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1. Context of the Equality Plan

1.1. Presentation and legal framework

The First Plan for Equal Opportunities between Women and Men developed by the Basque
Institute of Competitiveness - Deusto Foundation (also, "IVC", "ORKESTRA" or the
"Organisation") (2025-2028) is central to the real and effective implementation of the gender
equality principle throughout all the policies formulated by ORKESTRA across several levels.

Gender equality is a universal legal principle recognised in various international human rights
documents and is enshrined in our legal system as a fundamental right in Article 14 of the
Spanish Constitution.

Equality is also a core principle of the European Union. Following the entry into effect of the
Treaty of Amsterdam on 1 May 1999, equality between women and men and the eradication of
inequalities between them have been established as goals that must be integrated in all policies
and proceedings of the Union and its Member States.

The European Union has a well-established regulatory framework on gender equality that
includes binding directives. In the research and innovation sector specifically, special measures
have been put in place to address gender gaps and inequalities.

The European Commission currently tackles these challenges through the Framework
Programme for Research and Innovation: Horizon Europe (2021-2027) and within the European
Research Area (ERA). One of the main levels at which gender equality is addressed in Horizon
Europe is by having a Gender Equality Plan in place as a tool for action to promote gender
equality within Organisations through a process of structural change.

Within the Spanish legal system, Organic Law 3/2007, of 22 March, on the effective equality of
women and men (hereinafter, "Organic Law 3/2007") was approved. This law sought to
eliminate discriminatory behaviour and promote active policies to enforce the principle of equal
treatment and opportunities. In particular, Article 45 of Organic Law 3/2007, of 22 March, on
the effective equality between women and men establishes that companies are bound to
respect equal treatment and opportunities in the workplace, and, to this end, they must adopt
and implement measures aimed at eradicating any type of employment discrimination
between women and men.

Accordingly, the aforementioned law stipulated that companies with more than 250 employees
are required to have an Equality Plan that complies with the standards defined therein, taking
into consideration areas such as access to employment, career progression, salary policy,
working and employment conditions, and vocational training amongst other aspects.

Within this framework, Royal Decree-Law 6/2019, of 1 March, on urgent measures to guarantee
equal treatment and opportunities for women and men in employment and occupation, which
seeks to promote new measures to enforce the principle of equal treatment and opportunities
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between women and men, entered into force at the beginning of 2019, on the understanding
that this objective provided for in the aforementioned Organic Law 3/2007 had not been
achieved. As a result, the Government was instructed to carry out regulatory development of
the assessment, contents, areas, salary audits, and monitoring and evaluation systems of
equality plans, as well as the Register of Equality Plans, approving to that effect: Royal Decree
901/2020 (hereinafter, "Royal Decree 901/2020"), of 13 October, which regulates equality plans
and their registration, and Royal Decree 902/2020, of 13 October, on equal pay for women and
men.

ORKESTRA has entered into this commitment voluntarily, as it has not yet reached the minimum
of 50 employees that would necessitate the establishment of an Equality Plan. Orkestra's
determination to move forward with the equality plan is significantly influenced and enhanced
by its close relationship with the University of Deusto, which maintains a firm commitment to
gender equality.

Through this First Equality Plan, ORKESTRA aims to show its commitment to achieving greater
gender equality between men and women in its Organisation, in addition to outlining the
actions and measures that will be introduced to promote equal opportunities. This plan was
developed in accordance with the guidelines provided in the aforementioned Royal Decree
901/2020. To that end, both in the status quo assessment and in the Equality Plan, we included
the provisions detailed in Articles 7 and 8 of the aforementioned Decree, along with aspects
relevant to the specific activity and sector in which ORKESTRA operates, prioritising and
consistently aligning with the guidelines established in the Horizon Europe Guidance on Gender
Equality Plans in order to adapt the measures to be implemented as closely as possible to the
real needs of the Organisation.

1.2. Pre-assessment of the status quo

Before drafting this Assessment Report, the Organisation made a pre-assessment of the status
quo by studying key information for the period 2023 and 2022 (and earlier, when necessary).

This allowed us to identify those areas of greatest interest and, in turn, guided the collection of
quantitative and qualitative information in the course of this Assessment Report. Likewise,
participatory work sessions were held with the Organisation's staff, simultaneously collecting
quantitative and qualitative data in order to assess the status quo before embarking on the
development of the Equality Plan.

This pre-assessment culminated in a report of findings from the analysis work carried out
internally and through group sessions that were held, in which the considerations and
assessments of all staff were valued; a first approximation of possible indicators for measuring
and monitoring the status quo was also obtained.
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1.3. Plenary sessions and staff participation in the
development process

During the drafting of the Equality Plan, ORKESTRA encouraged the Organisation's staff to
engage actively throughout the process by organising plenary sessions to that effect.

These sessions have facilitated the input, participation and visibility of all staff members at
Orkestra; the progress achieved was also documented. Future consideration is being given to
the option to continue working and monitoring the different actions and work being carried out
at some of the Organisation’s regular monitoring sessions.

2. Structure of the Equality Plan

ORKESTRA's Equality Plan is structured in the following sections:

e Assessment of the starting point of women and men. The assessment was made based
on analysis of the quantitative and qualitative information provided by ORKESTRA in the
different areas established by RD901/2020, especially Articles 7 and 8, and also taking
into account the five blocks recommended in the Horizon Europe Guidance on Gender
Equality Plans. ORKESTRA also conducted a survey of staff on these areas, in order to
determine their point of view and consider those specific recommendations in each of
the study areas in the assessment phase.

e Action Programme. Following the identification of areas for improvement in the analysis
phase of the status quo assessment, we established the objectives to be achieved to
make equality effective, the positive measures and actions needed to meet the
objectives indicated, a time frame, the persons or groups responsible for their
implementation, and indicators and/or criteria for monitoring the actions taken.

e Monitoring and evaluation of compliance with the Equality Plan. This will be conducted
through the persons designated by each party, who will collect information on the
degree of implementation, results and impact of the Equality Plan in ORKESTRA. To this
end, a provisional time frame has been established and will be redefined according to
the progress of each of the established actions and needs that are identified and that
the Organisation may consider prioritising at the time they are undertaken.

3. Basic concepts

This Plan contains a series of objectives, accompanied by measures, actions and a monitoring
plan, whose objective is to comply with the legal provisions for improvement that have been
identified in the assessment report and to foster an Organisation that is involved in
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establishing, developing and implementing policies that integrate equal treatment and
opportunities between women and men, without allowing any type of discrimination.

To ensure correct understanding and a common interpretation, a glossary of the definitions
contained in the Organic Law on effective equality between women and men of expressions
that will be used throughout this Plan is included in ANNEX 1 of this document.

4. Information about Orkestra

The Basque Institute of Competitiveness is a university development unit attached to the
University of Deusto through its Foundation (the Deusto Foundation) to carry out training
activities for research and/or development focused on the study of competitiveness and
regional development. It has three aims:

e To help to improve the competitiveness of the Basque Country.
e To improve the wellbeing of the public.
e To generate knowledge of regional competitiveness.

Founded in 2006, the Orkestra team promotes transformative research. This type of research
is defined by continuous analysis, reflection, evaluation and action proposals, aimed at
providing innovative solutions to the challenges posed, while facilitating the acquisition of
research knowledge. Its mission is to support the activity of the Public Administration, socio-
economic agents and the University itself in areas related to competitiveness, strengthening
the competitive advantages of the Basque Country and achieving higher rates of socio-
economic growth and better quality of life for its people, helping to further comprehensive
growth in equal opportunities and freedom of choice.

Its activity is spread over two campuses, one in Bilbao and the other in San Sebastian, in which
a total of 42 staff provide their services, as of 11 October 2023.

5. Management commitment

ORKESTRA's culture has always been to embrace diversity in all its processes, with no
distinctions based on race, sex, age or any other personal circumstance influencing the conduct
of the Organisation.

It declares its firm commitment to the establishment and development of policies that
incorporate equal treatment and opportunities between women and men, without directly or
indirectly discriminating on the grounds of gender. It is also committed to promoting and
supporting measures to achieve real equality within our organisation, establishing equal
opportunities between women and men as a strategic principle of our Company and Personnel
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Management Policy, in accordance with the definition of said principle established in Organic
Law 3/2007, of 22 March, on effective equality between women and men.

Specifically, the Management has been working on the design and implementation of this
Equality Plan since October 2023, which is why we are eager to share our excitement and invite
you to be part of the implementation process. To this end, you will be notified of the measures
stipulated to achieve progress or results achieved over time. The extent to which a company
incorporates the value of equality will mark the direction of organisation and personnel
management (OPM) policies and the internal and external communication of the entity in the
years ahead. We are approaching the implementation of the Equality Plan as an improvement
to our management system, which will help to ensure that our actions remain free of gender-
based discrimination and contribute to social progress that allows us to achieve real effective
equality between women and men within the Organisation.

6. Scope of application

o Territorial scope: This Equality Plan is applied at the two ORKESTRA campuses (San
Sebastian and Bilbao). Likewise, it will apply to any campuses that ORKESTRA may
establish (through their opening, purchase, transfer of management, among others)
within Europe, during the term of this Plan.

o Personal scope: This Equality Plan will be applied to all staff, regardless of the type of
contractual relationship or the professional or personal circumstances of its members,
seeking to always adapt it to the specific situation of ORKESTRA.

e Temporal scope: A period of 4 years (2025-2028) has been set to meet the objectives of
this Equality Plan through the agreed measures, commencing on 1 January 2025
following its approval and remaining effective until 31 December 2028.

7. Objectives of the Equality Plan

Under this Equality Plan, ORKESTRA seeks to continue furthering and promoting the following
objectives:

e Promote a gender-sensitive organisational culture that disseminates the values of
equality that the Organisation applies in its principles.

e Ensure and promote equal treatment and opportunities for all staff.

e Promote equal opportunities in selection and recruitment processes, identifying
possible causes of horizontal segregation and establishing corrective measures.

e Promote and facilitate the access of women and men to all levels of ORKESTRA with the
aim of balance, identifying possible causes of vertical segregation and establishing
corrective measures.
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Propose the necessary measures to avoid imbalances in equal opportunities.

Gender equality training for the individuals who make up the company, with a special
emphasis on personnel management and managerial positions.

Continue to promote measures to reconcile work, private and family life adapted to the
reality of working people, without distinction of gender.

Promote and ensure the right to equal treatment and non-discrimination between
women and men in terms of remuneration.

Promote an internal and external image of commitment to equality.
Continue to promote the use of inclusive or gender-neutral language in ORKESTRA's

internal and external communications.

Promote the prevention of sexual or gender-based harassment in the Organisation by
disseminating the planned prevention and action mechanisms.

8. Communication and dissemination

In order to introduce ORKESTRA's policy on equal treatment and opportunities for women and
men, and ensure that all staff members in the Organisation are aware of this Equality Plan, the
following publicity campaign will be carried out:

Issue an announcement addressed to the ORKESTRA staff by email, informing them of
the approval of this Equality Plan and that it will be available on the company intranet.

Publish the Equality Plan and all documents related to the process on the ORKESTRA
intranet.

Publish the Equality Plan entered into by General Management on the ORKESTRA
website, complying with one of the four requirements of Horizon Europe Guidance and
informing the Board of Directors of its approval and publication.

Disseminate the Equality Plan to new staff in ORKESTRA.
Convey to staff the principles, values and policies of ORKESTRA in relation to equality.

Inform ORKESTRA staff about the progress of the measures and actions that have been
implemented, and as they are monitored.

Maintain a specific channel for suggestions on equality and work-life balance available
to all staff. Information on such suggestions will be reported periodically to the Plan
Monitoring and Evaluation Committee for analysis and evaluation, as indicated below.

Thus, access to this Equality Plan, the insights derived from it and its content, as well as the
achievement of its objectives are ensured.
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9. Summary of the status quo assessment

During the process of drafting the ORKESTRA Equality Plan, a status quo assessment was made
by an independent third party, Deloitte Legal. This assessment was subsequently presented to
the staff, taking into account the data available to the Organisation. Specifically, the following
areas were analysed:

e Participation and assignment of e Joint exercise of the rights to work,
institutional projects, publications family and private life
and activities
e Female under-representation
e Selection and recruitment process

e Prevention of sexual and gender-
e Training based harassment
e Career progression e Other areas

e Working conditions
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For the purposes of this Equality Plan, the previous areas analysed in the status quo assessment phase have been organised into five blocks, in
accordance with "Horizon Europe Guidance on Gender Equality Plans". These five blocks contain the key takeaways and areas for improvement
of the Equality Plan, which are presented below:

EU Blocks Key takeaways and areas for improvement
Block I - Work-life balance and - The measures adopted regarding the right to digital disconnection of workers may be
organisational culture insufficient.

- The Organisation has implemented measures related to work-life balance by introducing flexible
working hours and allowing remote work on an occasional basis.

- During the years 2022 and 2023, no staff member requested a change in working hours to
accommodate personal and/or family circumstances in the Organisation.

- There are no specific channels for informing and advising employees of their right to the
reconciliation of work, family and private life.

Block Il - Gender balance in - Some vertical segmentation has been observed, namely the greater presence of men compared

leadership and decision- to women at the higher professional levels. The changes made in recent years have been

making reviewed, given that the Stakeholder Committee is working on this issue and improvements have
been noted.

- There is some imbalance in the assignment of project coordination responsibilities, where
no clear and documented methodology has been established for this task, which could induce
bias. This is also reflected in the lower visibility and participation of women in external activities,
such as publications and conferences, which are often directly related to their involvement in
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Block Ill - Gender equality in
recruitment and career
progression

projects. Additionally, there is a perceived bias in the authorship of academic output, where
female contributions are proportionally lower, which may adversely affect their opportunities for
promotion to positions of greater responsibility.

It has been observed that staff turnover is low and new job vacancies rarely arise on a
recurring basis, so it may be difficult to apply positive action measures to facilitate the recruitment
of people of the less represented sex.

Personnel involved in both the selection and promotion processes have not received specific
training in gender equality and opportunities, or on gender bias.

Both men and women have equal access to the training provided by the University of
Deusto (“UD"). Thus, the Organisation has a training platform run by the UD that offers a wide
selection of courses, including languages, computer software proficiency, and prevention of
occupational hazards. These courses are voluntary and available to all staff. In addition, staff who
have specific training requirements or concerns related to developing their skills or advancing
their careers, or at the suggestion of those in charge (provided the staff member agrees), may
apply for funding by the Organisation.

Although ORKESTRA has a standardised public process with well-established procedures for
career advancement, it contains some elements of subjective assessment, such as personal
interviews. While the Organisation itself has already established procedures to oversee the
process, these could be improved.

10
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Block IV - Integration of the
gender dimension into
research and teaching content

Block V - Measures against
gender-based violence,
including sexual harassment

ORKESTRA takes into consideration the non-sexist use of language in the communications and
notifications it makes, both internally and externally. However, ORKESTRA does not have its own
inclusive language manual, since it adheres to that of the University of Deusto, which
serves as a guide or basis at internal level.

ORKESTRA together with the Stakeholder Committee is working on how to improve and ensure
the integration of the gender dimension into research content to ensure this type of
dimension, in all its content.

ORKESTRA has established a protocol addressing workplace and gender-based harassment,
based on that of the UD, which is being tailored to the more specific characteristics of the
Organisation and new applicable regulations in this area.

The analysis carried out during the assessment phase showed that, in the period 2021-2023, the
Organisation did not promote gender sensitivity and awareness activities in the area of
workplace or gender-based harassment. However, once this need was identified, the Organisation
took immediate steps to train and sensitise staff on workplace and gender-related harassment
through two plenary sessions with staff and an external company of experts in the field.

There have been no reports of gender violence by any of the ORKESTRA staff over the course of
2022 and 2023, so the adoption of specific measures on gender violence has not been
necessary.

11
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10. Measures and actions planned

In view of the findings of the status quo assessment, the parties have agreed on the following measures and actions by thematic areas to achieve
effective implementation of equality between women and men in the Organisation:

EU BLOCKS ACTIONS AREA ASSESSMENT RD 901/2020
Work-life balance and ACTION 1. Improve company policy on digital disconnection. ~ 2.3.4 Working conditions
organisational culture.

ACTION 2. Continue to facilitate the joint exercise of the right ~ 2.3.5 Joint exercise

to a work-life balance.

ACTION 3. Continue to facilitate improvements in work-life 2.3.4 Working conditions
balance measures and facilitate flexible working.

ACTION 4. Improve workload distribution. 2.3.4 Working conditions

ACTION 5. Consider establishing a specific channel for 2.3.5 Joint exercise
information and requests for reconciliation rights.

Gender balance in leadership and  ACTION 6. Build towards a balanced representation of women 2.4. Female under-representation
decision-making. and men at all levels.

12
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Gender equality in recruitment and
career progression.

Integration of the gender
dimension into research and
teaching content.

ACTION 7. Facilitate a gender-equitable level of institutional
participation and visibility.

ACTION 8. Raise awareness and provide training on equal
treatment.

ACTION 9. Maintain access for women and men to training
that supports their professional development.

ACTION 10. Facilitate selection processes that comply with the
principle of equal treatment and opportunities.

ACTION 11. Maintain equality and opportunities for women
and men in promotions.

ACTION 12. Continue to maintain internal and external
communication that promotes a gender-equal/neutral image
and develop guidelines to foster the use of inclusive language
internally.

ACTION 13. Incorporate gender mainstreaming into project
analysis and development.

2.3.3 Career progression

Cross-cutting action (2.6.)

2.3.1. Selection and recruitment

2.3.1. Selection and recruitment

2.3.3 Career advancement / Cross-

cutting action

Cross-cutting action (2.6.)

2.2. Project participation (2.6.)
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Measures against gender-based
violence, including sexual
harassment.

ACTION 14. Adapt the protocol on workplace and gender-
based harassment to meet current regulations and
disseminate its content.

ACTION 15. Continue to provide training and awareness-
raising activities for all staff on workplace and gender-based
harassment.

ACTION 16. Disseminate, apply and improve the legal rights
established for female staff who have experienced gender-
based violence.

ACTION 17. Training in the psychosocial field and procedural
definition of Occupational Hazard Prevention.

2.5. Prevention of sexual
harassment

2.5. Prevention of sexual
harassment

2.5. Prevention of sexual
harassment

2.5. Prevention of sexual
harassment (2.6.)

14
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Actions and measures by blocks

Block 1 - Work-life balance and organisational culture

OBJECTIVE

Develop and
promote

the careers of
individuals
regardless of the
responsibilities they
may have outside
the

workplace.

ACTION

ACTION 1.

Improve
company policy
on digital
disconnection.

MEASURE INDICATORS

Implementation of a written
procedural framework on
the Use of Technology
Policy and the Digital
Disconnection Policy.

*Annual review of the Intranet
publication.

RESPONSIBLE/RESOURCES

General Management and
OPM
20 hours

15
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Continue to facilitate the
joint exercise of the right
to a work-life balance.

ACTION 3.

Continue to facilitate
improvements in work-
life balance measures
and facilitate flexible
working.

ACTION 4.

Improve workload
distribution.

Use ORKESTRA's formal
internal communication
channels to inform staff

of new labour legislation.

Continue to facilitate
flexible working hours
whenever possible, in
order to improve work-
life balance.

Review the workload
distribution of each of
the staff members, with
the aim of continuing to
facilitate flexible working

*Internal communications

through the usual channels.
*Collect sex-disaggregated

statistical data on the
different permissions,
contract suspensions and

leaves of absence related to

work-life balance.

*Once a year, the
Committee will conduct a
review or revision to
determine the degree of

progress in this aspect and
the lines that will pursued in

the following year.

*Once a year, the
Committee will conduct a
review or revision to
determine the degree of

progress in this aspect and

OPM
40 hours

Stakeholder
Committee and OPM.
40 hours

Management
OPM

Stakeholder
Committee

16
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ACTION 5.

Consider establishing a
specific channel for
information and requests
for reconciliation rights.

time and work-life
balance.

Study the feasibility of
incorporating
information on rights to
a work-life balance on
the intranet and open a
specific channel/mailbox
for requesting these
measures.

the lines that will pursued in 80 hours
the following year.

*Meetings held to assess
this measure and
conclusions reached in this
regard.

OPM

40 hours

17
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Block Il - Gender balance in leadership and decision-making

OBJECTIVE

Make improvements
so that more women
can participate in the
Institute’s external
positioning activities,
both academically and
in relationships with
our stakeholders, and
promote leadership
and decision-making
positions.

ACTION

ACTION 6.

Build towards a
balanced representation
of women and men at
all levels.

ACTION 7.
Facilitate a gender-
equitable level of
institutional
participation and
visibility.

MEASURE

Adopt the positive action measure
to ensure that, under equal
conditions of suitability and
competence, a woman or man can
access vacancies in specific jobs
and/or professional levels where
the sex in question is under-
represented. As long as the current
under-representation of women in
technical and leadership roles
persists, special focus will be
placed on eliminating gender bias
and, in cases of equal merit,
favouring the hiring or promotion
of the under-represented gender.

Internal review of project allocation
at Stakeholder Committee
meetings and when necessary to
address issues related to career
progression or annual planning,
with the aim of promoting better

INDICATORS RESPONSIBLE/RESOURCES

*Develop a chart of the Stakeholder Committee.
Organisation by 20 hours

profiles and gender

annually to be able to

evaluate the

improvement over the

years (vertical and

horizontal

segmentation).

*Collect sex- OPM and Stakeholder
disaggregated Committee.

statistical data on the 80 hours

different projects and

other institutional

activities

18
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ACTION 8. Raise
awareness and provide
training in equal
treatment and
opportunities.

gender balance. In this respect, this
analysis will commence with an
initial scorecard with monitoring
indicators derived from this plan,
which will serve to review and
reflect on whether there could be a
correlation between the lower
participation of women in projects,
as well as in other institutional
activities (articles, publications,
conferences, etc.) in order to
implement corrective measures
where appropriate.

Carry out specific training and
sensitisation activities on equality
issues aimed at all staff (especially
those involved in the selection,
recruitment, promotion and
training processes, including the
Management Team). This training
will include a specific course on
"gender bias” and another on
"strategies for achieving a work-life
balance”; Coaching/Mentoring
programmes will also be
considered.

*Number of people
trained in equality in
each professional level
/ number of members
in each professional
level = tends to 1.

Stakeholder Committee.
20 hours and budget
allocation

19
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ACTION 9.

Maintain access for
women and men to
training that supports
their professional
development.

Review the possible reasons for
the lower participation of women
in training activities, inserting - if
necessary - wording that supports
the greater involvement of women,
considering that this has an impact
on career advancement.

OPM and Stakeholder
Committee.
20 hours

*Annual training
planning.

*Refine the indicators
and monitor the
results of the annual
training disaggregated
by sex.

*Percentage of men
and women trained.

20
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Block Il - Gender equality in recruitment and career progression
OBJECTIVE ACTION MEASURE INDICATORS
Improve selection ACTION 10. Implement a clear and concise *Review the procedure
processes and foster Maintain equal methodology that regulates the annually and apply
promotion considering treatment and criteria to be followed in improvements if they are
the principle of equal  opportunities in the recruitment and selection in the recruitment
treatment and selection process. processes. The possibility of procedure.

opportunities.

reviewing the tests to be carried
out in a more neutral way will be
analysed (for example, including
upward feedback processes or
through blind review of the
documents that are shared in the
context of a selection process);
clear guidelines will all be
provided for those individuals
who, while not being part of the
stakeholder committee, do form
part of the decision-making for a
specific position.

RESPONSIBLE/RESOURCES

Selection team and external
communication staff.
20 hours

21
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ACTION 11.

Maintain equality and
opportunities for
women and men in
promotions.

Review the internal promotion
procedure, improving the gender
perspective to enable the process
to be governed by criteria and
valuation principles that are
objective, quantifiable, public,
transparent, non-discriminatory
(not based on sex, age, etc.) and
homogeneous for all staff.

Vacancies will be filled, preferably
and whenever possible, through
internal promotion, turning to
external selection when no
internal candidate meets the
requirements.

Annual monitoring of promotions
by professional profiles, levels
and bands disaggregated by sex,
indicating both the initial and
target job positions and exploring
the reasons for the gender gap,

*Review of the current

procedure and approval
of the internal promotion
protocol considering the

gender perspective.

*Check annually that
vacancies have always
been advertised (via
email)

*Number of vacancies
filled internally/Total
number of vacancies
posted

*Women and men
promoted by initial and
target professional

profile/level, and analysis

of possible obstacles
identified.

Stakeholder Committee.
60 hours

Selection team and external
communication staff.
20 hours

Stakeholder Committee and
OPM.
20 hours

22
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analysing the possible obstacles
in order to minimise them.

Block IV - Integration of the gender dimension into research and teaching content

OBJECTIVE

To promote
transformative
research that
includes the gender
perspective.

ACTION

ACTION 12.

Continue to maintain
internal and external
communication that
promotes a gender-
equal/neutral image
and develop guidelines
to foster the use of
inclusive language
internally.

ACTION 13. Incorporate
gender mainstreaming
into project analysis
and development.

MEASURE

Drafting of best practice guidelines
for inclusive language in any type
of communication, including
collective (population, personnel,
staff, etc.) or abstract figures
(management, technical area, etc.)
and seeking gender-neutral
language in which neutral
grammatical strategies are used.

Introduce measures and provide
guidelines for integration of the
gender perspective into project
analysis and progress (work
methodology, approach and new

INDICATORS

*Have the designed
guide.

*Dissemination of the
guide.

*Number of recipients.

Internal study or
interviews seeking staff
feedback, which allow
the degree of
compliance and

RESPONSIBLE/RESOURCES

The drafting of best practice
guidelines for inclusive
language may require
specialised external advice,
so it may be necessary to
include a budget.

Internal management: 20
hours.

60 hours (minimum one
hour per project)

23
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perspectives, as well as avoidance
of gender bias and introduction of
inclusive language). As an example,
one measure could be to organise
a meeting prior to the start of each
project so that, following these
guidelines, Teams can agree on
how to introduce this gender
perspective.

adoption of the
measures implemented
in this field to be
determined.

24



EQUALITY PLAN

Block V - Measures against gender-based violence, including sexual harassment

OBJECTIVE

Establish a culture of
zero tolerance towards
gender-based violence
and general harassment
and promote an
organisational culture
with a GOOD working
environment.

ACTION

ACTION 14.

Adapt the protocol for
workplace and gender-
based harassment to the
regulations currently in
force and disseminate its
content.

MEASURE

Adapt the sexual and
gender-based harassment
protocol to current
regulations and
disseminate it among the
staff, including new
members, and use internal
dissemination channels to
inform staff of the
channels provided by the
Organisation to take action
and/or report any potential
harassment situation.

INDICATORS

*Employees
informed/ORKESTRA total
staff =tends to 1.

RESPONSIBLE/RESOURCES

OPM
20 hours
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ACTION 15.

Continue to provide
training and awareness-
raising activities for all staff
on workplace and gender-
based harassment.

Preparation of a public and
specific written procedure
for Orkestra and
Dissemination of a
statement of principles on
the Institute's commitment
to the prevention and
eradication of any type of
harassment.

Continue promoting
training and awareness-
raising activities on
workplace and gender-
based harassment among
all staff.

*Publication of the
commitment on the
Intranet.

*Periodic review of the
Anti-Harassment
Prevention Protocol.

*An annual harassment
report will be submitted to
the Monitoring Committee,
with the number of cases
of sexual or gender-based
harassment that have
occurred and the measures
applied in each case.

*Training provided and
sensitisation activities
carried out.

OPM and
Management.
60 hours

General

The training to be carried
out and the budget for the
action will be assessed
annually.
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ACTION 16.

Disseminate, apply and
improve the legal rights
established for female
employees who have
experienced gender-based
violence.

ACTION 17. Training in the
psychosocial field and
procedural definition of
Occupational Hazard
Prevention.

Provide information and
dissemination of the legal
rights held by victims of
gender violence and
establish specific
procedures or protection
and assistance
programmes in relation to
Company staff who are
considered victims of
gender violence.

Establish a Safety
Committee to share all
information related to
Occupational Hazard
Prevention.

Study, training and
identification of
improvements in the
Orkestra psychosocial field
to foster a good working
environment.

*Development and OPM and
approval of an action Management.
protocol in the event thata 20 hours
staff member informs the

Organisation that they are

experiencing gender

violence.

*View the information
shared on Intranet. OPM
*Training courses held 60 hours
annually for the entire

Organisation.

*Assessment of

psychosocial status.

General

General Management and
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11. Monitoring and evaluation committee

Article 46 of the Organic Law on effective equality of women and men stipulates that equality
plans shall set out the specific equality objectives to be achieved, the strategies and practices
to achieve them, as well as the establishment of effective monitoring and evaluation systems
for the objectives set.

Therefore, the need for equality plans to include effective monitoring and evaluation systems
is regulated by law. Likewise, Horizon Europe Guidance also establishes data collection and
monitoring and the allocation of resources to be able to carry out the different actions as
essential requirements.

The monitoring and evaluation phase contemplated in the ORKESTRA Equality Plan will allow
us determine the development of the Plan and the results obtained in the different areas of
action following its implementation.

Objectives
e Carry out due monitoring of the actions contemplated in this Equality Plan in order to
adjust them in a timely manner.

e And assessment of the possible allocation of approximate resources in each of the
actions.

o Identify the difficulties that arise during its development to tackle them and help
improve the implementation of the Equality Plan.

o Evaluate the fulfilment of objectives and analyse the continuity of the Equality Plan.

e Assessment of the Equality Plan and equal opportunities in the organisation.

Personnel responsible

Monitoring and evaluation of the Equality Plan will be carried out by the individuals responsible
for the development of each action in line with the work and responsibilities of the Stakeholder
Committee and with the involvement of members of the Equality Commission.

Time frame

Monitoring will be carried out annually. All staff will be continuously informed of the progress
of the Plan as the measures are integrated or implemented. Likewise, an interim evaluation
report (after two years in effect) and a final one (after four years in effect) will be produced,
which will measure the impact of each of the measures introduced in ORKESTRA.
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In order to better monitor the Plan, a colour-coded summary table has been prepared that
includes the specific scheduling of the different actions and measures to be carried out,
differentiating the various phases of the implementation and monitoring process. Likewise, the
different deliverables to be prepared (and on what approximate dates) are specified, as well as
a preliminary schedule for the monitoring meetings. This schedule may vary or have substantial
changes if priorities or difficulties are identified in the implementation of the actions. In such a
scenario, this would be explained in the monitoring or evaluations and the scheduling or tasks
would be revised.

A number of actions have already been carried out during the implementation of the Equality
Plan:

e Session 29/11/2023: staff were reminded of the established procedures and tools of the
University of Deusto and informed about a training activity by an external consultancy
firm (Sortzen) on sexual and gender-based harassment in the workplace (Block 5).

o Session 22/04/2024: the first 2-hour session was held on the conceptual and legal
framework of sexual and gender-based harassment in the workplace.

e Session 13/05/2024: the second 2-hour session was held, relating to the creation of
prevention, protection and support strategies and tools.

Procedure

During the monitoring phase, information should be collected on:
e The results obtained with the implementation of the Equality Plan.
e The degree of implementation of the measures.
e The conclusions and reflections obtained after analysing the monitoring data.

e The identification of possible future actions.

The final evaluation of the Equality Plan should take into account the following aspects:
* The degree of compliance with the objectives of the Equality Plan.
e A measure of how near the Organisation is to achieving equal opportunities.

o Culture changes: change in attitudes of the management team, the staff in general, in
Human Resources practices, etc.

e Reducing imbalances in the presence and participation of women and men.
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Timeline

Acciones y objetivos por mes

Objetivo 1. Mejorar y promover la carrera profesional de las
personas independientemente de las responsabilidades que
puedan tener fuera del lugar de trabajo.

2025

2026
M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M1l M12

2027

Proceso continuo en el tiempo

Elaboracion

Implementacion

Seguimiento

2028

ACCION 1. Mejorar la politica de la empresa en materia de
desconexion digital.

ACCION 2. Continuar facilitando el ejercicio corresponsable de
los derechos de conciliacion.

ACCION 3. Continuar facilitando mejoras en las medidas
conciliadoras y facilitar la flexibilidad labora.

ACCION 4. Mejorar la distribucion de la carga de trabajo.

ACCION 5. Valorar establecer un canal especifico de
informacion y solicitud de derechos conciliacion.

30




EQUALITY PLAN

Acciones y objetivos por mes
Objetivo 2: Mejorar que mas mujeres puedan participar en

actividades de posicionamento externo del Instituto entornos
académicos y de nuestro entorno y promover las posiciones de
liderazgo y puestos de toma de decisiones.

2026
M1 M2 M3 M4 M5 M6 M7 M3 M9 M10 M1l M12

ACCION 6. Avanzar hacia una representacion equilibrada de
mujeres y hombres a todos los niveles.

ACCION 7. Facilitar un nivel de participacion y visibilidad

institucional equitativo por género.

ACCION 8. Sensibilizar y formar en igualdad detratoy

oportunidades.

ACCION 9. Mantener el acceso de mujeres y hombres a

formacion que contribuyen a su desarrollo profesional.

Acciones y objetivos por mes

Objetivo 3: Mejorar los procesos de seleccion y promover la
promocion con el principio de trato y de igualdad de
oportunidades.

2026

M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M1l M12

ACCION10. Mantener la igualdad de trato y oportunidades en el
proceso de seleccion.

ACCION11. Mantener la igualdad y oportunidades de mujeres y
hombres en las promociones.
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Acciones y objetivos por mes

Objetivo 4: Promover una investigacion transformadora que
incluya la perspectiva de género.

2026

M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M1l M12

ACCION 12. Posibilitar que la comunicacién interna y externa
promuevan una imagen neutra igualitaria de género.

ACCION 13. Incorporar la perspectiva de género en el estudio y
el curso delos proyectos.

Acciones y objetivos por mes

Objetivo 5: Establecer una cultura de cero tolerancia con la
violencia de género y el acoso general y promover una cultura
organizacional de BUEN entorno.

2026

M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M1l Mi12

ACCION 14.Adecuar el protocolo de acoso laboral y por razon
de sexo 0 la normativa actualmente vigente y difundir su
contenido.

ACCION 15. Establecer acciones formativas y de sensibilizacion
en materia de acoso laboral y acoso por razén de sexo a toda la
plantilla.

ACCION 16. Difundir, aplicar y mejorar los derechos legales
establecidos para mujeres trabajadoras victimas de violencia
de género.

ACCION 17. Formacion en el &mbito psicosocial y definicion
procedimental de Prevencion de Riesgos Laborales.
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12. Approval and signing of the Equality Plan

The Equality Plan was approved in Bilbao on 13 February 2025, with effect for 4 years from the
date of approval and signature.

It is hereby agreed by and between the parties involved ("ORKESTRA Equality Commission"):

1. The signing of the ORKESTRA Equality Plan.

2. Its approval in the minutes.

34097738P
MARIA JOSE
ARANGURE
N (R:
G95183828)

Firmado digitalmente por
34097738P MARIA JOSE
ARANGUREN (R: G95183828)
Nombre de reconocimiento (DN):
2.5.4.13=Ref:AEAT/AEAT0404/

PUESTO 1/98297/05122024093437,

serialNumber=IDCES-34097738P,
givenName=MARIA JOSE,
sn=ARANGUREN QUEREJETA,
cn=34097738P MARIA JOSE
ARANGUREN (R: G95183828),
2.5.4.97=VATES-G95183828,
0=FUNDACION DEUSTO-DEUSTU
FUNDAZIOA, c=ES

Fecha: 2025.03.17 12:35:15 +01'00'
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Anexo | Glossary

o Positive actions: specific measures in favour of women to correct obvious situations of de
facto inequality with respect to men. Such measures, which shall apply as long as these
situations persist, shall be reasonable and proportionate to the objective pursued in each
case.

» Gender-based harassment and sexual harassment: gender-based harassment constitutes
any conduct carried out on the basis of a person's sex with the purpose or effect of violating
his or her dignity and creating an intimidating, degrading or offensive environment. In turn,
sexual harassment is defined as the occurrence of any form of unwanted verbal, non-verbal
or physical conduct of a sexual nature, with the purpose or effect of violating the dignity of
a person, in particular when creating an intimidating, hostile, degrading, humiliating or
offensive environment. Gender-based harassment and sexual harassment shall in any
event be considered discriminatory. Making a right or expectation of a right conditional
upon the acceptance of a situation constituting gender-based harassment or sexual
harassment shall also be considered an act of gender-based discrimination.

e Joint responsibility: involves the balanced distribution within the home of domestic tasks
and responsibilities, the care of dependent persons and spaces for education and work,
allowing its members the free and full development of choices and interests, improving the
physical and mental health of women and contributing to achieving a situation of real and
effective equality of both sexes.

e Rights to Reconciliation of work, family and private life: refers to the need to reconcile paid
work with domestic work and family responsibilities, as well as the personal sphere. The
different reconciliation measures that are implemented in the work setting will be aimed at
facilitating the compatibility of both spheres for both women and men.

o Direct and indirect discrimination: direct gender-based discrimination shall be deemed to
be the situation in which one person is treated less favourably on the grounds of their
gender than another person is, has been or would be treated in a comparable situation.
Indirect gender-based discrimination is deemed to be the situation in which an apparently
neutral provision, criterion or practice would put persons of one sex at a particular
disadvantage compared with persons of the other sex, unless that provision, criterion or
practice is objectively justified by a legitimate aim, and the means for achieving that aim are
appropriate and necessary. In any case, any order to discriminate, directly or indirectly, on
the grounds of sex will be considered discriminatory.

» Discrimination on the grounds of pregnancy or maternity: any unfavourable treatment of
women in relation to pregnancy or maternity constitutes direct gender-based
discrimination.

o Vertical segregation: situation in which people of a particular gender can occupy higher
hierarchical positions.
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e Horizontal segregation: is the concentration of men and women in different occupational
sectors

e Principle of equal treatment between women and men: assumes the absence of any direct
or indirect discrimination on the grounds of gender, especially those derived from
maternity, the assumption of family obligations and marital status.

o Equal treatment and opportunities in access to employment, training, career advancement
and working conditions: consists of ensuring equal treatment and opportunities between
women and men in respect of access to employment, including self-employment, vocational
training, career advancement, working conditions, including remuneration and dismissal,
and membership of, and involvement in, an organisation of workers and employers, or any
organisation whose members carry on a particular profession, including the benefits
provided for by such organisations.

o Balanced workforce: implies a balanced presence of both sexes. According to the First
Additional Provision of Law 3/2007 of 22 March for the effective equality of women and
men: "For the purposes of this Law, a balanced composition shall mean the presence of
women and men in such a way that, as a whole, the persons of each sex do not exceed sixty
per cent or less than forty per cent”.
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