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EDGEplus: staff perceptions summary 
 Widening gap in women’s and men’s perceptions since last survey (2020), with men being more pessimistic

 More women than men:
 believe that they are being given the same opportunities to be hired and fair opportunities to be promoted
 feel that having a career and a family are compatible for men in the ECB (while more men than women feel that having a career and a family are

compatible for women in the ECB)
 would recommend working for the ECB to a man (while more men than women would recommend working for the ECB to a woman)
 feel that gender equality is important for the ECB to remain competitive in the market

 More men than women believe that:
 the ECB’s top leadership team is committed to achieving gender equality at the ECB
 they would not be retaliated against if they were to report a concern regarding sexual harassment and discrimination
 the ECB’s leadership will take appropriate action in response to harassment and discrimination incidents

 Share of staff self-identifying differently than ‘white’ varies between 13% at the A-E bands and 6% at the K-L bands

 There are more staff with disabilities in support and professional functions compared to management.

 Share of staff self-identifying as belonging to the LGBT+ community varies between 7% at the E/F-G bands and 4% at the I-J bands

 Staff self-identifying as being part of an underrepresented group have less optimistic perceptions compared with the majority groups
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