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Gender equality

is a fundamental value

of the European Union (EU),
which has been consistently
stated in its documents since
its inception, which stress
the importance of translating
this principle into tangible
actions.

The European Institute for Gender Equality
(EIGE) describes the Gender Equality Plan (GEP)
as a set of measures to identify biases, imple-
ment innovative strategies to address them, set
targets and monitor progress. Accordingly, this
GEP is a strategic document outlining a plan
to promote equal opportunities and inclusion
within the Human Technopole (HT) Foundation.

In the EU Council conclusions on the new Euro-
pean Research Area, approved on 1 December
2020, a strong focus is placed on gender equal-
ity in research and innovation (R&l). The Council
underlines its concern that Europe is not making
full use of its R&l infrastructure to achieve excel-
lence due to a significant gender imbalance.

Gender equality is seen

as a prerequisite for attracting
and retaining talent, improving
excellence and quality

of research, promoting better
working environments and
ensuring fairness, democracy
and accountability.

Starting in 2021, organisations will have to adopt
a Gender Equality Plan to access funding from the
Horizon Europe programme. In line with European
directives, the Italian National Recovery and Resil-
ience Plan (PNRR) has finally developed a strategy
to combat gender discrimination, divided into five
priorities: work, income, skills, time and power with
respect for gender equality as a prerequisite for
obtaining PNRR funding.

This Gender Equality Plan of HT aligns with this di-
rection, building on the experience gained in the
implementation and evaluation of the previous
GEP adopted for the three-year period 2022-2024,
with the aim of improving and supporting ongoing
efforts in the organizational and cultural transfor-
mation of HT's activities and staff.
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Human Technopole's mission is to improve hu-
man life and technology by investing in health
and prevention research and developing a multi-
disciplinary approach in the areas of medicine,
genomics, nutrition, data and decision science.
In addition, HT is committed to disseminating its
scientific and technological knowledge through
comprehensive training programs. The aim is also
to catalyse the translation of research results into
innovative products and applications through
technology transfer.

Through a synergistic combination of innovative re-
search and shared infrastructure, HT aims to:

e Promote an institutional culture based on
scientific excellence and integrity, together
with core values such as transparency, inclu-
sion, openness and collaboration among HT
staff and in collaboration with the wider re-
search community;

e Exercise influence and contribute to health
policy-making, leveraging the wealth of knowl-
edge generated by cutting-edge research to in-
form and shape public health agendas;

e Support the importance of basic research
among citizens, enabling them to engage ac-
tively in public discussion on science.

To achieve these goals,

HT recognised that

it is crucial to integrate

a gender perspective into
training, research and
dissemination, as well

as in the workplace

and through work dynamics.

The Foundation approved and implemented a
first GEP for the years 2022-2024, which had the
important mission of defining the framework and
initiating changes in organizational culture. Some
good results have been achieved, but areas for im-
provement remain. The intention is to proceed with
this GEP to fill the gaps and promote a culture of
gender and inclusion.

A Gender Equality Team (GET) composed of repre-
sentatives from different HT areas and core activi-
ties has already been set up for the implementation
and monitoring of this GEP, and has been involved
in defining the current objectives.

THROUGH A SYNERGISTIC COMBINATION
OF INNOVATIVE RESEARCH AND SHARED
INFRASTRUCTURE, HT AIMS TO:

A

Promote an institutional
culture based on scientific
excellence

Exercise influence
and contribute to health
policy-making

Support the importance
of basic research
among citizens
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2.1 Methodology

The development of this GEP, which started in July
2024, benefited from an intensive three-month
planning phase in collaboration with the FGB Con-
sultancy Group. HT's Gender Equality Team played
a key role in defining the procedures for GEP ap-
proval, designing activities and identifying emerg-
ing needs.

HT's GEP has drawn on several European and lItal-
ian initiatives focused on R&l. In particular, the TAR-
GET project strategy, with Fondazione Giacomo
Brodolini Srl SB (FGB) as a partner, and the Gender
Equality in Academia and Research (GEAR) toolkit
of the European Institute for Gender Equality (EIGE)
significantly influenced the drafting of this paper.

A first phase of gender
verification defined the
objectives of the plan.

This phase involved the
collection and analysis

of gender-disaggregated
data to updatethe existing
database and identify areas
in need of urgent action.

The following sections present the results of the
gender audit, as of 30 June 2024.
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2.2 Overview of data

As of July 2024, HT's staff consists of 299 employ- As for the age breakdown, 49.8% of HT employees
ees, of whom 54.2% and 45.8% are women and are between the ages of 30 and 39, followed by
men respectively. 30.8% of employees between 40 and 49.
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As for the contractual level, out of the total indi- to the Managerial level and finally 57.5% compared
vidual category, female workers represent 41.5% to the Employee level.

- compared to the Executive level, 51.7% compared
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As regards wages, the following graph shows a favour of male employees.
slight disparity in average salaries by category in
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The six general objectives set out in the plan are:

Raise awareness of gender equality, Promote work-life balance
diversity and inclusion. and organisational culture.
Support gender balance Gender mainstreaming

in recruitment and career advancement, in scientific research.

particularly for leadership
and decision-making roles.

—V
—V
Measures against gender-based violence, GEP development, implementation
including sexual harassment. and communication.
The general objectives will be described in the timing of implementation of the objectives (gen-
following sections, which explain the breakdown eral and specific) through accompanying actions
of the specific objectives, the actions, the re- and monitoring indicators.

sponsibilities for implementing the plan and the

14
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3.1 Raise awareness
of gender equality,
diversity and inclusion

issues

General objective 1

aims to raise awareness

of equal opportunities

in terms of gender equality,
diversity and inclusion

and to promote an inclusive
culture in the workplace.

To this end, this general objective has been divid-
ed into two specific objectives.

Specific objective 1.1 aims to promote knowledge
of gender and diversity. This specific objective will
be addressed through two main actions, namely:

GENERAL OBJECTIVE 1:

e Implementation of training courses for team
leaders and their teams to raise awareness of
unconscious biases and promote a culture that
ensures respectful management of a diverse
group of people, including recruitment pro-
cesses (Action 1.1.1).

e Creation of a GET library on gender and diver-
sity studies (Action 1.1.2).

Similarly, Specific objective 1.2 aims to promote
an inclusive workplace culture, through the provi-
sion of training sessions to educate HT employees
to write emails and internal communications in an
inclusive manner (Action 1.2.1).

RAISE AWARENESS OF GENDER EQUALITY, DIVERSITY AND INCLUSION

TOTAL INVESTMENT: € 4,000.00

SPECIFIC OBJECTIVE 1.1

Promoting knowledge of gender and diversity

ACTION 1.1.1

Raise awareness of unconscious biases by organizing
training courses for team leaders and their teams to promote
a culture that ensures respectful management of a group

of diverse people, including during recruitment processes.

RESPONSIBILITIES GET
TIMELINE 2025
INDICATORS e  Number of staff members trained

15
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SPECIFIC OBJECTIVE 1.1 Promoting knowledge of gender and diversity

Create a GET library on gender and diversity studies

and provide information on the GEP to newly hired staff
members by including a link to the relevant intranet page
in the welcome email.

ACTION 1.1.2

RESPONSIBILITIES GET + HR

TIMELINE 2025

*  Number of books and media purchased and borrowed

i TORS e Introduction of the action into the onboarding program

SPECIFIC OBJECTIVE 1.2 Promoting an inclusive culture in the workplace

Provide training sessions to educate HT employees

ACTION 1.2.1 . ) . L ) ) .
to write emails and internal communications in an inclusive manner.

RESPONSIBILITIES HR
TIMELINE 2025
INDICATORS * Number of participants

® Results of the evaluation questionnaire
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3.2 Promote work-life balance
and organisational culture

General objective 2 aims to
take action to improve work-life
balance.

To this end, this general objective has been divid-
ed into two specific objectives and four and two ac-
tions for each specific objective respectively.
Specific objective 2.1 aims to support parenting,
caregivers and childcare through the implementa-
tion of four actions:

e Establishing parental leave policies after com-
pulsory leave and actively promoting paterni-
ty leave, including 100% paid parental leave
days in addition to standard requirements
(Action 2.1.1).

* Maintenance of a room dedicated to support-
ing pregnant or breastfeeding workers with
adequate facilities (Action 2.1.2).

Introduction of personalised care services:
childcare, care for the elderly, care for animals
(Action 2.1.3).

Organising parent-child days on campus
(action 2.1.4).

Specific objective 2.2 provides for the promotion
of an inclusive organisational culture. This specif-
ic objective will be achieved through a set of two
dedicated actions, such as:

Promotion of remote working and flexible
working time (action 2.2.1).

Conduct an annual survey to monitor the level
of job satisfaction (Action 2.2.2).

17
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GENERAL OBJECTIVE 2:

PROMOTE WORK-LIFE BALANCE AND ORGANISATIONAL CULTURE

TOTAL INVESTMENT: € 50,000.00

SPECIFIC OBJECTIVE 2.1

Support for parenting, caregivers and childcare

ACTION 2.1.1

Establishing parental leave policies after compulsory leave and
actively promoting paternity leave, including 100% paid parental
leave days in addition to.

RESPONSABILITA

HR

LINEA TEMPORALE

2025

INDICATORI

* Number of days used
® Percentage of men with an infant child taking paternity leave

SPECIFIC OBJECTIVE 2.1

Support for parenting, caregivers and childcare

ACTION 2.1.2

Maintaining a room dedicated to supporting pregnant
or lactating workers with adequate facilities and promote
this initiative among HT employees.

RESPONSIBILITIES HSE

TIMELINE 2025

INDICATORS e Number of people using the room

SPECIFIC OBJECTIVE 2.1 Support for parenting, caregivers and childcare

ACTION 2.1.3

Introduction of personalised care services: childcare,
care for the elderly, care for animals.

RESPONSIBILITIES HR
TIMELINE 2025

®  Procurement of the service and monitoring
INDICATORS

of the number of employees using it

18
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SPECIFIC OBJECTIVE 2.1

Support for parenting, caregivers and childcare

ACTION 2.1.4

Organizzare giornate genitori-figli nel campus.

RESPONSIBILITIES HR/COMMS

TIMELINE 2025

INDICATORS e Number of children participating
SPECIFIC OBJECTIVE 2.2 Promote an inclusive organizational culture

ACTION 2.2.1

Promotion of remote working and flexible working time.

RESPONSIBILITIES HR

TIMELINE 2025

INDICATORS e Number of people using flexible working hours
SPECIFIC OBJECTIVE 2.2 Promote an inclusive organizational culture

ACTION 2.2.2

Conducting an annual survey to monitor the level of job satisfaction.

RESPONSIBILITIES HR
TIMELINE 2025-2027
INDICATORS e Survey definition and presentation

e Level of survey participation
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3.3 Support gender balance
in recruitment and career
advancement, particularly
for leadership and
decision-making roles

General objective 3 aims

to support gender balance

in recruitment and career
advancement, particularly

in leadership and decision-making
roles, by balancing or rebalancing
the number of men and women

in the various positions

of the organisation.

To this end, HT has defined three specific objec-
tives, with a set of actions relevant to each specif-
ic objective. Specific objective 3.1 aims to en-
sure transparency and fairness in recruitment. The
following three actions have been identified to
achieve this objective:

e Establish recruitment guidelines in line with
the principles of the European Code of Con-
duct for the Recruitment of Researchers and
increase accountability in selection processes
by requiring departments and commissions
to justify recruitment lists that do not include
women (Action 3.1.1).

e Ensure recruitment procedures that are open,
publicly publicised and encourage different
people to apply (Action 3.1.2).

e |ntroduction of standardised CVs and blind CV
assessments (Action 3.1.3)

20

Similarly, Specific Objective 3.2 aims to strength-
en gender equality in career advancement, by
enhancing the transparency of skills required and
tasks performed in positions of responsibility and
by improving the communication of vacancies for
leadership roles.

Finally, specific objective 3.3 provides for equal
pay for equal work, through the implementation
of a non-discriminatory and transparent remuner-
ation policy for salaries, benefits, bonuses and wel-
fare programmes.
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GENERAL OBJECTIVE 3:

SUPPORT GENDER BALANCE IN RECRUITMENT AND CAREER ADVANCEMENT,
PARTICULARLY FOR LEADERSHIP AND DECISION-MAKING ROLES

TOTAL INVESTMENT: € 1,000.00

SPECIFIC OBJECTIVE 3.1 Ensuring transparency and fairness in recruitment

Establish recruitment guidelines in line with the principles

of the European Code of Conduct for the Recruitment

ACTION 3.1.1 of Researchers and increase accountability in selection processes
by requiring departments and commissions to justify recruitment
lists that do not include women.

RESPONSIBILITIES HR

TIMELINE 2025

e Approval of the guidelines

INDICATORS e Number and composition of shortlists submitted

SPECIFIC OBJECTIVE 3.1 Ensuring transparency and fairness in recruitment
Action3.2 Erare ot e Gt v e, picly ot o
RESPONSIBILITIES HR

TIMELINE 2025

INDICATORS e Approval of the measure

21
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SPECIFIC OBJECTIVE 3.1 Ensuring transparency and fairness in recruitment
ACTION 3.1.3 Introduction of standardised CVs and blind CV assessments.
RESPONSIBILITIES HR
TIMELINE 2026
INDICATORS e Number of blind recruitment processes
SPECIFIC OBJECTIVE 3.2 Strengthenln? gender equality in career advancement
and leadership roles
Promote job offers for leadership roles to eligible
ACTION 3.2.1 and unfit individuals through HT channels

and career opportunity meetings.

RESPONSIBILITIES HR
TIMELINE 2025
INDICATORS ® Increase in female appllcatlons for senior r.oles N
* Increased representation of women in senior positions
SPECIFIC OBJECTIVE 3.3 Achieving equal pay for equal work
ACTION 3.3.1 Implement a non-discriminatory and transparent remuneration

policy for salaries, benefits, bonuses and welfare programmes.

RESPONSIBILITIES HR
TIMELINE 2025
INDICATORS e Approval of the policy

* Reducing pay disparities within roles

22
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3.4 Gender mainstreaming
in scientific research

General objective 4 aims

to mainstream the gender
dimension in the scientific
and research activities

and results produced by HT.

HT has defined a specific objective to detail this
overall objective. Specific objective 4.1 aims to
raise awareness of the importance of the gender
dimension in research. To achieve this, two actions
have been defined:

Organisation of events on gender mainstream-
ing in science and research (Action 4.1.1).

Organisation of an annual event to raise aware-
ness of gender issues in the research and inno-
vation environment (Action 4.1.2).

23
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GENERAL OBJECTIVE 4:

GENDER MAINSTREAMING IN SCIENTIFIC RESEARCH

- TOTAL INVESTMENT: € 5,000.00

SPECIFIC OBJECTIVE 4.1

Promote awareness of the importance of the gender
dimension in research

ACTION 4.1.1

Organisation of events on gender mainstreaming
in science and research.

RESPONSIBILITIES GET
TIMELINE 2025
INDICATOR *  Number of participants

e  Number of events

SPECIFIC OBJECTIVE 4.1

Promote awareness of the importance of the gender dimension
in research

ACTION 4.1.2

Organisation of an annual event to raise awareness
of gender issues in the research environment.

RESPONSIBILITIES GET
TIMELINE 2026
INDICATOR e Number of participants

24
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3.5 Measures against
gender-based violence,
including sexual harassment

General objective 5 aims

to help increase the well-being
of staff and the organisation,
by taking actions and measures
against gender-based violence,
including sexual harassment,
through a specific objective
and three dedicated actions.

Specific objective 5.1 aims to combat gender
discrimination, including sexual harassment. To
achieve the specific objective, HT will implement
the following actions:

GENERAL OBJECTIVE 5:

Development of a risk assessment matrix, iden-
tifying the types and levels of risk of physical,
verbal and digital abuse (Action 5.1.1).

Implementation of training courses to raise

awareness of discrimination, gender-based
violence, harassment and sexual harassment,
providing expertise for recognising and re-
sponding to these issues (Action 5.1.2).

Implement an employee assistance pro-
gramme to combat harassment and gender
discrimination in the workplace (Action 5.1.3).

MEASURES AGAINST GENDER-BASED VIOLENCE, INCLUDING SEXUAL HARASSMENT

TOTAL INVESTMENT: € 25,000.00

SPECIFIC OBJECTIVE 5.1 Tackling gender discrimination, including sexual harassment
Development of a risk assessment matrix, identifying the types

ACTION 5.1.1 and levels of risk of physical, verbal and digital abuse.

RESPONSIBILITIES HSE

TIMELINE 2026

INDICATORS ® Presence of the evaluation

25
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SPECIFIC OBJECTIVE 5.1 Tackling gender discrimination, including sexual harassment
Implementation of training courses to raise awareness
ACTION 5.1.2 of discrimination, gender-based violence, harassment

and sexual harassment, providing expertise for recognising
and responding to these issues.

RESPONSIBILITIES HR
TIMELINE 2025
e Number of participants in training
INDICATORS e Number of training courses delivered
e Evaluation questionnaires
SPECIFIC OBJECTIVE 5.1 Tackling gender discrimination, including sexual harassment
ACTION 5.1.3 Implement an employee assistance programme to combat

harassment and gender discrimination in the workplace.

RESPONSIBILITIES HR
TIMELINE 2025
INDICATORS ® Procurement of the service and monitoring of the number

of employees using it




GENDER EQUALITY PLAN 2025-2027

3.6 Development,
implementation and
communication of the GEP

General objective 6 was included
to ensure transparency in the
development, implementation
and monitoring of the GEP.

Specific objective 6.1 accounts for improvement
and development work and the implementation
of the GEP objectives and actions, through a set
of data and indicators implemented to measure
progress and adapt subsequent objectives and ac-
tions. To achieve this specific objective, HT defined
two actions:

* Improve the collection, analysis and monitor-
ing of gender-disaggregated data to assess
the quantitative impact of the various meas-
ures (Action 6.1.1).

e Definition of the implementation of GEP tools,
design of a monitoring and evaluation meth-
odology to verify GEP progress, necessary im-
plementation and impacts (Action 6.1.2).

Ultimately, specific objective 6.2 provides for an

internal and external communication plan to hold

HT accountable for the commitment and progress
of activities through two actions:

e Regular internal updates on progress and ac-
tivities through the newsletter, intranet and in-
formal sessions to raise awareness of future ac-
tions and be involved in delivery (Action 6.2.1).

e Create a page on the HT website for the publi-
cation, download and updates of GEPs (Action
6.2.2).

GENERAL OBJECTIVE 6:

GEP DEVELOPMENT, IMPLEMENTATION AND REPORTING OF HARASSMENT

TOTAL INVESTMENT: € 5,000.00

SPECIFIC OBJECTIVE 6.1 Improve, develop and implement GEP
Improve the collection, analysis and monitoring
ACTION 6.1.1 of gender-disaggregated data to assess the quantitative
impact of the various measures.
RESPONSIBILITIES HR GET
TIMELINE 2025
INDICATORS e Type of data collected and analysed

27
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SPECIFIC OBJECTIVE 6.1 Improve, develop and implement GEP
Definition of the implementation of GEP tools,
ACTION 6.1.2 design of a monitoring and evaluation methodology

to verify GEP progress, necessary implementation.

RESPONSIBILITIES GET
TIMELINE 2025
INDICATOR e Publication of one report per year
SPECIFIC OBJECTIVE 6.2 Preparing a communication plan of the GEP
Regular internal updates on progress and activities through
ACTION 6.2.1 newsletters, intranets and informal sessions to raise awareness

of future actions and to be involved in implementation.

RESPONSIBILITIES GET
TIMELINE 2025
" INDICATOR e Number of c.ommunlgatlon's.(hewsletters, posts...)
and people involved in activities
SPECIFIC OBJECTIVE 6.2 Set up a GEP communication plan
Create a page on the HT website for the publication,
R ON 6.2.2 download and updates of GEPs.
RESPONSIBILITIES GET
TIMELINE 2025
INDICATOR ® Publication of the GEP

e Number of visitors and downloads

28
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3.7 Total value

The total budget allocated

to the Gender Equality Plan

is €100,000.00, of which
€90,000.00 has been allocated

to the implementation of the
actions listed in each objective.
Another €10,000 were kept

as a reserve for any extra activities.

The total budget is the result of evaluating inter-
nal resources and tools and a portion of external
resources outsourced. In particular, external re-
sources are allocated to advice with organisations
with expertise in various fields to achieve gender
equality and combat gender violence and harass-
ment. The investment in internal resources con-
sists in the appointment of supervisors in charge

of carrying out the planned activities, each as far
as their competence and/or supervision is con-
cerned. Finally, internal tools and methods are im-
plemented for data collection and the construc-
tion of practices and services for organizational
well-being and work-life balance.

In relation to the work of organizational in-depth
exploration, the investment provided for in the
Gender Equality Plan is considered adequate for
the effective implementation of all the activities
provided for and described in the dedicated
sections.

29
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