( MARCH 2026 )

I-strategies
ender
quality

lan




oc
<
[
Q
©
(a]
o
4
—
-
o

Content

INTRODUCTION

1. GOVERNANCE, COMMITMENT OF
RESOURCES AND EXPERTISE

2. DATA COLLECTION AND MONITORING
METHODOLOGY

3. TRAINING AND AWARENESS
RAISING

4. AREAS OF INTERVENTION: MEASURES
AND TARGETS

CONTACT

02

04

05

06

o7

12

Gender Equality Plan

02



Introduction

i-strategies is committed to fostering an inclusive, equitable, and
respectful working and learning environment. This Gender Equality Plan
(GEP) establishes a comprehensive framework to systematically promote
gender equality across all organisational processes, including governance,
recruitment, training, and external activities.

The plan aligns with European Union values and Horizon Europe
requirements, ensuring that gender equality is embedded both
structurally and culturally within the organisation.




1. Governance,
Commitment of
Resources and
Expertise

The implementation of this GEP is supported by a clear governance
structure and allocation of resources.

A designated Gender Equality Officer (Annamaria Bartolomei) will
oversee the execution, monitoring, and continuous improvement of the
plan. Management will ensure that sufficient financial and human
resources are dedicated to gender equality actions, including training,
data collection, and external expertise. Gender equality responsibilities
will be integrated into leadership roles to ensure accountability. Where
necessary, external experts will be engaged to provide specialized
knowledge and independent evaluation.
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2. Data Collection and
Monitoring
Methodology

i-strategies will adopt a systematic approach to collecting and analysing
sex/gender-disaggregated data.

This includes data on personnel (such as recruitment, contracts, career
progression, and salaries) and participants in training activities, including
residential programs organized in Offida for international students. Data
will be collected annually and analysed to identify trends, gaps, and areas
for improvement. A set of quantitative and qualitative indicators will be
used to monitor progress.

An annual Gender Equality Report will be produced, summarizing findings
and recommending corrective actions where needed. All data collection
will comply with GDPR standards.
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3. Training and
Awareness Raising

Training and awareness are central to achieving cultural change within i-
strategies.

All staff, including decision-makers, will participate in regular training
sessions addressing gender equality, diversity, and unconscious bias.
These activities will aim to build knowledge, challenge stereotypes, and
promote inclusive behaviours. Additionally, gender equality topics will be
integrated into training programs delivered to participants, ensuring that
learners also benefit from these perspectives. Periodic awareness
campaigns will reinforce key messages and encourage continuous
engagement.
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4. Areas of Intervention:
Measures and Targets

Training and awareness are central to achieving cultural change within i-
strategies.

All staff, including decision-makers, will participate in regular training
sessions addressing gender equality, diversity, and unconscious bias.
These activities will aim to build knowledge, challenge stereotypes, and
promote inclusive behaviours. Additionally, gender equality topics will be
integrated into training programs delivered to participants, ensuring that
learners also benefit from these perspectives. Periodic awareness
campaigns will reinforce key messages and encourage continuous
engagement.
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a) Work-life balance and organisational culture

i-strategies will promote a supportive and inclusive organisational culture
that enables all employees to balance professional and personal
responsibilities. Measures include flexible working arrangements, remote
work options, and support for parental and caregiving responsibilities.
The organisation will also promote respectful communication and zero
tolerance for discrimination.

Targets: By 2028, achieve high staff satisfaction levels (at least 90%)
regarding work-life balance and increase the equitable use of flexibility
measures.

b) Gender balance in leadership and decision-making

The organisation is committed to ensuring balanced representation in
leadership and decision-making processes. Selection panels and
committees will be gender-balanced, and leadership opportunities will
be actively promoted to underrepresented groups. Mentoring and
capacity-building initiatives will support career advancement.

Targets: Achieve a minimum of 40% representation of each gender in
leadership roles.
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c) Gender equality in recruitment and career progression

Recruitment and career progression processes will be transparent, fair,
and based on merit. Job descriptions will use inclusive language, and
evaluation criteria will be standardized to avoid bias. Career development
opportunities will be equally accessible to all staff.

Targets: Ensure balanced shortlists in recruitment processes and equal
promotion rates across genders.

d) Integration of the gender dimension into research and training
content

Gender perspectives will be systematically integrated into training and
research activities where relevant. This includes developing gender-
sensitive materials, incorporating case studies, and ensuring that
teaching content reflects diversity and inclusion principles.

Targets: By 2028, all training programs will incorporate gender-sensitive
approaches where applicable.
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e) Measures against gender-based violence and sexual harassment

i-strategies adopts a zero-tolerance approach to gender-based violence
and sexual harassment. Clear policies and confidential reporting
mechanisms will be established, ensuring that all cases are handled
promptly and fairly. Staff will be trained to recognize, prevent, and
respond to inappropriate behaviour.

Targets: 100% of staff trained and all reported cases addressed within
defined timeframes.

5. Timeline and Evaluation

The GEP will be implemented over the period 2026-2028. Initial actions
will focus on establishing governance structures and baseline data
collection. Subsequent years will emphasize implementation, monitoring,
and continuous improvement. A final evaluation will assess impact and
inform the next planning cycle.
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Legal representative signature
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Gender Equality Officer:
Annamaria Bartolomei

O cvhere

9 ANNAMARIA@I-STRATEGIES.IT

@ WWW.I-STRATEGIES.IT
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https://www.linkedin.com/in/annamaria-romagnoli-phd-a38a94213/
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