 
report328 notes that gender balance in management is still a challenge and a top priority. Efforts 
have been made over the past years to ensure gender-balanced recruitment of women in middle 
management level, as well. In 2024, a slight decrease – from 32.5 % in 2023 to 29.7 % in 2024 – was 
reportedly due to different staff movements, internal restructuring, and the merging of several posts 
mainly occupied by female managers. Regarding senior management, the decrease from 44.4 % in 
2023 to 33.3 % in 2024 was reportedly due to the departure of one female Director, but this was 
restored in 2025, including through the appointment of a female Head of the President's Cabinet. 
Despite that progress, imbalances persist. Reaching the target of 40 % representation in middle 
management remains challenging because of ongoing restructuring, resource constraints, and 
forthcoming retirements among female managers. The CoR however remains committed to 
enhancing diversity and inclusion while ensuring a fair and balanced recruitment process. 

CoR efforts towards gender equality concern not only gender balance in its composition but also a 
gender equality policy. It is part of EU policy and of the successive EU gender equality strategies.329 
In an opinion adopted on 14 October 2025, the CoR highlighted the role of the local and regional 
authorities in implementing gender equality policies and measures, calling for the recognition of 
local and regional authorities as strategic partners in the design, implementation and monitoring of 

 
322  Such outreach is rendered necessary because the appointment process takes place at national level. The Council 

adopts the list of members and alternate members drawn up in accordance with the proposals made by each Member 
State. As a result, a wide range of criteria apply, which differ from one Member State to another. 

323  CoR, 2024 annual activity report, 2025. 
324   See CoR, The state of regions and cities EU annual report 2025, noting that out of 285 regional assemblies EU-wide, 

74 regional assemblies are made up of between 40 % and 50 % women, while only 26 have assemblies made up of 50 % 
or more women (p. 66). 

325  EIGE, Gender balance in politics: November 2024. EIGE notes that the EU situation is heavily influenced by France, 
which contributes more than two fifths of the councillors recorded (44 %). If France is excluded, the share of women 
in local/municipal councillors across the remaining 26 EU Member States drops to 29.2%. 

326  EIGE, Gender balance in politics: November 2024, 2025. 
327  CoR, For more women in politics, website. 
328  CoR, 2024 annual activity report, 2025. 
329  European Commission, Gender Equality Strategy 2020-2025 and Gender Equality Strategy 2026-2030, websites. 

https://www.europarl.europa.eu/cmsdata/296668/CoR%20-%20Annual%20Activity%20Report%202024.pdf
https://www.cor.europa.eu/sites/default/files/2025-10/EU-annual-report-2025.pdf
https://eige.europa.eu/publications-resources/publications/gender-balance-politics-november-2024
https://eige.europa.eu/publications-resources/publications/gender-balance-politics-november-2024
https://www.cor.europa.eu/en/our-work/priorities-2025-2030/proximity/more-women-politics#toc-about-the-initiative
https://www.europarl.europa.eu/cmsdata/296668/CoR%20-%20Annual%20Activity%20Report%202024.pdf
https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/gender-equality-strategy_en
https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/gender-equality-strategy_en
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the Commission's roadmap for women's rights330 and the new 2026-2030 gender equality 
strategy,331 backed by adequate financial resources and strengthened equality bodies. In its opinion, 
the CoR addressed gender equality as a fundamental principle at the crossroads of EU policies and 
EU programmes touching upon digitalisation, rural areas, sustainable development, climate change, 
social innovation, and economic changes.332 Against this backdrop, the CoR made policy 
recommendations while emphasising the pivotal role of local and regional authorities in 
implementing gender equality policies and measures on the ground. The decision-making process 
must be as close as possible to citizens, where challenges and opportunities are most tangible. The 
CoR called also for the next MFF to systematically mainstream the principle of gender equality and 
a gender-sensitive perspective across all EU programmes, including through the review of the 
gender budgeting methodology.  

After issuing policy recommendations, the CoR elaborated on concrete measures that local and 
regional authorities can design and implement, given that these specifically concern areas where 
they hold competence. These include freedom from gender based-violence; health standards; equal 
pay and economic empowerment; work–life balance and joint caring responsibilities; equal 
opportunities for employment and good working conditions; quality and inclusive education; political 
participation and equal representation; as well as institutional mechanisms ensuring women's' rights.  

The CoR has addressed gender equality and gender mainstreaming in various opinions and across 
policies. In December 2021, in an opinion on the gender dimension of structural and cohesion funds 
2021-2027, with a focus on the preparation of the operational programmes,333 the CoR recalled the 
need to step up efforts to ensure real gender equality by using a double-pronged approach of, on 
the one hand, specific initiatives to tackle specific inequalities and, on the other, mainstreaming, as 
a cross-cutting approach covering all European policies. It pressed the Commission to propose a 
methodology for assessing the EU programmes' gender impact, and insisted that the contribution 
to gender equality come from all the funds, and not from the European Social Fund Plus alone. In 
January 2022, in an opinion on gender equality and climate change,334 the CoR highlighted 
important links between gender and climate change. Women and men are likely to be affected 
differently by climate policy, and women can therefore act as catalysts of behavioural change. In its 
opinion, the CoR advocated a gender-sensitive approach across EU policies. Women should be more 
empowered with regard to climate change, including by improving their education and awareness 
on climate-related technologies, measures and actions. The CoR pleaded for fostering women's role 
in the decision-making processes relating to these fields, and insisted on the need for mainstreaming 

 
330  The Commission's roadmap for women's rights of 7 March 2025 is a policy framework that aims to guide efforts from 

EU institutions, bodies and civil society for women's rights and gender equality, so they remain at the core of EU 
policies and actions. It relies on a dual approach: (i) mainstreaming of a gender perspective in all policies; and 
(ii) preventing and eliminating gender inequalities. 

331  European Commission, communication on the Gender Equality Strategy 2026-2030, COM(2026) 113, 2026. 
332  The CoR has recently tackled gender equality and a gender-sensitive approach in various opinions on specific policies. 

For instance, in 2025, in its opinion on Building the European Research Area: A Local and Regional Perspective, it called 
for gender equality to be fully integrated as a horizontal priority within the European Research Area, with clear targets, 
gender-sensitive processes, and support for local and regional authorities to implement inclusive strategies, ensuring 
that women, particularly in STEM fields and innovation, are empowered and adequately represented; in 2024, in the 
opinion on Fair working conditions in agriculture: the local and regional perspective, it deemed it crucial to better 
protect women's rights in the agricultural sector, regardless of their status, and promote a gender-sensitive approach 
in this sector; in 2023, in the opinion on Stopping gender-based violence – cities and regions leading the way, the CoR 
stressed the urgency to tackle gender-based violence, highlighting the role of the local and regional authorities in 
combating such violence by putting in place concrete measures and actions, and by enhancing awareness raising and 
education to improve gender equality. 

333  CoR, opinion on the gender dimension of structural and cohesion funds 2021-2027, 2021. 
334  CoR, opinion on gender equality and climate change, 2022. 

https://commission.europa.eu/document/0c3fe55d-9e4f-4377-9d14-93d03398b434_en
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex:52026DC0113
https://cor.europa.eu/en/our-work/opinions/cdr-0365-2025
https://cor.europa.eu/en/our-work/opinions/cdr-2565-2024
https://cor.europa.eu/en/our-work/opinions/cdr-2488-2023
https://cor.europa.eu/en/our-work/opinions/cdr-2503-2021
https://cor.europa.eu/en/our-work/opinions/cdr-2509-2021
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gender in all climate-related policies and instruments, including in transport and mobility, green 
jobs, energy, and budgeting. 

In its priorities for 2025-2030,335 the CoR reaffirmed its commitment towards gender equality along 
the lines of the 2025 opinion, stating that 'contributing to the next EU gender equality strategy and 
translating the EU Roadmap for Women's Rights into tangible outcomes on the ground will be a 
cross-cutting priority for the CoR in 2025-2030'. The CoR committed to actively supporting local 
and regional authorities as strategic partners to achieve equal pay for equal work and economic 
empowerment, equal access to quality health services, accessible childcare, work–life balance and 
equal employment opportunities. It reiterated its support for the mainstreaming of gender equality 
across all EU policies and for increasing women's participation in political life. It called for equal 
representation regarding the composition and nine leadership positions in the EU institutions, and 
on political institutions to adopt gender-sensitive codes of conduct and enforce anti-harassment 
safeguards. For the CoR, those are necessary for safeguarding local democracy and ensuring that 
equality becomes a lived reality across Europe. 

5.2.3. European Investment Bank (EIB) 
The EIB is the EU's financing institution. It is owned by the 27 EU Member States and supports – 
through loans, guarantees and advice - projects that advance EU policy objectives in areas such as 
climate change, environment, small- and medium-sized enterprises (SMEs), cohesion and 
infrastructure. Together with the European Investment Fund, it forms the EIB Group. 

While the EIB is only directly accountable to the Member States and does not have any formal 
reporting obligations towards Parliament, the CONT committee annually reviews EIB's activities and 
presents a report in plenary, to which the EIB President is invited. In addition, Parliament adopts an 
annual own-initiative report on the EIB's financial activities.336  

Since 2018, the EIB Group has embedded gender equality into its business model, with its financing 
for gender equality having more than doubled to more than €30 billion over the past five years. In 
March 2026, the EIB launched its third gender action plan,337 covering the period from 2026 to 
2030.338 Together with the EIB's gender strategy from 2016,339 the new action plan aims at 
enhancing the EIB Group's contribution to the UN 2030 Agenda,340 aligning its activities with 
Sustainable Development Goal 5 and helping 'achieve gender equality and empower all women and 
girls by 2030'.341 

Based on the view that promoting gender equality and women's economic empowerment is essential 
to boosting competitiveness, driving global development and accelerating the green transition,342 
the action plan focuses on three areas of action: 

 
335  CoR, Priorities 2025-2030 – Resolution, 2025. 
336  European Parliament, Fact Sheets on the European Union – The European Investment Bank, 2025. 
337  See EIB, EIB Group launches its new Gender Action Plan reinforcing its commitment to gender equality, press release, 

3 March 2026. 
338  EIB, The European Investment Bank Groups Gender Action Plan III (2026-2030), 2026. 
339  EIB, The EIB Group Strategy on Gender Equality and Women's Economic Empowerment, 2016. 
340  United Nations, Transforming our world: the 2030 Agenda for Sustainable Development, 2015. 
341  United Nations, Sustainable Development Goal (SDG) 5, website. 
342  To underline these arguments, the EIB gender action plan III (p. 1) puts forward some numbers: it explains, for example, 

that better equality in the EU could lead to a 9.6 % increase in gross domestic product (GDP) and create 10.5 million 
additional jobs by 2050. Moreover, it could lift 45 million people out of food insecurity and make EU value chains more 
sustainable. Closing gaps in women's access to infrastructure could raise global GDP by 2.5 % by 2050 in OECD 

https://op.europa.eu/en/publication-detail/-/publication/80f363ba-4024-11f0-b9f2-01aa75ed71a1/language-en?WT.mc_id=Searchresult&WT.ria_c=125603&WT.ria_f=8103&WT.ria_ev=search&WT.URL=https%3A%2F%2Fcor.europa.eu%2F
https://www.europarl.europa.eu/factsheets/en/sheet/17/the-european-investment-bank
https://www.eib.org/en/press/news/eib-group-launches-its-new-gender-action-plan-reinforcing-its-commitment-to-gender-equality
https://www.eib.org/en/publications/20260008-the-eib-group-s-gender-action-plan-iii-2026-2030
https://www.eib.org/en/publications/eib-group-strategy-on-gender-equality.htm
https://sdgs.un.org/2030agenda
https://sdgs.un.org/goals/goal5
https://www.eib.org/files/publications/20260008-030326-the-eib-group-s-gender-action-plan-III-2026-2030.pdf
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1 New economic opportunities for women; 
2 Inclusive infrastructure and services, including health solutions; 
3 Safety, security, dignity and equal rights in all operations. 

Under the first area of action, the action plan aims to expand access to capital for women 
entrepreneurs and inclusive businesses worldwide by supporting financial intermediaries (such as 
banks, funds and microfinance institutions) to reach new markets, thereby better serving women 
and addressing gender gaps. In addition, by promoting participation in the labour market, focusing 
on green and digital skills and more inclusive workplaces, women should be enabled to participate 
in the workforce, especially in regions where opportunities are limited and in green and digital 
sectors in need of diversification of their workforce.343  

The action plan's second area of action strives to advance health services for women, tackling 
underfunding of women's health and closing the gap in the additional time women spend in poor 
health compared with men, potentially growing the global economy by $1 trillion annually. Moreover, 
equal access to services and infrastructure advancing gender equality – such as mobility, housing, 
water and energy – should be improved. The EIB will also explore innovative approaches to finance 
services and infrastructure in the care economy.344  

Under its third area of action, the action plan intends to uphold safety, security, dignity and equal 
rights of women, girls and other people who are discriminated against because of gender norms 
(such as LGBTIQ+ people and vulnerable men and boys), across all investments, in line with EU 
values and international standards. To that end, the EIB Group will work with clients to better 
mitigate gender risks and ensure equal access to resources and opportunities, proactively 
addressing potential issues such as discrimination, gender-based violence and exclusion, through 
the EIB Group Environment and Social Policy, notably.345 

Importantly, the action plan commits to a fivefold increase in advisory services (reaching 
€25 million across the three action areas); the simplification and digitalisation of processes (using 
AI and dashboards for analysis, monitoring and reporting); investing in the EIB Group's internal 
capacities (through its networks of gender champions); and deepening partnerships with, in 
particular, the Commission (including through the Global Gateway and InvestEU), other multilateral 
development banks and international financial institutions, and the United Nations.346 Moreover, the 

 
countries alone. Moreover, according to the action plan, in view of almost 70 % of women entrepreneurs globally not 
getting the credit they need for running their business, closing the gender finance gap represents a $30 billion annual 
revenue opportunity for financial institutions. As to accelerating the green transition, companies with gender-diverse 
boards are 60 % more likely to reduce energy consumption, and 40 % more likely to cut greenhouse gas emissions. 
Moreover, companies with above-average diversity in management report 19 % higher innovation revenues and are 
25 % more likely to have above-average profitability. 

343  In this context, the EIB gender action plan III (p. 3) provides several examples of how these goals will be achieved, 
including the Gender Finance Lab, set up in 2025, or the EIB Group's Women EU Climate Leaders Network. 

344  According to the EIB gender action plan III (p. 4), these goals will be delivered by, for example, developing new 
integrated climate-gender investment packages to help clients scale up climate solutions that benefit women, girls 
and underserved communities' lives under the Group's second Climate Bank Roadmap. The EIB also intends, among 
other things, to scale up efforts towards a gender-responsive recovery in Ukraine; explore how the EIB can support 
new tools (such as AI-driven gender analysis, action planning and reporting); and support strategic and gender-
responsive procurement by embedding gender equality criteria into EIB practices. 

345  As outlined on p. 5 of the EIB gender action plan III, the EIB Group intends to deliver on these objectives by, for 
example, establishing innovative support to manage gender risk in operations; boosting promoter capacity (e.g. by 
developing a standard module to embed zero tolerance for gender-based violence and harassment in technical 
assistance to private sector clients and by further promoting quality employment and leadership opportunities for all); 
strengthening internal guidance and training; and establishing a baseline and tracking system for complaints relating 
to gender-based harassment and violence. 

346  See p. 2 of the EIB gender action plan III. 

https://www.eib.org/en/press/all/2025-117-new-eu-programme-launched-with-banking-sector-to-support-women-entrepreneurs-across-europe
https://www.eib.org/en/projects/topics/social-sustainability/gender/wcln#:%7E:text=The%20Women%20Climate%20Leaders%20Network,climate%20action%2C%20environment%20and%20sustainability
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action plan calls for an inclusive approach to gender equality (considering how gender, age, 
ethnicity, sexuality, disability and other characteristics interact) and addressing gender norms and 
gaps affecting men and boys (such as closing the gap in educational attainment that boys 
experience in certain EU regions).347 

However, while the EIB's new gender action plan aims to promote gender equality through the 
Bank's investments in the EU, it is silent about gender representation within the institution itself. 

  

 
347  See p. 1 of EIB gender action plan III. 

https://www.eib.org/about/initiatives/gender/index.htm
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6. Gender mainstreaming practices in national parliaments - 
findings of requests to the ECPRD network 

 

In February 2026, EPRS launched a request to national parliaments belonging to the ECPRD inter-
parliamentary network asking for information on their structures and policies for implementing 
gender mainstreaming (GM).348 Chambers in 25 EU Member States and 10 non-EU countries sent 
replies.349 Parliaments were asked, specifically, whether they: 

• have a gender mainstreaming structure;  
• have a specific gender mainstreaming policy that encompasses policymaking and 

internal gender balance in political and administrative posts; and  
• conduct regular monitoring and assessments of the implementation of gender 

mainstreaming.  

Picking up on issues highlighted in the EP gender action plan, chambers were also asked about 
measures in place to support work–life balance for parliamentarians and staff, measures to address 
hate speech and harassment, and gender-sensitive measures to support occupational health.350 

The key findings, illustrated in the three tables below, and examples of specific initiatives on work–
life balance and occupational health, show considerable diversity in approaches.351 

  

 
348  ECPRD network request No 6263. Parliaments were asked to provide a follow-up to their responses to ECPRD network 

request No 4722, launched by EPRS in 2021. The earlier results from 22 EU Member States and 11 non-EU countries 
are set out in Section 4.3.1 of the first study on gender mainstreaming in the European Parliament, pp. 57-61. 

349  EU Member States (in English alphabetical order): Austria, Belgium, Bulgaria, Croatia, Cyprus, Czechia, Denmark, 
Estonia, Finland, France, Germany, Greece, Hungary, Ireland, Latvia, Lithuania, Luxembourg, the Netherlands, Poland, 
Portugal, Romania, Slovakia, Slovenia, Spain, and Sweden; non-EU countries: Armenia, Albania, Bosnia-Herzegovina, 
Canada, Israel, Moldova, North Macedonia, Norway, Switzerland and Türkiye. For the EU, three countries (Cyprus, 
Denmark and Luxembourg) were responding for the first time. Three new non-EU countries responded: Armenia, 
Bosnia-Herzegovina and Moldova, while four non-EU countries (Georgia, Iceland, Montenegro and the United 
Kingdom) did not respond to this round. 

350  Some chambers provided links to further documentation in their replies. Where this was the case, or where our further 
desk research identified further publicly available documentation, details are included. 

351  While the Belgian House of Representatives and Senate replied, they indicated that the information provided was 
confidential. They therefore do not form part of this analysis. 

Key findings 
The ECPRD survey launched by EPRS in February 2026, to which chambers in 25 EU Member States and 
10 non-EU countries responded, provides an updated comparative picture of gender mainstreaming 
practices in national parliaments, covering structures and policies, monitoring arrangements, work-life 
balance provisions, and gender-sensitive approaches to occupational health. Despite significant variation 
in the remits and status of the structures, including their legislative powers, an overwhelming majority 
(32 countries) have one or more bodies responsible for promoting gender equality. While six EU Member 
States (Austria, Finland, Germany, Hungary, Spain and Sweden) have internal action plans (covering either 
the political or the administrative level), only one (non-EU) country (North Macedonia) avails of an 
overarching gender mainstreaming strategy covering both. Monitoring mechanisms appear to be the most 
developed in three parliaments (Finland, Spain and Sweden). 

https://www.europarl.europa.eu/RegData/etudes/STUD/2021/694216/EPRS_STU(2021)694216_EN.pdf#page=69
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6.1. Gender mainstreaming structures and policies 
With regard to structures, five parliaments (Bulgaria, the Netherlands, Norway, Poland and 
Slovenia) say they currently have no gender mainstreaming structure. Only three report having a 
dedicated gender mainstreaming body (Finland, Luxembourg and Sweden). The majority have 
one or more structures in place, most frequently a gender equality committee or a committee with 
a remit to consider gender equality or women's rights alongside other issues, such as discrimination 
on multiple grounds, social affairs or human rights. In Israel and North Macedonia, the parliament 
has both a standing committee on gender equality and one or more women's caucuses.352 As EIGE 
also highlights in its latest monitoring report, there is significant variation in the remits and status 
of the structures, including their legislative powers.353 

As regards a comprehensive framework strategy for gender mainstreaming, covering both the 
political side (gender balance and consideration of gender in policymaking) and administration, only 
one (non-EU) country (North Macedonia) reportedly has such strategy in place. A further six 
countries (Austria, Finland, Germany, Hungary, Spain and Sweden) have an internal action plan 
that covers gender balance at political or administrative level. With a view to developing a gender 
mainstreaming strategy covering both the political and administrative sides, Luxembourg is 
currently carrying out a gender audit.  

Based on the information provided, four parliaments (Finland, North Macedonia, Spain and 
Sweden) come closest to covering all the dimensions (structure, framework strategy or action 
plan, and monitoring).354 However, while Finland, Spain and Sweden have a clear gender 
mainstreaming structure, an action plan and regular reporting, the Swedish action plan only covers 
gender balance (and related aspects) at political level, with policymaking and the administration 
unaddressed. The Finnish and Spanish action plans, by contrast, only cover administration.  

Most parliaments in the EU Member States and non-EU countries that responded to the request 
have, however, at least one element in place. For example, the overwhelming majority 
(31 countries) have one or more bodies responsible for promoting gender equality. However, 
interestingly, not all countries with gender mainstreaming structures have introduced a specific 
gender mainstreaming policy or action plan. In addition, several countries with developed structures 
or policies consider that these are not sufficient to merit being termed a 'gender mainstreaming 
structure or policy' as described by EIGE and the IPU.  

While 12 parliaments (Austria, Croatia, Finland, France, Germany, Hungary, Ireland, 
Luxembourg, North Macedonia, Spain, Sweden and Türkiye) reported that they conduct some 
kind of monitoring and assessment of the implementation of gender mainstreaming, monitoring 
mechanisms appear to be the most developed in three parliaments (Finland, Spain and Sweden). 

  

 
352  In Israel, the current 25th Knesset has six women's caucuses: Caucus for Pink Collar Female Workers; Caucus for the 

Promotion of Women's Health; Caucus for Stopping Domestic Violence; Caucus for Women in Israeli Society; Caucus 
for the Proper Representation of Women in the Municipal Sphere; and Caucus for Arab Women and Employment as a 
Social and Economic Impetus. 

353  EIGE, Gender equality in the European Parliament and in national parliaments in the European Union: 2023 state of 
play, June 2024. 

354  Several countries replying to the survey did not provide any information on monitoring. 

https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB13/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB10/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB10/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB06/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB14/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB15/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB15/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB09/
https://data.ipu.org/parliament/IL/specialized-bodies/IL-LC-SB09/
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
https://eige.europa.eu/publications-resources/publications/gender-equality-european-parliament-and-national-parliaments-european-union-2023-state-play
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Table 2 – Parliaments or chambers with a gender mainstreaming structure 

*Türkiye: The Committee on Equality of Opportunity for Women and Men (KEFEK), the main gender 
mainstreaming body within the Grand National Assembly of Türkiye (GNAT), aims at protecting and 
promoting women's rights, monitoring developments aimed at ensuring equal opportunities for 
women and men, and contributing to legislative and oversight activities in this area. In addition to 
providing opinions on legislative procedures, and monitoring and evaluating the implementation of 
legislation, in-depth studies are conducted (through sub-committees within the KEFEK committee) 
and reports prepared on thematic areas (such as employment, political participation, reconciliation 
of work and family life). The committee is also responsible for examining individual applications on 
allegations of gender-based discrimination referred to it by the Presidency of the GNAT, and 
forwarding them to the relevant authorities when deemed necessary. 

*Slovakia: While this question remained unaddressed in the EPRS survey, other sources indicate 
that the Slovak Parliament (National Council of the Slovak Republic) – while not having a dedicated, 
permanent gender committee – generally addresses women's affairs and gender equality through 
the Committee on Human Rights and National Minorities.356  

*Switzerland: As in its 2021 reply, Switzerland reported that it had neither a gender mainstreaming 
structure nor a policy in place (with no current plans to develop either element). A women's cross-

 
355  Where asterisks were used, it was considered useful or necessary to add some further explanation (e.g. to provide 

more specific information, to indicate that a country referred to its previous reply, or to specify that other information 
than that gathered through the survey was used). 

356  See EIGE webpage on Slovakia and National Council of the Slovak Republic website. 

  

Dedicated gender mainstreaming body Finland, Luxembourg, Sweden 

Gender equality committee Croatia, Denmark, France, Romania (Chamber of 
Deputies), Spain, Sweden 

Bosnia-Herzegovina, Canada, Georgia, Israel, North 
Macedonia, Türkiye*355  

Gender-equality sub-committee Portugal 

Albania 

Multi-functional or multi-portfolio committee Austria, Cyprus, Czechia, Ireland, Germany 
(Bundestag and Bundesrat), Greece, Hungary, 
Lithuania, Poland (Sejm), Romania (Senate), 
Slovakia*  

Armenia 

Women's caucus Estonia, Finland (with the power to draft 
amendments), Ireland, Lithuania, Poland (Sejm) 

Israel, Moldova, North Macedonia, Switzerland* 

Other structure Latvia* 

No structure Bulgaria, the Netherlands, Poland, Slovenia 

Norway 

https://eige.europa.eu/gender-mainstreaming/countries/slovakia
https://www.nrsr.sk/web/
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party group, established in 2020, promotes networking among women MPs and with female 
decisionmakers (the number of its – exclusively female – members has increased from 50 to 80 since 
2021). Moreover, two dedicated women's sessions were held in 1991 and October 2021 respectively, 
with a catalogue of demands presented to the Federal Assembly. 

*Latvia: MPs may form thematic groups on their own initiative and work in cooperation with NGOs 
and the public if an issue arises. A group for parliamentary advocacy of women's interests was 
established in 2023.357 

Table 3 – Parliaments or chambers with a gender mainstreaming policy 

EU Member States 

*Austria: Women's Advancement Plan for the years 2021 to 2026 (with the next plan from 2027 
being drafted) for the parliament's administration. Legal requirements for gender budgeting and 
gender impact assessment (but no overarching gender mainstreaming strategy). 

*Finland: The Equality and Non-Discrimination Plan covers the parliamentary administration fully. 
While it does not directly regulate policymaking, equality principles are included in induction and 
guidance provided to MPs, and awareness of gender equality obligations is promoted through 
information and training. Moreover, the Employment and Equality Committee plays an important 
role in integrating gender considerations into the legislative process. The Equality Council, 
composed of the Finnish parliament's Vice-Chair and MPs of all political groups, is tasked to advance 
gender equality and to promote a constructive dialogue, and an informal network of women MPs 
contributes to awareness-raising.  

*Germany: While there is no comprehensive gender mainstreaming policy in the Bundestag, an 
elected Equal Opportunities Officer has been appointed for the administration. Moreover, the In-
Service Agreement on Gender Equality in the Workplace includes various provisions on gender-
equitable advertising of vacancies and recruitment. 

*Spain: The First Equality Plan (2020-2024, still in force; second plan in preparation for 2026) covers 
both chambers' administration. At the political level, the Gender Equality Committees in both the 
Congress and Senate carry out scrutiny work. 

 
357  See the 14th Saeima website on thematic groups. 

  

Framework strategy or action plan for gender 
mainstreaming 

North Macedonia (political and administrative sides) 

Plan for gender balance at administrative level Austria*, Finland*, Germany*, Hungary, Spain* 

Plan for gender balance at political level Sweden* 

No policy Bulgaria, Croatia, Cyprus, Czechia, Denmark, Estonia, 
France*, Greece*, Ireland*, Latvia*, Lithuania, 
Luxembourg*, Poland, Portugal*, Romania, Slovakia, 
Slovenia, The Netherlands* 

Albania*, Armenia, Canada*, Moldova, Norway*, 
Switzerland, Türkiye 

https://saeima.lv/en/14th-saeima/groups-14
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*Sweden: Action programme for gender equality at political level.358 Its objectives are, in particular, 
to ensure gender balance in different political bodies, to integrate gender equality into business and 
various processes, to ensure an internal culture where both women and men are respected, 
resources are equal, and there is work–life balance for MPs. The action programme does not cover 
administration or consideration of the gender dimension in policymaking. 

*France: While there is no single, formal document setting out a gender mainstreaming policy at the 
political level, the Delegation for Women's Rights monitors the consequences of government policy 
on women's rights, scrutinises legislation from a gender perspective, and produces public reports. 
Gender balance at political level is addressed through national legislation and rules of procedure (as 
regards the Bureau and committee bureaus). At the administrative level, several texts on 
discrimination and maternity exist, and an anti-harassment unit has been in place since 2020. The 
human resources department regularly publishes gender statistics on staff. 

*Greece: referred to its previous reply from 2021, when it answered N/A to the questions on GM 
policy. 

*Ireland: no formal GM policy, but a 2021 Forum on a Family Friendly and Inclusive Parliament 
produced recommendations and gender pay gap reporting exists.359 

*Latvia: referred to previous answers with no changes reported. In the previous answer, the Saeima 
referred to a thematic group that covered gender equality and sexual and reproductive health and 
rights, but this no longer exists. The current 14th Saeima has a Group for parliamentary advocacy of 
women's interests (set up in 2023).360 

*Luxembourg: The gender audit (led by the Gender Committee established in 2024) explicitly 
covers both the administrative dimension (first phase) and the political/institutional dimension 
(second phase, to be completed by end 2026), with a view to developing a targeted gender 
mainstreaming strategy covering both sides. 

*Portugal: no dedicated gender mainstreaming policy, but legal requirements for gender impact 
assessment of legislation and gender budgeting. 

*The Netherlands: some policies and structures for improving gender balance in management, 
diversity and inclusion, and gender pay gap reporting exist, but only on the administrative side; no 
policy at political level. 

Non-EU countries 

*North Macedonia: The Assembly of the Republic of North Macedonia has drawn on guidance from 
the OECD, IPU and EIGE to draw up multiannual parliamentary action plans for the advancement of 
equality between women and men. The action plan for 2025-2027361 is the assembly's third such 
action plan. The measures are grouped into four strategic objectives: (i) promoting equal 
representation of women and men in the parliament; (ii) promoting equality of women and men in 
the legislative process; (iii) promoting equality of women and men in the parliament's oversight 
function, and following up on the recommendations from ratified international agreements and 

 
358  The Riksdag, Action programme for gender equality in the Riksdag for the electoral period 2022–2026. 
359  Houses of the Oireachtas, Publication of Gender Pay Gap Report 2025 for Houses of the Oireachtas Service, 2025. The 

reports for 2022, 2023 and 2024 are also available at this link. 
360  See 14th Saeima website on thematic groups. 
361  Assembly of the Republic of North Macedonia, 2025-2027 Action Plan on the Promotion of Equality between Women 

and Men of the Assembly of the Republic of North Macedonia (see also the original version). 

https://www.riksdagen.se/globalassets/05.-sa-fungerar-riksdagen/arbetet-i-riksdagen/jamstalldhetsarbete-i-riksdagen/action-programme-for-equality-2022-2026.pdf
https://www.oireachtas.ie/en/press-centre/news-and-features/20251128-publication-of-gender-pay-gap-report-2025-for-houses-of-the-oireachtas-service/
https://saeima.lv/en/14th-saeima/groups-14
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.sobranie.mk%2Fcontent%2F%25D0%25A1%25D1%2582%25D1%2580%25D0%25B0%25D1%2582%25D0%25B5%25D1%2588%25D0%25BA%25D0%25B8%2520%25D0%25BF%25D0%25BB%25D0%25B0%25D0%25BD%2520%25D0%25BD%25D0%25B0%2520%25D0%25A1%25D0%25BE%25D0%25B1%25D1%2580%25D0%25B0%25D0%25BD%25D0%25B8%25D0%25B5%25D1%2582%25D0%25BE%2Fakciskiplanramnopravnost2025-2027EN.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.sobranie.mk%2Fcontent%2F%25D0%25A1%25D1%2582%25D1%2580%25D0%25B0%25D1%2582%25D0%25B5%25D1%2588%25D0%25BA%25D0%25B8%2520%25D0%25BF%25D0%25BB%25D0%25B0%25D0%25BD%2520%25D0%25BD%25D0%25B0%2520%25D0%25A1%25D0%25BE%25D0%25B1%25D1%2580%25D0%25B0%25D0%25BD%25D0%25B8%25D0%25B5%25D1%2582%25D0%25BE%2Fakciskiplanramnopravnost2025-2027EN.docx&wdOrigin=BROWSELINK
https://www.sobranie.mk/predlog-plan-na-aktivnosti-za-unapreduvanje-na-rodovata-senzitivnost-na-sobranieto-na-republika-severna-makedonija-2020-2021.nspx
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conventions; and (iv) promoting equality between women and men in internal organisation. The 
assembly reports that there is an ongoing focus on a transition from formal representation to 
substantive gender impact in all legislative outputs. The plan is overseen by the Assembly's 
Committee on Equal Opportunities for Women and Men. 

*Albania: does not currently have a gender mainstreaming policy, but did have a gender-sensitive 
parliament action programme that ran between 2020 and 2021. 

*Canada: The Canadian parliament reports that the Gender-Based Analysis Plus (GBA+) tool 
introduced in 1995 can be used by parliamentarians as well as by the government and the civil 
service. GBA+ is a gender mainstreaming analysis that can be applied to legislation, policies, 
programmes, and budgetary and financial processes during development and design, consultation 
and the evaluation of outcomes.362 

*Norway: While Norway reported that it has neither a formal gender mainstreaming structure nor 
policy (with no plans at present to develop either), it underlined that most of the preparatory work 
on government proposals or reports is at present conducted within the responsible Ministry prior to 
reaching the parliament (Storting). The preparatory work has to be carried out in line with the 
Instructions for Official Studies (including instructions for the preparation of central government 
measures).363 According to these guidelines, when considering the effects of different measures, 
the government is bound to consider equality/equal opportunities as fundamental questions (and 
involve the Ministry of Children and Equality in cases of major equal effects). The Storting is, as 
public authority and employer, subject to, among other laws, the Equality and Anti-Discrimination 
Act (notably requiring parliament to make active, targeted and systematic efforts to promote 
equality and prevent discrimination in all its activities)364 as well as the Working Environment Act.365 
In its reply, Norway also reported on new legislation adopted in 2025 governing remuneration of 
MPs during pregnancy, maternity and parental leave.366  

*Türkiye: While no dedicated gender mainstreaming policy is in place, Türkiye referred to relevant 
provisions on gender equality applicable to the GNAT (such as in its constitution, International 
Conventions to which Türkiye is a party, GNAT's rules of procedure and national legislation). Under 
Law No 5840 on the KEFEK's establishment, priority must be given to women when appointing MPs. 
Gender mainstreaming is reportedly applied through several tools (such as gender analysis of 
legislative proposals, awareness- and capacity building activities, as well as training for 
parliamentary staff). For the 2024-2026 period, gender budgeting was, for the first time, included 
in the investment programme and budget preparation guidelines, with sub-committees within 
KEFEK preparing reports analysing the impact of the budget on women and men, and KEFEK 
responsible for monitoring this process. 

 
362  House of Commons, Implementing Gender-Based Analysis Plus in the Government of Canada, Report of the Standing 

Committee on the Status of Women, 2016. 
363  Norwegian Government Agency for Financial Management, Guidance Notes on the Instructions for Official Studies, 

2018. 
364  Act relating to equality and a prohibition against discrimination (Equality and Anti-Discrimination Act). 
365  Act relating to the working environment, working hours and employment protection, etc. (Working Environment Act). 
366  Act on Remuneration and Other Benefits for Members of the Storting (The Storting Remuneration Act). 

https://www.ourcommons.ca/DocumentViewer/en/42-1/FEWO/report-4/
https://www.dfo.no/sites/default/files/fagomr%C3%A5der/Utredningsinstruksen/Guidance_Notes_on_the_Instructions_for_Official_Studies.pdf
https://lovdata.no/dokument/NLE/lov/2017-06-16-51
https://lovdata.no/dokument/NLE/lov/2005-06-17-62
https://lovdata.no/dokument/NLE/lov/2025-06-20-57
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Table 4 – Parliaments or chambers with regular monitoring of their gender mainstreaming 
policy367 

*France: While there is no formal gender mainstreaming policy at the political level, the Delegation 
for Women's Rights monitors the consequences of government policy on women's rights, scrutinises 
legislation from a gender perspective and produces public reports, as mentioned. 

*Hungary: some data collection (on indicators such as the gender, age and level of education of the 
Office staff, working time (full-time or part-time), proportion of women and men among managers). 

*Türkiye: To ensure monitoring, the KEFEK committee prepares activity and evaluation reports for 
each legislative term.  

As regards monitoring of gender mainstreaming policies in EU national parliaments, it appears that 
most of the parliaments reported about monitoring of the administrative side, with monitoring 
often limited to tracking gender balance statistics rather than the extent to which parliaments 
consider the gender dimension in their policymaking.  

Sweden appears to have one of the most effective monitoring systems in place. The Gender 
Equality group (with a representative from each party) reports to the Riksdag Board at least once 
per semester and at the end of each electoral period, using both quantitative and qualitative 
measures, providing for continuous monitoring and regular evaluation of initiatives, as also pointed 
out in a 2024 academic article.368 In the Spanish Congress of Deputies, a dedicated monitoring 
committee publishes annual monitoring reports, contributing to transparency and accountability. A 
final evaluation report of the First Equality Plan (2020–2024) was produced in 2025.369 In the Finnish 
parliament, the Equality Commission oversees implementation of the Equality and Non-
Discrimination Plan, tracks developments, and proposes new initiatives. Monitoring relies on 
predefined indicators, sex-disaggregated data, staff surveys and periodic pay audits. The results 
are reviewed regularly, and previous equality plans are evaluated ex post to inform future actions.  

Among the non-EU parliaments, the Assembly of the Republic of North Macedonia has issued 
implementation reports for its two previous action plans for the advancement of equality between 
women and men, which encompass the administrative and political sides. The implementation 
reports for the previous plans found that they had helped to raise the issue of gender equality to a 
higher level in the legislature, resulting for example in changes to the rules of procedure and an 

 
367  Bulgaria, Cyprus, Czechia, Denmark, Estonia, Germany, Hungary, Lithuania, Luxembourg, the Netherlands, Poland, 

Portugal, Slovakia and Slovenia did not provide any information on monitoring. 
368  J. Erikson and L. Freidenvall, 'Exploring Sustainability in Parliamentary Gender Equality Work. Insights from the 

Swedish Riksdag', NORA – Nordic Journal of Feminist and Gender Research, Vol. 32(1), 2024, pp.  17-34. 
369  See Spanish Congress of Deputies: Final Assessment of the implementation of the First Equality Plan of the Spanish 

Parliament, March 2020-June 2024 (in Spanish), and Final Assessment First Equality Plan of the Spanish 
Parliament (infographic, in Spanish). 

  

Monitoring of the administrative side Austria, Finland, France*, Germany, Hungary*, 
Ireland, Spain, Sweden, Luxembourg 

North Macedonia 

Monitoring of the political side Croatia, (France), Sweden 

North Macedonia, Türkiye* 

https://doi.org/10.1080/08038740.2023.2174184
https://doi.org/10.1080/08038740.2023.2174184
https://www.congreso.es/en/cem/evaluacion-final-igualdad
https://www.congreso.es/docu/igualdad/Evaluacion_final_I_Plan_Igualdad_2020-2024.pdf
https://www.congreso.es/docu/igualdad/Evaluacion_final_I_Plan_Igualdad_2020-2024.pdf
https://www.congreso.es/docu/igualdad/CD_Infografia_evaluacion_final.pdf
https://www.congreso.es/docu/igualdad/CD_Infografia_evaluacion_final.pdf
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annual plenary session on gender equality. A working group will again monitor the implementation 
of the activities envisaged in the 2025-2027 action plan.370  

6.2. Examples of interesting / promising practices 

6.2.1. Gender audits 
Since the previous request to ECPRD in 2021, further parliaments report that they have conducted, 
or are considering, a self-assessment or audit. In Luxembourg, the Bureau of the Chamber 
established a gender committee in 2024 with a mandate to design, coordinate and carry out a gender 
audit, issue recommendations, and develop a more targeted and evidence-based gender 
mainstreaming strategy and concrete measures, covering both the political and administrative 
dimensions of the institution. The first phase, which ran to the end of 2025, focused on  
parliamentary administration. The second, in 2026, is focusing on the political dimension.371 Outside 
the EU, the Parliamentary Assembly of Bosnia and Herzegovina reported that its Committee on 
Gender Equality plans to conduct a gender audit covering members of both houses and 
administrative staff.372 

6.2.2. Use of gender mainstreaming tools 
Several parliaments reported on the use of gender-mainstreaming tools, including gender analysis 
and gender budgeting. 

As in the previous survey, within the EU, the parliaments in Austria and Portugal reported on their 
use of gender impact assessments and gender budgeting. 

In Canada, the House of Commons reports that the Gender Based Analysis (GBA+) tool can be 
applied in policymaking, but take-up has been uneven across parliamentary committees, and it is 
not systematically applied for legislation. In 2016, the Standing Committee on the Status of Women 
recommended that all parliamentarians and parliamentary staff should take an online introductory 
training course on GBA+ within six months of taking up their duties, and that the training should also 
be mandatory for employees with research policy, programme or customer service responsibilities 
in the two chambers and the library of parliament.373 Respondents who gave evidence to the 
committee noted that a two-day course or three-hour module would not be enough for civil servants 
to understand and apply the concept, and that departments would need to invest continued time 
and effort and ensure collaboration with GBA+ experts. The committee also heard that the quality 
and effectiveness of training courses and tools needed to be monitored and evaluated.374 While 
primary responsibility for monitoring GBA+ lies with federal departments and agencies, Canada's 
parliament has also played a scrutiny role. During the preparation of its report, the standing 
committee on the status of women heard evidence on the positive difference that GBA+ can make 
to the quality, responsiveness, and effectiveness of government policies, programs and legislation. 
The committee recommended the establishment of a commissioner for gender equality as an agent 
of parliament, with a mandate to promote the implementation of GBA+ in federal departments and 

 
370  op cit. Annex 1 to the 2025-2027 action plan includes a table with an assessment of the 2022-2024 action plan. 
371   Chambre des Députés du Grand-Duché de Luxembourg, Compte rendu officiel n° 26, March 2025, and Vers un 

Parlement plus sensible au genre, press release, 7 March 2025. 
372  The Assembly has also explored the gender audit approach with the ODIHR: ODIHR, What are gender-sensitive 

parliaments and why do they matter? Consultations with parliaments in Bosnia and Herzegovina, December 2025. 
373  House of Commons, Implementing Gender-Based Analysis Plus in the Government of Canada, Report of the Standing 

Committee on the Status of Women, 2016, Recommendations 7 and 8. 
374  The parliament reported that it had found no evidence of a follow-up on the recommendations. 

https://www.chd.lu/sites/default/files/2025-03/cro_26_2023-2028.pdf
https://www.chd.lu/fr/vers-un-Parlement-plus-sensible-au-genre
https://odihr.osce.org/event/661200
https://odihr.osce.org/event/661200
https://www.ourcommons.ca/DocumentViewer/en/42-1/FEWO/report-4/
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agencies. In 2026, the parliament's Standing Committee on Public Accounts called on the 
government to implement recommendations on improving GBA+ from the Auditor General of 
Canada and to report back to the House.375  

In Israel, according to a government decision, all government ministries are required to carry out a 
gender impact evaluation of their annual budget, as part of the budget proposal submitted to the 
Knesset. The Budgetary Control Department in the Knesset Research and Information Center 
reviews these evaluations and they are discussed in dedicated debates of the Gender Committee.376 

6.2.3. Initiatives on work–life balance 
Several parliaments reported that the issue of ensuring that MPs are able to combine their political 
mandate with family life is on their agenda.  

In Germany, the Bundestag has made childcare facilities available for both MPs and staff, including, 
for MPs, a room providing supervised care for children and a breastfeeding space next to plenary. 
Although it is not a codified right, MPs may bring their children and babies to plenary sessions and 
committee meetings. Similarly, there is fully fledged nursery, day-care centre and kindergarten for 
the children of both MPs and staff within the parliamentary campus of the Turkish GNAT (and a 
baby care room serving both). There is also a baby care room serving both parliamentarians and staff 
within the parliamentary campus. 

In Ireland, the government has announced its intention to establish maternity, paternity and 
adoptive leave policies for all elected representatives.377 Under the current legislation, MPs who give 
birth are entitled to take 26 weeks of maternity leave.378 

In Luxembourg, the Chamber of Deputies is examining the needs of MPs who are pregnant, have 
just given birth or are breastfeeding to tackle barriers to women's entry to parliament.379 The 
recommendations set out in a report prepared for the Chamber include establishing a right to 
maternity, adoption, parental or special leave for members of parliament; organising specific 
procedures to address the physical absence of MPs from plenary sessions and parliamentary 
committee meetings; and considering the creation of breastfeeding facilities and a nursery or 
daycare centre for babies and young children. 

In Spain, as noted in Section 4.5.1. of this study, the Congress of Deputies provides for remote voting 
in various cases, ensuring that deputies do not lose their right to vote due to maternity, paternity, 
or family care responsibilities.380  

 
375  House of Commons, More Improvements needed by Government of Canada to Identify GBA+ Barriers & Improve 

Equality Outcomes, press release, 27 February 2026. 
376  See, for instance: Knesset Research and Information Center, Gender Budgeting and Gender Analysis of the 2025 State 

Budget, 2025. The report was prepared ahead of the debates on the 2025 state budget. The first section briefly reviews 
the development of the concepts relating to gender budgeting and their implementation in Israel and the EU; the 
second section reviews the gender analysis of the 2025 budget bill that was carried out by the various government 
ministries. 

377  See the Programme for Government 2025 – Securing Ireland's Future, p. 98. 
378  Maternity Protection, Employment Equality and Preservation of Certain Records Act 2024. 
379  Chambre des Députés du Grand-Duché de Luxembourg, Femmes enceintes, accouchées et/ou allaitantes exerçant un 

mandat politique. État des lieux au Luxembourg et à l'étranger, 2025. 
380  Congress of Deputies, Standing Order of the Congress of Deputies, Article 82. 

https://www.ourcommons.ca/DocumentViewer/en/45-1/PACP/news-release/13940563
https://main.knesset.gov.il/EN/activity/mmm/Gender%20Budgeting%20and%20Gender%20Analysis%20of%20the%202025%20State%20Budget%20(Abstract).pdf
https://main.knesset.gov.il/EN/activity/mmm/Gender%20Budgeting%20and%20Gender%20Analysis%20of%20the%202025%20State%20Budget%20(Abstract).pdf
https://assets.gov.ie/static/documents/programme-for-government-securing-irelands-future.pdf
https://www.irishstatutebook.ie/eli/2024/act/37/enacted/en/html
https://www.chd.lu/fr/node/2532
https://www.chd.lu/fr/node/2532
https://www.congreso.es/webpublica/ficherosportal/standing_orders_02.pdf
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In Sweden, work–life balance for MPs is one of the objectives of the Riksdag's 2022-2026 action 
programme.381 Earlier studies for the parliament found that MPs who are single parents, MPs with 
younger children or elderly parents, and MPs from constituencies outside of Stockholm were 
particularly affected. Under the action programme, research is being conducted to serve as an 
evidence-base for further measures. This includes focus groups to look into MPs' day-to-day duties 
and how they view the opportunities to combine their mandate with family life, followed by an 
analysis of the parliament's working procedures and a needs analysis of childcare.  

In Canada, the House of Commons convened a committee to develop a policy for making the 
parliament more family-friendly. The resulting changes have included counting pregnancy and 
parental leave as attendance during a parliamentary session, allowing MPs to bring their infants to 
the floor of the House (although this is not a codified right), creating a family room and a dedicated 
breastfeeding space, and extending daycare services to include infants and more flexible hours.382 
In addition, in 2025, the rules of procedure were changed to allow for the possibility of hybrid 
participation in sittings.383 Outside of the ECPRD request, research into the Canadian experience 
highlights that it can be more straightforward for parliaments to make changes that do not affect 
their operations, but these alone are insufficient to make the institution inclusive.384 

Regarding work–life balance measures for administrative staff: 

In Spain, the parliament's Equality Plan385 includes guidelines on work–life balance and flexible 
working arrangements.386 For staff, measures already in force include paid maternity and paternity 
leave, extended maternity leave for single parents, and an entitlement to reduced working hours for 
childcare purposes (to date mostly taken up by women). New paid leave is envisaged to accompany 
dependants to medical appointments, for assisted reproduction treatments, and for ante-natal 
preparation. 

Regarding the environment in parliament: 

In Canada, the GBA+ tool was applied ahead of major renovations of the parliamentary precinct to 
ensure that they were informed by an understanding of needs and requirements, and to open up 
accessibility.387 The renovations included the creation of a family room for MPs.388 

 
381  See Gender equality work in the Riksdag and Action programme for gender equality in the Riksdag for the electoral 

period 2022–2026. 
382  House of Commons, Standing Committee on Procedure and House Affairs: Interim Report on Moving Toward a Modern, 

Efficient, Inclusive and Family-Friendly Parliament, 2016, and Report of the Standing Committee on Procedure and 
House Affairs: Support for Members of Parliament with Young Children, 2017. 

383  House of Commons, 'Chapter 9: Sittings of the House, Participation of Members in a Sitting' in House of Commons 
Procedure and Practice, 2025. 

384  R. Johnstone, 'When the House is Not a Home: Assessing the Family-Friendliness of Canadian Legislatures', Canadian 
Journal of Political Science/Revue canadienne de science politique, Vol. 57(2), 2024; S. Franceschet and E. Rayment, 
'Parliamentarians perspectives on parenthood and politics in Canadas House of Commons', Parliamentary Affairs, 
Vol. 79(2), 2026, pp. 440-460; D. Graham, Parliament and Parenthood, 2025. 

385  General Courts, Equality Plan, website (in Spanish). 
386  Congress of Deputies, Guide to balancing personal, family and work life, 2024 (in Spanish). 
387  Report of the Standing Committee on the Status of Women, Implementing Gender-Based Analysis Plus in the 

Government of Canada, 2016, p. 40. 
388  House of Commons, 'Family-friendly environment', in Report to Canadians 2019, 2019, p. 33. 

https://www.riksdagen.se/en/how-the-riksdag-works/the-work-of-the-riksdag/gender-equality-work-in-the-riksdag/
https://www.riksdagen.se/globalassets/05.-sa-fungerar-riksdagen/arbetet-i-riksdagen/jamstalldhetsarbete-i-riksdagen/action-programme-for-equality-2022-2026.pdf
https://www.riksdagen.se/globalassets/05.-sa-fungerar-riksdagen/arbetet-i-riksdagen/jamstalldhetsarbete-i-riksdagen/action-programme-for-equality-2022-2026.pdf
https://www.ourcommons.ca/Content/Committee/421/PROC/Reports/RP8354291/procrp11/procrp11-e.pdf
https://www.ourcommons.ca/Content/Committee/421/PROC/Reports/RP8354291/procrp11/procrp11-e.pdf
https://www.ourcommons.ca/Content/Committee/421/PROC/Reports/RP9286448/procrp48/procrp48-e.pdf
https://www.ourcommons.ca/Content/Committee/421/PROC/Reports/RP9286448/procrp48/procrp48-e.pdf
https://www.ourcommons.ca/procedure/procedure-and-practice-4/ch09-3-e.html?
https://www.cambridge.org/core/journals/canadian-journal-of-political-science-revue-canadienne-de-science-politique/article/when-the-house-is-not-a-home-assessing-the-familyfriendliness-of-canadian-legislatures/EF3A7883C08185C237C3C1C157B4C6CF
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja&uact=8&ved=2ahUKEwiQvpmVm82UAxUw_AIHHUJyJ7EQFnoECB4QAQ&url=https%3A%2F%2Facademic.oup.com%2Fpa%2Farticle%2F79%2F2%2F440%2F8221815&usg=AOvVaw0xE3Y9yxOk5TGatDRzDUjE&opi=89978449
https://www.davidgraham.ca/p/parliament-and-parenthood
https://www.congreso.es/en/cem/igualdad
https://www.congreso.es/docu/igualdad/Guia_conciliacion_Congreso.pdf
https://www.ourcommons.ca/DocumentViewer/en/42-1/FEWO/report-4/
https://www.ourcommons.ca/DocumentViewer/en/42-1/FEWO/report-4/
https://www.ourcommons.ca/About/ReportToCanadians/2019/ReportToCanadians2019-EN-150.pdf
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6.2.4. Initiatives to tackle harassment, hate speech and gender-based violence 
Some parliaments reported that they have introduced or are planning measures to address 
harassment, gender-based violence and violence against women in politics, including the rise in 
online misogyny and hate-speech.389 

The parliaments in Austria, Lithuania and Luxembourg have explicitly prohibited sexual harassment 
against staff, while the parliament in Finland has a zero-tolerance policy. 

In France, the Assemblée nationale has had an anti-harassment unit since 2020, comprising 
independent experts.390 Its remit covers MPs, parliamentary and group staff, in Paris and in their 
constituencies, as well as service staff and trainees. The unit also provides advice for managers. 

In Romania, the Secretary-General of the Chamber of Deputies approved guidelines on the 
prevention and combating of gender-based harassment and harassment in the workplace in the 
Chamber of Deputies Services in July 2025. 

In Spain, Area 7 of the parliament's Equality Plan focuses on improving support for parliamentary 
staff (civil servants, employees and temporary staff) who are victims of gender-based violence. The 
implementation has included the approval, in December 2023, of a protocol establishing specific 
procedures for preventing gender-based violence and supporting victims with a view to 
guaranteeing their rights to access assistance and maintain their employment, pay and professional 
development.391 The measures include awareness raising, early detection, and victim-centred 
support, such as counselling and options for mobility, reduced working hours and leave. The Equality 
Plan also provides for mandatory and voluntary training on equality, co-responsibility, gender-based 
violence, and harassment. 

In Sweden, the Riksdag's 2022-2026 action programme recognises that while all members can 
occasionally be subjected to threats and expressions of hate, women are more often affected than 
men. The programme sets out measures to address the internal and external dimensions. Internal 
measures include raising awareness of good practice in communication, researching how women 
and men are treated in debates, and stepping up the prevention of sexual harassment. It also 
comprises measures to support MPs subjected to hate and misogyny from outside, including online 
and in social media. These includes researching how other parliaments work with this issue as a basis 
for measures to improve support for MPs.  

Outside the EU, the Assembly of Albania392 has internal protection mechanisms that apply to MPs 
and administrative staff. Under the code of conduct for MPs (2018) and the rules of procedure (as 
amended in 2019), gender-based discrimination, harassment and sexual harassment are prohibited 
and may be sanctioned with disciplinary measures, including exclusion from participation in sessions 
and committees. The Parliamentary Assembly of Bosnia and Herzegovina has adopted a policy of 

 
389  See also the analysis of replies given by the parliaments to the request 'Policies and procedures for dealing with sexual 

harassment in the EU's National Parliaments' (request No 4170) asked by the European Parliament in 2019 via the 
European Center for Parliamentary Research and Documentation (ECPRD). S. Wickberg and L. Mügge analyse more 
recent data in 'Gender insensitive parliaments: blind spots in anti-harassment parliamentary policies in Europe', 
Comparative European Politics, Vol. 24(41), 2026. 

390  Assemblée nationale, Création de la cellule de lutte contre le harcèlement, website. 
391  Congress of Deputies, Protocol for the protection of Spanish Parliament staff who are victims of gender-based 

violence, approved by the Bureaus of the Congress of Deputies and the Senate, at their respective meetings on 
19 December 2023 (in Spanish).  

392  For further details, see OSCE/ODIHR, Albania: Report on the Participatory Gender Audit of the Assembly, 2025, 
pp. 14-16, and recommendations H) and I), pp. 18-19. 

https://www.europarl.europa.eu/cmsdata/259412/Background%20document%20for%20the%20ICM%20on%20GM.pdf
https://link.springer.com/article/10.1057/s41295-026-00481-8
https://www.assemblee-nationale.fr/dyn/actualites-accueil-hub/creation-de-la-cellule-de-lutte-contre-le-harcelement
https://www.congreso.es/cem/protocoloviolenciagenero
https://www.congreso.es/cem/protocoloviolenciagenero
https://www.congreso.es/cem/protocoloviolenciagenero
https://odihr.osce.org/sites/default/files/documents/publications/2026/03/20251106-al-gender-audit-report.pdf
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zero tolerance towards sexual harassment and gender-based harassment in the workplace, and has 
appointed a counsellor for prevention. 

6.2.5. Initiatives on gender-sensitive occupational health 
In Ireland, the Houses of the Oireachtas Service has a menopause policy, which is intended to raise 
awareness of menopause among all employees, to outline relevant roles and responsibilities, and to 
provide guidance on workplace adjustments and supports that may be considered for employees. 

Türkiye's parliamentary campus hosts a hospital providing gender-sensitive healthcare services 
for MPs, advisors and administrative staff. The hospital has an obstetrics and gynaecology clinic 
(to enable female employees to access this service during working hours); mammography and breast 
cancer screening (to support preventive medicine); and psychiatric support services (to combat 
clinical conditions caused by workplace harassment, stress and imbalances of professional and 
family life). 
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ANNEX I – EP gender mainstreaming structures and bodies 

EUROPEAN PARLIAMENT 

Equality, inclusion and diversity 

Bodies, mandates and relationships 

A structured overview of all EP bodies responsible for gender equality, inclusion and diversity — their different mandates, 
institutional levels, and relationships. 

1. Overview: All bodies at a glance 

The table below maps every EP body dealing with gender equality, inclusion and diversity, organised by tier, with their core 
mandate. 

LEVEL / TYPE BODY CORE MANDATE 

POLITICAL 
DECISION-
MAKING 

Bureau 
Permanent 

Sets binding internal targets, approves gender action plans and diversity 
roadmaps, makes all financial/human resources (HR) decisions for the 
Secretariat. 

POLITICAL 
STEERING 

VP for Gender Equality & 
Diversity 
Est. 1998 

Steers Parliament's internal equality agenda. Chairs the High-Level Group. 
Current holder: Ewa Kopacz (EPP, Poland). 

POLITICAL 
ADVISORY 

High-Level Group on Gender 
Equality and Diversity 
Est. 2004 

Internal advisory body. Adopts multiannual strategies. Expanded to 
diversity in 2007. Cooperates with FEMM and Conference of Delegation 
Chairs. 

POLITICAL 
LEGISLATIVE 

FEMM committee 
Est. 1984 

Defines and promotes women's rights and gender equality in EU law. Drafts 
own-initiative reports, gives opinions on other committees' legislation, 
chairs the Gender Mainstreaming Network. 

POLITICAL 
CROSS-CUTTING 

Gender Mainstreaming Network 
(GMN) 
Est. 2009 

Chaired by FEMM. One MEP + one administrator per committee + two 
representatives from Conference of Delegation Chairs – 23 out of 24 
committees have adopted gender action plans. 

ADMIN CORE 
UNIT 

EIDU – Equality, Inclusion and 
Diversity Unit (DG PERS) 
Est. 1992 

The dedicated operational unit. Implements Bureau decisions, produces 
statistics, mainstreams gender across all HR policies. Coordinates all four 
coordinator networks. Head: Chiara Tamburini. 

ADMIN 
COMMITTEE 
SUPPORT 

DG IUST – FEMM Secretariat 
Permanent 

Provides secretariat, research and administrative support for the FEMM 
committee. Does not set policy. Also covers LIBE, enabling joint work on 
gender-based violence and digital rights. 

ADMINISTRATIVE 
NETWORKS 

Four Coordinator Networks 
(DGs + political groups) 
Est. 2001 

Diversity coordinators in the DGs·– Diversity coordinators in political 
groups – Gender coordinators in the DGs – Gender coordinators in political 
groups. All coordinated by EIDU. 

STAFF ADVISORY 
BODY 

COPEC 
Est. 1986 

Oldest EP equality body. Proposes measures, issues opinions on Staff 
Regulations, monitors implementation. Observer in A1/A2 senior 
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LEVEL / TYPE BODY CORE MANDATE 

appointment procedures. Four members from Appointing Authority + four 
from Staff Committee. 

STAFF SUPPORT 
GROUPS 

Disability Support Group – 
Égalité – People of Colour SG 
Various 

Three staff support groups providing safe spaces for colleagues with 
disabilities, LGBTIQ+ staff, and staff from racial/ethnic minorities. All 
consulted in 2026-2029 diversity and inclusion (D&I) roadmap. 

EXTERNAL EU 
AGENCY 

EIGE – European Institute for 
Gender Equality 
Est. 2007 

Specialist EU agency providing research, data and tools. Produces the 
Gender Equality Index. Trains MEPs. Key partner of FEMM, the GMN and the 
gender equality strategy. 

EXTERNAL CIVIL 
SOCIETY 

European Disability Forum 
(EDF) 
Est. 1996 

European umbrella organisation representing 100+ million people with 
disabilities. Strong advocacy voice towards EP, Commission and Council. 

RECOGNITION 
AWARD 

Simone Veil Award for Equality 
and Diversity 
Est. 2017 

Recognises best practice in equality and diversity within the EP Secretariat. 
Presented twice per parliamentary term. Staff vote; independent committee 
chaired by Jurisconsult makes final decision. 

2. Key distinctions 

Who sets policy? Internal vs external mandate Gender vs broader diversity 

The Bureau sets binding internal targets and 
approves action plans. The VP and HLG advise 
and steer. FEMM shapes external EU law. 
Administrative and staff bodies implement — 
they do not set policy. 

FEMM and the GMN work on EU legislation 
affecting all of Europe. The Bureau, HLG, 
EIDU, COPEC and coordinator networks 
work exclusively on the EP's internal HR 
and working environment. EIGE and EDF 
are external partners. 

FEMM and the GMN focus exclusively on 
gender equality. COPEC, EIDU, 
coordinator networks, staff support groups 
and the D&I roadmap cover the full 
spectrum: gender, disability, LGBTIQ+, 
race/ethnicity, age and socioeconomic 
background. 

3. Political level – Detailed profiles 

3.1  BUREAU 

The Bureau is the EP's supreme administrative authority, composed of the President, 14 Vice-Presidents and five Quaestors in an 
advisory capacity, serving terms of 2½ years. On gender equality and diversity, it sets binding internal targets (currently 
50/50/50 % for Directors-General, Directors and Heads of Unit), approves gender action plans and diversity roadmaps, and makes 
all financial, organisational and administrative decisions for the Secretariat. 

3.2  VICE-PRESIDENT FOR GENDER EQUALITY AND DIVERSITY 

One of the 14 Vice-Presidents is assigned specific responsibility for gender equality and diversity inside Parliament. This role 
chairs the High-Level Group on Gender Equality and Diversity and steers the institution's internal equality agenda, including 
gender impact analysis of legislation, gender balance in leadership roles, and zero tolerance on harassment. Current holder: 
Ewa Kopacz (EPP, Poland). 

3.3  HIGH-LEVEL GROUP ON GENDER EQUALITY AND DIVERSITY 

Established in 2004 (diversity added 2007). An internal advisory body composed of MEPs from each political group. Adopts 
multiannual strategies for equal treatment in the EP administration. Cooperates closely with FEMM and the Conference of 
Delegation Chairs. Administrative support provided by the EIDU. 
Members (2024-2029): Chair Ewa Kopacz (EPP, PL), Vice-Chair Sophie Wilmes (Renew, BE), Pina Picierno (S&D, IT), Nicolae Stefanuta 
(Greens, RO), Antonella Sberna (ECR, IT), Younous Omarjee (The Left, FR), Miriam Lexmann (EPP, SK). 
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3.4  FEMM — COMMITTEE ON WOMEN'S RIGHTS AND GENDER EQUALITY 

Established in 1984 as a permanent standing committee. Composed of 40 MEPs. FEMM is the EP's primary body on gender 
equality policy and EU legislation — its mandate is external (shaping EU law), not internal HR. It drafts own-initiative reports, gives 
opinions on other committees' legislation, holds public hearings, monitors the EU gender equality strategy, and chairs the Gender 
Mainstreaming Network. 
Chair: Lina Galvez (S&D, Spain) –·Key topics: gender-based violence (GBV), equal pay, work–life balance, sexual and reproductive 
health and rights (SRHR), digital rights/AI deepfakes, women in conflict zones. 
Coordinators: EPP – Eleonora Meleti (S&D, EL) – Joanna Scheuring-Wielgus (PfE, PL) – Margarita de la Pisa Carrion (ECR, ES) – 
Laurence Trochu (Renew, FR) – Abir Al-Sahlani (Greens/EFA, SE) – Mélissa Camara (The Left, FR) – Irene Montero (ESN, ES) – 
Irmhild Boßdorf (ESN, DE). 

3.5  GENDER MAINSTREAMING NETWORK (GMN) 

Established in 2009. Chaired and coordinated by the FEMM committee. One MEP and one administrator per parliamentary 
committee, plus two representatives from the Conference of Delegation Chairs. Links MEPs with committee staff to integrate a 
gender dimension into all legislative work across all policy areas – 23 out of 24 committees have adopted action plans on gender 
mainstreaming. Last meeting: 14 April 2026. 

4. Administrative level – Detailed profiles 

4.1  EIDU — EQUALITY, INCLUSION AND DIVERSITY UNIT (DG PERS) 

The dedicated operational unit for all equality, inclusion and diversity matters in the Secretariat. Created in 1992 (upgraded to full 
unit in 2005). Sits within DG PERS. Implements Bureau decisions, produces studies and statistics, mainstreams gender across all 
HR policies, supports the VP and HLG, advises COPEC and the Appointing Authority. Acts horizontally across all DGs. Coordinates 
all four coordinator networks. Head of Unit: Chiara Tamburini. 

4.2  DG IUST — SECRETARIAT SUPPORT FOR FEMM 

Provides secretariat, research, legal and administrative support for the FEMM committee. Organises meetings, drafts agendas, 
liaises with the Commission and Council on gender equality files. Does not set policy. Also covers the LIBE committee, facilitating 
joint work on GBV and digital rights. Director-General: Leticia Zuleta de Reales Ansaldo; Director (Citizens, Equality and Culture): 
Sonia Wollny. 

4.3  FOUR COORDINATOR NETWORKS 

Four parallel networks, all coordinated by EIDU: (1) Network of diversity coordinators in the DGs. (2) Network of diversity 
coordinators in political groups. (3) Network of gender coordinators in the DGs. (4) Network of gender coordinators in political 
groups. Each coordinator ensures smooth implementation of the gender and diversity roadmaps within their DG or political group. 

5. Staff-representative level – Detailed profiles 

5.1  COPEC — COMMITTEE FOR EQUAL OPPORTUNITY 

The oldest EP equality body, created by Secretary-General Enrico Vinci on 20 November 1986 following the EP's 1984 resolution. 
An advisory committee composed of a chair, four members nominated by the Appointing Authority, and four members appointed 
by the Staff Committee. Tasks: propose all appropriate measures to ensure non-discrimination; promote a tolerant and inclusive 
working environment; issue opinions on rules based on the Staff Regulations; monitor implementation. Since 2004, COPEC 
designates an observer for every A1 and A2 senior post appointment procedure. 

5.2  STAFF SUPPORT GROUPS 

Three staff support groups provide safe spaces for colleagues from specific diversity backgrounds. (i) Disability Support Group — 
over 80 members; advocates for accessibility and reasonable accommodation. (2) Égalité — association of LGBTIQ+ staff across 
EU institutions; provides mutual support and visibility. (3) People of Colour Support Group — advocates for better ethnic and 
racial representation. All three were consulted in the development of the 2026-2029 D&I roadmap. 
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6. External partners 

6.1  EIGE — EUROPEAN INSTITUTE FOR GENDER EQUALITY 

The EU's specialist agency on gender equality, established in 2007. Provides data, research and tools to the EP, Commission and 
Member States. Produces the Gender Equality Index. Delivers tailored training to MEPs on gender impact assessments and gender 
budgeting. Key partner of FEMM and the Gender Mainstreaming Network. Consulted on the gender equality strategy 2026-2030 
and GAP III. 

6.2  EUROPEAN DISABILITY FORUM (EDF) 

European umbrella organisation representing over 100 million people with disabilities, created in 1996. Advocates for full inclusion, 
accessibility and rights at EU level based on the principle of 'nothing about us without us'. Strong advocacy voice toward EP, 
Commission and Council. Works directly with EP committees including FEMM, EMPL and LIBE. 

7. Recognition and key documents 

7.1  SIMONE VEIL AWARD FOR EQUALITY AND DIVERSITY 

Named after Simone Veil — Holocaust survivor, first female President of the European Parliament (1979-1982), and architect of 
France's abortion legalisation law of 1975 — the award was renamed in her honour by the Bureau following her death in 2017. It 
recognises good practice in equality and diversity within the EP Secretariat. Presented twice per parliamentary term. Each edition 
focuses on a specific strand. Nominations from Directors-General and political group Secretaries-General; all staff vote; 
independent committee chaired by the Jurisconsult makes the final decision. 

7.2  KEY POLICY DOCUMENTS 

The bodies above operate within a framework of successive policy instruments: 
2020 Charter for Gender Equality, Diversity and Inclusion — the foundational values statement. 
2025 gender action plan — adopted unanimously by the Bureau; new 50/50/50 management targets; covers both political and 
administrative sides. 
2026-2027 gender action plan roadmap — 66 concrete measures across political and administrative dimensions. 
2026-2029 diversity and inclusion roadmap — covers disability, LGBTIQ+, anti-racism and religion, age, and socioeconomic 
background. 

8. Historical timeline 
The EP's internal equality structures were built over four decades through successive resolutions, Secretary-General (SG) 
decisions, budget amendments and political leadership. The line from the 1984 resolution to the 2026-2027 roadmap is unbroken. 

Year Milestone 

1984 EP plenary resolution on women in Community institutions — founding political trigger 

1986 COPEC created by SG Enrico Vinci — oldest EP equality body 

1992 Equal Opportunities Unit created within DG Personnel, Budget and Finance 

1995 First annual gender statistics report published 

1997-98 Political momentum under SG Julian Priestley; institutional crisis when both unit posts fall vacant simultaneously 

1999 Amsterdam Treaty + amended Staff Regulations provide new legal basis for positive action 

2001 Group of Equal Opportunities Correspondents created in each DG 

2004 High-Level Group on Gender Equality established; unit moves to DG PERS HR Strategy Directorate 
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Year Milestone 

2007 HLG mandate expanded to include diversity; EIGE created 

2009 Gender Mainstreaming Network launched, chaired by FEMM 

2017 Simone Veil Award renamed in her honour following her death 

2020 Charter for Gender Equality, Diversity and Inclusion adopted 

2025 2025 gender action plan adopted unanimously by the Bureau; new 50/50/50 management targets 

2026 66-measure 2026-2027 gender action plan roadmap adopted; 2026-2029 D&I roadmap adopted 

Author: Ludovica Lasconi (Parliamentary Support and Capacity Building Unit, Directorate for Democracy 
Support, DG for External Policies of the Union). 
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ANNEX II – Summaries – Committee action plans 
The following subsections summarise the distinctive elements of each committee's gender 
mainstreaming action plan (available on FEMM website on gender mainstreaming). 

AGRI – Agriculture and Rural Development 
AGRI's action plan places strong emphasis on women in agriculture and rural areas, ensuring that 
gender equality is integrated into all aspects of the committee's work. The plan requires systematic 
attention to gender balance in committee events, including an annual overview of gender 
representation among speakers and participants. Briefing materials for delegations must include 
information on the role and situation of women in agriculture in the destination country, ensuring 
that missions incorporate a gender-sensitive perspective. 
In policy work, AGRI mandates that all research commissioned by the committee explicitly examine 
the role of women in agriculture and rural areas, including structural barriers, access to land and 
credit, and participation in decisionmaking. The plan reinforces the need for gender-disaggregated 
data in studies and evaluations relating to the common agricultural policy (CAP), and encourages 
consultation with women farmers' organisations and rural women's networks. 
Monitoring is supported by the secretariat, which provides data on gender balance in events and 
missions. AGRI's plan stands out for its sector-specific focus on rural women, and its operational 
requirement that all committee outputs reflect agricultural policy's gendered dimensions. 

AFCO – Constitutional Affairs 
AFCO's action plan covers the full range of gender mainstreaming commitments, with a specific 
focus on the institutional and constitutional dimensions of gender equality. It commits to appointing 
a GMN representative, strengthening cooperation with FEMM, the High-Level Group on Gender 
Equality and Diversity, national parliaments, and EIGE. The secretariat is tasked with proposing 
gender-balanced expert lists for hearings and workshops and supporting the election of a gender-
balanced bureau. 
The plan requires gender-neutral language across all documents, and encourages training for 
members, assistants and staff. In policy work, AFCO integrates gender perspectives where relevant, 
follows up on FEMM amendments, and invites gender equality experts to contribute to discussions 
on institutional matters. Mission programmes should include exchanges with experts on gender and 
constitutional affairs. 

AFET – Foreign Affairs 
AFET's action plan places gender equality at the centre of EU external action, requiring systematic 
integration of gender perspectives into all reports, opinions, resolutions and studies. It emphasises 
the use of gender-disaggregated data and consultation with women's rights organisations and 
gender equality experts. A distinctive feature is its strong operational focus on GAP III 
implementation and visibility, ensuring that GAP III priorities are reflected in hearings, events and 
external missions. 
AFET commits to gender-balanced representation among speakers, experts and mission 
participants. Missions must include meetings with women's organisations, including grassroots 
actors, and mission briefings must assess the local gender context. Monitoring is structured around 
an annual reporting cycle, with cooperation across Parliament's gender mainstreaming structures 
and the EEAS. 

BUDG – Budgets 
BUDG's action plan is centred on gender budgeting, requiring that the annual EU budget and the 
multiannual financial framework incorporate gender-disaggregated data and gender-sensitive 

https://www.europarl.europa.eu/committees/en/gender-mainstreaming/product-details/20240905CDT13577#20240905CDT13577-section-1
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analysis. The committee promotes the exchange of good practice on gender budgeting from 
Member States, and ensures that gender equality considerations are integrated into budgetary 
scrutiny. 
The plan envisages close cooperation with FEMM's Standing Rapporteur on the budget, and 
encourages the use of gender-sensitive indicators in budgetary evaluation. BUDG also commits to 
organising an annual stocktaking event on a gender-related theme, reinforcing awareness and 
institutional learning. Its distinctive feature is its exclusive focus on gender budgeting as a structural 
tool for equality. 

CONT – Budgetary Control 
CONT's action plan includes a comprehensive 15-indicator gender balance scoreboard covering 
rapporteurs, legislative and INI procedures, opinions, speakers at hearings, ECA Special Report 
rapporteurs, mission participants, and committee membership at all levels. A designated secretariat 
official is responsible for monitoring implementation and ensuring regular reporting. 
In policy work, CONT scrutinises whether the European Court of Auditors and EU institutions 
integrate gender mainstreaming into their management systems, including internal controls, audits, 
and performance frameworks. The committee encourages gender-balanced participation in 
hearings and workshops, and promotes gender-neutral language in all documents. Its distinctive 
feature is its highly structured, data-driven monitoring system. 

CULT – Culture and Education 
CULT's action plan emphasises the integration of gender perspectives into cultural and educational 
policy. It requires the use of gender-disaggregated data in statistics, and encourages the 
development of gender-sensitive indicators for monitoring and evaluating cultural and educational 
programmes. The plan highlights cooperation with FEMM, and encourages gender-balanced expert 
participation in hearings and workshops. 
In policy work, CULT promotes gender equality in cultural and creative sectors, including attention 
to representation, access to funding, and participation in decisionmaking. The plan also encourages 
training for parliamentary assistants and political group staff. CULT's distinctive feature is its focus 
on gender equality within cultural production, education systems, and creative industries. 

DEVE – Development 
DEVE's action plan has a strong external dimension, requiring a yearly exchange of views with the 
European Commission and the EEAS on the implementation of GAP III. The committee 
systematically scrutinises implementing and delegated acts under the Development Cooperation 
Instrument, Humanitarian Aid Regulation, and EU Aid Volunteers Regulation from a gender 
perspective. 
DEVE proactively organises joint meetings with other committees on gender-related development 
issues, and ensures that women's civil society organisations are systematically included in mission 
programmes. The plan emphasises gender-disaggregated data, intersectionality, and the 
integration of gender equality into all development cooperation policies. Its distinctive feature is its 
deep alignment with GAP III and its operational focus on gender in external development 
instruments. 

DROI – Human Rights Subcommittee 
DROI's action plan designates women's rights as one of its general priorities, and explicitly integrates 
intersectionality, including LGBTIQ+ considerations. Country and regional assessments must include 
a gender equality dimension, and mission briefings must cover the state of women's rights in the 
destination country. 
The plan requires gender-balanced mission composition, and encourages the inclusion of women's 
rights organisations in hearings and external engagements. DROI also promotes gender-sensitive 
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language and the systematic integration of gender perspectives into human rights reporting. Its 
distinctive feature is the explicit recognition of intersectionality and the centrality of women's rights 
within the committee's human rights mandate. 

ECON – Economic and Monetary Affairs 
ECON's strategy focuses on gender balance in EU financial governance. It systematically monitors 
the gender composition of senior decisionmaking bodies of the ECB, European Systemic Risk Board 
(ESRB) and European Supervisory Authorities (ESAs). Gender balance questions are included in 
questionnaires to the ECB President, and the committee provides feedback to the Commission and 
Council on selection processes. 
In corporate governance, ECON integrates gender equality into its structured dialogue with the 
Commission, and monitors commitments in the Commission's work programme. The plan also 
encourages gender-balanced participation in hearings and workshops, and promotes gender-
neutral language. Its distinctive feature is its targeted focus on gender balance in high-level financial 
institutions. 

EMPL – Employment and Social Affairs 
EMPL's action plan makes training a central priority, with a tiered system for staff, members and 
assistants. It requires gender-neutral language in all documents, and mandates gender balance in 
hearings, delegations and distribution of reports. Policy work focuses on studies, impact 
assessments, and reducing structural discrimination. Monitoring includes surveys, statistical 
overviews, and analysis of gender perspectives in reports. 

ENVI – Environment, Climate and Food Safety 
ENVI's action plan identifies specific environmental and public health gender issues that must be 
addressed in reports and opinions. These include the influence of endocrine disruptors on fertility, 
gender bias in clinical trials, gender aspects of climate justice, and gender differences in carbon 
footprints. The plan explicitly references EIGE studies and encourages their use in committee work. 
ENVI promotes gender-balanced participation in hearings and workshops, and encourages training 
for parliamentary assistants and political group staff. It emphasises gender-neutral language and 
the integration of gender perspectives into legislative scrutiny. Its distinctive feature is its thematic 
specificity, linking gender equality to environmental health, climate policy and scientific research. 

FISC – Tax Matters Subcommittee 
FISC's action plan builds on its previous term with concrete monitoring and outreach mechanisms. 
It maintains an annual gender balance scoreboard covering all committee activities, and conducts 
social media campaigns during Gender Equality Week to highlight gender biases in tax systems. 
The plan commits to following up on the EP's resolution on gender equality and taxation, and may 
initiate reports, opinions, hearings or studies to monitor implementation. It explicitly includes 
LGBTIQ+ considerations in taxation, and encourages gender-balanced participation in hearings and 
workshops. Its distinctive feature is its combination of monitoring, public outreach and thematic 
focus on gender biases in taxation. 

IMCO – Internal Market and Consumer Protection 
IMCO's action plan includes commitments on training, gender-neutral language, gender balance in 
staff selection, rapporteurship, delegations and missions. It integrates gender perspectives into 
consumer protection and internal market policies, with attention to digital market inequalities. A 
distinctive feature is its operational gender mainstreaming checklist for hearings and workshops. 

INTA – International Trade 
INTA's action plan integrates gender mainstreaming into all aspects of EU trade policy. It mandates 
an annual debate on gender in trade and investment policy, and requests that the Commission 
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include gender impact reporting in its trade implementation report, with an annex per agreement. 
The committee scrutinises whether EU free trade agreements (FTAs) include gender chapters, and 
follows up with the Commission and Council when they do not. 
INTA also calls for gender-balanced domestic advisory groups and the establishment of a Trade and 
Gender Committee under each FTA. It follows up on the 2017 Buenos Aires WTO Declaration on 
Trade and Women's Economic Empowerment, and pays attention to gender stereotypes in visual 
communications. Its distinctive feature is its comprehensive integration of gender into trade 
agreements, implementation and global trade governance. 

ITRE – Industry, Research and Energy 
ITRE's action plan includes a strong communication and outreach dimension. The committee 
commits to launching video campaigns on social media before key digital legislative files to promote 
a gender perspective, and to running awareness campaigns on the International Day of Women and 
Girls in Science. It organises an annual International Women's Day event and establishes high-level 
expert panels on women in digital, STEM and energy. 
The Standing Rapporteur maintains direct contact with the Commission's CNECT Equality 
Coordinator and the Women in Digital initiative. The plan also promotes gender-balanced 
participation in hearings and workshops, and encourages gender-neutral language. Its distinctive 
feature is its proactive communication strategy and its focus on women in STEM and digital sectors. 

JURI – Legal Affairs 
JURI's action plan includes structured training, gender-balanced speaker appointments, gender-
neutral language, and gender balance in distribution of reports. It integrates gender perspectives 
into legal affairs, encourages surveys on gender balance in reports, and requires missions to include 
actors working on gender equality in legal fields.393 

LIBE – Civil Liberties, Justice and Home Affairs 
LIBE's action plan includes strong institutional commitments. All members and staff must attend 
gender mainstreaming training at least once per term. The Chair is responsible for ensuring gender-
balanced speaking time and maintaining a sexism and racism free environment. The committee 
commits to gender budgeting analysis for major financial dossiers, supported by EPRS. 
LIBE envisages one public hearing per year on a gender topic within the area of freedom, security 
and justice (AFSJ). The plan encourages gender-balanced participation in hearings and delegations, 
and promotes gender-neutral language. Its distinctive feature is its institutional focus on training, 
speaking time, and anti-discrimination safeguards. 

PECH – Fisheries 
PECH's action plan proposes structural institutional changes. It suggests a regulation penalising 
political groups that do not meet gender equality criteria with a 5 % deduction of contributions, 
drawing inspiration from Italian law. It proposes a co-chair model for parliamentary committees, with 
one Chair and one Co-Chair of different genders. 
The plan calls for interinstitutional cooperation with the Commission's DG MARE, and requests 
annual data from the European Ombudsman on gender equality complaints in fisheries. Missions 
must examine LGBTI rights, and the committee encourages gender-balanced participation in 
hearings and delegations. Its distinctive feature is its ambitious institutional reform proposals and 
its explicit inclusion of LGBTI rights in mission work. 
  

 
393  This analysis is based on the JURI gender action plan from 2017 (as mentioned, while JURI updated its gender action 

plan in December 2025, it is currently not available). 
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PETI – Petitions 
PETI's action plan includes a unique operational innovation: the development of thematic filters and 
keywords in the ePetition software to identify and track petitions with a gender or LGBTI dimension. 
This enables systematic statistics on such petitions to be included in the annual report. 
The plan also lists gender experience as a valuable qualification for applicants to committee 
positions, and encourages gender-balanced participation in hearings and workshops. PETI promotes 
gender-neutral language and the integration of gender perspectives into petition analysis. Its 
distinctive feature is its digital tracking mechanism for gender-related petitions. 

REGI – Regional Development 
REGI's action plan includes governance and staff wellbeing measures. It invites political groups to 
propose both male and female candidates for Chair and Vice-Chair to enable a gender-balanced 
bureau. The plan incorporates recommendations from the Papadimoulis report, including flexible 
working arrangements, the possibility of purchasing time credits, limits on evening meetings, and 
performance assessment based on achievement rather than presence. 
REGI also commits to regular data requests from the European Ombudsman, and encourages 
gender-balanced participation in hearings and delegations. Gender-neutral language is required in 
all documents. Its distinctive feature is its focus on internal governance and staff wellbeing as part 
of gender equality. 

SANT – Public Health 
SANT's action plan emphasises gender-disaggregated health data in the design, monitoring, and 
evaluation of health programmes. It seeks gender balance at all levels, including the bureau, 
rapporteur distribution, speakers at hearings, and delegations. The plan gives due attention to 
gender equality amendments from FEMM, and integrates gender perspectives into public health 
legislation. 
SANT highlights gender-differentiated health outcomes, and encourages consultation with experts 
on gender and health. It promotes gender-neutral language and gender-balanced participation in 
hearings and missions. Its distinctive feature is its thematic focus on gender in public health and 
health data. 

SEDE – Security and Defence 
SEDE's action plan is centred on the Women, Peace and Security (WPS) agenda, implemented 
through UN Security Council Resolution 1325 and its successors. It explicitly addresses gender-
based violence as an instrument of war, and calls on EU executives to integrate gender perspectives 
into CSDP actions and missions. 
The plan monitors the low proportion of women in CSDP missions, and advocates for increases. It 
requires that at least one woman be included on every expert panel, and encourages gender-
balanced participation in hearings and delegations. SEDE also promotes gender-sensitive mission 
programming and consultation with women's organisations in conflict affected areas. Its distinctive 
feature is its exclusive focus on WPS and gender in security and defence policy. 

TRAN – Transport and Tourism 
TRAN's action plan focuses on gender differences in travel patterns and transport decisionmaking. 
It commits to studying differentiated traffic safety solutions, addressing gender pay gaps in the 
transport sector, and considering an initiative report on equal representation in transport. 
The plan calls for gathering gender-differentiated statistics across the transport sector, and 
encourages gender-balanced participation in hearings and delegations. It also promotes gender-
neutral language and the integration of gender perspectives into transport policy. TRAN's distinctive 
feature is its sector-specific focus on gender in mobility, safety and employment. 
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ANNEX III – Comparative overview of gender action plans by 
committee 
This annex provides a comparative overview of the gender mainstreaming action plans adopted 
by the European Parliament's committees and subcommittees. It summarises the key policy 
actions, organisational measures, unique initiatives, and monitoring mechanisms established by 
each committee according to their respective action plan. 

Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

AFCO Constitutional 
Affairs 

November 
2018 

Gender perspective in 
reports; check gender 
impact in legislation; 
invite gender experts to 
hearings; follow up on 
FEMM amendments to 
AFCO 

Gender-neutral language; 
balanced speakers and experts; 
coordinate with FEMM, HLG, 
GMN, EIGE, national 
parliaments; gender-balanced 
bureau 

Formal follow-
up loop with 
FEMM: reports 
what FEMM 
amendments 
were approved 
in AFCO; 
invites gender 
equality 
experts to 
constitutional 
affairs 
discussions; 
missions 
include visits to 
gender equality 
experts 

GMN representative 
reports to committee; 
secretariat 
coordinates with 
FEMM and GMN 

AFET Foreign Affairs May 2025 Gender focus in 
reports/opinions; check 
Commission impact 
assessments; request 
gender balance in 
international negotiating 
teams; advocate for sex-
disaggregated data; 
Women, Peace and 
Security (WPS) agenda 
integration 

Gender-neutral language; 
balanced speakers at hearings; 
women's rights organisations in 
missions; coordinate with EIGE, 
FEMM, GMN 

Specific focus 
on 
Commission's 
international 
negotiating 
team gender 
balance 

GMN member reports 
back to committee; 
biennial exchange of 
views 

AGRI Agriculture and 
Rural 
Development 

September 
2024 

Include women farmers 
in CAP work; gender-
disaggregated data in 
agriculture; research on 
women in rural areas and 
decision-making 

Gender balance in staff 
recruitment and training; gender 
balance in report distribution and 
missions; annual overview of 
gender balance in events 

Annual gender 
balance 
scoreboard for 
committee 
activities; focus 
on CAP and 
rural 
development 

Annual assessment by 
GMN member; 
secretariat support 

BUDG Budgets December 
2024 

Integrate gender 
perspective in EU annual 
budgets and MFF; 
gender-disaggregated 
data in budget 
programmes; promote 
gender budgeting 
methodology; consult 
FEMM Standing 
Rapporteur on budget; 

Gender-neutral language; 
gender balance in speakers; 
share good practice on gender 
budgeting from Member States; 
annual stocktaking event on 
gender topic 

Annual gender 
equality 
stocktaking 
event; explicit 
focus on EU 
budget gender 
budgeting 
methodology 
(Art. 33 
Financial 
Regulation) 

Annual report by 
gender mainstreaming 
rapporteurs; 
cooperation with 
FEMM 
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Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

Art. 33 Financial 
Regulation methodology 

CONT Budgetary 
Control 

March 
2025 

Assess gender 
mainstreaming in 
discharge procedure; 
screen ECA reports from 
gender perspective; call 
for gender-
disaggregated data; 
scrutinise Commission's 
gender budgeting 
methodology 

Gender-neutral language; 
gender balance in rapporteurs, 
missions, hearings; detailed 15-
indicator gender balance 
scoreboard 

15-indicator 
gender balance 
scoreboard 
covering all 
aspects of 
committee 
work 

Dedicated CONT 
secretariat staff 
member for 
monitoring; annual 
report; 15 tracking 
indicators 

CULT Culture and 
Education 

March 
2017 

Gender perspective in 
reports/opinions; 
gender-sensitive 
indicators in monitoring; 
take FEMM position into 
account; focus on 
gender-inclusive digital 
education 

Gender-neutral language; 
gender balance in 
speakers/experts; circulate 
gender best practice to 
members 

Emphasis on 
gender-
disaggregated 
data in cultural 
and educational 
statistics 

Regular monitoring by 
GMN member and 
secretariat 

DEVE Development April 2016 Monitor EU GAP II 
implementation (yearly 
exchange with 
Commission/EEAS); 
monitor GAP III 
implementation; 
scrutinise 
implementing/delegated 
acts under 
DCI/humanitarian aid 
from gender 
perspective; call for 
gender-sensitive 
indicators in 
development 
programmes 

Gender-neutral language; 
gender balance in speakers; 
include women's civil society 
organisations in mission 
programmes 

Explicit annual 
oversight of EU 
GAP II with 
Commission 
and EEAS; 
scrutiny of 
humanitarian 
aid regulations 
from gender 
perspective 

Regular monitoring; 
yearly 
Commission/EEAS 
exchange of views 

DROI Human Rights 
(Subcommittee) 

10th 
legislature 

Women's rights as 
distinct DROI priority for 
10th term; reflect 
women's rights 
backsliding in reports; 
assess gender equality 
situation per 
country/region; include 
LGBTIQ+ considerations 

Inclusive speaking time 
allocation; gender balance in 
staff; gender-neutral language; 
gender balance in missions 

Women's rights 
formally 
designated as a 
DROI general 
priority for the 
10th legislature; 
explicit 
attention to 
LGBTIQ+ and 
intersectional 
discrimination 

Annual assessment by 
GMN members with 
recommendations to 
coordinators 

ECON Economic and 
Monetary 
Affairs 

2020 Monitor gender balance 
in ECB, ESRB, ESA senior 
positions; include gender 
equality in corporate 
governance work; flag 
potential gender issues 
to rapporteurs 

Strive to improve gender balance 
of expert representation in 
hearings; six-monthly update to 
coordinators on expert gender 
balance 

Specific focus 
on gender 
balance in 
senior 
appointments 
to ECB, ESRB 
and ESAs; 
structured 

Coordinators monitor 
semi-annually 
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Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

dialogue with 
Commission on 
corporate 
governance 

EMPL Employment 
and Social 
Affairs 

May 2018  Gender perspective in all 
reports and opinions to 
eliminate structural 
discrimination and 
stereotypes; commission 
gender impact studies; 
hearings with gender 
mainstreaming experts; 
statistical overview of 
report distribution by 
gender 

Mandatory basic training for all 
secretariat staff; additional 
training for members, assistants, 
and political group staff; gender-
neutral language; gender 
balance in speakers, 
rapporteurships, delegations; 
political groups nominate two 
candidates per hearing 

Tiered 
mandatory 
training system 
(basic 
mandatory for 
all staff, 
advanced for 
GMN 
responsible); 
political group 
coordination 
mechanism 
requiring two 
candidates per 
hearing; 
secretariat 
surveys to 
verify 
implementation 

Secretariat conducts 
surveys on 
implementation; 
statistical overview of 
report distribution; 
Policy Department 
consulted to verify 
gender equality 
perspective in reports 

ENVI Environment, 
Climate and 
Food Safety 

January 
2017 

Include gender aspects 
in reports (reproductive 
health, endocrine 
disruptors, climate 
justice, gender 
footprints); promote 
gender exchanges in 
hearings; include gender 
in study terms of 
reference 

Gender balance in 
appointments/reports/missions; 
gender balance in hearing 
speakers; gender-neutral 
language; training for assistants 
and staff 

Specific 
identification of 
environmental 
gender issues: 
endocrine 
disruptors, 
clinical trial 
gender bias, 
climate justice, 
gender 
differences in 
carbon 
footprints 

Coordinated by GMN 
member 

FISC Tax Matters 
(Subcommittee) 

9th and 
10th 
legislature  

Gender perspective in 
tax policy reports; 
gender-sensitive 
indicators in tax 
monitoring; share best 
practice from Member 
States on gender-equal 
tax policies; include 
LGBTIQ+ considerations 

Gender-neutral language; 
gender balance in speakers; 
annual gender balance 
scoreboard; coordinate with 
FEMM and GMN 

Explicit follow-
up on EP 2019 
resolution on 
gender equality 
and taxation; 
annual gender 
balance 
scoreboard; 
social media 
campaigns 
during Gender 
Equality Week 

Annual report by the 
members responsible 
for GM; annual gender 
balance scoreboard; 
dedicated secretariat 
monitor 

IMCO Internal Market 
and Consumer 
Protection 

February 
2017 

Gender perspective in 
internal market and 
consumer protection 
legislation; address 
gender inequalities in 
digital single market, 
e-commerce, and 
e-retail; gender-
sensitive indicators and 

Gender-neutral language; 
gender balance in staff selection, 
rapporteurships, speakers, 
delegations; distribute gender 
best practice; training for 
members and staff 

Operational 
gender 
mainstreaming 
checklist for 
hearings 
(gender 
balance of 
speakers, 
gender-neutral 

Member responsible 
for GM monitors with 
secretariat support; 
gender mainstreaming 
checklist applied at 
each hearing 
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Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

disaggregated data; 
LGBTI considerations 

language, 
gender issues 
considered); 
specific focus 
on digital single 
market gender 
gaps; early 
LGBTI inclusion 
(2017); explicit 
consumer 
protection 
gender equality 
commitment 

INTA International 
Trade 

10th 
legislature 

Gender focus in trade 
reports/opinions; call for 
gender-disaggregated 
trade data; check gender 
chapters in existing EU 
FTAs; request gender 
balance in trade 
negotiating teams; WTO 
gender-responsive rules; 
annual debate on gender 
mainstreaming in trade 

Sexism-free committee space; 
gender-neutral language; no 
gender stereotypes in visual 
communications; gender balance 
in speakers and missions; 
trainings on gender 
mainstreaming 

Annual debate 
on gender 
mainstreaming 
in trade; 
specific call for 
gender 
chapters in all 
EU FTAs; 
Buenos Aires 
2017 
Declaration 
follow-up 

INTA GMN member 
reports to GMN and 
committee; supported 
by secretariat 

ITRE Industry, 
Research and 
Energy 

June 2025  Gender perspective in 
STEM, energy and digital 
reports; contact 
European Commission 
CNECT Equality 
Coordinator; high-level 
expert panels on women 
in digital/STEM/energy; 
annual International 
Women's Day event; 
communication 
campaigns on digital 
legislative files 

Gender-neutral language; 
gender balance in speakers and 
delegations; cooperate with 
EIGE, FEMM, HLG 

Social media 
and 
communication 
strategy: 
videos and 
campaigns 
before key 
digital 
legislative files; 
International 
Women's Day 
event and 
International 
Day of Women 
and Girls in 
Science 
campaigns 

ITRE standing 
rapporteur reviews 
implementation; 
secretariat support 

JURI Legal Affairs March 
2017 (but 
updated in 
December 
2025; 
latest 
version not 
available) 

Gender perspective in 
legal affairs reports and 
opinions to avoid gender 
disadvantages; gender-
disaggregated data in 
statistics; studies on 
gender equality in legal 
areas; hearings with 
gender mainstreaming 
actors; missions to 
gender equality actors in 
legal affairs field 

Structured training with 
knowledge-sharing routines 
within secretariat; gender 
balance in rapporteurships, staff, 
delegations; gender-balanced 
staff recruitment with legal 
affairs gender expertise as 
qualification; gender-neutral 
language 

Knowledge-
sharing 
routines to 
spread GMN 
training within 
the secretariat; 
missions 
specifically 
include visits to 
actors working 
on gender 
equality in legal 
affairs (already 
implemented at 
adoption); 
harm-

Secretariat surveys on 
report distribution by 
gender; analysis of 
whether reports 
include explicit gender 
equality perspective 
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Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

avoidance 
framing: 
reports must 
avoid 
disadvantages 
based on 
gender 

LIBE Civil Liberties, 
Justice and 
Home Affairs 

9th and 
10th 
legislature 

Gender perspective in all 
LIBE reports and 
opinions; gender 
budgeting analysis for 
budgetary/financial 
dossiers (with EPRS 
support); annual public 
hearing on gender topic 
in AFSJ; request 
disaggregated data 

Chair ensures gender-balanced 
speaking time; gender balance in 
bureau, rapporteurs, 
delegations, hearings; gender-
neutral language; mandatory 
gender mainstreaming training 
for all members and staff at least 
once per term 

Mandatory 
gender training 
for all members 
and staff (at 
least once per 
term); explicit 
anti-sexism 
rule with Chair 
and Vice-
Chairs 
responsible; 
gender 
budgeting 
analysis for all 
major financial 
dossiers 

GMP attends 
coordinator meetings 
on gender topics; 
adviser tasked with 
monitoring; annual 
report to committee 

PECH Fisheries 9th and 
10th 
legislature 

Gender analysis in all 
fisheries reports and 
opinions; promote 
women's work and 
wellbeing in fisheries; 
initiative report on 
gender representation in 
fisheries sector; annual 
request to European 
Ombudsman for gender 
equality data 

Gender balance in speaker 
selection; gender-balanced 
administrative and interpretation 
staff; invite political groups to 
propose co-chair model; gender-
balanced composition in 
missions 

Proposes a 
regulation 
penalising 
political groups 
(5 % deduction) 
not meeting 
gender criteria; 
proposes co-
chair model for 
committees; 
specific 
attention to 
LGBTI rights in 
delegation 
missions 

Cooperation with 
European 
Ombudsman; EIGE 
cooperation; 
interinstitutional 
mechanism with DG 
MARE 

PETI Petitions June 2017 Develop statistics on 
petitions with 
gender/LGBTI 
dimension using 
ePetition tool; include 
gender section in annual 
PETI report; always strive 
for gender-balanced 
expert panels 

Gender-neutral language; 
gender-balanced delegations 
and working groups; distribute 
gender-related materials to 
members, assistants and staff 

Specific tool 
development 
for ePetition 
system to 
identify 
petitions with 
gender/LGBTI 
dimension; 
gender 
evaluation 
integrated into 
annual PETI 
activity report 

Include gender action 
plan evaluation in 
annual PETI report 

REGI Regional 
Development 

June 2020  Include gender 
dimension in regional 
development policy 
proposals; check 
Commission impact 
assessments for gender; 

Gender-balanced bureau (invite 
political groups to propose male 
and female candidates for 
Chair/Vice-Chair); gender 
balance in rapporteurs, speaking 
time, missions; work–life balance 

Detailed work–
life balance 
measures for 
staff; proposes 
gender-
balanced 

Biennial exchange of 
views on gender 
mainstreaming; new 
mandate designation 
of GMN member; 



Gender mainstreaming in the European Parliament 
  
 

127 

Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

request European 
Ombudsman data on 
gender equality 
complaints; request 
Commission gender 
balance in expert groups 

measures for staff; coordinate 
with EIGE, FEMM, GMN 

Bureau with 
male and 
female 
candidates for 
all leadership 
positions; 
regular 
Ombudsman 
data requests 

Ombudsman regular 
data requests 

SANT Public Health 2025 Gender perspective in 
health reports and 
opinions; request 
gender-disaggregated 
health data; promote 
gender exchange in 
hearings; attend FEMM 
gender mainstreaming 
amendments 

Gender balance in bureau and 
rapporteur appointments; 
gender balance in speakers at 
hearings/workshops; gender-
neutral language; circulate 
gender materials; gender-
disaggregated data in statistics; 
systematic cooperation with 
FEMM on health-related gender 
issues; gender-balanced expert 
selection for public health 
hearings 

Focus on sex-
disaggregated 
data in health 
monitoring and 
evaluation; 
specific 
reference to 
gender 
dimensions in 
health policy 
design; 
dedicated 
public 
consultations 
on women's 
health; joint 
parliamentary 
hearings to 
bridge health 
and gender 
policy 

Annual report to 
committee by GMN 
members; secretariat 
support; GMN 
member reporting; 
integration of findings 
from externally 
commissioned 
gender-health 
research 

SEDE Security and 
Defence 

9th 
legislature 

Promote WPS agenda 
and UNSCR 1325; call on 
EU executives to apply 
gender perspective in 
CSDP actions; address 
gender violence as 
instrument of war; 
increase women in CSDP 
missions; analyse NATO 
best practice on WPS 

Gender balance in 
appointments/reports/missions; 
gender balance in 
speakers/experts (at least one 
woman on every panel); gender-
neutral language; gender 
mainstreaming training; 
coordinate with FEMM, GMN, 
HLG, UN Women, EEAS gender 
advisor, EIGE 

Explicitly 
addresses 
gender 
violence as an 
instrument of 
war; specific 
mandate to 
increase 
women in CSDP 
missions; 
analysis of 
NATO WPS 
best practice; 
requirement for 
at least one 
woman on 
every expert 
panel 

Periodic reporting to 
GMN by member 
responsible 

TRAN Transport and 
Tourism 

May 2015  Study gender 
differences in travel 
patterns and transport 
decisionmaking; 
research differentiated 
traffic safety solutions; 
initiative report on equal 
representation in 
transport 

Gender balance in appointments, 
reports, missions, hearings; 
gender-neutral language; 
training; distribute gender best 
practice; gather gender-
differentiated transport 
statistics; tackle pay gaps in 
transport 

Specific 
research 
mandate on 
women's and 
men's different 
travel patterns; 
differentiated 
traffic safety 
solutions; 
tackling gender 

Standard GMN 
reporting 
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Code Committee Year Key policy actions Organisational actions Unique 
initiatives Monitoring 

pay gaps in 
transport 
sector; adopted 
in 2015 



Gender mainstreaming in the European Parliament 

129 

ANNEX IV – Gender mainstreaming actions in the committee action plans 
European Parliament - 23 committees or subcommittees · Rows = actions · Columns = committees 

Legend:  ✓ Explicitly committed    ◐ Partially / implicitly mentioned    — Not included in the action plan 

ACTION / COMMITTEE → AFCO AFET AGRI BUDG CONT CULT DEVE DROI ECON EMPL ENVI FISC IMCO INTA ITRE JURI LIBE PECH PETI REGI SANT SEDE TRAN 
1. POLICY WORK

Gender perspective integrated into reports 
and opinions ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ 
Check Commission impact assessments for 
gender dimension — — — — ✓ — ✓ — — — — — ◐ ✓ — — — — — ✓ — — —

Request/use gender-disaggregated data — ✓ ✓ ✓ ✓ ✓ ✓ — — ◐ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ — ✓ ✓ — ✓

Gender-sensitive quantitative/qualitative 
indicators — ◐ — ✓ ✓ ✓ ✓ — — ◐ ✓ ✓ ✓ ✓ — — — — — ✓ — — —

Take FEMM committee position/amendments 
into account ✓ ✓ — ✓ — ✓ ✓ ✓ — — ✓ — — — ✓ — — ✓ — ✓ ✓ — —

Commission requested to ensure gender 
balance in negotiating/expert teams

— — — — — — — — — — — — — ✓ — — — — — ✓ — ✓ —

Gender budgeting: integrate into 
budget/financial work

— — — ✓ ✓ — — — — — — — — — — — ✓ — — — — — —

Sector-specific gender research (women in 
fisheries, STEM, rural areas, transport, defence — ✓ ✓ — — — — — — ✓ ✓ ✓ ✓ — ✓ ✓ — ✓ — — — ✓ ✓ 
Annual/periodic debate or hearing on gender 
topic in committee's area — — — ✓ — — — — — ◐ — — — ✓ ✓ — ✓ — — ◐ — — —

Monitor implementation of external gender 
agenda (GAP II, WPS/UNSCR 1325, Buenos 
Aires Declaration)

— ✓ — — — — ✓ — — — — — — ✓ — — — — — — — ✓ —

Include LGBTIQ+ / intersectional 
considerations

— — — — — — — ✓ — — — ✓ ✓ — — — — ✓ ✓ — — ◐ —

2. ORGANISATION OF WORK

Gender-neutral language in all committee 
documents ✓ ✓ — ✓ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ 
Gender balance in distribution of 
rapporteurships and opinions — — ✓ ✓ ✓ ✓ — ✓ — ✓ ✓ ✓ ✓ — — ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ 
Gender balance in expert speakers at hearings 
and workshops ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓
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ACTION / COMMITTEE → AFCO AFET AGRI BUDG CONT CULT DEVE DROI ECON EMPL ENVI FISC IMCO INTA ITRE JURI LIBE PECH PETI REGI SANT SEDE TRAN 
Gender balance in composition of delegations 
and missions ✓ ✓ ✓ ✓ ✓ — ✓ ✓ — ✓ — ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ 
Include women's organisations in mission 
programmes ◐ ✓ — ◐ ✓ — ✓ ✓ — — — — — ✓ — ◐ ✓ — — ✓ — — — 
Gender mainstreaming training for members, 
assistants and staff ✓ — ✓ ✓ — — — ✓ — ✓ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ ✓ ✓ — ✓ ✓ 
Mandatory training for all members and staff 
(at least once per term) — — — — — — — — — ◐ — — — — — — ✓ — — — — — — 
Gender-balanced secretariat staff 
recruitment — — ✓ — ✓ — — ✓ — — ✓ ✓ ✓ — — ✓ ✓ ✓ — ✓ — — ✓ 
Gender-balanced bureau (Chair/Vice-Chair) ✓ — — — — — — — — — — — — — — — ✓ ✓ — ✓ ✓ — — 
Gender-balanced speaking time in committee 
debates — — — — ✓ — — ✓ — — — ✓ — — — — ✓ ✓ — ✓ — — — 
Sexism/racism-free committee space (explicit 
rule) — — — — — — — — — — — — — — — — ✓ — — — — — — 
Staff work–life balance measures (flexible 
working, time limits on evening meetings, etc.) — — — — — — — — — — — — — — — — — — — ✓ — — — 

3. COOPERATION AND COORDINATION 
Active GMN member participates in Gender 
Mainstreaming Network ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ 
Coordinate with FEMM committee ✓ ✓ — ✓ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ✓ — ✓ ✓ ✓ — 
Cooperate with EIGE (European Institute for 
Gender Equality) ✓ ✓ ✓ — — — ✓ — — — ✓ ✓ — ✓ ✓ — — ✓ — ✓ — ✓ — 
Engage High-Level Group on Gender Equality 
and Diversity ✓ ✓ — — — — ✓ ✓ — — — — — ✓ ✓ — — — — ✓ — ✓ — 
Interinstitutional / inter-committee 
cooperation mechanism — ◐ — — — — ✓ — — — — — ◐ — — — — ✓ — ✓ — — — 
Circulate gender best practice and written 
material to members and staff ✓ — — — ✓ ✓ ✓ — — ◐ ✓ ✓ ✓ — ✓ ◐ — ✓ ✓ ✓ ✓ — ✓ 

4. MONITORING AND REPORTING 
Annual report by GMN member to committee ◐ ✓ ✓ ✓ ✓ ✓ ✓ ✓ ◐ ◐ ✓ ✓ ✓ ✓ ✓ ◐ ✓ — ✓ ◐ ✓ ◐ — 
Dedicated secretariat official responsible for 
monitoring — ✓ — — ✓ — — ✓ — ◐ — ✓ ✓ — — ◐ ✓ — — — — — — 
Quantitative gender balance scoreboard / 
tracking indicators — ◐ — — ✓ — — — ✓ ✓ — ✓ — — — ◐ ✓ — — — — — — 
Regular request to European Ombudsman for 
gender equality data — — — — — — — — — — — — — — — — — ✓ — ✓ — — — 
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ACTION / COMMITTEE → AFCO AFET AGRI BUDG CONT CULT DEVE DROI ECON EMPL ENVI FISC IMCO INTA ITRE JURI LIBE PECH PETI REGI SANT SEDE TRAN 
Gender action plan evaluation included in 
annual committee report

— ✓ — — — — — — — ◐ — — ✓ — — ◐ — — ✓ — — — —

5. UNIQUE / INNOVATIVE INITIATIVES

Social media / communication campaigns on 
gender topics — — — — — — — — — — — ✓ — — ✓ — — — — — — — —

Annual International Women's Day event — — — — — — — — — — — — — — ✓ — — — — — — — — 
Initiative report on gender equality in the 
committee's sector — — — — — — — — — — — ◐ — — — — — ✓ — — — — ✓ 
ePetition tool adapted to flag gender/LGBTI 
petitions

— — — — — — — — — — — — — — — — — — ✓ — — — —

Proposed regulation penalising political 
groups for gender non-compliance

— — — — — — — — — — — — — — — — — ✓ — — — — —

Co-chair model proposed (one male, one 
female Chair per committee) — — — — — — — — — — — — — — — — — ✓ — — — — —

Monitor gender balance in ECB/ESRB/ESA 
senior appointments — — — — — — — — ✓ — — — — — — — — — — — — — —

Promote increase of women in CSDP missions 
and operations

— — — — — — — — — — — — — — — — — — — — — ✓ —

Address gender-based violence as instrument 
of war

— — — — — — — — — — — — — — — — — — — — — ✓ —

Gender parity: require gender chapters in all 
EU FTAs — — — — — — — — — — — — — ✓ — — — — — — — — —

At least one woman expert required on every 
panel — — — — — — — — — — — — — — — — — — — — — ✓ —

Committee Key: AFCO=Constitutional Affairs  ·  AFET=Foreign Affairs  ·  AGRI=Agriculture & Rural Dev.  · BUDG=Budgets  ·  CONT=Budgetary Control  ·  CULT=Culture & Education  ·  DEVE=Development  ·  DROI=Human Rights (Sub.)  ·  
ECON=Economic & Monetary Affairs  ·  EMPL=Employment & Social Affairs  ·  ENVI=Environment, Climate & Food Safety  ·  FISC=Tax Matters (Sub.)  ·  IMCO=Internal Market & Consumer Protection  ·  INTA=International Trade  ·  ITRE=Industry, 
Research & Energy  ·  JURI=Legal Affairs  ·  LIBE=Civil Liberties, Justice & Home Affairs  ·  PECH=Fisheries  ·  PETI=Petitions  ·  REGI=Regional Development  ·  SANT=Public Health  ·  SEDE=Security & Defence  ·  TRAN=Transport & Tourism 
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ANNEX V – Main results of EPRS committee questionnaire 

Committee Monitoring of 
gender action plan 

Update of gender 
action plan 

Gender balance in panels in 2024/2025 or 
2025 

AFET Annual report to 
coordinators 

No (as AFET action 
plan is from May 

2025) 

2025: 

• 9 public hearings: 39.39 % 
female speakers (13 out of 33) 

• 1 interparliamentary 
committee meeting (ICM): 
50 % female speakers (1 out of 
2) 

Total (2025): 40 % female speakers (14 out of 
35) 

AFCO AFCO Secretariat 
keeps record of 
gender-balance 

related statistics for 
committee activities 

N/A* (decision to 
update AFCO gender 
action plan from 2018 

belongs to 
committee Chair and 

coordinators) 

10th term (2024-2026): 

• 4 public hearings: 27.27 % 
female speakers (9 out of 33) 

• 2 workshops: 20 % female 
speakers (1 out of 5) 

• 1 ICM: 50 % female speakers 
(1 out of 2) 

Total (2024-2026): 27.5 % female speakers 
(11 out of 40) 

AGRI AGRI is issuing bi-
annual gender 
mainstreaming 

reports (while latest 
version covers 

2022-2023, AGRI 
secretariat is 

currently working on 
the report for 
2024-2025) 

No update envisaged 
for the time being (as 
AGRI gender action 

plan was last updated 
in 2024) 

10th term (2024/2025): 

• 6 public hearings: 38.71 % 
female speakers (12 out of 31)  

Total (10th term): 38.71 % female speakers 
(12 out of 31)  

BUDG Annual stocktaking 
report to BUDG 

members (presented 
by Standing 

Rapporteur on GM) 

N/A 2025: 

• 4 public hearings: 58.8 % 
female speakers (10 out of 17) 

• 2 workshops: 33.3 % female 
speakers (3 out of 9) 

Total (2025): 50 % female speakers (13 out of 
26) 

CONT After conclusion of 
2024 discharge, 

CONT will take stock 
of implementation of 
its gender action plan 

CONT gender action 
plan is from March 

2025 

10th term (2024/2025): 

• 5 public hearings: 46.15 % 
female speakers (12 out of 26) 

• 2 workshops: 58.33 % of 
female speakers (7 out of 12) 

• 1 conference: 27.27 % of 
female speakers (3 out of 11) 

Total (10th term): 44.9 % female speakers 
(22 out of 49) 



EPRS | European Parliamentary Research Service 
  
 

134 

Committee Monitoring of 
gender action plan 

Update of gender 
action plan 

Gender balance in panels in 2024/2025 or 
2025 

CULT Implementation of 
CULT gender action 

plan is followed as far 
as possible 

No (CULT gender 
action plan is from 

2017) 

10th term (2024/2025): 

• 6 public hearings: 46.15 % 
female speakers (12 out of 26, 
including 2 male EC speakers) 

• 1 conference: 46.15 % of 
female speakers (6 out of 13, 
including 1 female EC speaker) 

Total (10th term): 46.2 % female speakers 
(18 out of 39) 

DEVE N/A Willingness to update 
DEVE gender action 

plan further to 
adoption of EP GAP 

(DEVE gender action 
plan is from 2016) 

10th term (2024/2025): 

• 6 public hearings: 47.82 % 
female speakers (11 out of 23) 

Total (10th term): 47.82 % female speakers 
(11 out of 23) 

ECON ECON pays attention 
to implementation of 
its gender action plan 
but no official 
tracking nor formal 
reports/studies 

Yes, intended in 
principle (ECON 
gender action plan is 
from 2018) 

10th term (2024/2025)*** 

• 9 public hearings (excluding 
the annual hearing with 
European Supervisory 
Authorities): 42 % female 
speakers (12 out of 30) 

Total (10th term): 42 % of female speakers 
(12 out of 30) 

EMPL No specific 
monitoring tools yet 
but might be 
considered for the 
future 

Yes, review and 
possible update of 
EMPL gender action 
plan planned (action 
plan is from 2018) 

10th term (2024/2025): 

• 16 public hearings, ICMs and 
other exchanges of views: 
43 % female speakers (31 out 
of 72) 

Total (10th term): 43 % female speakers 
(31 out of 72) 

 

ENVI N/A  Possible update of 
ENVI gender action 
plan in coming 
months (knowing that 
ENVI gender action 
plan reflected in its 
working methods that 
are updated regularly, 
most recently in Sept. 
2024) 

2025 (NB: no public hearings were held in 
2024): 

• 4 public hearings: 33 % female 
speakers (8 out of 24) 

Total (2025): 33 % female speakers (8 out of 
24) 

IMCO N/A Update of IMCO 
gender action plan in 
coming months  
(IMCO gender action 
plan is from 2017) 

2025 (NB: no public hearings were held in 
2024): 

• 11 public hearings: 49 % female 
speakers (40 out of 82) 
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Committee Monitoring of 
gender action plan 

Update of gender 
action plan 

Gender balance in panels in 2024/2025 or 
2025 

Total (2025): 49 % female speakers (40 out of 
82) 

INTA INTA monitors 
implementation of its 
gender action plan 
through monitoring 
tables (updated 
regularly and sent to 
coordinators for 
information) 

No (INTA gender 
action plan was 
updated in June 2025 
and will apply for the 
full 10th term) 

10th term (2024-2026): 

• 7 public hearings: 51.52 % 
female speakers (17 out of 33) 

• 2 workshops. 0 % (0 out of 4) 

Total (10th term): 49.95 % female speakers 
(17 out of 37) 

ITRE Implementation of 
ITRE gender action 
plan followed by 
standing rapporteur 
on gender 
mainstreaming, 
supported by ITRE 
secretariat 

No (as ITRE gender 
action plan was 
updated in June 
2025) 

N/A (while ITRE consistently seeks to ensure 
a gender-balanced representation among 
invited speakers in hearings, workshops and 
other events, in line with its action plan, it 
does not collect quantitative data on the 
gender distribution of external speakers 
across its activities) 

JURI Implementation of 
JURI gender action 
plan followed by 
standing rapporteur 
on gender 
mainstreaming, 
supported by JURI 
secretariat 

JURI draws up 
monitoring reports on 
the implementation 
of its gender action 
plan, and includes 
gender in policy 
studies such as the 
2021 EP study, 
Women on Boards 
Policies and the 
Effects on Corporate 
Governance 

JURI gender action 
plan from 2017 was 
updated in December 
2025 

2025: 

• 7 public hearings: 59.45 % 
female speakers (22 out of 37) 

• 4 workshops: 58.33 % female 
speakers (21 out of 36) 

Total (2025): 58.9 % female speakers (43 out 
of 73) 

LIBE LIBE regularly draws 
up monitoring reports 
on the 
implementation of its 
gender action plan 
(see 2024 LIBE study 
and 2023 working 
document on LIBE 
action plan on Gender 
Mainstreaming: 
Annual Report on the 
state of 
implementation 
2022) 

N/A (LIBE gender 
action plan is from 9th 
term) 

2025: 

• 34 public hearings: 42.57 % 
female speakers (43 out of 
101) 

• 2 ICMs: 37.5 % female 
speakers (9 out of 24) 

• 16 meetings of Democracy, 
Rule of Law and Fundamental 
Rights Monitoring Group 
(DRFMG): 33.76 % female 
speakers (26 out 77) 

Total (2025): 38.6 % female speakers (78 out 
of 202) 

https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2021)700556
https://www.europarl.europa.eu/thinktank/en/document/IPOL_STU(2024)760751
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Committee Monitoring of 
gender action plan 

Update of gender 
action plan 

Gender balance in panels in 2024/2025 or 
2025 

PECH PECH gender action 
plan envisages 
continuous efforts to 
assess gender 
equality in its 
activities (such as 
gender balance in 
reports, opinions, 
hearings and 
missions), but no 
official monitoring 
mechanism has been 
established 

PECH is open to 
update its gender 
action plan (PECH 
gender action plan 
was adopted in the 
9th term). 

PECH does not currently have a 
comprehensive statistical overview of gender 
balance among invited speakers in hearings, 
workshops and conferences, but always seeks 
to ensure a gender-balanced representation, 
and is open to develop a more systematic way 
to collect and analyse such data to ensure 
compliance with the EP GAP. 

PETI N/A N/A (PETI gender 
action plan is from 
2017) 

10th term (2024-2/2026): 

• 6 public hearings: 51 % of 
female speakers (19 out of 37, 
including 2 male EC speakers) 

• 5 workshops: 68 % of female 
speakers (13 out of 19) ** 

Total (10th term): 57.14 % female speakers 
(32 out of 56) 

REGI N/A No update of REGI 
gender action plan 
envisaged this year 
(as action plan from 
2020 was re-
approved by REGI 
coordinators in 
September 2024) 

2025: 

• 5 public hearings: 42.85 % 
female speakers (9 out of 21) 

Total (2025): 42.85 % female speakers (9 out 
of 21) 

SANT No specific tools for 
monitoring 
implementation of 
SANT gender action 
plan 

No (SANT gender 
action plan is from 
2025) 

N/A (while gender balance in panels of 
hearings, etc. is always discussed, SANT does 
not collect such data) 

SEDE No specific 
monitoring tool (but 
continuous 
monitoring of 
implementation of 
WPS agenda in SEDE 
activities, also by 
SEDE representative 
in GMN) 

As SEDE's gender 
action plan is from the 
9th term, SEDE is 
open to update it 
(without any precise 
date envisaged yet) 

N/A (while SEDE is well aware of the 
importance of gender balance and is trying to 
ensure it in the gender expertise provided, it is 
currently not tracking such data) 

TRAN No continuous 
monitoring 
(secretariat compiles 
data when prompted) 

No (in 2024, there 
were some 
preliminary but 
inconclusive 
discussions to update 
the TRAN gender 
action plan) 

2025: 

• 4 public hearings: 37 % female 
speakers (10 out of 27) 

• 1 workshop: 25 % female 
speakers (1 out of 4) 
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Committee Monitoring of 
gender action plan 

Update of gender 
action plan 

Gender balance in panels in 2024/2025 or 
2025 

• 32 exchanges of views: 
35.48 % female speakers 
(22 out 62) 

Total (2025):  

36.66 % female speakers (33 out of 90) 

DROI Annual assessment 
report to 
coordinators 
(including qualitative 
and quantitative 
analysis of the action 
plan's 
implementation) 

No (as DROI gender 
action plan covering 
the 10th term is from 
2024) 

Total (9/2024 – 8/2025):  

55 % female speakers (55 out of 131 speakers 
in public hearings, workshops and other 
events held in the above-mentioned period) 

 

FISC Annual 
implementation 
report and 
scoreboard (giving an 
overview of how 
gender 
mainstreaming is 
integrated into 
different areas of 
FISC work and of 
gender distribution in 
hearings, as well as 
exchanges of views, 
regarding (shadow) 
rapporteurships and 
missions 

N/A (FISC gender 
action plan is from 
2024 and covers the 
10th term) 

7/2024 –2/2025: *** 

• 17 public hearings: 47.46 % 
female speakers (28 out of 59) 

• 1 tax symposium: 43.48 % 
female speakers (10 out of 23)  

Total (7/2024 – 2/2025):  

46 % female speakers (38 out of 82) 

EUDS N/A N/A Total (EUDS Mandate/Feb 2025 – current): 

47.46 % female speakers (28 out of 5911 in 
11 public hearings) 

HOUS N/A  N/A Total (2 – 12/2025): **** 

41 % female speakers (50 out of 122 in 
21 public hearings and workshops held in the 
above-mentioned period) 

* 'N/A' means that no specific information was provided in reply to the questionnaire or, in the case of the special 
committees (EUDS, HOUS), that the question raised in the questionnaire was not applicable (due to the fact that special 
committees are temporary in nature and therefore do not have specific gender action plans to be monitored or updated). 

** The gender breakdown is incomplete for some PETI workshops; this should be kept in mind when examining these 
statistics. 

*** These numbers do not include institutional speakers from the European Commission, the European Court of Auditors, 
EPPO, etc.  

**** The committee specifically indicated that the gender classification used was based solely on publicly available online 
and internal resources. Speakers were not asked about their gender identity. Accordingly, the following limitations should 
be kept in mind when looking at these statistics. 

- Some individuals may have changed their gender identity since the sources consulted were published. 
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- Non-binary, gender-fluid, or otherwise gender-diverse individuals may have been inadvertently 
misclassified or excluded from this binary categorisation. 

- This analysis reflects a binary framework (female/male) and does not fully capture the diversity of 
gender identities. 
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ANNEX VI – Political vs administrative levels – Work–life 
balance tools 

Dimension Political level (MEPs) Administrative level (EP staff) 

Status Personal/non-transferable mandate; 
strict personal vote 

Staff Regulations employment; 
flexible delegation 

Maternity/parental 
leave 

Justified absence (3+6 months 
pre/post-birth, Article 31 Bureau 
Decision 2008); no paternity/parental 
(national fallback) 

20–24 weeks maternity; 
10-24 days paternity/birth; 
6 months parental; full 
pay/allowances (female-
predominant uptake) 

Core functions 
during leave 

No proxy/remote for family reasons; 
proxy voting amendment agreed by 
Council (17 March 2026), EP consent 
and national ratification by all 
27 Member States pending 

Telework/part-time ensure 
continuity (differentiated gender 
patterns) 

Part-time/flexible 
hours 

Informal only Right to request (entitlement for 
care); 50 %+ hours (82.6 % of 
part-time beneficiaries women 
vs 17.4 % men, 2025). 

Telework Exceptional/institutional only 1–2 days/week 
standard/extended; 
medical/family add-ons (women 
> maxi; men > standard) 

Governance FEMM/HLG; Council unanimity 
needed 

EIDU/COPEC; annual data 
tracking (structured usage 
patterns) 
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Article 8 of the Treaty on the Functioning of the 
European Union (TFEU) commits the European Union 
and its Member States to eliminating inequalities and 
promoting the principle of equality between women and 
men in all their actions. As set out in the EU gender 
equality strategy 2026-2030, achieving gender equality 
in the European Union is a joint responsibility, requiring 
action by all EU institutions, Member States and EU 
agencies, in partnership with civil society and women's 
organisations, social partners and the private sector. 

Since 2003, when the European Parliament formally 
launched gender mainstreaming activities within the 
institution, the Committee on Women's Rights and 
Gender Equality (FEMM Committee) has been regularly 
preparing monitoring reports on the state of gender 
mainstreaming in the European Parliament. The 
subsequent resolutions, adopted in 2007, 2009, 2011, 
2016, 2019 and 2022, are part of a sustained series of 
activities implemented over the past two decades to 
support and intensify gender mainstreaming in the 
European Parliament. This effort was significantly 
reinforced by the adoption of a gender action plan and 
a roadmap for its implementation in July 2020 and April 
2021 respectively, and their renewal in October 2025 
and April 2026. 

This study, which updates a previous edition of 
September 2021, examines the current state of play of 
gender mainstreaming in the European Parliament in 
support of the forthcoming own-initiative report on 
gender mainstreaming in the European Parliament, to 
be drawn up by the FEMM committee. It provides an 
updated overview of the concept of gender 
mainstreaming and the tools available to implement it; 
analyses Parliament's current gender mainstreaming 
policy, with particular focus on the 2022 resolution on 
the issue, Parliament's 2020 and 2025 gender action 
plans and their accompanying roadmaps, as well as 
committee gender action plans; and examines gender 
mainstreaming both in European Parliament 
policymaking and in terms of representation, 
institutional culture and working environment within the 
institution. It further reviews gender mainstreaming 
practices in other EU institutions and national 
parliaments to place the European Parliament's efforts 
in a broader comparative context. 

Q
A

-01-26-134-EN
-N

 


	EVAL_STUD_774684_Gender_Mainstreaming_cover
	EVAL_STUD_774684_Gender_Mainstreaming_main
	Background
	Scope and objectives of the study
	Key findings
	1. Introduction
	2. Overview of gender mainstreaming
	2.1. What is gender mainstreaming and why does it matter?
	2.2. How does it work?
	2.3. Enabling conditions and obstacles
	2.4. Assessment frameworks
	2.4.1. Assessment framework for the EU institutions
	2.4.2. Assessment frameworks for parliaments

	2.5. Benchmarking for parliaments
	2.5.1. Benchmarking in the EU
	2.5.2. Benchmarking beyond the EU


	Key findings
	Box 1 – The concept of 'gender'
	Figure 1 – Dimensions of gender mainstreaming in institutions
	Box 2 – Defining a gender-sensitive parliament
	Figure 2 – Example of a regional benchmarking dashboard for parliaments
	3. EU approach to gender mainstreaming
	3.1. Legal basis and policy framework
	3.2. Assessments of the state of play

	Key findings
	4. Gender mainstreaming in the European Parliament
	4.1. Existing structures and mechanisms in the EP
	4.1.1. Political bodies
	FEMM committee
	Gender Mainstreaming Network
	High-level Group on Gender Equality and Diversity

	4.1.2. Administrative structures
	Equality, Inclusion and Diversity Unit (EIDU), DG PERS
	Equality and diversity coordinators
	Committee on Equal Opportunities and Diversity (COPEC)
	Staff Committee


	4.2. Main elements of the EP gender mainstreaming policy
	Table 1 – Key steps in the development of gender mainstreaming in the EP
	4.2.1. EP resolutions on gender mainstreaming
	4.2.2. Committee and EP gender action plans
	Overview of committee action plans
	Policy work
	Organisation of work
	Cooperation and coordination
	Monitoring and reporting
	Unique or innovative initiatives

	Implementation of committee action plans
	EPRS questionnaire
	Best practice examples in monitoring gender action plans: LIBE and FISC

	EP gender action plans


	4.3. Integrating gender equality into the EP's policymaking
	4.3.1. Role of the FEMM committee
	FEMM as a lead committee
	FEMM's impact on the work of other EP committees

	4.3.2. Gender mainstreaming in other committees than FEMM
	4.3.3. Gender Mainstreaming Network (GMN) and High-Level Group on Gender Equality and Diversity (HLG)
	4.3.4. Use of gender mainstreaming tools

	4.4. Balanced representation of women and men at all levels
	4.4.1. Political level (women MEPs and female representation in EP governing bodies)
	Gender balance at political level

	4.4.2. Parliament's Secretariat
	Gender balance in Parliament's Secretariat


	4.5. Culture and environment in Parliament
	4.5.1. Work–life balance
	Map 1 – Maternity and paternity leave in the EU in 2026
	Political level – Members of the European Parliament
	Leave for family reasons, maternity/paternity and parental leave
	Voting rights, proxy voting and remote participation
	Comparative perspective: National parliaments
	Map 2 – Voting in absentia during maternity leave for members of EU Member State parliaments

	Administrative level – Staff of the European Parliament and EU administration
	Leave for family reasons and work–life balance tools
	Part‑time work and telework
	Governance and monitoring of work–life balance


	4.5.2. Gender-sensitive working environment: fighting against harassment

	4.6. Evaluation and monitoring of implementation

	Key findings
	Figure 3 – Women MEPs (March 2022 to May 2026)
	Figure 4 – Women MEPs and EU average of women members of national parliaments (March 2022 to May 2026)
	Figure 5 – Women Vice-Presidents (2021 to 2026)
	Figure 6 – Women Quaestors (2021 to 2026)
	Figure 7 – Women Chairs and Co-Chairs of political groups (2021 to 2026)
	Figure 8 – Women Committee Chairs (2021 to 2026)
	Figure 9 – Women Committee Coordinators (2025)
	Figure 10 – Women Delegation Chairs (2021 to 2026)
	Figure 11 – Women Head of Units (2021 to 2026)
	Figure 12 – Women Directors (2021 to 2026)
	Figure 13 – Women Directors-General (2021 to 2026)
	Box 3 – Post‑2022 national reforms expanding leave rights for parents
	Figure 14 – Gender distribution in part-time work (2021 to 2026)
	Figure 15 – Teleworking in 2022
	Figure 16 – Teleworking in 2023
	5. Gender mainstreaming practices in other EU institutions
	5.1. Gender mainstreaming in the European Commission and the Council of the EU
	5.1.1. European Commission (EC)
	5.1.2. Council of the EU (Council)

	5.2. Gender mainstreaming in the European Economic and Social Committee and the European Committee of the Regions
	5.2.1. European Economic and Social Committee (EESC)
	5.2.2. European Committee of the Regions (CoR)
	5.2.3. European Investment Bank (EIB)


	Key findings
	6. Gender mainstreaming practices in national parliaments - findings of requests to the ECPRD network
	6.1. Gender mainstreaming structures and policies
	Table 2 – Parliaments or chambers with a gender mainstreaming structure
	Table 3 – Parliaments or chambers with a gender mainstreaming policy
	Table 4 – Parliaments or chambers with regular monitoring of their gender mainstreaming policy366F

	6.2. Examples of interesting / promising practices
	6.2.1. Gender audits
	6.2.2. Use of gender mainstreaming tools
	6.2.3. Initiatives on work–life balance
	6.2.4. Initiatives to tackle harassment, hate speech and gender-based violence
	6.2.5. Initiatives on gender-sensitive occupational health


	Key findings
	REFERENCES
	ANNEX I – EP gender mainstreaming structures and bodies
	ANNEX II – Summaries – Committee action plans
	ANNEX III – Comparative overview of gender action plans by committee
	ANNEX IV – Gender mainstreaming actions in the committee action plans
	ANNEX V – Main results of EPRS committee questionnaire
	ANNEX VI – Political vs administrative levels – Work–life balance tools




