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Introduction

From 25 to 29 October 2021, the European Parliament organises the EU Gender Equality 
week 2021. The CONT Committee contributes to the activities in this week with an exchange 
of views on how gender has featured in the 2019 discharge procedure, on 26 October.

The aim of this working document is to stimulate the discussion on the role of the 
committee’s discharge procedure in strengthening gender equality in the EU. The document 
looks at the 2019 discharge procedure, and provides an annex with the relevant paragraphs 
dedicated to gender equality.

Background discharge

The Parliament annually approves the implementation of the EU Budget through the 
discharge procedure, in accordance with Article 319 of the Treaty on the Functioning of the 
European Union. In practice, the Parliament takes a decision on discharge for each Institution, 
Office, Body and Agency, accompanied by a discharge resolution. The discharge resolution 
contains observations from the Parliament on the budget implementation. As such, any 
subject deemed worth mentioning by the discharge authority is included in these resolutions, 
including gender.

In 2019, the most recent year for which the discharge procedure was performed, 52 discharge 
reports were adopted.

2019 discharge - staff composition

All discharge reports for the year of 2019 feature the word ‘gender’, with most reports 
mentioning it as part of staff policy or human resources. As a result, most reports focus on 
gender balance, reporting on the percentages of male and female categories of staff (e.g. 
senior managers, overall staff, and management board members). Usually, the figures of the 
previous year are also included, presenting the trend in the institution, body, office or agency.

While most agencies commit to keep diversity in the heart of their recruitment processes, and 
to pay special attention to the integration of people with disabilities, they should be further 
encouraged, for example through recommendations in the discharge reports to develop a 
framework providing a wider intersectional approach.

When it comes to the career advancement of staff, policies regarding parental leave and 
childcare facilities have a very important role. Focus on work-life balance and flexible 
working arrangement are equally relevant, yet these only appear in a very limited number of 
discharge reports. 

If an EU institution, body, office or agency has reported to have an action plan on equality or 
diversity in place, most of the time it is reflected in the discharge reports, with the Parliament 
encouraging its implementation. In cases when such an action plan is not in place, the 
European Parliament could include a strong call for its urgent adoption in the discharge report 
of the relevant institution, body, office or agency.

As regards the Parliament’s discharge report, there is limited information on gender balance 
when it comes to the composition of different expert panels for public hearings, workshops 
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and other events, which might lead to a gap not only in number, but also in the sector and 
subject. In its discharge procedure, the Parliament needs to ensure that specific efforts are 
made towards gender parity on panels, and that there is an active conversation each time a 
panel is composed.

At the same time, the composition of the European Parliament's missions, delegation visits, 
and election observation delegations could be included in its annual discharge.

There is no mention of stakeholder consultations in the reports, which could be a relevant 
addition to the Commission’s discharge.

2019 discharge - policy perspective 

The discharge reports of the Commission, the European Institute for Gender Equality (EIGE), 
and, to a lesser extent, the European Development Funds, also present some policy 
perspective on gender.

In the Commission’s discharge report, particular attention is paid to the Commission’s 
activities as regards gender-based violence, calling on the Commission to increase visibility 
of expenditure related to gender equality and gender-based violence by creating a separate 
budget line. The Parliament also called on the Commission to finally implement gender 
budgeting and to introduce gender specific indicators into the performance management 
system of the EU budget.

In its discharge report for the Parliament, the Parliament could ask more specific questions 
when it comes to gender budgeting and its overall contribution to gender mainstreaming. At 
the same time, the Commission’s discharge report should specify how gender mainstreaming 
in the EU budget is being monitored more effectively.

Gender-based violence was raised in the discharge report for EIGE, in particular in light of 
the COVD-19 pandemic, which has seriously exacerbated the issue. The Parliament identified 
the specific role of EIGE for collecting, analysing, processing and disseminating data and 
information, in order to allow policy-makers to make informed decisions on expenditure with 
gender equality in mind. 

The discharge report on the EDF makes reference to sustainable development goal (SDG) 
number five on gender equality, but it does not further elaborate on the results achieved.

Future orientation

The Commission has committed itself to gender budgeting, meaning a strategy to achieve 
equality between women and men by focusing how public resources are collected and spent, 
in the Interinstitutional Agreement accompanying the new multiannual financial framework1. 

The fulfilment of this commitment will have to be closely monitored in future discharge 
procedures.

Also, in response to recommendations made by the European Court of Auditors in its Special 

1 OJ L 433, 22.12.2020, I/28
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Report 10/2021 on Gender Mainstreaming, the Commission committed itself to present more 
sex-disaggregated data and to introduce indicators on gender equality for EU funding 
programmes. Since sex-disaggregated data is essential to illustrate gender gaps and 
prevalence of gender inequality patterns in the policy area, the systematic collection of 
intersectionally disaggregated data must be underlined in future EU funding programs and 
legislative proposals. Future discharge reports therefore must include a detailed analysis of 
this process, when this information is provided by the entities to which the discharge 
procedure applies.

This will result in more information on gender equality and other gender related issues in the 
annual reports on the implementation of the EU Budget.

The upcoming discharge procedure must have a specific focus on the COVID-19 pandemic, 
including its impact on gender equality. The reports will need to reflect on how women are 
involved in managing response and recovery efforts. Policies related to human resources will 
need to take into account the increased amount of unpaid care and domestic work, and the 
double burden that many women face in the consequent of the pandemic. If data on these 
issues is not provided by the entities to which the discharge procedure applies, the discharge 
authority must call for this information to be included.

In order to fulfil the Committee’s role in monitoring gender equality by including it in its 
discharge procedure, Members of the European Parliament, accredited parliamentary 
assistants, policy advisors and the committee’s secretariat shall be offered tailor-made 
trainings on the topic.
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1. P9_TA(2021)0165

2019 discharge: EU general budget - European Parliament

Follow-up to the 2018 discharge resolution

20. Regrets the lack of gender balance among the management in Parliament's 
administration; recognises however the positive developments in this regard and 
acknowledges the new targets; recognises the need for continuous monitoring on 
the topic;

Recruitment

119. Welcomes the fact that promoting equal opportunities is a key component of 
Parliament's human resource policy; facilitating the employment and 
strengthening the integration of disabled persons; expresses its satisfaction as 
regards the fact that the gender equality roadmap continues to be implemented 
through concrete actions and that on 13 January 2020, the Bureau approved a set 
of targets for gender balance in senior and middle management posts in 
Parliament’s Secretariat to be achieved by 2024: 50 % female heads of units and 
directors, 40 % female directors-general; stresses the need for the Bureau to 
further strengthen its commitment to gender equality by committing to more 
ambitious targets to be achieved by 2022: 50 % female heads of units and 
directors, 50 % female directors-general; calls on the Bureau to also formulate 
ambitious targets for lower management posts;

Staff, Accredited Parliamentary Assistants and Local Assistants

131. Supports the continuation of the implementation of the activities of the Action 
Plan on Equality and Diversity 2014-2019; insists on the importance of better 
gender balance at all levels, including Directors-General level; supports the 
measures in the report on “Diversities other than gender in the Parliament’s 
Secretariat - state of play and roadmap” adopted by the Bureau on 3 April 2019; 
celebrates in particular the creation in 2020 of two contact points within 
Parliament, one on LGBTI+ issues and one on racial discrimination issues, both 
managed by the DG PERS’ Equality, Inclusion and Diversity Unit;

2. P9_TA(2021)0164

2019 discharge: EU general budget - Commission and executive agencies

Performance of the Union budget

97. Global Europe: Notes that the Commission does not provide enough information 
for a robust performance assessment of two funding instruments, i.e. one for 
cooperation with developing countries and the other for relations with the Union’s 
southern and eastern neighbours; welcomes that the indicators nevertheless reveal 
a positive trend for poverty reduction, education, gender equality and human 
development, and expresses its concern about the worsening trend for 
consolidating democracy, rule of law and political stability;
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Annual management and performance report

113. Calls on the Commission to continue promoting a better gender balance and 
gender budgeting approach in the allocated funds;

Security and Citizenship

395. Welcomes the results in key action areas of gender equality such as gender based 
violence through the dedicated programmes, as well as the outcome and 
conclusion of the MFF negotiations on the citizenship, equality, rights and values 
programme;

397. Strongly reiterates its demand to increase resources dedicated to preventing and 
combating gender-based violence under the Citizens, Equality, Rights and Values, 
especially following the escalation of violence against women during the COVID-
19 crisis; reiterates its request for an independent budget line for all measures 
specifically targeting gender equality, including on gender-based violence, which 
will be a first step in increasing transparency, facilitating the tracking of gender 
related spending and having an open decision-making process on the funds 
allocated to gender equality in which Parliament should play a fundamental role in 
its capacity as budgetary authority;

398. Is concerned that in its internal spending review of the current Union 
programmes, the Court found that gender equality had not been mainstreamed 
across the Union budget in the same way as climate change or biodiversity and 
that instead, specific programmes, mainly those tackling employment and social 
issues, had been used to address discrimination based on gender; regrets that there 
is no methodology in place to track the spending dedicated to gender equality; 
welcomes the Court’s decision to examine gender mainstreaming in the Union 
budget and to publish the audit report in the first quarter of 2021;

399. Stresses that women’s rights and a gender equality perspective should be 
integrated and ensured into all policy areas, particularly in light of the multiple 
gendered impacts of the COVID-19 pandemic on women’s rights; reiterates 
therefore its call for the implementation of gender mainstreaming at all stages of 
the budgetary process, including the implementation of gender budgeting and the 
assessment of its execution; reiterates its demand to include gender-specific 
indicators in the common set of result indicators for the implementation of the EU 
budget;

400. Welcomes the fact that gender equality and mainstreaming has been introduced as 
one of the horizontal principles for Union funds in the new MFF, stipulating that 
gender equality and gender mainstreaming will now be prioritised in the MFF; 
regrets that although gender mainstreaming was already included in a joint 
declaration attached to the MFF for 2014-2020, it was not fully implemented in 
the MFF for this period; expects the Commission to take its commitments 
seriously in the future by closely monitoring the implementation of these 
horizontal principles in all of the EU policy areas and providing thorough gender 
impact assessments and monitoring of all of its policies and programmes;
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401. Welcomes the commitment to develop a methodology to track spending on gender 
equality and requests the Commission to ensure that the methodology will be 
designed by the end of 2021 to make it operative as soon as possible;

402. Expresses its concern at the interrelation between the attacks on the rule of law 
and the backlash on gender equality and women’s rights; calls for this issue to be 
addressed through the Article 7 procedure against Member States concerned;

Global Europe

437. Recalls that the main policy aims under heading 4 of the 2019 budget are among 
others the promotion of Union values abroad, such as democracy, rule of law and 
respect for human rights and fundamental freedoms and recalls the need for every 
Union funded action to respect those fundamental principles, welcomes the 
Court’s finding about a generally positive trend in terms of poverty reduction, 
gender equality in education, number of agreements with neighbouring countries, 
expresses however concern in relation to the worsening trend in terms of 
consolidation of democracy, rule of law and political stability; strongly commends 
the efforts of civil society worldwide in promoting and defending human rights, 
especially at a time of shrinking space for civil society and the questioning of the 
universality of human rights and while underlining the principles of transparency 
and accountability in relation to the spending of public funds for civil society, 
stresses the importance of preventing bureaucratic overreach and the fuelling of 
unfounded suspicion;

Court findings DG DEVCO

472. Welcomes the Court’s finding about a generally positive trend in terms of poverty 
reduction, gender equality in education, number of agreements with neighbouring 
countries, expresses however concern about the worsening trend in terms of 
consolidation of democracy, rule of law and political stability;

Performance of European Neighbourhood Instrument (ENI) and of Development 
Cooperation Instrument (DCI)

478. Notes that the indicators in the Commission ́s high-level performance reports 
revealed a generally positive trend in terms of poverty reduction, gender equality 
in education, number of agreements with neighbouring countries and human 
development; regrets that the indicators showed a worsening trend in terms of 
consolidation of democracy, rule of law and political stability;

Human Resources

504. Notes with appreciation that the Commission (2014-2019) met the target of 40 % 
of women in management functions by the end of its mandate in 2019; reminds 
the Commission (2019-2024) that in 2019 its President committed to reach gender 
equality at all levels of management by the end of the current mandate and 
reiterated this commitment in her mission letter to Commissioner for Budget and 
Administration;
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3. P9_TA(2021)0166

2019 discharge: EU general budget - Council and European Council

21. Calls on the Council to report on its gender action plan and the measures taken to 
ensure equal opportunities for persons with disabilities at the Council, the related 
procedures put in place and actions taken to achieve a balance between women 
and men at all hierarchical levels; calls further on the Council to provide 
information on the proportion of persons working with disabilities among its staff, 
as well as on geographical balance, and the measures that have been taken in 
order to ensure balance;

22. Recalls Parliament resolution of 17 December 2020 on the need for a dedicated 
Council configuration on gender equality, requesting ministers and secretaries of 
state in charge of gender equality to create a dedicated institutional forum to 
ensure stronger integration of gender equality into Union strategies and policy 
processes, coordination of all related policies, as well as harmonisation of the 
protection of women’s rights and gender equality in the Union via an 
intersectional approach; underlines that such specific configuration would 
represent a key element in unlocking negotiations on the main files related to 
gender equality; 

23. Calls on the Council to tackle gender and geographical imbalances in order to 
establish a proper representation of nationals from all Member States, including at 
management level;

4. P9_TA(2021)0167

2019 discharge: EU general budget - Court of Justice of the European Union

8. Stresses the importance of addressing the lack of gender balance within the 
college of judges; underlines the commitment of the Parliament’s Committee on 
Budgetary Control to gender balance; acknowledges, however, the fact that efforts 
in the field of equal opportunities are becoming increasingly visible at the 
administrative level with the proportion of women in middle management 
amounting to 41 % and in senior management amounting to 40 %; notes that the 
overall staff has a distribution of 39 % men and 61 % women and for AD staff a 
distribution of 46 % men and 54 % women;

5. P9_TA(2021)0168

2019 discharge: EU general budget - Court of Auditors

16. Is concerned about the decrease in the number of female directors from 30 % in 
2018 to 20 % in 2019 and the decrease in the number of female heads of unit from 
39 % in 2018 to 35 % in 2019; notes, however, the slight increase in female Court 
members from 21 % in 2018 (6 out of 28 members) to 25 % in 2019 (7 out 28 
members); underlines the commitment of Parliament’s Committee on Budgetary 
Control to support a revision of the nomination process for Court members in 
order to reach gender balance (7 women and 21 men were members in 2019); 



DT\1241784EN.docx 9/16 PE696.479v02-00

EN

recalls the invitation to Member States to be more active in encouraging women 
to apply for these kind of positions; reiterates that the Council should always 
present at least two candidates, one female and one male, during the appointment 
procedure;

17. Welcomes the Court’s continuous efforts on the administrative level to promote 
equal career opportunities for staff and in particular to achieve gender balance in 
management positions; notes that the Court launched a leadership development 
programme in 2019, aimed at developing the skills of potential managers with 
equal participation by men and women;

18. Appreciates the participation of the Court in the Joint Committee of Equal 
Opportunities and in the equal opportunities action plan for the 2018-2020 period 
which also addresses the issues of age and disability; asks the Court to report on 
the implementation of the action plan to the discharge authority;

20. Notes that flexible working arrangements are available for all members of staff 
except for certain categories where this is not possible for practical reasons; notes, 
however, that a large majority of members of staff benefiting from those working 
arrangements in 2019 were women (87 % of staff working part-time and 68 % of 
staff who took parental leave); calls on the Court to reflect on this situation in the 
context of its career opportunities and diversity policies; encourages the Court to 
complete the flexible working arrangements with a protection of the staff 
members’ right to disconnect;

6. P9_TA(2021)0169

2019 discharge: EU general budget - European Economic and Social Committee

52. Is aware that the Committee continues to implement its action plan 2017-2020 for 
equal opportunities and diversity; notes that the Committee's managerial staff 
achieved gender balance in 2018 and this remains relatively stable; regrets that the 
new political leadership of the Committee does not reflect this trend with only one 
out of seven section presidents and none of the three group presidents being 
women, especially in view of the fact that, for its 2020-2025 term of office, the 
Committee has the highest number of new and female members since 2010; 
welcomes the awareness raising events organised in relation to diversity, such as 
the ‘united in diversity’ conference on communication in a multicultural 
environment with the aim of fostering respectful relations at work while taking 
diversity into account; welcomes in particular the specific activities and measures 
linked to disability; encourages the Committee, however, to also put in place 
concrete measures such as gender equality training in order to avoid unconscious 
bias for members in selection panels;

54. Asks the Committee to report to the discharge authority on the concrete 
achievements of the action plan for equal opportunities and diversity, in particular 
on the results of the measures taken as regards strengthening diversity and making 
the Committee a more inclusive workplace for persons with disabilities;

7. P9_TA(2021)0170
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2019 discharge: EU general budget - Committee of the Regions

10. Regrets that the situation in terms of gender balance in middle and senior 
management positions has not improved but has rather remained relatively stable 
since 2018, with 35% of these positions being filled by women; acknowledges 
that a new equal opportunity strategy containing concrete objectives to be reached 
by 2025 has been adopted; calls upon the Committee to present the roadmap for 
the adoption and planned impact of the new equal opportunity strategy, and to 
report, on an annual basis, to the discharge authority on its implementation and on 
its preliminary results;

13  Encourages the Committee to continue its efforts to achieve gender balance at all 
hierarchical levels and welcomes actions such as the mandatory presence of both 
genders on selection panels, the active encouragement of female applicants for all 
managerial positions, specific training sessions for female staff who wish to 
prepare for a managerial career and more flexible working arrangements, 
including the possibility for part time work and telework; notes the range of 
incentives put in place by the Committee such as the formal recognition of 
management responsibilities below head of unit level and the creation of an 
informal network for gender balance in management, launched with the support of 
the administration;

14  Acknowledges the fact that the new equal opportunity strategy also focuses on 
disability and diversity; notes the training regarding unconscious bias provided for 
managers and HR staff involved in selection procedures; asks the Committee to 
report to the budgetary authority on the specific objectives, actions and indicators 
within the strategy;

8. P9_TA(2021)0171

2019 discharge: EU general budget - European Ombudsman

Human Resources

15. Repeats the need for gender balance at all hierarchical levels; acknowledges, in 
that regard, that the Ombudsman takes a proactive approach to maintaining a 
balance between male and female recruitments and that the Ombudsman has a 
highly qualified staff with gender balance in management positions;

17. Notes that the Ombudsman updated its diversity policy, which addresses disability 
and gender balance; acknowledges that the guidelines for the implementation of 
the anti-harassment policy were finalised in 2019; notes that several other human 
resources policies and decisions were also finalised in 2019, such as those relating 
to ‘back to school’, reimbursement of removal expenses, part time work, return to 
work after sick leave of long duration, while the drafting of other policies, 
including on external activities, is ongoing;

20. Asks the Ombudsman to report on the concrete achievements of the updated 
diversity policy, the results of actions taken in regard to strengthening diversity 
and making the Ombudsman a more inclusive workplace for persons with 
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disabilities;

9. P9_TA(2021)0172

2019 discharge: EU general budget - European Data Protection Supervisor

12. Observes that the EDPS staff comprises 19 Union nationalities and had a gender 
representation of 39 % male staff and 61 % female staff in 2019; notes that the 
most important actions in support of gender equality were the nominations at 
middle management level (one male and three female heads of unit); notes further 
the introduction of greater flexibility as regards remote working; highlights the 
fact that women use the flexible working arrangement much more often than men; 
appreciates the inclusion of an equal opportunity clause, both in recruitment 
materials and vacancy notices, stating that the EDPS is an equal opportunities 
employer and welcomes applications from those with disabilities; believes that 
such a clause shall be maintained and included by default in all future vacancy 
notices;

18. Considers the EDPS equal opportunities clause to be an excellent signal for the 
inclusion of those with disabilities and for ensuring equal opportunities as well as 
for strengthening work place diversity;

10. P9_TA(2021)0173

2019 discharge: EU general budget - European External Action Service

C. whereas gender mainstreaming and gender equality need to be reflected in all 
Union institutions’ internal organisational and management systems, as well as in 
the designing and implementation of the policies in their remit;

Gender policy

12. Notes with satisfaction the upward trend with regard to the proportion of women 
reaching management positions with 30,3 % (or 81 positions) compared to 27,1 % 
in 2018 and 24,5 % in 2017; takes also note of the increasing proportion of 
women posted as Heads of Delegation from 19,5 % in 2015 to 27,7 % in 2019 (or 
38 postings out of 137); reiterates its support for the EEAS in the continuing of its 
efforts with Member States to introduce more women candidates; notes that 
overall women represented 47,7 % of EEAS staff; recalls that gender balance 
should also be considered with regard to EU special representatives, in view of the 
fact that only two out of eight EU special representatives are women;

13. Calls on the EEAS to work swiftly towards the goal of 50 % of women in senior 
and middle management positions, as set out in the Gender Action Plan III, 
including through a clear timeline and measures that set out how and when that 
objective shall be achieved; calls on the Vice-President of the Commission / High 
Representative of the Union for Foreign Affairs and Security Policy to implement 
his stated commitments to gender equality and women’s representation in his own 
service;
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11. P9_TA(2021)0197

2019 discharge: European Institute for Gender Equality

7. Welcomes the release of the 2019 Gender Equality Index, which had a specific 
thematic focus on work-life balance and which provides new insight into the 
monitoring of the implementation of the European Pillar of Social Rights and its 
New Start initiative on work-life balance;

11. Welcomes the ongoing cooperation between the Institute and Parliament’s 
Committee on Women’s Rights and Gender Equality (FEMM Committee), in 
particular the Institute’s contribution to the ongoing efforts of the FEMM 
Committee concerning the impact of the Covid-19 pandemic on women, gender-
based violence, work-life balance, equal pay and the pension gap, gender 
budgeting and the development of a gender sensitive parliament tool; strongly 
supports the work of the Institute, which, by means of studies, research and high-
quality data, enables the FEMM Committee to properly do  its work; stresses the 
valuable contribution that the Institute can make to all Parliament committees in 
order to better integrate the gender perspective in all Union policies and 
encourages Parliament to establish an ever closer cooperation; 

12. Welcomes the work of the Institute in 2019, in particular its analysis on gender 
equality in parliaments across the Union and in Parliament;

13. Supports the work of the Institute in providing important input for gender equality 
support in the work of the Commission, the Member States and Parliament 
through its relevant studies and research;

10. Recalls that the Institute was established in order to contribute to, and strengthen 
the promotion of, gender equality in the Union, including gender mainstreaming 
in all Union policies and resulting national policies, the fight against 
discrimination based on gender, and raising Union citizens’ awareness of gender 
equality;

15. Stresses the Institute’s central role in collecting, analysing, processing and 
disseminating data and information as regards gender equality and in developing, 
analysing, evaluating and disseminating methodological tools in order to support 
the integration of gender equality in all Union policies and resulting national 
policies; encourages collaboration between the Institute and other Union agencies 
such as the European Union Agency for Fundamental Rights, and calls on the 
Commission to respect the specific mission of the Institute and to refrain from 
merging the Institute with other Union agencies;

20. Notes with concern the lack of gender balance on the management board (7 men 
and 23 women); notes with concern the lack of male representation within senior 
management; asks the Institute to ensure gender balance at the senior management 
level in the future; asks the Commission and the Member States to take into 
account the importance of ensuring gender balance when nominating their 
members to the Institute’s management board;
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21. Is concerned by the overrepresentation of one gender at all levels in the Institute 
and recalls that gender issues are not only relevant for women; invites the Institute 
to increase its efforts in achieving a better gender balance; 22. Encourages the 
Institute to pursue the development of a long term human resources policy 
framework which addresses the work-life balance, the lifelong guidance and 
career development, the gender balance, the teleworking, the geographical balance 
and the recruitment and integration of people with disabilities;

12. P9_TA(2021)0206

2019 discharge: European Joint Undertaking for ITER and the Development of Fusion 
Energy

25. Notes that, at the end of 2019, F4E had 159 women and 279 men on its 
establishment plan, with men occupying the majority of posts in two out of the 
three staff categories, while over 50% of Union contract agents were women; 
notes also that 22 Member States were represented among the Joint 
Understanding’s staff, that most members of the staff came from three Member 
States, and that one member of staff came from each of a further four Member 
States; urges the Joint Undertaking to seek a balanced gender and geographical 
representation, while acknowledging that this depends on applicants for vacancies 
or those responding to requests for expression of interest.

13. P9_TA(2021)0207

2019 discharge: SESAR Joint Undertaking

20. Notes that in the Joint Undertaking's 2019 annual activity report, the key 
performance indicators on gender balance increased in comparison to previous 
years but nevertheless remained low, with only 19 % of women participants in 
Horizon 2020 projects and 20 % of women project coordinators; regrets that the 
figure for percentage of women in Commission’s advisory and expert groups, 
evaluation panels and other bodies is not available for 2019;

14. P9_TA(2021)0208

2019 discharge: Clean Sky 2 Joint Undertaking

19. Notes that, in the2019 annual activity report of the Clean Sky joint undertaking, 
the key performance indicators regarding gender balance in 2018 and 2019 show 
that the level of participation by women, while somewhat increasing, is 
nevertheless quite low: women account for 30 % of those involved in the 
programme, 16 % of programme coordinators and 9 %-25 % of advisers and 
experts carrying out evaluations and analyses and working on the Scientific 
Committee; recommends that constant efforts be made to increase the 
participation level of women in the programme;

15. P9_TA(2021)0209

2019 discharge: Bio-Based Industries Joint Undertaking
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25. Notes with satisfaction that in 2019 the Joint Undertaking achieved a fair gender 
balance in its various bodies (scientific committee: 60 % women and 40 % men; 
States Representatives Group: 48 % women and 52 % men; programme office: 70 
% women and 30 % men; evaluation experts (2019 call for proposals): 46 % 
women and 54 % men; project coordinators: 44 % women and 56 % men), with 
the exception of the governing board (20 % women and 80 % men); takes note of 
the Joint Undertaking’s observation that it has no influence over the composition 
of the governing board; notes with satisfaction the gender balance among the staff 
involved in Joint Undertaking projects (46 % women and 54 % men);

16. P9_TA(2021)0210

2019 discharge: Innovative Medicines Initiative 2 Joint Undertaking

21. Welcomes the fact that, according to the 2019 annual activity report of the IMI2 
Joint Undertaking, the KPIs regarding gender balance in 2019 show that 51% of 
the total staff working in IMI2 Joint Undertaking projects were women, 27 out of 
89 project coordinators for IMI2 Joint Undertaking projects in 2019 were women 
and that women account for 45% to 60% of advisers and experts carrying out 
evaluations and analyses, and working on the scientific committee;

17. P9_TA(2021)0211

2019 discharge: Fuel Cells and Hydrogen 2 Joint Undertaking

15. Notes that at the end of 2019 the Joint Undertaking had 27 members of staff from 
10 Member States and is pleased to note that there is almost gender balance 
among staff (51 % men and 49 % women); notes also that in 2019 the share of 
women participating in Horizon 2020 projects stood at 27 %, that 23,8 % of 
project coordinators were women, and that 33 % of the members of the scientific 
committee were women;

18. P9_TA(2021)0212

2019 discharge: Shift2Rail Joint Undertaking

23. Notes that, in the 2019 annual activity report of the Joint Undertaking, the key 
performance indicators regarding gender balance for that year show a very low 
percentage of women - only 16% - on the board, while they made up 33% of the 
Joint Undertaking representatives and 33% of the Scientific Committee;

19. P9_TA(2021)0213

2019 discharge: ECSEL Joint Undertaking

17. Notes the information contained in the 2019 annual activity report of the Joint 
Undertaking regarding gender balance in electronic components and systems for 
European leadership projects, indicating that the total number of women engaged 
in those projects running in 2019 and projects reported that year (running from 
2014, 2015 and 2016, 2017 and 2018) amounted to 20 % of which 13 % related to 
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research activities and 7 % to non-research activities;

20. P9_TA(2021)0214

2019 discharge: General budget of the EU - 8th, 9th, 10th and 11th EDFs

37. Notes that, in terms of relative contribution to the SDGs, budget support 
programmes strongly contribute to SDG 16 (peace, justice and governance), SDG 
17 (partnerships), SDG 5 (gender equality) and SDG 1 (no poverty); welcomes 
the strong multidimensional scope of budget support programmes and considers 
that they should support entrepreneurship and private initiative in order to 
leverage economic and social development as advocated in SDG 9 ( build resilient 
infrastructure, promote inclusive and sustainable industrialisation and foster 
innovation) and SDG 17 (strengthen the means of implementation and revitalise 
the Global Partnership for Sustainable Development);

21. P9_TA(2021)0215

Report on discharge in respect of the implementation of the budget of the European 
Union agencies for the financial year 2019: performance, financial management and 
control

36. Expresses its concern that in the vast majority of agencies there is a lack of gender 
balance among staff in the overall management; notes that in 2019, at the level of 
senior management, an even gender balance was reported by three agencies, a 
good balance was achieved by ten agencies, but that there was no gender balance 
in 16 agencies (four of them featured male-only representation and one of them 
only female representation); deplores the fact that gender equality is completely 
absent in the 2021-2027 Strategy for the Network; calls on the agencies and the 
Network to integrate gender equality in their strategies and to align the ambition 
of agencies with the aim of the Commission to reach a gender balance of 50 % at 
all levels of its management by the end of 2024;

37. Notes further that in terms of gender balance in management boards in 2019, there 
was no agency with an even gender balance, a good balance existed in seven 
agencies, and there was no gender balance in 14 management boards; asks the 
Member States and the relevant organisations that participate in management 
boards to take into account the importance of ensuring gender balance when 
nominating their members to an Agency’s management board;

38. Notes further that, as regards overall staff, eight agencies have an even gender 
balance, 19 agencies have a good gender balance and three agencies have no 
gender balance; calls on the agencies to continue to strive for a good gender 
balance in the future;

39. Notes with concern that in 2019 only 34 % of members of the highest decision-
making bodies of all Union agencies were women and recalls that gender balance 
must be ensured within the Union agencies in accordance with the basic 
regulations establishing them; asks, therefore, that the Union agencies collect and 
present data on gender balance for all categories of management staff (from the 
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lowest to the highest level) to gather the basic data on which the Union agencies 
are encouraged to address gender imbalance in management and to pursue gender 
mainstreaming in all fields;

47. Encourages the agencies to pursue the development of a long term Human 
Resources policy framework which addresses work-life balance, lifelong guidance 
and career development, gender balance, teleworking, geographical balance and 
the recruitment and integration of people with disabilities;


