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1. INTRODUCTION

Equality plans are an arranged set of measures adopted on the basis of a situation diagnosis and aimed
at achieving in the company equal treatment and opportunities between women and men, and to
eliminate sex-based discrimination. (Art 46 Equality Law.)

The purpose of the diagnosis is to obtain detailed and structured information that can evaluate the
differences in equal opportunities between men and women within the company.

It is about using a gender perspective to analyse:

¢ The characteristics of the company and its organisational structure
¢ The characteristics and working conditions of the staff

e The professional classification system

¢ The system of promotion and career development

e Under-representation of women

¢ Training and recycling processes

¢ The system of fixed and variable remunerations

¢ Termination of the employment contract

¢ Health and safety prevention

e The prevention of sexual and gender-based harassment

e The co-responsible exercise of the rights of personal, family and work life.

The aim of the diagnosis is to estimate the magnitude of inequalities, disadvantages, difficulties and
obstacles existing or that may exist in the company to achieve effective equality, obtaining the
necessary information to design and establish the evaluable measures to be adopted, priority in their
adoption and the criteria necessary to evaluate their compliance.

The preparation of the Diagnosis has been carried out within the Negotiating Commission of the
Equality Plan, and to do this, the company has provided all the quantitative and qualitative data, as
well as the information necessary to prepare it and recognise the aspects in which inequalities occur
and propose the necessary measures to be incorporated as to positive actions in the Equality Plan.

The results are presented below, as well as the measures and actions that are proposed to improve
them and give effective compliance with the requirements established in Organic Law 3/2007 for
effective equality between women and men and under Royal Decree 901/2020 which regulates
equality plans and their registration.

1.1. Company registration data

Company Name Girona Biomedical Research Institute - Doctor Josep Trueta
Foundation

Activity (CNAE) 7211

Tax ID no G17432592

Address C/ Dr Castany s/n Parc Hospitalari Marti i Julia edifici M2 17190 Salt
(Girona)

Province Girona

Telephone 872987087

Web page https://idibgi.org/
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Applicable collective | N/A

agreement

Diagnosis data collection | 31/10/2021

data Spectrum data as of 31/12/2020
Date of approval of the | 05/10/2022

diagnosis

Date of approval of the | 27/10/2022

Equality Plan

Period of validity of the Plan | 4 years from the date of approval of the Equality Plan
Period of validity of the | The same as the Equality Plan

Retributive Audit
Personal and Territorial | All employees of the IDIBGI (Girona)
Scope of the Plan
Contact person Anna Ribas - Manager

1.2. Negotiating Committee.

Both the situation diagnosis and the Equality Plan have been agreed with all legal representatives of
the employees.

The Negotiating Committee, established on 28 July 2022, has been made up of the following parties:

On the one hand, the representation of the IDIGBI organisation (with a 67% female presence):

People attending Company position Sex
Anna Ribas Gubau Director Woman
Silvia Vilar Puigdollers HR Manager Woman
Albert Antolin Fontes Innovation and Transfer Technician Man

On the other hand, the workers' representative (with a 67% female presence):

People attending Unitary/Union Representation Body and Sex
position
Gerard Pardo Albifiana Senior Laboratory Technician and President of | Man
the Workers' Committee

Neus Luque Sanchez Research Technician and Member of the | Woman
Workers' Committee

Elisabet Cuyas Navarro Consolidated Researcher (R3) and Member of | Woman
the Workers' Committee

And as External Advisers (with 100% female presence):
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People attending Organisation Sex
Esther Sanchez Expert in HR and gender policies | Woman
(www.histemi.net)

At the beginning of the negotiation process, the members of the negotiating committee received
training on equality between men and women in the workplace, by the external consultant specialising
in equality.

2. SITUATION DIAGNOSIS.

2.1. General characteristics.

The Biomedical Research Institute of Girona (IDIBGI) is a CERCA research centre of the Generalitat de
Catalunya, which aims to promote, develop, manage, transfer and disseminate biomedical research,
scientific and technological knowledge, teaching and training in the field of life and health sciences,
mainly around Girona.

Formally established in 2005 the institute has its origins in the Dr. Josep Trueta Private Foundation
(1995) and since 2008 is a public body, with the entry of the Generalitat into the governing bodies.

The IDIBGI is structured in research groups and research staff from the field of health and biomedical
research itself and also from the Dr. Josep Trueta University Hospital of Girona (HUJT), the Catalan
Health Institute (ICS), the Health Care Institute (IAS), the Imaging Diagnostic Institute (IDI), the Catalan
Oncology Institute (ICO), the Blood and Tissue Bank (BST), the University of Girona (UdG), the
University School of Health and Sports (EUSES) and the Jordi Gol Primary Care Research Institute
(IDIAP) in Girona.

The IDIBGI facilities at the Marti i Julia Hospital Park in Salt host part of the laboratories and research
staff who, together with the rest of the researchers from the associated institutions, form
multidisciplinary teams with different expertise, focused on finding synergies and solutions to the
health challenges of our environment, through transnational research.

Since 2014, the IDIBGI has developed its human resources policy through the deployment of the
Equality Plan and the HRS4R Action Plan. The IDIBGI made the commitment to apply the principles of
the Charter for Researchers and Code of Conduct for the Recruitment of Researchers (C&C) in May
2011, and became part of the 4th Cohort of the Institutional Human Resources Strategy Group (HRS4R)
in 2012.

On 31 March 2015, the Biomedical Research Institute of Girona (IDIBGI) received the "HR Excellence
in Research Award". This award and the logo reflect IDIBGI's commitment to continuously improve its
human resources policies and practices in line with the European Charter of the Researcher and the
Code of Conduct for the Recruitment of Researchers (Charter and Code).

The CERCA institution, a network of research centres of which the IDIBGI is a part, as we have said, has
proposed the following challenges for the coming years:


https://euraxess.ec.europa.eu/jobs/hrs4r
https://euraxess.ec.europa.eu/jobs/hrs4r
https://euraxess.ec.europa.eu/euraxess/charter-code-researchers
https://euraxess.ec.europa.eu/euraxess/charter-code-researchers
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That each centre carries out a self-assessment exercise and that, based on this analysis, draw
up its own action plan that will allow it to progress with respect to its starting situation in terms
of gender.

That the centres as a whole show, at a global level, a decrease in gender differences, and also
that each of them balances its governing bodies, representatives of the centre and salaries,
where applicable in relation to gender.

Obtain the necessary data to be able to analyse the minorities in the different CERCA centres.
To become institutional references in Catalonia in terms of equal opportunities and non-
discrimination.

In this framework, IDIBGI carried out its first Equality Plan in 2014 (2014-2017) and its Second Plan in
2017 (2018-2022). As part of this latest Plan, it published its commitment to equality and non-
discrimination:

diB’
-
Gl DIFERENTS...

...IGUALTAT D’ OPORTUNITATS

Fem que les diferéncies
siguin un valor afegit entre nosaltres!

L’ IDIBGI basa la seva activitat en el respecte i igualtat entre els
homes i les dones

La gesti6, en Pentorn laboral, té com un dels seus objectius
prioritaris la igualtat entre les persones

Per aixs, és important que respectem el pla d'igualtat i en portem
a la practica els seus valors étics

This commitment has been renewed as a result of the entry into force of Royal Decree 901/2020 which
regulates Equality Plans and justifies the implementation of the Ill Equality Plan presented below
(2023-2026).

In the course of 2021, the organisation has had under contract a total of 160 people?. This means that
of the total number of people who have had a contractual relationship with the organisation during
the reference year 124 people were women (77.5%) and 36 men (22.5%):

! The calculation of the difference that appears in green in the centre of the graph is derived from the following
formula: (no. men — no. women) / no. men.

2 With the aim of having a view more adjusted to the real movements of the population, the data presented in
all the sections have taken into consideration this set of population.
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Plantilla per Género

@Dona @Home

36 (22,5%) Plantilla por Género

Género Plantila %TG:

Plantilla
-
Dona 124 77,50%
Home 36 22,50%
Total 160 100,00%

124 (77,5%)

As of 31 December 2021 (end date of the reference period of the data sample worked with), the
population was 136 people, of which 103 were women (75.7%) and 33 men (24.2%). This means that,

in general terms both longitudinally and by the fixed closing date of 2021, % of the population in the
organisation is female.

The population is located in two work centres: at the main headquarters of the Biomedical Research
Institute of Girona (hereinafter, centre identified with the acronym IDIBGI-M2) and at the Trueta
Hospital (hereinafter, centre identified with the acronym IDIBGI-Trueta). In both the female presence
is clearly the majority.

IDIBGI — M2 IDIBGI — Trueta

@Dona @Home

@ Dona @Home

23 (24,47%)

Dona T 75,53%

Dona 53 80,30%
7 (75,53%) Home 23 24.47% 53 (sogu, _Home 13 19,70%
Total %4 100,00% Total 66  100,00%

7750 % 75.63% 80,30 %

50 %

0%

IDIBGI-M2 IDIBGI-Trueta

Although in the following sections we will analyse the information by Areas and Functions, we can
already establish an initial distinction, between two groups: structural and research staff. At a general
level, the distribution of the population is very similar to the pattern observed in general for the

workforce as a whole, so that also with regard to the nature of the group, the female presence is the
majority.
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Structure Research

@Dona @Home @Dona @Home

@ D - 26 78,79% Dona 98 TTAT%
HOHB 7 21 -219: Home 29 22,83%
<0 ome . A
" Total 127 100,00%
o Total 33 100,00% o

Comparing the data with the results of the last Equality Plan, a significant growth of the female
population is observed, in an environment (that of research) and in a sector (bio-medical and socio-
sanitary) with a growing trend towards greater female participation.

2019 2022 Difference
MEN 26% 22.5% -3.5%

a) Seniority.

Analysing the data by seniority, it is observed that the bulk of the population has joined the
organisation in the last 5 years, a common occurrence in research institutions, due to the great mobility
of the staff in charge or in the project teams, as is also confirmed by the similarity of the data with
respect to the previous Plans. No significant differences between men and women can be observed,
as a whole, although in both workplaces the population of women is much higher among the total
number of people who join the organisation.

Staff by seniority rank (M/M and W/W)

Men Total
0-5 years 75.00% 81.25%
6-10 years 5.56% 6.25%
11-20 years 19.44% 12.50%

General Total loJoRe[0b7S 100.00%

Staff by seniority rank (M/W)

Men ‘
OWZEA 100.00%

XV 100.00%
11-20 years LR 100.00%
General Total P X173 100.00%

Average seniority (M/W)

Men
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4.25 years

IDIBGI - M2 IDIBGI - Trueta

Total

[N Women! Total

0-5 years 78.26% 80.85% 0-5 years 81.82%
6-10 years 8.70% 7.45% 11-20 years 13.64%
11-20 years [EERILA 11.70% 6-10 years 4.55%
Total 100.00% 100.00% Total [N [1)74 100.00%

This is a population of mid to low seniority, a pattern that is repeated both in relation to the structural
staff and the research staff.

It should be mentioned, however, both within the structure and research group, that the greatest
balance between men and women occurs in the section with the greatest seniority, which shows that
the feminisation of the organisation has been particularly accentuated in the last 10 years.

Structure Research

Men Total Men Total
0-5 years VAWV  75.76% 0-5 years VERPA 82.68%
6-10 years 0.00% 6.06% 6-10 years 6.90% R0
11-20 years RV 18.18% 11-20 years 2y 11.02%
Total )1 [0)79 100.00% Total L0 [0)79 100.00%

Total Total
0-5 years 100.00% 0-5 years 100.00%
6-10 years 100.00% 6-10 years 100.00%
11-20 years 100.00% 11-20 years 100.00%
Total 100.00% Total 100.00%
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Seniority differences in total personnel by level/category (M/W)

0-5 years 6-10 years 11-20 years Total

Structure - Deputy Director 100.00% 0.00% 0.00% 100.00%

Structure - Administration 77.78% 0.00% 22.22% 100.00%

66.67% 0.00% 33.33% 100.00%
Structure - Director 100.00% 0.00% 0.00% 100.00%

Structure - Management 0.00% 100.00% 0.00% 100.00%

Structure - Supervisor 62.50% 12.50% 25.00% 100.00%

Men 100.00% 0.00% 0.00% 100.00%

Structure - Technician 84.62% 0.00% 15.38% 100.00%

Men 66.67% 0.00% 33.33% 100.00%
Research - Administration 75.00% 25.00% 0.00% 100.00%

Men 100.00% 0.00% 0.00% 100.00%
Research - Nursing 92.86% 0.00% 7.14% 100.00%

0.00% 0.00% 100.00% 100.00%
Research - Research R1 100.00% 0.00% 0.00% 100.00%

Men 100.00% 0.00% 0.00% 100.00%

Research - Research R2a 62.50% 12.50% 25.00% 100.00%
Men 50.00% 0.00% 50.00% 100.00%
Research Research R2b 80.00% 20.00% 0.00% 100.00%
Research Research R2i 50.00% 50.00% 0.00% 100.00%
100.00% 0.00% 0.00% 100.00%

Research Research R3 42.86% 28.57% 28.57% 100.00%

50.00% 50.00% 0.00% 100.00%
Research Research R4 0.00% 33.33% 66.67% 100.00%

0.00% 50.00% 50.00% 100.00%

Research - Laboratory 88.46% 0.00% 11.54% 100.00%

Men 66.67% 0.00% 33.33% 100.00%
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Research - Supervisor 60.00% 0.00% 40.00% 100.00%

100.00% 0.00% 100.00%

Research - Technician 88.46% 3.85% 7.69% 100.00%

100.00% 0.00% 100.00%
Total 81.25% 6.25% 12.50% 100.00%

Seniority differences in total personnel by level/category (General (M/M and W/W)

0-5years 6-10 years 11-20 years Total
Structure - Deputy Director 0.77% 0.00% 0.00% 0.63%

Structure - Administration 5.38% 0.00% 10.00% 5.63%

Men 1.54% 0.00% 5.00% 1.88%
Structure - Director 0.77% 0.00% 0.00% 0.63%

Structure - Management 0.00% 10.00% 0.00% 0.63%

Structure - Supervisor 3.85% 10.00% 10.00%  5.00%

Men 0.77% 0.00% 0.00% 0.63%
Structure - Technician 8.46% 0.00% 10.00% 8.13%

Men 1.54% 0.00% 5.00% 1.88%
Research - Administration 2.31% 10.00% 0.00% 2.50%

Men 0.77% 0.00% 0.00%  0.63%
Research - Nursing 10.00% 0.00% 5.00% 8.75%

Men 0.00% 0.00% 5.00% 0.63%
Research - Research R1 20.77% 0.00% 0.00% 16.88%

Men 5.38% 0.00% 0.00% 4.38%
Research - Research R2a 3.85% 10.00% 10.00% 5.00%
Men 0.77% 0.00% 5.00% 1.25%
Research - Research R2b 3.08% 10.00% 0.00% 3.13%

Research - Research R2i 0.77% 10.00% 0.00% 1.25%
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Men 0.77% 0.00% 0.00% 0.63%
Research - Research R3 2.31% 20.00% 10.00% 4.38%

Men 0.77% 10.00% 0.00% 1.25%
Research - Research R4 0.00% 10.00% 10.00% 1.88%

Men 0.00% 10.00% 5.00% 1.25%

Research - Laboratory 17.69% 0.00% 15.00% 16.25%

Men 3.08% 0.00% 10.00% 3.75%
Research - Supervisor 2.31% 0.00% 10.00% 3.13%

Men 1.54% 0.00% 0.00% 1.25%

Research - Technician 17.69% 10.00% 10.00% 16.25%

Men 3.85% 0.00% 0.00%  3.13%
Total 100.00% 100.00% 100.00% 100.00%

IDIGBI's activity, organised around research and knowledge transfer projects, involves a series of
positions of a non-stable type at the R1 (Predoctoral Researcher) and R2 (Post-doctoral Researcher)
levels, since the researchers enrol in temporary projects and during their academic consolidation
process (tenure) they are subject to continuous mobility between different research groups and
institutions.

On the other hand, research positions at level R3 (Consolidated Research Staff) and R4 (Lead Research
Staff), although they have the highest percentage of the population among the newest staff, reflect
greater permanence.

Along these lines, it should be pointed out as a factor that largely explains these figures that the
development of a scientific career is usually linked to the execution of specific projects, programmes

or grants of a certain duration which often stimulates the mobility and change of centres.

Differences in seniority in research staff by level/category (General)

0-5years 6-10years 11-20years Total

Research - Administration 2.86% 12.50% 0.00% 3.15%
Research - Nursing 12.38% 0.00% 7.14% 11.02%
Research - Research R1 25.71% 0.00% 0.00% 21.26%
Research - Research R2a 4.76% 12.50% 14.29% 6.30%
Research - Research R2b 3.81% 12.50% 0.00% 3.94%
Research - Research R2i 0.95% 12.50% 0.00% 1.57%
Research - Research R3 2.86% 25.00% 14.29% 5.51%
Research - Research R4 0.00% 12.50% 14.29% 2.36%
Research - Laboratory 21.90% 0.00% 21.43% 20.47%

12
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Research - Supervisor 2.86% 0.00% 14.29% 3.94%
Research - Technician 21.90% 12.50% 14.29% 20.47%
General Total 100.00% 100.00% 100.00% 100.00%

Differences in seniority in structural personnel by level/category (General)

0-5 years 6-10 years 11-20 years Total

Structure - Deputy Director 4.00% 0.00% 0.00% 3.03%
Structure - Administration 28.00% 0.00% 33.33% 27.27%
Structure - Director 4.00% 0.00% 0.00% 3.03%
Structure - Management 0.00% 50.00% 0.00% 3.03%
Structure - Supervisor 20.00% 50.00% 33.33% 24.24%
Structure - Technician 44.00% 0.00% 33.33% 39.39%
Total 100.00% 100.00% 100.00% 100.00%

By Department, and logically also with the fact that it is an organisation with a streamlined workforce
that concentrates resources in the positions of direct contribution of value, the bulk of the
Departments or units with the largest population contain a more "junior" population, a trend that is
the opposite in the case of departments and units made up of fewer people and that develop
eminently corporate functions:

Differences in staff seniority by department (General Structure)

0-5years 6-10 years 11-20 years Total

Administration and Finances 83.33% 0.00% 16.67% 100.00%
Research Ethics Committee for Medicines (CEIM)  50.00% 0.00% 50.00% 100.00%
Purchases and Contracting 0.00% 0.00% 100.00% 100.00%
Communication 100.00% 0.00% 0.00% 100.00%
Management Team 66.67% 33.33% 0.00% 100.00%
Statistics 0.00% 0.00% 100.00% 100.00%
Scientific Management 100.00% 0.00% 0.00% 100.00%
Computing 100.00% 0.00% 0.00% 100.00%
Innovation and Transfer 100.00% 0.00% 0.00% 100.00%
Legal 100.00% 0.00% 0.00% 100.00%
Laboratories and Operations 0.00%  100.00% 0.00% 100.00%
Sponsorship 100.00% 0.00% 0.00% 100.00%
Risk Prevention 0.00% 0.00% 100.00% 100.00%
Projects 100.00% 0.00% 0.00% 100.00%
Human Resources 100.00% 0.00% 0.00% 100.00%
Total 75.76% 6.06% 18.18% 100.00%

Differences in staff seniority by department (General Research)
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0-5 6-10 11-20
years years years Total

Others 100.00% 0.00% 0.00% 100.00%
Biobank 85.71% 0.00% 14.29% 100.00%
General Surgery 100.00% 0.00% 0.00% 100.00%
Ageing, Disability and Health 100.00% 0.00% 0.00% 100.00%
Descriptive epidemiology, genetics and cancer

prevention 100.00% 0.00% 0.00% 100.00%
Cardiovascular genetics 75.00% 10.00% 15.00% 100.00%
Haematology 66.67% 0.00% 33.33% 100.00%
Medical Imaging 100.00% 0.00% 0.00% 100.00%
Laboratories and Operations 100.00% 0.00% 0.00% 100.00%
Digestive diseases 85.71% 14.29% 0.00% 100.00%
Metabolism and Cancer 66.67% 33.33% 0.00% 100.00%
Nephrology 100.00% 0.00% 0.00% 100.00%
Neurodegeneration and Neuroinflammation 80.00% 0.00% 20.00% 100.00%
Nutrition, Eumetabolism and Health 93.75% 6.25% 0.00% 100.00%
Obesity and cardiovascular risk 80.00% 0.00% 20.00% 100.00%
Cerebrovascular Pathology 85.71% 0.00% 14.29% 100.00%
Clinical Research - ICO 80.00% 20.00% 0.00% 100.00%
Clinical Research - ICS 0.00% 0.00% 100.00% 100.00%
Maternal-Foetal metabolic research 50.00% 0.00% 50.00% 100.00%
Chromosomal replication 75.00% 25.00% 0.00% 100.00%
Respiratory 80.00% 0.00% 20.00% 100.00%
Vascular Health 84.62% 0.00% 15.38% 100.00%
General Total 82.68% 6.30% 11.02% 100.00%

b) Age.

In terms of age, this is a population made up mostly of the young and middle-aged, with respect to
which no significant differences are seen between the sexes.

The average age of w omen is 35 (in line with the general average age of the workforce, which is 36),
while in the case of men, the age is significantly higher, reaching 37. The Trueta centre is noticeably
older, especially in the case of women, but no difference is observed due to gender.

In relation to the previous Equality Plan, it is noteworthy that there has been a natural increase in the
average age, especially in the case of women (who in the previous reference period were 33.7 years
old) and, to a lesser extent in men (who in 2017 had an average age of 37.4 years), although the
tendency remains for the female population as a whole to be younger than that of men.

As already highlighted in the previous Plan, the youth of the workforce can be due to several factors:

- Onthe one hand, the IDIBGI is a relatively young entity (2005), although the Dr. Josep Trueta
Private Foundation, from which it originates, dates from 1995.
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On the one hand, scientific careers are usually linked to specific temporary projects, and, on
the other hand, mobility between different research entities is highly valued, as this
contributes to a broader research background.

There are budgetary and legal limitations on increasing the workforce and formalising
indefinite contracts.

Researchers and principal investigators (responsible for the different research groups),
generally older and more experienced, are hired by the different centres and entities that
make up the IDIBGI (ICS, UdG, IDI, ICO, IDIAP).

The high degree of qualification required of research staff can be a relevant aspect when
determining the age of the workforce, as access to higher and tertiary education has increased
exponentially in recent years decades.

Staff by age range (General)
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Staff by age range and work centre (General and M/W)
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16 - 25 anys 5 12 -7 140,00 %
26 - 35 anys 7 32 -25 -357.14 %
36 - 45 anys 3 21 -18 -600,00 %
46 - 55 anys 7 4 3 42,86 %
= BB anys 1 2 -1 -100.00 %
Total 23 71 -48 -208.70 %
Average Median Mode
Dona 34 33 34
Home 37 34 48
Total 35 34 34

16 - 25 anys 1 7 £ -600,00 %
26 - 35 anys [} 2 =15 250,00 %
36 - 45 anys 4 1 -7 -175,00 %
46 - 55 anys 2 13 -1 -550.00 %
> 56 anys 1 -1 -100,00 %
Total 13 53 -40 =307.69 %
Average Median Mode
Dona v 34 32
Home a7 35 42
Total a7 35 32

Staff by age group and group (General and M/W)

Regarding collectives, and logically with the different nature of the tasks carried out, there is an older
age among the structural staff, a pattern that occurs very similarly between men and women.
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26 - 35 anys 1 9 -8 -800.00 %
36 - 45 anys 1 7 - -500.00 %
46 - 55 anys 2 5 3 -150,00 %
= 56 anys 1 2 -1 -100,00 %
Total 7 26 =19 271,43 %
Average Median Mode
Dona 39 38 24
Home 40 42 63
Total 39 38 24

Research
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16 - 25 anys 4 16 -12 300,00 %
26 - 35 anys 12 44 =32 -266.67 Y%
36 - 45 anys 3 25 -19 316,67 %
46 - 55 anys T 12 -5 -71.43 %
> 56 anys 1 -1 =100,00 %
Total 29 98 69 23793 %
Average Median Mode
Dona 34 3z 29
Home 36 34 42
Total 35 32 29
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By level, it is noteworthy that the population gap in the highest age levels is narrower than in the case

of the younger age groups.

It would be necessary to analyse to what extent this trend is maintained over time, a fact that could
point to a possible slowdown in women's careers as a result of the coincidence in time, in the stages
prior to reaching these levels, periods of maternity and childcare and, therefore, of greater difficulty
in meeting or completing the access requirements. It should be noted that the research career is very
competitive and just now the calls and evaluations are incorporating the gender perspective to allow

for maternity gaps for women.

Age differences in research staff by department (General)

26-35 46-55
16-25 years years 36-45 years | years 55- years | Total

Others 0.00% 50.00% 0.00% 0.00% | 50.00% | 100.00%
Biobank 28.57% 42.86% 14.29% 14.29% 0.00% | 100.00%
General Surgery 0.00% 100.00% 0.00% 0.00% 0.00% | 100.00%
Ageing, Disability and Health 100.00% 0.00% 0.00% 0.00% 0.00% | 100.00%
Descriptive epidemiology, genetics and cancer

prevention 0.00% 50.00% 0.00% 50.00% 0.00% | 100.00%
Cardiovascular genetics 10.00% 55.00% 20.00% 15.00% 0.00% | 100.00%
Haematology 0.00% 33.33% 66.67% 0.00% 0.00% | 100.00%
Medical Imaging 0.00% 50.00% 50.00% 0.00% 0.00% | 100.00%
Laboratories and Operations 100.00% 0.00% 0.00% 0.00% 0.00% | 100.00%
Digestive diseases 14.29% 42.86% 14.29% 28.57% 0.00% | 100.00%
Metabolism and Cancer 33.33% 0.00% 66.67% 0.00% 0.00% | 100.00%
Nephrology 33.33% 33.33% 0.00% 33.33% 0.00% | 100.00%
Neurodegeneration and Neuroinflammation 20.00% 50.00% 20.00% 10.00% 0.00% | 100.00%
Nutrition, Eumetabolism and Health 12.50% 50.00% 31.25% 6.25% 0.00% | 100.00%
Obesity and cardiovascular risk 0.00% 40.00% 40.00% 0.00% 20.00% | 100.00%
Cerebrovascular Pathology 14.29% 42.86% 42.86% 0.00% 0.00% | 100.00%
Clinical Research - ICO 20.00% 50.00% 10.00% 20.00% 0.00% | 100.00%
Clinical Research - ICS 0.00% 0.00% 100.00% 0.00% 0.00% | 100.00%
Maternal-Foetal metabolic research 0.00% 50.00% 50.00% 0.00% 0.00% | 100.00%
Chromosomal replication 25.00% 50.00% 0.00% 25.00% 0.00% | 100.00%
Respiratory 40.00% 0.00% 60.00% 0.00% 0.00% | 100.00%
Vascular Health 7.69% 46.15% 15.38% 30.77% 0.00% | 100.00%
General Total 15.75% 44.09% 25.20% 13.39% 1.57% | 100.00%

Age differences in structural personnel by department (General)
16-25 years | 26-35years |36-45years |46-55years |55-years Total

Administration and Finances 16.67% 16.67% 16.67% 33.33% 16.67% | 100.00%
Research Ethics Committee for

Medicines (CEIM) 0.00% 0.00% 0.00% 100.00% 0.00% 100.00%
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Purchases and Contracting 0.00% 0.00% 50.00% 50.00% 0.00% 100.00%
Communication 50.00% 50.00% 0.00% 0.00% 0.00% | 100.00%
Management Team 0.00% 0.00% 33.33% 33.33% 33.33% | 100.00%
Statistics 0.00% 0.00% 100.00% 0.00% 0.00% | 100.00%
Scientific Management 0.00% 50.00% 50.00% 0.00% 0.00% 100.00%
Computing 50.00% 50.00% 0.00% 0.00% 0.00% | 100.00%
Innovation and Transfer 0.00% 100.00% 0.00% 0.00% 0.00% | 100.00%
Legal 0.00% 100.00% 0.00% 0.00% 0.00% | 100.00%
Laboratories and Operations 0.00% 0.00% 100.00% 0.00% 0.00% | 100.00%
Sponsorship 0.00% 0.00% 0.00% 0.00% 100.00% | 100.00%
Risk Prevention 0.00% 0.00% 100.00% 0.00% 0.00% | 100.00%
Projects 40.00% 40.00% 20.00% 0.00% 0.00% | 100.00%
Human Resources 0.00% 100.00% 0.00% 0.00% 0.00% | 100.00%
General Total 15.15% 33.33% 24.24% 18.18% 9.09% | 100.00%

In this sense, even though Law 14/2011 on Science, Technology and Innovation, and also the
implementation rules of the different grants and projects contemplate suspensions and extensions of
the same in case of maternity (strictly referred to the post-partum period legally established), in order
to facilitate the reconciliation of scientific and family careers, there is scientific evidence that
demonstrates that the current criteria for assessing academic merit affect women more than men,
since the pace of publication slows down during the early years of child care and attention.

By combining the ages with the blocks of seniority, this hypothesis would be presented as a general
problem that could affect both women when joining the organisation, as well as once they have been
incorporated and having acquired certain sections of seniority, reason for which it is important to
observe whether this situation can also be manifested in the IDIBGI, although at present, no data
appears that allow it to be clearly confirmed.

c) Attached Staff.

IDIBGI, to carry out its research, counts on the collaboration of many people who are not directly
employed by IDIBGI but have work contracts in hospitals and/or related bodies. Such personnel are
registered as attached staff and are classified according to the relationship they have with the
institution, in order to be able to report data and take into account the entire IDIBGI community.

It is important to look at this entire IDIBGI collective and not just the hired staff (analysis that is carried
out throughout this diagnostic document) given that there are many people who participate in the
research and are part of the IDIBGI research groups. In the graph below we can see the gender gap of
the entire IDIBGI group classified according to their position.
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TIGADOR/A INVESTICADOR/A NVESTICADOR/A RESPONSABLE DE

RINCIPAL GRUP

In the previous table we see the gender gap that shows the large presence of women in the initial
research career categories such as Personal Researcher in training and Personal Researcher Doctorate,
while leadership positions generally continue to be occupied by men.

2.2.  Access to the organisation.

a) Recruitment process.

The IDIBGI, within the framework of the European Commission's requirements for obtaining the HRS4R
seal, has included in its Personnel Recruitment Manual the recommendations of the recruitment policy
of the European Research Area (OTM-R, open, transparent and merit-based recruitment of research
staff) and completed the OTM-Rcheck-list through which the organisation's commitment to
respecting gender equality in selection processes is declared.

PROCEDIMENT COoDI DATA REV. APROVAT

diB’ i

dinvestigacio

G- aoarens I'\r Manual de seleccié de | oo pec.001 | 22/03/2021 | 05 Anna Ribas
I personal

. Josep Trusta

Modificacié: Revisié continguts segons objectius segell HRS4R Pagina: 2 de 20

OBJECTE

El Manual de seleccid és |a guia per la incorporacié de personal a I'lDIBGI a carrec d’un projecte de recerca,
un assaig clinic, I"estructura de la institucié o un grup de recerca. El Manual té com a objectiu definir unes
practiques i procediments de contractacié oberts, transparents i basats en els mérits dels candidats/es, en la
linia de I'informe OTM-R (Open, Transperent and Merit-Based Recruitment of Researchers) de I'Espai Europeu
de Recerca i resta de normativa aplicable. De la mateixa manera, la politica de seleccié s'alinea amb els
principis d’igualtat de génere, transparéncia i proteccio de dades que ja esta implementant la institucio.

La Comissid interna del HRS4R de I'IDIBGI va elaborar aquest Manual de Seleccié intern per la contractacié
de personal en el marc del Pla d'Accié del HR Excellence in Research 2014-2018.

The objective is to ensure that the person chosen is a suitable candidate, as well as that the selection
is as agile, structured and effective as possible, and is carried out in accordance with current and
applicable legal regulations.
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It is a process articulated in different phases and in which different people participate, also integrated

in different departments and units:

DIAGRAMA DE FLUX DEL PROCES

necessitat d'incorporar personal
v

2. Enviar la plantilla de descripcid

de la plaga i el procediment de
seleccié al promotor

A 4

3. Definir les caracteristiques de

la plaga i el procediment de
seleccid

o

1. Identificar i comunicar la J

Descripeié de la plaga
RRH-FOR-007

4. Validar la
disponibilitat

S'atura el procés o es busquen
recursos o altres opcions i es

econdmica reprén el procés.

) |

Model anunci web
RRH-FOR-008

5. Codificar la convocatoria i
preparar I'oferta de treball

—

8. Recepcionar i arxivar els CV i
comunicar-ho als candidats/es

seleccié

Web difusié ofertes 6. Constituir el comité de
RRH-DOC-025

7. Publicar i difondre I'oferta de
treball

Fitxa d'avaluacié
RRH-FOR-009

Correus procés seleccid

RRH-DOC-024

9. Enviar la documentacié dels
candidats/es al comité de
selarrid

10. Comprovar I'elegibilitat
dels candidats/es

¥

13. Comunicar als candidats/es
no preseleccionats els resultats

+

12. Convocar els candidats/es

preseleccionats a I'entrevista candidats/es fer la

preseleccid

i

11. Avaluar el CV dels

'

" i Gui6 entrevista seleccid
14. Realitzar les e.ntrewstes de ARH-DOC025
seleccié

15. Avaluar les entrevistes de
seleccié

i

¥

—

19. Comunicar als candidats/es
no seleccionats els resultats

18. Convocar el candidat/a i

16. Comunicar els resultats de 17. Publicar la resolucié a la web
I'avaluacié a RRHH de I'ldIBGi
comprovar I'acceptacio.

a q Procediment contractes
‘ 20. Tramitar la contractacié J<| SR EoRioos

¥

Model resclucic
RRH-FOR-010

22. Acollida per part del
promotor

¥

‘ 21. Acollida per part de RRHH H
Manual d’Acollida
RRH-DOC-044

23. Avaluacié del procés de Fitxa d’avaluacio procés de seleccid
seleccid RRH-FOR-012

!

Constitution of the Selection Committees for Research staff
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1) Director IDIBGI
2) Expert cientific (membre del SAB)

Date: 01/12/2022

consolidat (R3)

(R4) 3) Gerent

4) Técnic RRHH

1) Director IDIBGI
Investigador/a 2) Investigador/a lider

3) Investigador/a consolidat d’un altre grup
4) Técnic RRHH ifo gerent

Investigador/a post-
doctoral sénior (R2a)

1) Investigador/a lider i/o consolidat
2) Investigador/a post-doctoral sénior d’un altre grup
3) Técnic RRHH

Investigador/a post-
doctoral junior (R2b)

1) Investigador/a lider i/o consolidat
2) Investigador/a post-doctoral junior o sénior (del mateix grup o diferent)
3) Tecnic RRHH

Investigador/a pre-
doctoral (R1)

1) Investigador/a lider i/o consolidat
2) Investigador/a post-doctoral jinior o sénior (del mateix grup o diferent)
3) Técnic RRHH

There are specific regulations for the description of the vacant position and for the incorporation of
staff. Based on these, the definition of the profile takes into consideration objective aspects directly
linked to the characteristics of the position that is intended to be filled, identifying these

characteristics, as well as its purpose, its key responsibilities, requirements regarding experience,
technical knowledge and skills, and working conditions (which include the essential elements of
context within which the tasks inherent to the position will be carried out).

Institut
d'Investigacié
Biomédica

de Girona

Dr. Josep Trueta

Descripcio de la plaga i RRH
1r procediment per la 18/02/2021 02 Anna Ribas
. s g FOR-007
incorporacio de personal
Modificacid: Revisié continguts segons objectius segell HRS4R Pagina: 1de2

Likewise, there are job descriptions that objectively structure the characteristics, requirements and
contributions of each position:

e Job Title: use of neutral language in all cases.

e (Category
e Family
e Required training

e Experience required and/or to be valued

e Transversal skills

e Basic and technical skills

e Dependency
e Authority
e Responsibilities

As can be seen in the attached examples, these elements are all relevant, indispensable and neutral
from a gender perspective. It is recommended to revise the content to apply parity in language at all

times.

Example Description Position
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PROCEDIMENT coDl DATA REV.  DEPT./AREA

RRH-DOC-004 | 06/04/2021 | 02 Anna Ribas

Fitxa de treball Valoritzaci |
Transferéncia

Modificacié: Actualitzacié descripcid tasques | pagina: 2003 |

dIBq PROCEDIMENT DATA  REV. DEPT./AREA
- gy m"“",::xl’:::‘"“m RRH-DOC-004 | 06/04/2021 | 02 Anna Ribas
‘ ; Or. Josep Trueta
1 Modificacid: Actualitzacid descripcié tasques Pagina: 1de3
s « Técnic/a en Valoritzacié i Transferéncia
Cotgnus « Técnic/a
amflia * Administracié i Suport a la recerca
 Llicenciatura/grau en I'area de les ciéncies de la salut i/o socials.
Formaci6 necessaria * Formacié relacionada amb la gestié de la Propietat Intel-lectual i Industria,
gestié de I+D, i Innovaci6 o Transferéncia Tecnoldgica, o similar.
. ia en innovacié i/o gestié de projectes
i/oa valorar o Experiéncia en el sector hospitalari i/o de la recerca i/o inddstria
* Comunicacié
* Iniciativa
 Aprenentatge i utilitzacié de coneixements
* Autoconfianga
Compatincles « Compromis amb 'organitzacié
. * Creativitat
o Flexibilitat
 Networking
« Planificacié i organitzacié
« Treball en equip i cooperacié
« Domini del catala escrit i parlat
« Domini del castella escrit i parlat
‘Competéncies basiques i | » Nivell alt d’anglés escrit i parlat
« Nivell mig de Word i Excel
Nivell mig de Word i Excel
* Coneixements en gesti6 de patents, models d'utilitat.
* Coneixements legals sobre la Llei de Propietat Intel-lectual i altra normativa
. i ;
. i/o Direccio/Geré
Autoritat —
Responsabilitats:
+  Innovacié:

— Interaccié amb els grups de recerca. Identificacié de projectes i/o idees d'innovacié amb
potencial de transferéncia.

~ Suport en la promocié de la cultura i i activitats

~ Suport en la deteccid i promocié d’oportunitats de negoci.

*  Transferéncia

— Ordenar i gestionar els projectes i patents del portafoli d'innovacié.
—  Suport a avaluacié técnica i comercial de projectes.

en la seva recerca

— Legal. Suport als. en les relacions amb
(preparacié CDA, Lol. Contacte advocats si s'escau)

—  Legal: identificacié col-laboracions no regulades, avaluacié i accions correctores. Preparacid i
revisié convenis i contractes.,

—  Propietat Intel-lectual & Industrial. Suport als investigadors en temes Pl , contacte agents de
patents i gestié documentacié.

—  Suport al personal investigador en matéria de start-up i spin-off.
*  Gestié de coneixement
—  Crear el mapa del coneixement d'IDIBGI.
~ Fomentar col-laboracions amb altres centres CERCA i empreses de I'entorn.

—  Networking.

*  Visibilitat: afavorir difusié marca IDIBGI, dels seus investigadors, dels seus interessos | activitats.

+ Formacié investigadors (interna & externa): patents i marques, procés valoritzacis, procés
i actuals, Organitzacié seminaris.

Qualitat:
* Congixer i complir les normes de qualitat establertes i, actuar d'acord amb les instruccions rebudes.
* Aportar suggeriments i participar en la millora continua de les activitats desenvolupades.
* Garantir la ialitat de la inf la que afecta a la proteccié de dades
personals.

Medi ambient:

o Aplicar les instruccions de gestia de residus.

+ Aplicar les instruccions i consells sobre la reduccié de consum d'energies | materials.
Seguretat laboral:

* Complir les instruccions de prevencié de riscos laborals.

Examples of Job Offers

g tstet
dlB Slomedes Unié Europea ‘r
Gi B Sosep Tueta A et g

== pag 1. T Péq. 3 i€ Page 5
CCONVOCATORIA REF.: 005-2022
BASES DE LA CONVOCATORIA.
PLACA CONVOCADA.
Es convoca el procés selectiu per a la cobertura de 1 plaga de recerca a INSTITUT D’INVESTIGACIO
BIOMEDICA DE GIRONA DR. JOSEP TRUETA (IDIBGI), per formar part de la Unitat d'Investigacié Clinica,
liderada per la Dra. Martin, en la segiient categoria professional:
Técnic/a de Recerca Clinica

Funcions a per la persona

~  Facilitar el desenvolupament efectiu dels assaigs al centre seguint la normativa legal i els principis
de investigacié amb éssers humans.

—  Realitzacié de visites d'inici, itoritzaci i

~  Notificar els esdeveniments adversos greus (SAE's) d"acord a la normativa vigent .

— Introduir les dades als quaderns de recollida de dades i entrenaments CRD. Dur a terme la
resolucié de quéries.

~  Revisari actualitzar procediments envers el protocol dels assajos clinics i addendes dels mateixos.

— Realitzar  registrar en 'AppUIC el document guia de protocol i fitxa d'assaig. Coordinar els circuits
entre serveis i notificar I'obertura d'assajos als serveis col-laboradors.

~  Registrar pacients AppUIC durant I'assaig clinic. Monitoritzar visites, transaccions de sistemes
(registres, aleatoritzacions). Supervisar el compliment del protocol i mantenir actualitzats els
documents administratius de l'assaig, controlar la gesti6 de SUSARs, correspondéncia i
manteniment arxiu.

Requisits dels aspirants:
~  Titulacié en Ciéncies de la Salut i Vida.
~  Coneb i ics pel que fa al i explotacié de bases de dades.

~  Coneixements d’anglés cientific. Nivell mig-alt.
~  Habilitat en la resolucié de conflictes, planificacié i gestié del temps i dels recursos.
~  Actitud proactiva i treball en equip.

-
A8 mme b

= rig1. I Pég. 3 55K Pages

CONVOCATORIA REF: 013-2022
BASES DE LA CONVOCATORIA.
PLACA CONVOCADA.

Es convoca el procés selectiu per a la cobertura de 1 plaa a INSTITUT D'INVESTIGACIO BIOMEDICA
DE GIRONA DR. JOSEP TRUETA (IDIBGI) per formar part del i
liderat pel Dr. Brugada en la seguent categoria professional:

Infermer/a de recerca

Funcions a desenvolupar per la persona contractada:

- Reclutament de pacients pels estudis de recerca

-~ Citacié de persones per a la participacié a I'estudi.

-~ Realitzacié de mesures d'exploracié fisica.

- Realitzacié d'extraccié de sang.

- Recollida de la informacié necessaria per a la realitzacié i avaluacié del projecte.

Requisits dels aspirants:
- Grau/ diplomatura en infermeria.

Es valorara:

- Experiéncia en assajos clinics.

= Persona responsable | creativa, amb aptituds per treballar a un lloc on és important la interaccié
amb altres grups de professionals per tal d’obtenir els millors resultats.

~  Persona emprenedora, creativa i amb capacitat organitzativa per a gestionar el volum de feina.

S'ofereix:

- Jornada: Parcial. 20h/setmana

- Durada: 5 anys aproximadament.

~  Incorporacié prevista: 01/04/2022

~ Les retribucions brutes anuals inherents a la plaga objecte de la present convocatbria, seran
fixades en funcié de Fexperiéncia aportada i les aptituds dels candidats.

Presentacié de Sol-licituds:
Enviar una Carta Presentacid, fent explicita la Referéncia de la plaga i la motivacié personal de la
5 i dels merity

sol-licitud, adjuntant-hi el Curriculum Vitae i |; its i de la
titulacié obtinguda.

Lloc de Presentacié:

Per correu electrdnic al mail borsadetreball@idibgi.org (indicar a assumpte Ia referéncia de la placa)

As can be seen in the attached "job posting" examples, all offers explicitly include the commitment of
the organisation to respect the principle of equality and non-discrimination during the course of the
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selection process and the ratification and accession to the Principles of the European Charter for

research staff, the Code of Conduct for the selection of research staff and the open, transparent and

meritocratic selection process promoted by the European Commission and for the Equal Opportunity

Policies:

Termini Presentacié:
Des de la publicacié d’aquesta convocatoria fins el 28 de febrer de 2022.

La contractacio s’efectuara segons el previst en Iarticle 15 del Reial Decret Legislatiu 1/1995, de 24 de
marg, pel qual s’aprova el text refés de la Llei de I’Estatut dels Treballadors, d’acord amb el que disposa
I’art. 2 del Reial Decret 2720/98, de 18 de desembre (B.O.E. de 8 de gener de 1999), Llei 12/2001, de
9 de juliol (B.O.E. de 10 de juliol) i disposicions concordants.

Es té en compte el principi d’igualtat de tracte entre homes i dones, d’acord amb [article 14 de la
Constitucié Espanyola, la Directiva 2006/54/CE del Parlament Europeu i del Consell i el previst en la Llei
Organica 3/2007,de 22 de marg, i la Llei 17/2015, de 21 de juliol, per la igualtat efectiva de homes i
dones.

Es té en compte 'accessibilitat universal de les persones amb discapacitat segons el RD Legislatiu
1/2013, de 29 de novembre, pel que s'aprova el Text refés de la Llei General de drets de les persones
amb discapacitat i de la seva inclusié social, fent especial referéncia als articles 35 i seglients on es

regulen les garanties del dret al treball.

Regarding the interviews, and in order to preserve the requirements of merit and ability, beyond
regulating, as we have seen before, the conditions on which the Selection Committees will be set up,
there is also a Guideline to carry out the interview process in a structured way.

[ Institut PROCEDIMENT coDI DATA REV. APROVAT
d I B d‘_lrlve_st!gacid > . >
< ey Guié e";:e":::o':zl“'e“"’ RRH-DOC-026 | 23/03/2021 | 1 Anna Ribas
G I Dr. Josep Trueta P
| Modificacié: Actualitzacié del document Pagina: 1de1
The video “Recruitment Bias in Research Institutes”

(https://www.youtube.com/watch?v=g978T58gELo) has begun to be disseminated among the

members of the Selection/Evaluator Committee, in which attention is drawn to the existence of
certain gender biases specific to the sector, and which may affect them, such as:

Aspects related to their capacity (independence) in the case of joint research: to the extent
that the independence of women generally tends to be questioned more.

The use of informal information about candidates: which can incorporate subjective biases
depending on the scope and nature of contact networks.

The interpretation of reference letters: to the extent that they generally incorporate subjective
biases that favour men.

The influence of first impressions at the time of meeting the candidates: for example, the
"halo" effect or the affinity bias.

The questioning of competences: which is clearer in the case of female candidates compared
to their male counterparts.

The evaluation criteria: that if they are defined globally, they negatively affect women.
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e The link very often made between commitment and motherhood: which clearly negatively
affects women to the extent that they are the ones who mostly assume the functions of
guardianship and care of minors and other dependent family members.

Finally, and in order to promote the maximum dissemination of job offers, the "job postings" are
published and disseminated through different channels:

e Official routes:
o Institutional website www.IDIBGI.org
o Internal communication
o EURAXESS (in case of categories between R1-R4)
e Otherroutes:
o Specialised websites (Biocat, COIG, COIB, Rediris...)
o Linkedin
o Universities...

There is no automated database that allows detailed quantitative information to be obtained on the
applications received and their behaviour throughout the selection process and until the time of hiring,
from a gender perspective. In any case, the current distribution of the workforce means that such a
lack is not particularly relevant.

b) Hiring.

Regarding the contractual relationship, a greater ratio of temporary employment is observed among
women than among men.

In general terms, this is a significant difference, since among all women 80.65% are subject to a
temporary contract, while among all men, the figure drops to 66.67%.

Distribution of the population by type of Distribution of the population by age groups
employment (total workforce) (total workforce)
@Dona @Home @Indefinit @ Temporal

100

50
60 25
R
0 14 13 [

16 -25anys 26-35anys 36-45anys 46 -55anys > 56 anys

50

Indefinit Temporal
Distribution of the population by type of Distribution of the population by age groups
employment (IDIBGI — M2) and type of contract (IDIBGI — Trueta)
@ Dona @Home ®Dona @Home
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When analysing the data linking the type of recruitment to age, there are no significant differences
between men and women. The average age among women with an indefinite contract is 42 (in the
case of men, 47). And in the case of temporary contracts, the average age of women is 33 (in the case
of men it drops a little to 31).

Temporary Hiring vs. Indefinite per Area (M/W)

Total
Indefinit
e Temporary

Administration and Finances 8.33% 0.00% 2.78% 3.75%
Others 0.00% 0.00% 0.00% 1.25%
Biobank 16.67% 0.00% 5.56% 4.38%
General Surgery 0.00% 0.00% 0.00% 0.63%
Research Ethics Committee for Medicines

(CEIM) 0.00% 0.00% 0.00% 1.25%
Purchases and Contracting 8.33% 0.00% 2.78% 1.25%
Communication 0.00% 0.00% 0.00% 1.25%
Ageing, Disability and Health 0.00% 4.17% 2.78% 0.63%
Descriptive epidemiology, genetics and cancer

prevention 0.00% 4.17% 2.78% 1.25%
Management Team 0.00% 0.00% 0.00% 1.88%
Statistics 0.00% 0.00% 0.00% 0.63%
Cardiovascular genetics 16.67% 29.17% 25.00% 12.50%
Scientific Management 0.00% 0.00% 0.00% 1.25%
Haematology 0.00% 0.00% 0.00% 1.88%
Medical Imaging 0.00% 8.33% 5.56% 2.50%
Computing 0.00% 4.17% 2.78% 1.25%
Innovation and Transfer 0.00% 4.17% 2.78% 0.63%
Legal 0.00% 0.00% 0.00% 0.63%
Laboratories and Operations 0.00% 0.00% 0.00% 1.25%
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Digestive diseases 0.00%
Sponsorship 8.33%
Metabolism and Cancer 0.00%
Nephrology 0.00%
Neurodegeneration and Neuroinflammation 8.33%
Nutrition, Eumetabolism and Health 0.00%

Obesity and cardiovascular risk

Cerebrovascular Pathology

Risk Prevention
Projects
Clinical Research - ICO

Clinical Research - ICS

8.33%
0.00%
8.33%

0.00%
0.00%
0.00%

Maternal-Foetal metabolic research 0.00%

Human Resources
Chromosomal replication
Respiratory

Vascular Health

General Total

0.00%
8.33%
8.33%
0.00%
100.00%

Temporary Hiring vs. Indefinite by Workplace (M/W)

Date: 01/12/2022

8.33%
0.00%
0.00%
0.00%
8.33%
8.33%
0.00%
0.00%
0.00%
4.17%
8.33%
0.00%
0.00%
0.00%
4.17%
0.00%
4.17%
100.00%

Men

Indefinite = Temporary

Deputy Director 0.00%
Administrator 8.33%
IT Assistant Administrator 0.00%
HR Administrator 0.00%
Reception Administrator 0.00%
Senior Administrator 0.00%
Concierge 8.33%
Director 0.00%
Director 0.00%
Nurse 0.00%
Senior Nurse 8.33%
Consolidated Researcher (R3) 0.00%
Lead Researcher (R4) 16.67%
Senior Associate Post-doctoral Researcher

(R2i) 0.00%
Junior Post-doctoral Researcher (R2b) 0.00%
Senior Post-doctoral Researcher (R2a) 8.33%
Predoctoral Researcher (R1) 0.00%

Bioinformatics Manager

CT Coordination Manager

Biob

ank Coordination Manager

8.33%
0.00%
8.33%

0.00%
4.17%
4.17%
0.00%
0.00%
0.00%
0.00%
0.00%
0.00%
0.00%
0.00%
8.33%
0.00%

4.17%
0.00%
4.17%
29.17%
0.00%
0.00%
0.00%

5.56%
2.78%
0.00%
0.00%
8.33%
5.56%
2.78%
0.00%
2.78%
2.78%
5.56%
0.00%
0.00%
0.00%
5.56%
2.78%
2.78%
100.00%

4.38%
0.63%
1.88%
1.88%
6.25%
10.00%
3.13%
4.38%
0.63%
3.13%
6.25%
0.63%
1.25%
1.88%
2.50%
3.13%
8.13%
100.00%

Total

0.63%
3.75%
0.63%
1.25%
0.63%
1.25%
0.63%
0.63%
0.63%
5.63%
3.13%
4.38%
1.88%

1.25%
3.13%
5.00%
16.88%
0.63%
0.63%
0.63%
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Manager of Administration and Finances 0.00% 0.00% 0.00% 1.25%
Manager of Statistics and Methodological

Advisement 0.00% 0.00% 0.00% 0.63%
Manager of Legal 0.00% 0.00% 0.00% 0.63%
Manager of Sponsorship 8.33% 0.00% 2.78% 0.63%
Manager of International Projects 0.00% 0.00% 0.00% 0.63%
Head of Project Management 0.00% 0.00% 0.00% 0.63%
LDG Laboratory Manager 0.00% 0.00% 0.00% 0.63%
Laboratory and Operations Manager 0.00% 0.00% 0.00% 0.63%
Head of IECm Secretariat 0.00% 0.00% 0.00% 0.63%
Junior Communication Technician 0.00% 0.00% 0.00% 0.63%
Senior Communication Technician 0.00% 0.00% 0.00% 0.63%
Laboratory Technician 0.00% 8.33% 5.56% 9.38%
Senior Laboratory Technician 16.67% 8.33% 11.11% 6.88%
Senior Risk Prevention Technician 8.33% 0.00% 2.78% 0.63%
Research Technician 0.00% 8.33% 5.56% 8.75%
Junior Research Technician 0.00% 4.17% 2.78% 0.63%
Senior Research Technician 0.00% 8.33% 5.56% 6.25%
Senior HR Technician 0.00% 0.00% 0.00% 0.63%
CT Economic Technician 0.00% 0.00% 0.00% 0.63%
Technician in Economic Management of

Junior Projects 0.00% 0.00% 0.00% 0.63%
Project Management Technician 0.00% 0.00% 0.00% 1.25%
IT Technician 0.00% 0.00% 0.00% 0.63%
Innovation and Transfer Technician 0.00% 4.17% 2.78% 0.63%
Junior Technician in Project Management 0.00% 4.17% 2.78% 0.63%
Senior Technician in Quality and Public

Procurement 0.00% 0.00% 0.00% 0.63%
Support Technician in Management and

Scientific Management 0.00% 0.00% 0.00% 1.25%
General Total 100.00% 100.00% 100.00% 100.00%

No correlation is observed between level of training and type of recruitment, beyond the one already
mentioned regarding pre- and post-doctoral research staff, where due to regulatory issues, the
temporary contracts are more common when linked to research projects. There are also no significant
differences due to gender.

Hiring method and training level (total workforce)
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c) Terminations of the employment contract.

Throughout the 2021 financial year, 24 contract terminations have been carried out, the majority due
to the arrival of the final term of the contract. This contingency has affected women more than men,
a fact that seems consistent with the fact that a greater number of temporary contracts are also

concentrated among women.

Even so, comparing the data between each group, among women, 16.9% are affected by the

terminations, with 8.3% in the case of men:

Number of terminations by motive thereof (M/W)

20

Dona Home

. Resignation
. End of contract
. Trial period

A correlation is observed between the gender of the person who heads the Department or unit

affected by the terminations and their greater volume.

Terminations by gender of the hierarchically responsible person (M/W)
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54.17%

50%

33,33%

33%

0%

Home

A7T%

Dona

@0ona @Home

Female Manager | Male Manager | General Total

Women 8 13 21
Resignation 4 7 11
End of contract 3 6 9
Trial period 1 1
Men 1 2 3
Resignation 1 1
End of contract 2 2
General Total 9 15 24

:01/12/2022

In any case, the special impact of the resignations should be pointed out, a fact that can also show the
particular talent retention problem that some research centres have, to the extent that they are not
as competitive as other area institutions (university, public administration) and companies.

2.3.

Horizontal segmentation3

The organisation is structured around the following organisational chart:

1

Comissié Delepada

‘Businens Development Unit (BOU)

3 Remember that the data reflect the population as a whole that has occupied the various positions over the
course of the year and not the static situation as of 31 December 2021. The analysis has taken this dynamic view
with the aim of being able to analyse whether the rotations that may have occurred over time may have a gender
bias or are neutral.
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Of the population as a whole, 79.3% currently correspond to research staff and 20.6% to structure
management staff. Among the research staff as a whole, 77.1% are women compared to 22.8% of
men. And with regard to management staff, a similar ratio is observed (78.8% women vs. 21.2% men).

Analysing the distribution of the female and male population by department, a certain professional
segmentation is initially observed, although it is not conclusive given the small population existing in

some of these departments.

Personnel by Department (Structure) (M/W)

\Y[1W Total
Administration and Finances 1 6
Research Ethics Committee for Medicines (CEIM)
Purchases and Contracting

Communication

Management Team

Statistics

Scientific Management

Computing

Innovation and Transfer

Legal

Laboratories and Operations

Sponsorship

Risk Prevention

Projects

w U R, R, R P, NN PR WD NN

Human Resources

Total

w
w

Personnel by Workplace (Structure) (M/W)

Total

Deputy Director

Administrator

IT Assistant Administrator

HR Administrator

Reception Administrator

Senior Administrator

Concierge

Director

Director

Manager of Administration and Finances
Manager of Statistics and Methodological Advisement

Manager of Legal

R R R N R R R R B N R W R

Manager of Sponsorship
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Manager of International Projects
Laboratory and Operations Manager
Head of IECm Secretariat

Junior Communication Technician

Senior Communication Technician

Senior Risk Prevention Technician

Senior HR Technician

Technician in Economic Management of Junior Projects
Project Management Technician

IT Technician

Innovation and Transfer Technician
Junior Technician in Project Management

Senior Technician in Quality and Public Procurement

N B R R R N R R RB R R R R @R

Support Technician in Management and Scientific Management

] s

In this regard, it should be remembered that absolute population data, given that in many cases we
are talking about positions occupied by only one person, require a global and longitudinal analysis that
observes behaviour over time. At the moment, and in view of the current situation and in relation to
the weight they have within the organisation as a whole, women are under-represented:

Total

e Innovation and transfer
e Sponsorship
e Risk Prevention*

Separate mention must be made in relation to the departments of:

e Purchases and Contracting
o |T*

In this case, there is no purely under-representation, since the distribution between men and women
reaches parity, although in relation to the overall weight of the female population within the
organisation (77.5%) we can observe a lower weight that, in any case, would be necessary to continue
over time to rule out any gender-related explanation.

*Areas where the IDIBGI has an agreement with the Trueta Hospital in order to be able to have the service in
exchange for financing a contract. It does not represent the actual % of the predominant gender in the service.

Conversely, the departments where the presence of women is higher than that of the assigned
population (that is, there is a higher percentage of women compared to their general weight within
the population as a whole) are:

e Administration and Finances
e Ethics Committee

e Communication

e Management Team

e  Statistics

e Scientific Management
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o Legal
e Laboratory and Operations
e HR

Personnel by Department (Structure) (M/W)

Niiamen EYR ererai Tota

Administration and Finances 16.67% 100.00%
Research Ethics Committee for Medicines (CEIM) 0.00% 100.00%
Purchases and Contracting 50.00% 100.00%
Communication 0.00% 100.00%
Management Team 0.00% 100.00%
Statistics 0.00% 100.00%

Scientific Management 0.00% 100.00%
Computing 50.00% 100.00%
Innovation and Transfer 100.00% 100.00%
Legal 0.00% 100.00%
Laboratories and Operations 0.00% 100.00%
Sponsorship 100.00% 100.00%
Risk Prevention 100.00% 100.00%
Projects 20.00% 100.00%
Human Resources 0.00% 100.00%
Total 21.21% 100.00%

In the case of Research staff, taking as a reference only staff hired by the IDIBGI, again making the
same assessment made above regarding structural staff, and making the comparison with respect to
the weight they currently have within the whole of the population, women would be under-
represented in:

e Ageing, disability and health
e Chromosome compilation

In relation to the population weight of women on the entire workforce (77.5%), we observe a lower
percentage in the following Departments:

e Biobank

e Descriptive and genetic epidemiology

e Cardiovascular genetics

e Medical image

e Digestive diseases

e Neurodegeneration/Neuroinflammation
e |CO Clinical Research

It is, however, a population distribution that falls within the parameters of balanced representation.
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Conversely, the departments where the presence of women is higher than that of the assigned

population are:

e General Surgery

e Haematology

e Laboratory / Operations

e Metabolism and Cancer

e Nephrology

e Nutrition, eumetabolism and health
e Obesity and cardiovascular risk

e Cerebrovascular pathology

ICS clinical research
Maternal-foetal metabolic research
Chromosomal replication
Respiratory

Vascular Health

Personnel by Department (Research) (H/D)

Total
Others 2
Biobank 7
General Surgery 1
Ageing, Disability and Health 1
Descriptive epidemiology, genetics and cancer prevention 2
Cardiovascular genetics 20
Haematology 3
Medical Imaging 4
Laboratories and Operations 1
Digestive diseases 7
Metabolism and Cancer 3
Nephrology 3
Neurodegeneration and Neuroinflammation 10
Nutrition, Eumetabolism and Health 16
Obesity and cardiovascular risk 5
Cerebrovascular Pathology 7
Clinical Research - ICO 10
Clinical Research - ICS 1
Maternal-Foetal metabolic research
Chromosomal replication 4
Respiratory 5
Vascular Health 13
Total 127
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Men Total
Others (ONo[o}Z8 100.00%
Biobank pARYS78 100.00%
General Surgery ((N0[o}78 100.00%
Ageing, Disability and Health uKo[oNo[0}79 100.00%

Descriptive epidemiology, genetics and cancer prevention SlONe[0p7 100.00%
Cardiovascular genetics N[0 100.00%
Haematology (oNe[0}78 100.00%
Medical Imaging BloNe[0}78 100.00%
Laboratories and Operations (No[0M78 100.00%
Digestive diseases pARYA/ 100.00%
Metabolism and Cancer (ONe[0)Z8 100.00%
Nephrology (N0[ob78 100.00%
Neurodegeneration and Neuroinflammation RIONo[o}ZN 100.00%
Nutrition, Eumetabolism and Health PR3 100.00%
Obesity and cardiovascular risk pLONe[0}Z8 100.00%
Cerebrovascular Pathology (N0[ob78 100.00%
Clinical Research - ICO pLON0OMZ8 100.00%
Clinical Research - ICS (N0[ob78 100.00%
Maternal-Foetal metabolic research (Ne[0)Z8 100.00%
Chromosomal replication BIONe[oFZ ) 100.00%
Respiratory pLON0OMZ8 100.00%
Vascular Health AN 100.00%
Total R4 100.00%

Personnel by Workplace (Research) (M/W)

Total

w

Administrator

Senior Administrator

Nurse

Senior Nurse

Consolidated Researcher (R3)

Lead Researcher (R4)

Senior Associate Post-doctoral Researcher (R2i)

Junior Post-doctoral Researcher (R2b)

cO U1 N W N U1 © -

Senior Post-doctoral Researcher (R2a)

N
~

Predoctoral Researcher (R1)
Bioinformatics Manager
CT Coordination Manager

Biobank Coordination Manager

N =

Head of Project Management
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LDG Laboratory Manager
Laboratory Technician
Senior Laboratory Technician
Research Technician

Junior Research Technician
Senior Research Technician

CT Economic Technician

Total

2.4. Vertical segmentation and female under-representation?.
The IDIBGI has a professional classification system for both research staff and management staff.

The criteria for the allocation to the different levels or categories is determined on objective criteria
generally applicable to the field of research. In the case of people assigned to "Research" profiles (R4,
R3, R2 and R1), the criteria are based on:

e The ability to publish in impact magazines.
e The ability to obtain competitive research projects.
e The ability to direct and lead the search for R2 and R1 profiles.

In the case of research staff not properly classified as “Research” (that is, those who cannot be
assigned to the previous levels), the criteria are based on:

e The duration of their professional experience.

e The greater or lesser complexity of the tasks performed.

e Greater or lesser degree of autonomy in carrying out assigned tasks.
e The level of knowledge and/or training.

CATEGORIA NIVELL REQUISITS

4 Remember that the data reflect the population as a whole that has occupied the various positions over the
course of the year and not the static situation as of 31 December 2021. The analysis has taken this dynamic view
with the aim of being able to analyse whether the rotations that may have occurred over time may have a gender
bias or are neutral.
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[ Titol de Doctor/a i dilatada experigncia (min. 10 anys) i qualitat
cientffica. Ha realitzat estades de recerca en centres externs
(preferiblement internacionals). Lidera un grup de recerca integrat
per diferents linies i varis projectes de recerca com a IP. Manté un
alt i sostingut nivell de produccid cientifica com a dltim o autor de

correspondencia en revistes d'impacte. Contribueix a nivell
nacional i internacional a la seva area de recerca (participa en
xarxes, jornades i/o congressos, és avaluador). Coordina i
supervisa el personal del seu grup. Assegura el finangament i
recursos del grup. Contribueix a la gestio de I'IDIBGI. Respon
directament davant la Direccié.

[ Titol de Docter/a i experiéncia (min. 5 anys) i qualitat cientifica. Ha
realitzat estades de recerca en centres externs (preferiblement
internacionals). Lidera una linia de recerca dins un grup i com a
minim és IP d'un projecte de recerca. Manté un alt i sostingut
nivell de produccié cientifica com a primer/a o dltim/a o autor/a
de dencia o stor/a principal. Ci a nivell
nacional i internacional a la seva area de recerca (participa en
xarxes, jornades i/o congressos). Supervisa i orienta personal

wvestigador més junior. Treballa amb un alt nivell

lependéncia. Respon davant el/la Cap de grup.

Titol de Doctor/a i experiéncia (min. 5 anys) en varis projectes de
recerca. Es primer autor/a o autor/a de correspondéncia o co-
autor/a de publicacions. Contribueix a nivell nacional a I'area de
recerca del seu grup (participa en xarxes, jornades i/o congressos).
Es adjunt/a al Cap de Grup (R4) i contribueix a assegurar el
financament i recursos del grup (redacta projectes) i a la seva
gestid. Supervisa i orienta personal investigador més junior.
Treballa amb un alt nivell d'independéncia. Respon davant el/la
Cap de grup.

Titol de Doctor/a i experiéncia (min. 3 anys) en un minim d'un
projecte de recerca. Es primer/a o autor/a de correspondencia o
co-autor/a principal de publicacions. Contribueix a nivell nacional a
I'area de recerca del seu grup (participa en xarxes, jornades ifo
congressos). Es adjunt/a al/la Cap de Grup (R4) i contribueix a
assegurar el finangament i recursos del grup (redacta projectes) i/o
a la seva gestié. Orienta personal investigador més junior. Respon
davant el Cap de grup.

Titol de Doctor/a i experiéncia (min. 5 anys) en varis projectes de
recerca. Ha realitzat estades de recerca en centres externs
(i Manté un nivell de

produccid cientifica com a primer/a o autor/a de correspondéncia
o co-autor/a principal. Contribueix a nivell nacional a I'area de
recerca del seu grup (participa en xarxes, jornades i/o congressos).
Supervisa i orienta personal investigador més junior. Treballa en
col-laboracié amb el/la Cap de Grup (R4) o Investigador/a
consolidat/da (R3). Respon davant el/la Cap de Grup.

Titol de Doctor i experiéncia (min. 3 anys) en un minim d'un
projecte de recerca. Es primer/a o autor/a de correspondéncia o
co-autor/a principal de publicacions. Contribueix a nivell nacional a
I'area de recerca del seu grup (participa en xarxes, jornades i/o
congressos). Treballa sota la supervisié d'un/a investigador/a
senior (R2a, R3 o R4). Respon davant el/la Cap de Grup.

Date: 01/12/2022
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Reuneix les condicions per inscriure’s en un programa de doctorat
(titol uni i de grau o equi i master). No es req

Ha de defensar la tesi doctoral en un
periode de 3 a 7 anys. Treballa sota la supervisi6 d'una

/a senior (R2a, R3 o R4). Respon davant el/la Cap de

Grup.

anivell de L o grau o dilatada experiéncia en
I'area minima de 5 anys. Imprescindible anglés nivell B2*.

ix direcci6 de lab i, projecte gran o infraestructura
amb solidesa, iniciativa, depén directament del Cap de Grup, té un
lequip sota la seva responsabilitat.

Formacio a nivell de Llicenciatura o grau o dilatada experiéncia en
I'area minima de 5 anys. Imprescindible anglés nivell B2*.
Assumeix direccié de laboratori, projecte gran o infraestructura
amb solidesa, iniciativa i depén directament del/la Cap de Grup.
No té persones a carrec.

Formacié a nivell de Llicenciatura o Grau especialitzada en I'area
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades

- |dins un dep: t, minm 4 anys & en la posicié,
[domina la seva area actuacié. Raporta a un professional de rang
superior

aci6 a nivell de Lli o Grau en l'area

que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades
dins un departament, minm 3 anys experiéncia en la posici6 i
comenca a guanyar polivaléncia dins |'area. Raporta a un
professional de rang superior

Formaci a nivell de Llicenciatura o Grau especialitzada en I'area
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades
dins un dep: Raporta aun i de rang superior

In the case of Structure staff, they are hired according to the concurrence of objective criteria such as:

e The strategic or operational/technical nature of the functions performed.
e Greater or lesser degree of autonomy in carrying out assigned tasks.

e The greater or lesser level of responsibility.

e The level of knowledge and/or training.
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CATEGORIA REQUISITS

Formaci6 a nivell de Llicenciatura o grau o dilatada experiéncia en

|I'area minima de S anys. Imprescindible anglés nivell B2*.

i d jecte b solide iniciativa, depén nivell 3
directament de la Direcci6, té un equip sota la seva responsabilitat

i és Cap Departament

|Formacié a nivell de Liicenciatura o grau o dilatada experiéncia en
[I'area minima de 5 anys. Imprescindible anglés nivell B2*.

ivell
Acimal diraciid da o} b solidesa, niciativa i depén ke
directament de la Direccié. Es Cap d'un Departament Unipersonal
%6 8 nivell d o grau iéncia en l'area
minima de 5 anys. Imprescindible anglés nivell B2*. Assumeix nivell 1

direccié de projectes per primera vegada, depén directament de la
Direccié i col.labora amb gics

) 6 a nivell de 0 Grau enl'area

que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades
dins minm 4 anys experiéncia en la posicié, nivell 3
|domina la seva area actuacié. Raporta a un professional de rang
|superior

|Formacié a nivell de Llicenciatura o Grau especialitzada en I'area
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades
dins minm 2 anys iéncia en la posici6 i nivell 2
|comencga a guanyar polivaléncia dins 'area. Raporta a un
|professional de rang superior

ESTRUCTURA

Formaci6 a nivell de Llicenciatura o Grau especialitzada en |'area
[que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades nivell 1
dins un departament. Raporta a un professional de rang superior

Formacid a nivell de Grau Superior Administracié. Amb experiéncia
minima de 5 anys en el carrec | que tot | desenvolupar tasques nivell 3
ho fa amb solidesa i iniciativa.

Fo cid a nivell Grau Mig
minima de 3 anys en el carrec. Desenvolupa tasques nivell 2
administratives amb autonomia

ESTRUCUTURA

Grau Mig Administracié o Batxllerat, sense experiéncia.
basiques.

nivell 1

tasques

No es requereix formacié. Realitza els serveis necessaris
(manteniment, paqueteria, seguretat, recepcid...) per garantir el nivell 1
correcte funcionament de la Unitat.

Based on this classification, the distribution of the population by level shows how women are solely
under-represented at the R4 Research-Investigation level.

Distribution of the population by levels (M/W)

Estructura - Adjunt/a a Direccid
Estructura - Administracié

Estruclura - Direccid

Estructura - ncia
Estructura - Responsable
Estructura - Téen
Recerca - Administracia
Recerca - Infermeria
Recerca - Investigacio R1
Recerca - Investigacit R2a
Recerca - Investigacit R2b
Recerca - Investigacid R2i
Recerca - Investigacid R3
Recerca - Investigacio R4
Recerca - Laboratori
Recerca - Responsable

Recerca - Técnicla &0,77%

0% 50% 100%
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Regarding the presence of women in positions of responsibility and management, 18 command
positions have been reported in 2021, which are distributed as follows.

Distribution of the population by command positions (M/W)

Total
Head of Research Group 3
Director 1
Director 1
Head of Department 11
Project/Infrastructure Manager 2
Total 18

Head of Research Group 100.00%
Director 100.00%
Director 100.00%

100.00%
100.00%
100.00%

Head of Department

Project/Infrastructure Manager

Total

Analysing the data, by age group, it is observed that the life cycle (generally associated with the tasks
of caring for children and dependent people) is not an obstacle to accessing or occupying decision-
making positions.

Distribution of the population with managerial responsibilities by age group (general staff)

o
o “

Rango Edad
Responsable de Projectelinfraestructura 100,00% @16 -25 anys
@26 - 35 anys
@36 - 45 anys
Cap de Grup de Recerca @46 - 55 anys

= 56 anys

Responsable de Departament

Distribution of the population with managerial responsibilities by age groups (Women)
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Cap de Grup de Recarca

Diractara 100,00%

Rango Edad

Gerent @16 - 25 anys

@26 - 35 anys
@36 - 45 anys
@46 - 55 anys

Responsable de Projecla/infrasstruciura

®> 56 anys

Responsatde de Departament [ 42 BE%

Distribution of the population with managerial responsibilities by age groups (Men)

Cap de Grup de Recarca

Rango Edad

@16 - 25 anys
@26 - 35 anys
Responsable de Departament
@36 - 45 anys

@46 - 55 anys

@> 56 anys

Nor is seniority, a factor that traditionally tends to penalise women, but it is not shown to be a relevant
factor in the case of the IDIBGI.

Distribution of the population with managerial responsibilities by length of service (general staff)

0-5years 6-10years 11-20years Total

Head of Research Group 0.00% 10.00% 10.00% 1.88%
Director 0.77% 0.00% 0.00% 0.63%
Director 0.00% 10.00% 0.00% 0.63%
Head of Department 5.38% 10.00% 15.00% 6.88%
Project/Infrastructure Manager 0.77% 0.00% 5.00% 1.25%

Total 100.00%  100.00% 100.00% 100.00%
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Distribution of the population with managerial responsibilities by seniority (Women and Men)

0-5years 6-10years 11-20 years Total

Head of Research Group 0.00% 10.00% 10.00% 1.88%
0.00% 10.00% 5.00% 1.25%

Director 0.77% 0.00% 0.00% 0.63%
Director 0.00% 10.00% 0.00% 0.63%
Head of Department 5.38% 10.00% 15.00% 6.88%
Men 2.31% 0.00% 0.00% 1.88%
Project/Infrastructure Manager 0.77% 0.00% 5.00% 1.25%

Total 100.00%  100.00% 100.00% 100.00%

In the case of management personnel, in any case, the presence of women in managerial positions is
more evident.

Distribution of the population with managerial responsibilities among the structural group (M/W)

Total
Director 100.00%
Director 100.00%

100.00%
100.00%

Head of Department

Total

In the case of research staff, compared to the management group, there is a lower presence of women,
which is significantly below the representative balance.

Distribution of the population with managerial responsibilities among the research group (M/W)

Men Total
Head of Research Group FINYAZ8 100.00%
Head of Department CINyAZ8 100.00%
Project/Infrastructure Manager (ONe[0}78 100.00%
Total ryX:x7/4 100.00%

These data, similar to those observed at similar or comparable institutions, show how the classification
criteria have a greater impact on women, given that the context in which research and publication
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requirements are developed coincides in time with the periods of motherhood and raising small
children. This means that the IDIBGI may in a certain way be receiving the consequences of some
academic criteria to accessing higher categories that do not integrate the gender perspective, to the
extent that they focus eminently on one type of activity (research of impact) and not in others
(teaching activity, dissemination, "ordinary" publication or knowledge transfer) that are not so
affected by maternity-related processes.

This thesis, when we compare men and women within the same group, seems supported as a
hypothesis, once we correlate managerial position, age and seniority.

Distribution of the population with managerial responsibilities among the research group by age
groups (General)

36-45 46-55
16-25 years 26-35years years years 55-years Total

Head of Research Group 0.00% 0.00% 2.50% 4.35%  20.00% 1.88%
Director 0.00% 0.00% 0.00% 0.00%  20.00% 0.63%
Director 0.00% 0.00% 0.00% 4.35% 0.00% 0.63%
Head of Department 0.00% 4.48% 7.50% 17.39%  20.00% 6.88%
Project/Infrastructure

Manager 0.00% 0.00% 5.00% 0.00% 0.00% 1.25%
Total 100.00% 100.00% 100.00%  100.00% 100.00% 100.00%

Distribution of the population with managerial responsibilities by age (Women and Men)

16-25 years 26-35 years 36-45 years 46-55 years 55- years Total

Head of Research Group 0.00% 0.00% 2.50% 4.35% 20.00% 1.88%

4.35% 20.00%

Director 0.00% 0.00% 0.00% 0.00% 20.00% 0.63%
Director 0.00% 0.00% 0.00% 4.35% 0.00% 0.63%
Head of Department 0.00% 4.48% 7.50% 17.39% 20.00% 6.88%

8.70% 20.00% 1.88%

Project/Infrastructure
Manager 0.00% 0.00% 5.00% 0.00% 0.00% 1.25%

Total 100.00% 100.00% 100.00% 100.00%  100.00% 100.00%
Although the data cannot be conclusive due to the small male population, a correlation can be
observed between horizontal and vertical segmentation. In other words, there is a greater recurrence
of male managerial positions in those departments where men are more represented.
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People with managerial responsibilities by Department (M/W)

Administration and Finances
Head of Department
Biobank
Head of Department

Research Ethics Committee for Medicines (CEIM)

Head of Department
Management Team

Director

Director
Statistics

Head of Department
Cardiovascular genetics

Head of Department

Project/Infrastructure Manager
Legal

Head of Department
Laboratories and Operations

Head of Department
Sponsorship

Head of Department
Nutrition, Eumetabolism and Health

Project/Infrastructure Manager
Obesity and cardiovascular risk

Head of Research Group
Projects

Head of Department
Clinical Research - ICS

Head of Department
Maternal-Foetal metabolic research

Head of Research Group
Chromosome compilation

Head of Research Group

il General Total

R R PR, WRLRNRLRNNO®O

2

o

R R R NRRRE R

1

=)}

P NRNRRERERURWOR

Date: 01/12/2022

As mentioned at the beginning of the document, in section 1.1 c¢) Attached Staff, it is interesting to
keep in mind the IDIBGI collective as a whole, given that in many cases not all the staff of the research
groups have employment contract through IDIBGI, but also through other related institutions.

With regard to the presence of women in other decision-making and influential bodies within the
IDIBGI, it should be noted that there have been no clearly significant changes since the last Equality

Plan:

1)

In the Board of Trustees, the presence of women is 47%, compared to 52.9% of men. The
balance between men and women is within the parameter of balanced representation, but is
strongly conditioned by the designations from the Public Administrations with a presence on
the Board of Trustees.

5> We recall that the reality of the table presents accumulated data, where all the people occupying the referenced

positions in 2021 have been taken into consideration.
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Ex Officio Members®

Appointed members (Department of Health Generalitat de Catalunya)
Appointed members (Department of Research and Universities)
Appointed members (Rectory University of Girona)

Appointed members (Healthcare Institutions)

Appointed members (Secretary)

TOTAL

2) Inthe Management Commission, the presence of women is 37.5%, compared to 62.5% of men.
In this case, the criterion of balanced representation is not met, even though 75% of the
positions in this body are freely appointed by the corresponding Institutions.

Men
Chair
Appointed members (Department of Research and Universities)
Appointed members (Rectory University of Girona)
Appointed members (Healthcare Institutions)
Appointed members (Secretary)
TOTAL

2.5. Education.

In terms of education, it can be observed that although a representative balance between men and
women is generally maintained, women have a higher level of education than men.

Population distribution by education level (M/W)

Men General Total
A1/A - Doctorate, Honours or Degree 66.67% 72.50%
A2/B - Diploma / Technical Engineering 5.56% 9.38%
C1/C - Bachelor- VT or equivalent 25.00% 17.50%
C2/D - Primary / EGB 2.78% 0.63%
General Total 100.00% 100.00%

Population distribution by education level and professional level (M/W)

General Total

Al/A - Doctorate, Honours or Degree 72.50%
Structure - Deputy Director 0.63%
Structure - Administration 0.63%
Structure - Director 0.63%
Structure - Management 0.63%
Structure - Supervisor 5.00%

6 Health Councillor Generalitat de Catalunya, Councillor for Research and Universities Generalitat de Catalunya, Rector
University of Girona, General Director of Research of the Department of Business and Knowledge.
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Structure - Technician 8.33% 8.13%
Research - Nursing 0.00% 1.88%
Research - Research R1 19.44% 16.88%
Research - Research R2a 5.56% 5.00%
Research - Research R2b 0.00% 3.13%
Research - Research R2i 2.78% 1.25%
Research - Research R3 5.56% 4.38%
Research - Research R4 5.56% 1.88%
Research - Laboratory 0.00% 6.25%
Research - Supervisor 5.56% 3.13%
Research - Technician 11.11% 13.13%
A2/B - Diploma / Technical Engineering 5.56% 9.38%
Research - Nursing 2.78% 6.88%
Research - Technician 2.78% 2.50%
C1/C - Bachelor- VT or equivalent 25.00% 17.50%
Structure - Administration 5.56% 4.38%
Research - Administration 2.78% 2.50%
Research - Laboratory 16.67% 10.00%
Research - Technician 0.00% 0.63%
C2/D - Primary / EGB 2.78% 0.63%
Structure - Administration 2.78% 0.63%
General Total 100.00% 100.00%

Regarding the promotion of training within the organisation, the IDIBGI has a basic training protocol,
aimed at work research staff, attached research staff, administrative and support staff and hospital
resident staff, where it is established that:

1. Onthe one hand, its commitment to training, based on the premise that training must enable
the people who are part of the organisation to have the knowledge, skills and attitudes
appropriate to achieve both the strategic and operational objectives of the centre.

2. Ontheother hand, the process of communication and participation in the training programme.

Communication: specific dissemination for each of the training activities, indicating the
objectives of the training, contents, information about the training person, day, time,

modality and form of registration.

Participation: registrations for the trainings are made on the basis of a form attached to the
dissemination of each scheduled training action.

The organisation has a training needs detection system.

The training needs collected in the Training Plan are grouped by more or less homogeneous areas,
which allows for the identification of the following Training Areas:

e Mandatory and initial training.
e Transversal training and institutional values.
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e Transversal training in research.
e Cycles of conferences or seminars on different topics.
e Training in Research for Residents.

Date: 01/12/2022

As for the 2021 financial year, the IDIBGI allocated a total of 1,173 hours of training that were

distributed mostly among women (83.08% vs. 16.92%).

Training by subject (distribution of number of hours M/M and W/W)

ADGDO081PO Design, monitoring and evaluation of projects

C1 Advanced English

C2 Advanced English

Criminal Compliance

Funding Calls and Programmes - "Ready for Horizon Europe" Series of Webinars
Advanced Excel Course

Course in Intellectual Property in the Health and Biomedicine Sector

Health and Safety Emergency Plan, Fire Extinguishing and First Aid Equipment
Webinar course - The right to the protection of personal data and the right to
one's image

Scientific dissemination "Communicate your cCencia"
Code of ethics training, conduct and good practices
Data Protection Training

Data Protection Training

Management of toxic and hazardous waste
Communication skills for Management

Conference on practical cases of Electronic Bidding
Plan the Research Career

Research with a gender perspective

General Total

Training by category/level (distribution of number of M/W hours)

Director 0.00%
Structure - Deputy Director 0.34%
Structure - Administration 8.78%
Structure - Management 0.17%
Structure - Supervisor 2.86%
Structure - Technician 16.69%
Research - Administration 0.30%
Research - Nursing 0.85%
Research - Research R1 23.35%
Research - Research R2 0.09%

0.00%
15.11%
30.23%

0.00%

0.76%

0.00%

5.04%
12.09%

0.00%
3.78%
11.34%
16.12%
0.00%
4.03%
0.00%
0.00%
1.51%
0.00%

100.00%

General Total

Total
3.41%
28.13%
17.90%
0.00%
0.13%
2.56%
4.09%
12.27%

0.17%
2.13%
9.16%
13.13%
0.34%
4.77%
0.00%
0.20%
1.28%
0.34%
100.00%
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Research - Research R2a 2.02% 7.80%
Research - Research R2b 0.00% 5.67%
Research - Research R2i 1.01% 0.64%
Research - Research R3 18.39% 8.14%
Research - Research R4 3.27% 1.02%
Research - Laboratory 10.58% 11.89%
Research - Supervisor 5.79% 1.75%
Research - Technician 2.02% 9.67%
General Total 100.00% 100.00%

Of the total beneficiaries of training actions, 76.4% were women, compared to 23.5% of men.
Compared to the workforce data, of the female population as a whole, 88.3% have participated in
training actions, while in the case of men, the coverage rate is significantly lower at 84.8%. Regarding
the average number of hours, men and women are almost equal (3.6 hours for women and 3.1 hours
for men). As can be seen, no differences are observed due to gender.

All the training has been given in the work centre and during working hours.

The training programme on gender matters (Research in gender perspective) should be highlighted,
although with a residual impact.

2.6. Professional promotion.

The organisation does not operate with a system of professional promotion as understood in the
private sector, since vacancies are filled according to a public call system and, therefore, where the
same criteria apply which apply to the selection process.

Therefore, this section will analyse the career system based around the professional classification and
the skills assessment system.

In this sense, the organization is working on a standard staff evaluation system based on a skills map
(RHH-DOC-066). This is a map structured based on objective skills, well-defined and associated with
levelled behaviours, which allows us to avoid limiting subjective biases.

CORPORATE COMPETENCES
e INTEGRITY (INTE)
e COMMITMENT TO THE INSTITUTION (COMP)
SPECIFIC COMPETENCES
e ADAPTATION TO CHANGE/ FLEXIBILITY (FLEX) 4. SELF-CONFIDENCE (CONF)
e ANALYSIS CAPACITY (ANLI) 6. COMMUNICATION (COM)
e CREATIVITY (CREA)
e EMPATHY (EMPA)
e CONFLICT MANAGEMENT (GCON) 10. PROJECT MANAGEMENT (PROJ) 11. INITIATIVE (INIC)
e LEADERSHIP (LIDE) 13. NEGOTIATION (NEGO)
e ORDER AND QUALITY (QUAL) 15. CUSTOMER ORIENTATION (OCLI)
e RESULTS ORIENTATION (RESU) 17. INFORMATION SEARCH (INFO)
e RESISTANCE TO PRESSURE (PRES) 19. TEAMWORK (EQUI)
e STRATEGIC VISION (ESTR)
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As we said at the beginning of this section, since it is a public organisation, the promotion system is
articulated under the same scheme as any selection system, strictly subject to criteria of equality,
ability and merits.

No quantitative data is available to validate the integration of the gender perspective in these
processes.

2.7. Balance of personal, family and work life.

The amount of the ordinary working day at IDIBGI totals 1736 hours. The bulk of its population
performs this day:

Distribution of the population by type of working day (M/W)

100

o h @Dona

Atemps Atemps @Home
complart parcial

That is to say, the population employed at the IDIBGI is linked to the company for the most part
through full-time contracts and it is not possible to observe differences due to gender:

Distribution of the population by type of working day (M/W)

Men Total
Continuous FENOZ N 75.63%
Interrupted PENOOZ N 24.38%
Total [ X J0J78 100.00%

Distribution of the population by % of working hours (M/W)

Total
15% 0.63%
20% 0.63%
25% 2.50%
30% 0.63%
35% 0.63%
37.5% 2.50%
40% 0.63%
50% 6.25%
60% 0.63%
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625% 2.78%
75% 2.78%
77.5% 2.78%
80% 0.00%
87.5% 0.00%
93.75% 0.00%
100% 75.00%
Total 100.00%

100

e =
o

0-50% 51-T5%

4.38%
1.88%
0.63%
1.25%
1.88%
0.63%
74.38%
100.00%

@0ona
@Home

The average age of women with a part-time contract is 36.5. In the case of men, it is 38.8.

No significant differences are observed depending on the group, so there is no impact on the partiality
ratio depending on whether we are among the research and/or structural group.

Regarding the use of actions to balance personal, family and work life, 37 requests have been
registered, affecting 28 people, 82.4% women, a fact that correlates with the majority female

population in the organisation.

Comparing by population, no significant differences are observed due to gender, nor is age or seniority

particularly relevant in the use of these actions.

Work-life balance actions by seniority (General)

G- 10 anys

1 - 20 anys

Plantila %TG Plantila  Planfilla  %TG Plantila  Plantilla % TG Plantilla

0-5Sanys
Permis alletament 1 3.57%
Permis hospitalitzacial De. .. 1 38,29%
Permis matemitat 3 10.71%
Permis patemnitat 2 T.14%
Permis trasllat 1 39,29%
Total 24 85.71%

Z

3

10,71%

10,71%

1 357%

Work-life balance actions by seniority (Women)

0-5anys

6-10 anys
Plantila %TG Plantila  Plantilla %TG Plantila  Planfilla  %TG Plantilla

11 - 20 anys

Permis allstament 1 4,35%
Permis hospitalitzacial Da... a 39,13%
Permis matemnitat 3 13.04%
Permis trasllat 0 43,48%
Total 9 82,61%

Z

3

13,04%

13,04%

1 4,35%

1 4,35%

Work-life balance actions by seniority (Men)

0-5anys

Plantila

TG Plantilla
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40,00%
40,00%
20,00%
100,00%:

Permis hospitalitzacia/ De... 2
Permis paternitat 2
Parmis trasliat 1
Total 5

Work-life balance actions by age (General)

16 - 25 anys 26 - 35 anys 36 - 45 anys 46 - 55 anys > 56 anys
Flantilla %TG Plantila %TG Flantilla %TG Plantilla %TG Plantila %TG
Flantilla Plantilla Flantilla Flantilla Plantilla
Parmis alletamant 1 3,57%
Parmis hospitalitzacial De... 1 3,57% 2 7 14% B 2143% 6  2143%
Parmis maternitat 2 7,14% 1 357T%
Parmis paternitat 2 T.14%

Parmis trasllat 2 7.14% 4 14.29% 14,29% 1 357%
Total 3 10,71% T 2500% 1 39,29% 6 21,43% 1 3,57%
Work-life balance actions by age (Women)

16 - 25 anys 26 - 35 anys 36 - 45 anys 46 - 55 anys
Plantila %TG Plantila %TG Plantila %TG Plantilla %TG
Plantilla Plantilla Plantilla Plantilla
Permis alletamant 1 4,35%
Permis hospitalitzacial Da. .. 1 4,36% B 2609% & 26.09%
Permis maternitat 2 8,70% 1 4,35%
Permis trasllat 2 8,70% 4 17,39% 4 17.39%
Total 2 8,70% 6  26,00% 9 39,13% 6 26,00%

Work-life balance actions by age (Men)

16 - 26 anys 26 - 35 anys 36 - 45 anys = 56 anys
Plantila %TG Flartila %TG Flantila %TG Plantila %TG
Plantilla Plantilla Plantilla Plantilla
Permis hospitalitzacial Da... 1 20,00% 1 20,00%
Permis patemitat 2 40,00%
Permis trasllat 1 20,00%
Total 1 20,00% 1 20,00% 2 40,00% 1 20,00%

In terms of remote work, it is noteworthy the existence of an internal policy regulating the right to
telework that arose as a result of the Covid pandemic, which has taken into consideration the
assessment of the workforce around this form of organising work and is also sensitive to the risks
involved in terms of communication and the linking of people with teams and departments.

Interested workers can request up to a maximum of 2 days of telework per week, indicating
the days on which they want to work.

This request will be evaluated and, if appropriate, approved by the group leader, who has the
autonomy to organise his or her team.

Once the request has been approved, an agreement annexed to the employment contract of
the person involved will be formalised.

The commitment to respect the health and safety of teleworkers is established.

Likewise, the organisation undertakes to provide appropriate training in the field of Data
Protection and Health and Safety at Work.

Likewise, the organisation guarantees respect for daily and weekly rest times, permits and
holidays; a commitment is established to avoid telephone calls outside working hours; a
commitment is established to use scheduling formulas for emails to avoid their entry outside
the working day; and also the commitment to convening meetings, assessing their estimated
duration and avoiding holding them at the end of the day, all this within the framework of the
directives and best practices published by the Generalitat de Catalunya.
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In 2021, as a direct consequence of the lockdown imposed by the Covid-19 pandemic, 136 people have
used telework, 103 women and 33 men.

Population working remotely (M/W)

2.8. Health and anti-harassment protocol.

Although the sample is not statistically representative, of the 2021 medical leave register (23 people
affected), 86.9% correspond to processes suffered by women.

The absenteeism rate does not show significant differences between men (1.59%) and women (1.57%).

This absenteeism rate has had an unequal distribution, to the extent that it has affected 544 days and
an average of 18.7 days. If we break this data down by gender, we see that the average for women is
26.4 days, compared to 5.3 days for men. In fact, the incidence rate of this leave on the respective
affected group shows a noticeably worse balance for the female population (19.4% of its total affected
population, compared to 10.7% in the case of men).

The economic repercussions in case of absenteeism are mitigated, to the extent that the organisation
has recognised a 100% supplement to the salary in the cases of:

e Temporary disability for common illness or non-occupational accident that does not involve
hospitalisation (according to the scale established in the agreement of 28 November 2019.

e Leave resulting from work-related accident and occupational disease, up to a maximum of 18
months.

e Leave during pregnancy.

e Leave following surgical interventions.

e Leave involving hospitalisation.

e Leave resulting from gender violence.

e Leave resulting from oncological treatments.

e Leave resulting from assisted reproduction treatments or the breastfeeding period.

In 2015, the organisation carried out an Evaluation of Psychosocial Risks. Although it does not present
the data broken down by gender in order to be able to measure possible gender-based differences in
impact (it does do this by research group vs structure), it has specifically measured the risks derived
from the double presence (productive work and care work), with the following results:
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B\ B 11
Mai IRARY 6
No contesta [Missing] 1,82 1
P04a B 5empre
O Moltes vegades
DAlgunes vegades

O Només alguna vegada

OMai

E No contesta [Missing]

Pregunta  codi Resposta % N
Quina part de | P03 54
les feines
familiars i
domeéstiques Séc la/el principal responsable i faig la major part
fas detasques familiars i domestiques | 4444 | 24

Faig aproximadament la meitat de les tasques
familiars i doméstiques 38,89 21
Faig més o menys una quarta part de les tasques
familiars i doméstiques 14,81 8
Només faig tasques moltpuntuals | | |
No faig cap d’aquestes tasques o gairebé cap 1,85 1
No contesta [Missing] 1,82 1
P03 W Séc la/el principal responsable i
faig la major part de tasques
familiars i doméstiques
W Faig aproximadament la meitat
de les tasques familiars i
doméstiques
Faig més o menys una quarta
part de les tasques familiars i
doméstiques
" Només faig tasques molt
puntuals
= No faig cap d’aquestes tasques o
gairebé cap
" No contesta [Missing]
Pregunta codi Resposta % N
Si faltes algun dia de | pgga 54
casa, les feines
doméstiques  que Sempre 18,52 10
realitzes es queden Moltes vegades 14 81 8
sense fer? 19

Date: 01/12/2022
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Pregunta

codi

Resposta

alhora?

Hi ha moments que
necessitaries ser a
l'empresa i a casa

P04c

Sempre ]
Moltes vegades |

Algunes vegades

.54
PR )
3519| 19
3148 17

Mai
No contesta [Missing]

2222 12
1,82 1

P04c

O Moltes vegades

OAlgunes vegades

O Només alguna vegada

O mai

@ No contesta [Missing]

OSempre

Pregunta

codi

Resposta

%

Quan
I'empresa,
en les
domeéstiques
familiars?

ets a
penses
feines

P04b

Sempre
Moltesvegades |

Algunes vegades

1296 7
27,78
35,19

Mai

No contesta [Missing]

12407}
1,82 1

24%

34%

PO04b

OSempre

OMoltes vegades

OAlgunes vegades

OMNomés alguna vegada

OMai

ENo contesta [Missing]

Regarding the Anti-harassment protocol, the IDIBGI has a specific policy covering cases of
psychological harassment, sexual harassment, because of sex or sexual orientation and other types of
discrimination.
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In relation to sexual harassment, the concept typified in the regulations is replicated, and relates
behaviours that are associated with it, but without establishing levels of severity, and referring to them
as preventive actions:

El constitueix qualsevol comportament verbal, no verbal o fisic no desitjat d'indole sexual que tingui
com a objectiu o produeixi |'efecte d’atemptar contra la dignitat d’una persona o de crear-li un
entorn intimidador, hostil, degradant, humiliant, ofensiu o molest.

Decidir que una determinada conducta és sexualment indesitjada correspon sempre alfa la
receptor/a.

Per tant, I'assetjament sexual és un seguit de comportaments verbals, no verbals i/o fisics d’'indole
sexual, no volguts per la persona receptora, o bé un sol incident que pel seu caracter summament
ofensiu o delictiu pot constituir per si sol un cas d’assetjament sexual . Es una forma d’abus que
s’exerceix des d’una percepcid o sensacié de poder psiquic o fisic respecte a la persona assetjada i
que es pot donar en qualsevol ambit de relacié entre persones (laboral, docent, domestic, etc.),
sense que necessariament existeixi una superioritat jerarquica (veure annex 1 — Conductes de la
persona assetjadora i consequéncies).

e Evitar a I'entorn laboral I'existéncia de les conductes segiients:

o Comentaris sobre la vida privada, aparen¢a, condicid sexual, critiques permanents,
imitacions etc.

o Enviament de grafics, dibuixos i fotografies de contingut sexual explicit.

o Trucades telefoniques, missatges, correus electronics de contingut sexual.

o Agressions verbals (crits, insults, amenaces, desqualificacions ofensives etc.)

o Agressions fisiques, contacte fisic deliberat, apropament excessiu iinnecessari.

o Atacaments a les creences religioses, politiques, nacionals, de raca, condicions sexuals,
discapacitats etc.

o Qualsevol altre comportament que tingui com a causa o com a objectiu la discriminacio,
I'abus, la vexacid o la humiliacié de la persona.

As regards harassment based on sex, it is assimilated to harassment based on sexual orientation, when
harassment based on sex is typified in the regulations as a subtype of discriminatory harassment
associated with gender roles and not to sexual orientation:

El constitueix un comportament no desitjat relacionat amb el sexe o l'orientacié sexual d'una
persona en ocasié de I'accés al treball remunerat, la promocié en el lloc de treball, I'ocupacié o la
formacid, que tingui com a proposit o produeixi 'efecte d’atemptar contra la dignitat de la persona i
de crear-li un entorn intimidador, hostil, degradant, humiliant o ofensiu.

La consideracié d'assetjament per rad de sexe sempre exigeix una pauta de repeticié i acumulacié
sistematica de conductes ofensives (veure annex 1 — Conductes de la persona assetjadora i
conseguéncies).
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The protocol identifies the responsible roles in the preventive and corrective management of
harassment cases.

Likewise, it establishes an informal and formal action process, which can extend its duration up to 30
days, and which foresees the application of precautionary measures, although without specifying a
special protection towards the alleged victim.

It is not known that information and training actions have been carried out around the Protocol, nor
to employees, nor to the people who must directly participate in the investigation and resolution of
the cases.

2.9. Communication and non-sexist language.

The IDIBGI makes sure that in all its publications in physical support, appearances in the media and
presence in social networks, the image of women is represented. In the same way, it also promotes
the public dissemination of images in which women who occupy managerial positions in the
organisation appear, thus contributing to the construction of references of women in positions with
decision-making power:

K Metabolisme i K Mecenatge,
inflamacié Oncohematologia

Un nou tractament per L'Oncolliga Girona fa

a la Sindrome de una donacié per

I'Ovari Poliquistic impulsar una recerca

sobre el cancer d’ovari
de I'IDIBGI i I'lCO

K Tesi doctoral
X Cardiovasculari

respiratoria Tesi dgctorcl: ST
) ) Cognitive function in
Girona lidera un nou obesity: Interactions
projecte europeu per with the gut
millorar el diagnostic i microbiome

tractament de I'apnea
obstructiva del son
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Similarly, it participates publicly in awareness campaigns aimed at breaking horizontal segmentation
based on gender and favouring the presence of women in scientific professions:

idibgi - Follow
Idibgi

idibgi @ .. Des de I'DIBGI ens
sumem al #8M Dia de la Dona
Treballadora per reivindicar una
igualtat de génere que sigui efectiva en
tots els ambits, també en #ciéncia.
Celebrem els avengos fets, pero
encara queda molta feina per fer!

" Amb aquest fi, el nostre Institut té
un Pla d' #lgualtat des de I'any 2014, i
compta amb una Comissié d'lgualtat
aue en fa seauiment i vetlla peraué

Qv W

100 likes

Log in to like or comment.
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fiow) idibgi - Follow
|dibgi

@ idibgi & Des de I'IDIBGI ens unim al

#DiaDonaiNenaCiéncia per reivindicar
la igualtat real entre dones i homes a la
ciéncia. Fem una crida a les
generacions actuals i futures per
avancar cap a una recerca paritaria.
Perqué som imprescindibles § &

#WomeninScienceDay #11F

#idibgisomtots #mujerenciencia
#DonesCienciaCAT

oQv W

617 views

FEBRUARY 11

Log in to like or comment.

idibgi + Follow

idibgi 2Avui 8M, dia de la dona
treballadora a I'IDIBGI hem creat el
Mural de la Igualtat de Geénere a la
Ciéncia a partir de les respostes del
nostre personal a les preguntes:

ﬁ Que significa igualtat de génere per
tu?

@ En el mén de la ciéncia quines
diferéncies de génere identifiques o
has viscut?

Amb aguesta accié reflexionem en
relacié aquest tema i totes les
aportacions les recollira el Comissié
d'lgualtat de I'IDIBGI, que valorara
possibles accions per afegir a les que
deriven del Pla d'lgualtat de I'IDIBGI.

Continuem treballant per garantir unes

Anndininne Adlimnialtat an la rararna

Qv W

303 views
MARCH 8, 2021

Log in to like or comment.
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2'%') idibgi - Follow
2 5 DIA INTERNACIONAL @)
=0 |

CONTRA LA VIO LENC'A DE |1 idibgi Avui 25 de novembre és el Dia

Internacional Contra la Violéncia de

GENERE Geénere. #25N
Les dones, al mén de la recerca,
s'enfronten a un ventall de reptes
només pel seu génere i per aixod a
I'IDIBGI treballem amb la Comissié de
Genere i el Pla d'Igualtat per evitar-ho.
Des de CERCA, col-lectiu al qual
pertany I'IDIBGI, es treballa per
garantir el respecte i la maxima igualtat
entre les persones, tant en la gestié de

la recerca, com en les politiques
d'elegibilitat, ocupabilitat,
representacio institucional, distribucié
de recursos i avaluacié, que han
d'estar fonamentades en la justa

valoracid de les persones i evitar
nnnnn ihlae hisivac i tandanniac

Qv W

dlB’ 19 likes

Log in to like or comment

7/

From the communication side, it has a communication and non-sexist language protocol, specifically
aimed at language issues to avoid the use of the masculine gender. Even so, in some documents for
internal use and on the organisation's website, expressions are observed that do not comply with the
aforementioned Protocol.

2.10. Salary audit.

The Equality Plan that was renewed in 2018 and the development of the HRS4R action plan that was
validated by the European Commission through the presentation of a self-evaluation report sent in
2017, IDIBGI imposed upon itself a commitment to set a Salary Policy for the organisation.

According to the internal analysis that had been carried out in the framework of the previous Plan, and
as reflected in the aforementioned policy (RRH-DOC-058) "we could not speak of a discriminatory
salary policy at the gender level, but of a poorly defined retributive salary policy, which did not seem
to respond directly to the level of education, the position held or, necessarily, to the percentage of
working hours worked, although a certain tendency to "homogenisation of wages by categories and
similar tasks".

In this sense, as is already the case with other research institutions, certain remuneration levels at the
IDIBGI are determined, not by internal policy, but by the economic conditions established in the call
for the respective grants and, based on these, some remuneration levels can have sizeable differences,
especially between national and European calls. It is worth saying that, in any case, the impact on the
organisation is residual.

The budgetary situation of each research group often limits remuneration, however, thanks to the
existence of the Salary Policy and Matrix, all IDIBGI staff are currently on the same salary scale within

the same position.

The organisation has declared as remuneration commitments:
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e Adaptation to IDIBGI's strategy and its culture and values
e The focus on maintaining internal equity

e The focus on guaranteeing external competitiveness

e Adaptation to IDIBGI budget availability

e Adjustment to current legislation

It is important to highlight that during 2021 the organisation has been working to apply the
Remuneration Policy approved in 2020, in the sense that professional categories have been updated
and salary levels reviewed in accordance with the tasks of each, new classification and levels marked
in the internal policy.

The remuneration structure of the IDIBGI is structured around three remuneration concepts:
1) Fixed Remuneration: It constitutes the basic element of the Salary Policy. It is based on the

organisational relevance, the responsibility assumed and the impact on the results that each
place has for the IDIBGI.

Application group: all people with an employment contract with the Institute.
Payment system: monthly.

e It is a specific remuneration of the person based on the position held, and assumes the
performance of the functions and responsibilities in an appropriate and sustained manner.

e It is made up of a consolidated gross amount, received in the number of monthly payments
that are agreed (12 or 14 payments), unless they are determined by the grant call.

e It rewards the sustained performance of the occupant of a position in their functions and
responsibilities.

e The annual salary can be reviewed in accordance with the Salary Policy, the particular
Collective Work Agreement, if one exists, and with what is established by the Budget Law of
the Generalitat or legal standard that replaces it.

e In the month of July, coinciding with the beginning of the preparation of the budget, the
remuneration changes that will be applied in January of the following year will be reviewed

2) and/or Variable Salary: Non-consolidating remuneration based on the achievement of
objectives. Its application must be included in the salary matrix and approved by the
Management. It is determined together with the head, must be aligned with departmental and
institutional objectives, and is implemented through a bonus and/or incentive.

Application group: positions of responsibility for structure and research (Researchers R4).

3) and/or Wage Supplements: Non-consolidating remuneration2 which makes it possible to
compensate for an additional and temporary effort. In order for these to be incorporated
into the salary system, they must be approved by management.

The concept of a wage supplement will be used in exceptional and emergent situations
where tasks of greater responsibility must be carried out, a higher workload than usual is to
be carried out or there is an incentive to participate in prestigious grants or to assess non-
required training for the position although the fact of having it brings more responsibility to
the position.

Wage supplements can be used in:
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a. Coordination of work teams not provided for in the requirements of the position:

When the job does not include the characteristic of having to manage a team and for some
reason it becomes necessary on a temporary basis.

If the eventuality extends beyond a year, it will be necessary to study whether to include the
person in the positions of responsibility that include leading teams.

b. Specific supplement to substitute leave takers:

To substitute a superior: Understood as taking on the work of a higher category. The amount
of the supplement will be equivalent to the difference between the salaries of the lower and
the higher categories, applying in the calculation the percentage of the replaced functions and
responsibilities.

To substitute a person of the same or lower category: producing in this case a greater
workload. In this case, the supplement will be agreed by the management, human resources
and the direct manager, taking into account the amount of tasks increased that has occurred
and their difficulty and responsibility involved.

The supplement will be determined by the duration of the leave and the tasks to be
undertaken, as assessed by the head of the area.

c. Specific supplement for increased workload:

This supplement can be used when the worker is assigned to participate in a specific project
and/or tasks additional to those provided for in their category, which in order to carry them
out successfully requires extra dedication from that person.

The supplement will be determined by the expected duration of the increase in the workload
and the tasks to be undertaken, as assessed by the head of the area.

d. Obtaining competitive human resources projects or with personnel expenditure items

with an economic value higher than the salary agreed within the entity (provided that the

call determines or allows it).
This supplement can be used, for example, in the case of obtaining a Miquel Servet/Starting
Grant/Marie Curie type of grant.

e. Development of large-scale projects with direct benefit to the proper functioning and

prestige of the Institute (as long as the call allows it).

This supplement can be used by those people who are responsible for the
management/coordination of large-scale projects. A project with a budget of more than
€400,000 is considered a large-scale project.

f. Contribution of differential value in the workplace due to specialised training and/or

higher education, and/or experience in a leading research centre.

This supplement can be used, for example, in the case of having very specific experience
and/or training in a very specific infrastructure or technique, which brings a differential value
to the position due to its high degree of specialisation, knowledge and/or experience.

The amount of this supplement may not exceed 25% of the person's fixed gross annual salary.
It will be the management, the HR Department and the person directly responsible who
establish the value of this amount.
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Application group: any person from the structure or research.

Payment system: monthly.

Deadline: this supplement can only be applied when a start date and an end date are
determined. The end date can only be extended if there is a solid reason, argued and
accepted by the Institute's management.

The Salary Policy also establishes the systems for economic promotion and the authorisation of salary
improvements, in order to guarantee that these are structured and objective processes.

The Salary Matrix corresponding to this remuneration model for 2021 is as follows:

CATEGORIA REQUISITS NIVELL | SRUT SRUTANUAL o vaRiaaLe SALARI TOTAL OBSERVACIONS
= ANUAL [Minim) (Mbim) °

Formacid a nivell de Llicenciatura o grau o dilatada experiéncia en
I'area minima de 5 anys. Imprescindible anglés nivell B2°.

| Assumeix direccié de projectas amb solidesa, iniciativa, depén nivell 3 33630€ 35668 € 10% 3567€ 39.235€
directament de la Direccid, té un equip sota la seva responsabilitat
i &5 Cap Departament

Formacid a nivell de Llicenciatura o grau o dilatada experiéncia en
I'area minima de 5 anys. Imprescindible anglés nivell B2*.

ivell 2 30573¢ 33630€ 10% 3363 € 36.993 €
Assumeix direccié de projectes amb solidesa, iniciativa | depén nivel
directament de Ia Direccic. Es Cap d'un Departament Unipersonal
Formacid a nivell de Llicencizturz o grau o experiéncia en Irea 2R CHENER A LES POSEONS O
minima de 5 anys. Imprescindible anglés nivell 82*. Assumeix nivell 1 27515¢€ 30573 € 53 1529€ 39101 | ESPONSABLE CAL MAVER

SLIPERAT UNA BUALLIACIO

direcis d ctes depén directament de la
TR LB B (LT LR D SR L Al R COMPETENCIAL

Direccid i col.labora amb projectes estratégics

i a nivell de LIi o Grau itzada en [area
que ocupa. Anglés a nivell PET. Assumeix tasgues especialitzades
dins un departament, minm 4 anys experiéncia en la posicis, nivell 3 20458 € 27515 € % oe 27515 €
domina la seva &rea actuacié. Raporta a un professional de rang

superior

Formacit a nivell de Llicenciatura o Grau especialitzada en Irea
que ocupa. Anglés a nivell PET. Assumeix tasgues especialitzades
dins un departament, minm 2 anys experiéncia en la posicié | nivell 2 21401 € 24458 € 0% o€ 24.458 €
comenca a guanyar polivaléncia dins Iarea. Raporta aun
professional da rang superior

i6 a nivell de Lli o Grau itzada en I3rea
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades nivell 1 19363 € 21401 € 0% 0€ 21401 €
dins un departament. Raparta a un professional de rang superiar

Formacid a nivell de Grau Superior Administracid. Amb experiéncia
minima de 5 anys en el carrec | gue tot | desenvolupar tasgues nivell 3 20382 € 22420€ 0% 0€ 22.420€
|administratives ho fa amb solidesa | iniciativa.

Formacid a nivell Grau Mig Administracié o Batxillerat. Experiéncia
minima de 3 anys en el carrec. Desenvolupa tasques nivell 2 18344 € W0.382¢ 05| 0 20.382¢€
|administratives amb autonomia

|Grau Mig Admink sen iéndi )
= P A nivell 1| 16305¢€ 18344 € 0| oe 18344 €

No es requereix formacié. Realitza els serveis necessaris
(manteniment, pagueteria, seguretat, recepcid..| per garantir el nivell 1| 15.795¢€ 17.325€
|carrecta funcionament da a Unitat. o el 17335 €]

ITikal de Doctarfa | dilatada experiéncia {min. 10 anys} | qualitat
[cientifica. Ha realitzat estades de recerca en centres extems

(preferiblement internacionals). Lidera un grup de recarca intagrat 45859 € 50.955 €

per diferents linies | varis projectes dz recerca com a IP. Manté un

lalt i sostingut nivell de produccid cientifica com a Gitim o autor de 5% (cada 5 anys FER ACCEDIR | MANTENIR Lo
|correspondencia en revistes d'impacte. Contribuei a nivell per avaluacis s oo
nacional | internacional ala seva drea de recerca (participa en positiva) De cARRERA)
|xarxes, jornades i/o congressos, és avaluador). Coordina i

lsupervisa el parsanal del seu grup. Assegura el finangament | 35.668€ arame

recursos del grup. Contribueix a la gestié de IDIBGI. Respon

|directament davant la Direccio.

ITitol de Doctor/a | experiéncia (min. 5 anys) | qualitat cientifica. Ha

realitzat estades de recerca en centres externs (preferiblement

internacionals). Lidera una linia de recerca dins un grup i com a 5.605€ de

minim & 1P d'un projecte de recerca. Manté un alt i sostingut complement per R ACCEDIR TN
nivell de produccié cientifica com a primer/a o (itim/a o autor/a Jrsise s556a ¢ | obtEnTuna sjuda POSKO CAL SUPERAR UNG
de a0 principal. C a nivell ! tipus Miguel AYALUACIS CUNGUENNAL (PLA
nacional | internacional @ 1a seva rea da recarca (participa en Servet/Starting DECARRERR)
[xarxes, jornades i/o congressos). Supervisa i orienta personal Grant/Marie Curie

investigador més junior. Treballa amb un alt nivell
|dindependéncia. Respon davant elfla Cap de grup.
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Titol de Doctor/a i experiéncia (min. 5 anys) en varis projectes de
recerca. Es primer autor/a o autor/s de comespondéncia o co-
autora de publicacions. Contribueix a nivell nacional a 'srea de
recerca del seu grup (participa en xarxes, jornades ifo congressos).
Es adjunt/a al Cap de Grup (R4} | contribueix a assegurar el 27515¢€ 33530¢€
finangament i recursos del grup (redacta projectes) | a la seva
|pestia. Supervisa | orienta personal investigador més junior.

I Traballa amb un alt nivell d'independéncia. Respon davant elfla
Cap de grup.

2038 €de
complement per
coordinacis d'un
equip de persones

Titol de Doctor/a | experiéncia (min. 3 anys) en un minim d'un
projecta de recerca. £s primer/a o autor/a de correspondencia o
co-autor/a principal de publicacions. Contribueix 2 nivell nacional a
I'rea de recerca del seu grup (participa en xarxes, jornadas i/o
congressos). Es adjunt/a alfla Cap de Grup (RA) | contribueix a
assegurar el finangament | recursos del grup (redacta projectas) ifo
2 1a sava gestid. Orienta personal investigador més junior. Respan
davant el Cap de grup.

21.401€ 25477 €

Titol de Doctor/a | experiéncia (min. 5 anys) en varis projectes de
recerca. Ha realitzat estades de recerca en centres extems
(preferiblement internacionals). Manté un sostingut nivell da
produccid dientifica com a primer/a o autor/a de correspondéncia PERACCEDR A L4 POSID CAL
0 co-autar/a principal. Contribueix a nivell nacional 2 l'drea de 20.458€ 27515 ¢€ PRESENTAR.SE A LNA OFERTA OF
recerca del seu grup (participa en xarxes, jornades ifo congressos). POSTOOCD CBTENIR UKA ANA,
Supervisa | orienta persanal investigador més juniar. Treballa en
coblaboracid amb elfla Cap de Grup (4] o Investigador/a
consalidat/da (A3). Respon davant elfla Cap de Grup.

Titol de Doctor i experiéncia (min. 3 anys) en un minim d'un
projecta de recerca. €5 primer/a o autor/a de correspondéncia o
co-autorfa principal de publicacions. Contribueix 2 nivell nacional a
larea de recerca del seu grup (participa en xarxes, jornades ifo
congressos). Treballa sota [z supervisid d'un/a investigador/a
senior [R2a, A3 o Rd). Respon davant elfla Cap de Grup.

21401 € 24458 ¢

‘ariabla en funcid
delgjudac
responsabilitats
que adopti dins el
Brup, mdx. 20,000 LR ACCEDN & LA POSKIG CAL

16305 € 20.382 € | € Sl ha finalitzat la PRESENTAR-SE A UNA DFERTA DE
PREGEE 0 GATENIS LINA AU,

Reunelx les condicions per inscriure’s en un programa de doctorst
(tital universitari de grau o equivalent | master). No es requereix
experiéncia investigadora. Ha de defensar |a tesi doctoral en un
perinde da 3 a 7 anys. Treballz sota |2 supervisi6 d'una
investigador/a senior [R2a, A3 o Rd). fiespon davant eI/l Cap de
Grup.

farmacic sanitaria
especializada
[MIR, EIR, IR, FIR,
LLIR), complement
de 2038 €

Formacida nivell de Llicenciatura o grau o dilatada experiéncia en
I'area minima de 5 anys. Imprescindible angiés nivell 82°.
Assumeix directié projecte gran o 13630 € 35668 €
amb solidesa, iniciativa, depén directament del Cap de Grup, t& un
[equip sota la seva responsabilitat.

Formacié a nivell de Llicenciatura o grau o dilatada experiéncia en Complement de

I'area minima de 5 anys. Imprescindible anglés nivell B2°. 5.095 € per
[Assumeix direccié de laboratori, projecte gran o 27515¢€ 30573 € | projectes de gran
[amb solidesa, iniciativa | depén directamant del/la Cap de Grup. envergadura (>

Mo té persones a carrec. 400.000 €)
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51 ha finalitzat Is

Formacid a nivell de Llicencistura o Grau sspecialitzada en I'3res farmacis sanitaria

que ocupa. Anglés 3 nivell PET. Assumeis tasques especialitzades especialitzada MIR

IR . .. e tarricnt, minm 4 anys experincia on b posilS, 24.458¢€ 27,515 € | i aguest fet aporta
sentor [domina a seva area actuacié. Raporta a un professional de rang walar al projecte,
superior complement de

3.057¢

Formacid a nivell de Llicenciatura o Grau especialitzada en [3rea
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades
dins un departament, minm 3 anys experiéncia en la posicid | 21.401€ 20858 ¢
comenca a guanyar polivaléncia dins Iarea. Raporta a un
professional de rang superior

Teenic/a de Recerca
mig

Formacid a nivell de Llicenciatura o Grau especialitzada en [3rea
que ocupa. Anglés a nivell PET. Assumeix tasques especialitzades 17.325€ 19363 €
dins un departament. Raporta a un professional de rang superior

Teenic/a de Recerca
janiar

a) Salary analysis

The salary evaluation has taken the wage gap as a reference indicator, the calculation of which is as
follows:

(Mitjana retribucio total anual homes- mitjana retribucio total anual dones)
x100

Mitjana retribucio total anual homes

Based on this formula, in general, the set of remunerations between men and women at the IDIBGI
presents the following population distribution by salary bands:

>20K 20K-34K 35K-49K 50K-64K >=65K  Total
Women 67.35% 84.95% 62.50% 100.00% 100.00% 77.50%
Men 32.65% 15.05% 37.50% 0.00% 0.00% 22.50%
Total 100.00% 100.00% 1600.00% 100.00% 100.00% 100.00%

>20K  20K-34K 35K-49K 50K-64K >=65K Total
Women 26.61% 63.71% 8.06% 0.81% 0.81% 100.00%
Men 44.44% 38.89% 16.67% 0.00% 0.00% 100.00%
Total 29.38% 58.13% 10.00%  0.63% 0.63% 100.00%
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The total remuneration agreed by the workforce in 2021 amounts to €3,818,545.05, with a general
difference of -3.98% on average. In this sense, women, in general and in an aggregated form, have a
significantly higher average salary.

Average gap on agreed annual gross salary. General (M/W)

General Total
23,865.90656

Women Gap

€24,073.40

Men

-3.98%

€23,151.19

In general, and without comparing positions or hierarchical levels, the pay difference is unevenly
distributed depending on the level of education. In this sense, the biggest difference is observed at the
C1/C-Bachelor-FP level or equivalent, the only education level where women have a lower average
salary than men.

Average gap on annual gross salary agreed by training levels (M/W)

Men Women Total Average gap
A1/A - Doctorate, Honours or Degree | €24,698.62 | €25,626.65 | €25,434.65 -3.76%
A2/B - Diploma / Technical Engineering | €21,023.08 | €21,212.27 | €21,187.04 -0.90%
C1/C - Bachelor- VT or equivalent €20,314.90 | €18,510.02 | €19,090.16 8.88%
C2/D - Primary / EGB €15,795.92 €15,795.92
General Total €23,151.20 | €24,073.40 | €23,865.91 -3.86%

Likewise, and in aggregate terms of the agreed annual gross salary, taking as reference the criteria on
which the current remuneration structure is based, the levels where the salary gap presents a
difference to the detriment of women are:

e At the structural level, the "intermediate level" (average gap of 6.28%) and "manager"
(average gap of 7.92%) levels.

Men Women Total Gap
Assistant €18,343.62 €18,343.62
Management €70,000.00 | €70,000.00
Junior €19,190.00 | €19,362.71 | €19,305.14 | -0.90%
Intermediate [€20,211.99 |€18,943.49 |€19,260.62 6.28%
Manager €35,668.14 | €32,843.88 | €33,196.91 7.92%
Senior €13,322.48 | €29,625.14 | €27,296.19 | -122.37%
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| General Total | €21,022.89 | €29,110.57 | €27,395.00 | -38.47%|

At research level, the "R3” (average gap of 6.46%) and the "intermediate" (average gap of

1.97%) levels.

Men Women |Total Gap

Assistant €17,324.5|€17,324.5

Intermediate |€19,596.0|€19,210.6 | €19,265.7| 1.97%
R1 €137.7 | €20,512.1| €9,896.5|-13.09%
R2a €18,180.1 | €26,596.9 | €24,492.7 | -46.30%
R2b €23,555.1|€23,555.1

R2i €27,515.4|€27,515.4 | €27,515.4| 0.00%
R3 €40,500.0 | €37,883.7 | €38,631.2| 6.46%
R4 €38,879.8 | €40,864.5|€39,541.3| -5.10%
Manager €31,162.3 | €34,720.0| €33,296.9 |-11.42%
Senior €22,397.6 | €23,488.3 | €23,205.5| -4.87%
General Total | €23,664.9 | €22,737.0 | €22,948.9| 3.92%

Taking the data from the two previous Equality Plans as reference, an improvement in the average gap
is therefore observed. We recall that the previous diagnosis of the 2018-2022 Plan established a
general difference between the salary of women and men of 7.04% and that of 2014-2018 of 9.84%.

Having made this aggregate approximation, we proceed to break down the information by levels and
positions, in order to be able to make a comparison of the same or comparable realities.

b) Salary structure.

Fixed salary

By workplace, no significant differences are observed between men and women.

Wage gap by workplace (M/W).

Staff  Staff M Staff W %Amount Average gap Median gap

IDIBGI-M2 94 23 7 60,85% -6,38 % =10,00 %
IDIBGI-Trueta 66 13 53 39,15% -1.47 % -11,49 %
Total 160 36 124 100,00% -3,98 % -10,99 %

By level, although the differences are below the legal parameters, aggregated differences are observed

in:

Structure-Manager (7.95% on average and 5.71% in median)
Research-Administration (28.02% on average and 9.19% in median)
Research-Investigation R3 (6.46% on average, but 0% in median)
Research-Laboratory (7.94% on average and 17.12% in median)
Research-Technical (-1.19% on average and 6.60% in median)

Wage gap by category level (M/W).
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Staff M W %Amount Average G Median G
Estructura - Adjuntia a Direccid 1 1 1,18%
Estructura - Administracid 9 3 6 4,37% 311 % -5,56 %
Estructura - Direccid 1 1 2,23%
Estructura - Geréncia 1 1 1,44%
Estructura - Responsable 8 1 T B,95% 7.92 % 5,71%
Estructura - Técnicla 13 3 10 T.50% -2087 %  -18.88 %
Recarca - Administracia 4 1 3 1,67% 28,02 % 9,19 %
Recarca - Infarmeria 14 1 13 7.556% <2611 % -46,38 %
Recarca - Investigacid R1 a7 7 20 14,07%  -1309%  -1428%
2

Recerca - Investigacia R2a 513% -4630% 4TT8%

Recarca - Investigacis R2b 3,08%

8 [
3 5
Recerca - Investigacié R2i 2 1 1,44% 0.00 % 0,00 %
7 5
3 1

1
Recarca - Investigacié R3 2 7.08% 646 % 0,00 %
Recerca - Investigacié R4 2 3,11% -5,10 % 5,10 %
Recerca - Laboratori 26 6 20 13,20% 7.94 % 1712%
Recerca - Responsable 5 2 3 4,36% 1142 % 792 %
Recerca - Técnic'a 26 5 21 15,63% -1.19 % 6,60 %
Total 160 36 124 100,00% =398 % -10,99 %

In the case of the Structure-Manager level, once we get down to the job level, we notice that the
difference can be explained by the fact that there are no equal jobs, nor a comparable population, so
the gap appears with the impact of the position of the Manager of the Board of Trustees (only occupied

by men).
Staff M W  %Amount Average G Median G
Responsable Dept. Administracid | Finances 2 2 26, T4%
Responsable Dept. Estadistica | Assessorament Meatodolbdgic 1 1 13,05%
Responsable Dept. Juridic 1 1 11,51%
Responzable Dept. Mecenalge 1 1343%  100,00% 100,00 %
Responsable Dept. Projectes Internacionals 1 1 12,66%
Responsable Laboratoris | operacions 1 1 11,51%
Responzable Secrataria CEIM 1 1 11,09%
Total 8 1 7 100,00% 7,92 % 5,71 %

In the case of the Research-Administration level, the difference is caused by the different impact of
the working hours on the agreed wages. At this level we find 4 people (3 women and a man). One of
the women works part-time. Comparing the rest of the salaries, it is observed that women have a
significantly higher salary than men, so that the gap on average ends up standing at -1.15% in favour
of women.

In the case of Research-Investigation R3 level , again we are faced with an under-representative male
population (1 man and 6 women). As we said, there is no gap in the median. The difference in the
average is strictly due to the fact that 2 of the 6 women have an agreed fixed salary that is significantly
lower than the rest of the people at this level. In other words, 5 of the 7 people integrated at this level
(4 women and one man) have the same salary, while only 2 (women) have a lower salary. Therefore,
the gap cannot be linked to any issue of gender, since it is prevalent among the female population.

In the case of Research-Laboratory level, when we compare by job, the differences disappear and
show only a small difference in the job of “Senior Laboratory Technician”.

Staff M W  %Amount Average G Median G
Técnicla de Laboratori 15 2 13 51,74% 0,44 % -4.94 %
Técnicla de Laboratori Sénior 1 4 7 48,26% 1,38 % 0,98 %
Total 26 6 20 100,00% 7,94 % 1742 %
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In the case of Research Technician level, again the comparison by jobs dilutes the differences, which
occur exclusively among the group with a part-time contract, and which can be explained by the
different % reduction in working hours (higher in global calculation in the case of women).

Staff M W %Amount Average G Median G
Técnicfa de Recerca 14 2 12 52,61% =077 % 327 %
Téenicla de Recerca Sénior 10 2 8 40,59% 6,14 % =349 %
Técnicla Economica AACC 1 1 3,76%
Técnicla de Recerca Janior 1 1 3,04% 100,00 % 100,00 %
Total 26 5 21 100,00% =1,19 % 6,60 %

Variable salary

Regarding the variable salary, the results show no differences that can be linked to the sex of the
people involved.

This is a salary item that only 3.13% of the organisation's total population receives, so its impact is

marginal, both in terms of its population and economic impact. Furthermore, in when we do the
comparison by levels/categories, we notice that there is no comparable population

Wage supplements

e Workload supplement

At the aggregate level, there are no differences in the average, but there are differences in the
median.

Overall Aggregate Wage Gap (M/W).

Staff M W %Amount Average G Median G
G17432592 r T 20 100,00% -13,33 % 35,81 %
Total 27 T 20 100,00% -13,33 % 35,81 %

Wage gap by workplace (M/W).

Staff M W %Amount Average G Median G
IDIBGI-M2 | 17 6 11 56,09% 19,10 % 62,98 %
IDIBGI-Trueta | 10 1 9 4391% -37243% -32502 %
Total | 27 7 20 100,00% -13,33 % 3581 %

Wage gap by level/category (M/W).

Staff M W  %Amount Average G Median G
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Recerca - Infermeria
Recerca - Laboratori
Estructura - Técnicla
Racerea - Investigacid R3
Estructura - Responsable
Recerca - Investigacid R1
Recerca - Responsable
Estructura - Administracid
Recerea - Téenic/a

Total

R R R =R -~

]
it

3 3%
6 18,74%
2 1550%
2 829%
2 7.83%
3 719%
1 B75%
1 237%

2,02%
100,00%

T5.98 %
S113.73 %

5140 %

100,00 %

0.00 %
13,33 %

Wage gap by workplace (M/W).

96,36 %
<113,73 %

86,40 %

100,00 %

0,00 %
35,81 %

Staff M W %Amount Average G Median G
Infarmerfa Sénior 3 3 31.21%
Téecnicla de Laboraton Sénior 5 3 2 17 85% 38,57 % 4933 %
Taenicha de RRHH Sénior 1 1 10,18%
Investigador/a Consaolidat/da (R3) 2 2 8,29%
Investigader/a Predoctaral (R1) 4 1 3 7.19% 81,40 % BE40 %
Responsable Coordinacid AACC 1 1 6,75%
Responsable Secretaria CEIM 1 1 4,29%
Responsable Dept. Juridic 1 1 3,64%
Tacnicta Innovacid | Transferéncia 1 1 2394% 100,00 % 100,00 %
Administratiufva 1 1 237% 100,00 % 100,00 %
Técnicfa Sénior de Qualitat | Contractacia Pablica 1 1 237%
Técnicla de Recerca 2 1 1 2,02% 0,00 % 0,00 %
Técnicta de Laborator 4 4 0,90%
Total 27 7 20 100,00% 13,33 % 35,81 %

e Obtaining Competitive Projects supplement

Date: 01/12/2022

In this case, it is a complement perceived exclusively by women, so it is not possible to observe
gender-related differences.

Staff M W %Amount
Recerca - Investigacio R1 2 2 100,00%
Total 2 2 100,00%

e Leave replacement supplement

The same happens in this case, where the population that perceives this supplement is clearly

marginal and affects exclusively women.

Staff M W %Amount
Estructura - Responsable 1 1 100,00%
Total 1 1 100,00%

e Perception Objectives supplement

In this case, we are faced with a supplement perceived specifically by 4 people (1 man and 3
women), none of whom can be placed in the same level/category or workplace.

Therefore, the differences observed, both in median and average, cannot be linked a priori to any
factor linked to gender.
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Wage gap by level/category (M/W).

Staff M W %Amount Average G Median G
-
Recerca - Responsable 1 1 4831%  100,00% 100,00 %
Estructura - Geréncia 1 1 27.54%
Estructura - Adjuntfa a Direccid 1 1 24 15%
Total 3 1 2 100,00% 46,50 % 46,50 %

Wage gap by workplace (M/W).

Staff M W %Amount Average G Median G
Responsable Bioinformatica 1 4831% 10000 % 100,00 %
Gerant 1 1 27 .54%
Adjunt/a a Direccid 1 1 24 15%
Total 3 1 2 100,00% 46,50 % 46,50 %

3. OBJECTIVES AND ACTIONS

The areas that have been the subject of negotiations and on which measures have been agreed are
the following:

Areas Negotiations Adoption of
measures

Selection and recruitment process YES YES
Professional classification YES YES
Professional promotion YES YES

Female under-representation YES YES
Professional training YES YES
Co-responsible exercise of the rights to balance personal, YES YES

family and work life

Remunerations YES YES
Occupational Health YES YES
Prevention of sexual harassment and gender-based YES YES
harassment

Communication and non-sexist language YES YES

3.1. Selection and Recruitment (SC)

The selection process is a key process with significance linked to the corporate image, both from a
social point of view and referring to the candidate. In addition, it is a crucial process which marks the
beginning of the cycle of experience of the working person and reflects the solidity and cultural
coherence of the organisation.

¢ Objectives.

1. Ensure equal treatment and opportunities in the selection and recruitment processes.

2. Promote the consistency and integration of the Diversity, Equality and Inclusion (DEIl)
policies in the set of operational actions of the organisation.

3. Ensure that all offers, job titles and job descriptions are formulated in a neutral and
gender-biased manner.
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e Actions.

SC1. Review the texts of the Selection Policy and its annexes to verify and correct some references
formulated in non-neutral language.

Responsible unit: HR department

Indicator: Review Selection Procedure and related documentation.
Priority: 1

Execution period: Q1T-Q2 2023

Review period: Single Action. Once executed no execution is required.

SC2. Training for the people who make up the Selection Committees in terms of gender bias in the
selection processes.

Responsible unit: HR department

Indicator: Carrying out gender training for all Pls/Managers and/or any person who may be a
member of a Selection Committee.

No. of training sessions/selection processes.

Number of participants/training sessions by gender.

Priority: 1

Execution period: Q2-Q3 2023

Review period: Annual reviews

SC3. Design an evaluation/perception survey for the finalist candidate in the process, on their
satisfaction with the selection process, in which they can refer to issues related to gender bias.

Responsible unit: HR department

Indicator: % satisfaction of the candidate finalist in the selection processes, in relation to DEI
issues

Priority: 1

Execution period: 4Q 2023

Review period: Single Action. Once executed no execution is required.

SC4. Creation of a structured DB from which to obtain key indicators in terms of selection from a
gender perspective.

Responsible unit: HR department

Indicator: Realisation and implementation of DB. Single Action.
Priority: 1

Execution period: Q3-Q4 2023

Review period: Single Action. Once executed no execution is required.

3.2. Professional classification: horizontal and vertical segmentation and
female under-representation (CP).

The classification process formalises and documents, in practice, the formal and substantial
commitment of the organisation in the field of DEI.

On the other hand, promoting the presence of women in decision-making positions allows for greater
diversity to be incorporated into the strategic and operational design of the organisation and
contributes to the development of a more participatory and learning culture.
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* Objectives.

1. Ensure that no function, task, or area of responsibility contains any gender bias in its
nomenclature and that, in any case, there is no assignment based strictly on gender.

2. Promote, within the regulatory framework that regulates public institutions, the increased
presence of women and/or men in the workforce in places where they are under-represented,
to ensure a balanced presence between women and men in the organisation.

3. Promote a greater presence of the under-represented sex in all positions, departments in the
organisation.

e Actions.

CP1. In the event of vacancies, both with regard to the coverage of ordinary positions and command
positions, as long as the candidates have the same merits or comparable merits, preference will be
given to the gender less represented in the department in which the aforementioned vacancy is

filled.

Responsible unit: HR department

Indicator: % women and men by department and Category. The incorporation of greater
diversity in the departments and/or units predominantly occupied by women could lead to a
decrease in the general population indicators. In no case must this decrease be understood as
negative, as long as the representative balance is maintained and as long as it contributes to a
greater diversity of the teams.

Priority: 1

Execution period: Permanent action.

Review period: Biannual review in Q2 2025

CP2. Make visible and specifically recognise female activity in the different activities related to
research, its dissemination and transfer.

Responsible unit: Department of Communication

Indicator: Number of communications made through different means of communication and
in different formats.

Priority: 1

Execution period: Q1 2023 and Q3 2023

Review period: Annual review in Q1 and Q3, coinciding with February - Women and Girls in
Science Day // March - Working Women's Day // October - Science Week and Girona Trade
Fair

CP3. To suggest to the people responsible for the Administration represented in the Government
bodies that they appoint women, as long as their representative imbalance is maintained.

Responsible unit: Management

Indicator: Increase in equality in Government bodies.
Priority: 1

Execution period: Permanent action

Review period: 3Q 2025. Biannual review

71



5 Institut
d’Investigacié

GI 3:25::;3 RRH-DOC-041_rev01 Approved by: Board of Trustees Date: 01/12/2022

Dr. Josep Trueta

3.3. Training and professional development (FDP)

A well-structured training policy allows for the development of all the people in the organisation
without gender bias, a greater impact of the training actions and a greater dissemination of the DEI
culture among the teams.

Likewise, a training policy that promotes quality in the design and management of processes, and that
is aware and aware of the importance of inclusion and integration for the best functioning of teams,
generates practices aligned with the DEI postulates.

e Objectives.

1. Ensure that the entire organisation is aware of and understands the content of DEI culture.
2. Ensure that all people with responsibility for teams integrate the DEI perspective into their
operational and relational strategic actions.

FDP1. Spread the organisation's commitment to the right to equality, the offer of training tools and
resources in gender matters, and promote the participation of the entire organisation in them.

- Responsible unit: Department of Communication and HR

- Indicator: % participation of women and men in general and specific training in gender
matters.

- Priority: 1

- Execution period: Permanent action

- Review period: Annual periodic review every 4Q

FDP2. Open the leadership and organisational management courses to working people with
professional potential, to promote their professional competence and, thus, to encourage them to
be able to apply for vacancy coverage processes.

- Responsible unit: HR department

- Indicator: % participation of women and men in training in these courses.
- Priority: 2

- Execution period: Q1 2024

- Review period: Bi-annually

3.4. Balance of personal, family and work life (PC).
The co-responsible exercise of the tasks of caring for children and other dependent family members
contributes decisively to the removal of gender stereotypes and, consequently, to the elimination of
indirect barriers that prevent the professional experience of men and women be the same.
e Objectives.
1. Contribute to the co-responsibility of men and women in the development of care tasks.

e Actions.

PC1. Carry out specific monitoring of work-life balance measures (suspensions and permits),
segmenting their use by sex.
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- Responsible unit: HR department

- Indicator: % participation of women and men in the use of the different parental and care
rights.

- Priority: 2

- Execution period: 4Q 2024

- Review period: Periodic annual review

PC2. Carry out a perception survey/workshop from which to be able to validate the adequacy of the
current measures of flexibility and reconciliation of personal, family and work life.

Responsible unit: HR department
- Indicator:
o Elaboration of the survey/workshop design.
o Survey/workshop results.
- Priority: 2
- Execution period: Q2 2024
- Review period: Single Action. Once executed no execution is required.

3.5. Health and anti-harassment protocol (PAA).

The generation of a work environment free of harassment and sexist violence is essential to
guarantee the basic rights to health and physical and psychosocial integrity, privacy and equality.

Equally, the integration of the gender perspective in health policies allows for a better adaptation of
them to the particularities that factors directly associated with gender or sex may have on health.

e Objectives.

1. Guarantee effective measures to prevent sexual and/or gender-based harassment, and
establish a channel for complaints of sexual and/or gender-based harassment.

2. Ensure that all workers know the protocol.

3. Encourage health policies to take into consideration the gender perspective and the factors
directly associated with one or the other sex.

e Actions.

PAAL. Update the Anti-Harassment Protocol, to detail the protection measures for the victim, the
different precautionary measures, the actions to be taken in case of harassment at work or
harassment that involves members of the organisation in cases of violence gender, the behaviours
prohibited by each type of harassment by severity, and/or to specify the flowchart.

- Responsible unit: Risk Prevention

- Indicator: Signature of the Protocol.

- Priority: 2

- Execution period: 1T-3T 2024

- Review period: Single Action. Once executed no execution is required.

PAA2. Appoint the reference persons for the investigation and resolution of cases of harassment.
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Responsible unit: Risk Prevention

Indicator: Appointment of responsible persons.

Priority: 2

Execution period: Q3 2024

Review period: Single Action. Once executed no execution is required.

PAA3. Distribute and communicate the anti-harassment protocol.

Responsible unit: Department of Communication
Indicator: Communication action.

Priority: 2

Execution period: Q3 2024

Review period: Annual review in Q2 of each year

PAAA4. Carry out specific training sessions for the reference persons and the people of the research
committee.

Responsible unit: Risk Prevention

Indicator: Implementation of the Training to the reference persons and to the persons of the
Investigation Committee.

Priority: 2

Execution period: Q3 and Q4 2024

Review period: Bi-annually

PAA5: Segment the results of psychosocial risk assessments by gender for better specific monitoring
of health incidents specifically associated with sex.

Responsible unit: Risk Prevention

Indicator: Identification of the incidence of gender/sex in the results of the evaluations.
Priority: 2

Execution period: Q4 2024 - Q3 2025

Review period: Single Action. Once executed no execution is required.

PAAG6: Organisation of specific campaigns internally (within the organisation) and externally (within
the community/region) to raise awareness of the health risks that factors directly linked to
gender/sex can have.

Responsible unit: Risk Prevention and Research
Indicator:
o Implementation of the Training to the reference persons and to the persons of the
Investigation Committee.
Priority: 3
Execution period: Q1 2025 - Q4 2026
Review period: Single Action. Once executed no execution is required.

3.6. Communication and non-sexist language (Cl).

Through inclusive communication, the organisation contributes to spreading the values linked to
respect, recognition and equality, generating relationship frameworks that promote cohesion and
collaboration.
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Objectives.

Promote inclusive language as a standard of the organisation.

2. Contribute to making visible the contribution of women to the world of science, research and,

in the growth and prestige of the organisation.

Actions.

Develop and disseminate an inclusive language and communication protocol.

Responsible unit: HR and Communication Department
Indicator:

o Protocol approval by the Management
Priority: 3
Execution period: Q3 and Q4 2024
Review period: Bi-annually

ClI2. Promote training activities on non-sexist language and communication for the entire workforce.

Responsible unit: HR and Communication Department
Indicator:
o Performance Training and % participation men and women.
Priority: 1
Execution period: Q2 2023
Review period: Annually

CI3. Promote, at the proposal of the Monitoring Committee, specific seminars that promote and
make visible the presence of women in the scientific and research field.

Responsible unit: HR and Communication Department
Indicator:
o Number of actions promoted.
Priority: 2
Execution period: Start Q3 2023
Review period: Annually

3.7. Retributive Audit (AR)

The culture of transparency and retributive equity must be present and taken into account in all phases
of the work cycle. In this way, relationships of trust are generated between all working people and it
is possible to avoid any risk of a wage gap in origin.

Objectives.

Guarantee equal pay for work of equal value.

2. Guarantee that the remuneration policy meets the criteria of transparency, simplicity and

objectivity.
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3. Ensure that relevant skills and abilities and the complexity and responsibility of assigned tasks
are properly recognised and valued.
e Actions.

ARL1. Evaluation of jobs in accordance with the requirements set out in RD 902/2020.

4.

Responsible unit: HR department
Indicator: Having carried out a review of the relationship to the assessment of jobs and the
internal system that regulates the salary levels attributed to it, to rule out that there is no
gender difference.
o Job evaluation for all positions.
Priority: 3
Execution period: Throughout the year 2025
Review period: Single Action. Once executed no execution is required.

CALENDAR OF ACTS
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Accions I 2023 2024 2025 2026
Ql [Q2 [Q3 |04 JOol |02 |@3 |04 Q1 (@2 [Q3 @4 Q1 |02 |Q3 |04
SC1. Revisar el textos de a Politica de Seleccid | els seus annexos per a verificar i corregir algunes referéncies formulades en
llenguatge no neutre.
8 SC2. Formacio a les persones que integren els Comités de Seleccié en materia de b dege elspr d
g seleccio.
8
g SC3. Dissenyar una enquesta d’avaluaci6/percepcio ala persona candidata finalista del procés, sobre la seva satisfaccié del
8 procés de seleccid, en la que es pugui fer referéncia a qliestions vinculades a biaixos de génere.
5
SC4. Creacié d’una BBDD estructurada de la que poder obtenir indicadors clau en materia de selecci6 des d’una perspectival
degenere.
CP1. En cas de vacants, tant pel que faa la cobertura de posicions ordinaries, com per allocs de comandament, semprei quan
3 les persones candidates tinguin els mateixos mérits o méri i esdonara p ia al sexe menys representat en
]
2 el departament en el que s'integri I'esmentada vacant.
& CP2. Visibilitzar i recongixer especificament Iactivitat femenina ales diferents activitats relacionades amb larecerca, laseval
H difusic i transferencia.
g
g
% CP3. Suggerir a les persones de I’Admini: i6 rept en els organs de Govern que designin a
dones, mentre es ingui el seu ibri rep i
3 FDP1. Difondre el compromis de la organitzacié amb el dret a laigualtat, la oferta d’eines formatives i de recursos en matéria
o |degenere,ipromourela participacié de tota l'organitzacié a les mateixes.
i3 -
§ 2  [FDP2. Obrirelscursos delideratgei gestio organitzativa a les persones treballadores amb potencial professional, pera
& |afavorir la seva competéncia professional i, aixi, per a afavorir que puguin present I de cobertura devacants.
sz PC1. Fer un seguiment especific de les mesures d iliacié i permisos), el seu s per sexe.
$g
3
EEP
85 H
o5
§Z 3 [PC2. Ferunaenquesta depercepcio/workshop des de a que poder validar 'adequacio de les actuals mesures de flexibilitat
g 2 conciliaci6 de lavida personal, familiar i laboral.
PAAL. Actualitzar el Protocol Anti-assetjament i detall del seu procés.
PAA2. Nomenar les persones de referéncia per ala instruccié i resolucié dels casos d'assetjament.
£
H
£ PAA3. Distribuir i comunicar el protocol anti-assetjament.
2
4
g
2
] PAAA. Realitzar sessions de formaci6 especifiques a les persones de referénciai ales persones de la comissié d’investigacio.
5
£
5 PAAS: Segmentar el resultats de les avaluacions de riscos psicosocials per génere per a un millor seguiment especific de les|
? inci ies desalut i al sexe.
PAAG: Organitzacié de campanyes especifiques a nivell intern (dins la organitzacio) i extern (dins la comunitat/territori) per |
donar a conéixer els riscos que sobre |a salut poden tenir els factors directament vinculats al génere/sexe.
~ CI1. Elaborar i difondre un Protocol de llenguatge i comunicacié inclusiva.
2
< o2 ivitats de formacio sobr i icaci6 no sexista per a tota la plantilla.
CI3. Promoure, a proposta de la Comissié de Seguiment, seminaris especifics que impulsin i visibilitzin la preséncia de les|
dones en I’ambit cientific i delarecerca.
AR1. Valoraci6 de llocs de treball d’acord amb els requisits previstos al RD 902/2020.

5. ADMINISTRATION OF THE EQUALITY PLAN

5.1. Review of the Equality Plan.

Without prejudice to the review deadlines agreed for each action included in this Equality Plan, the
review of the Equality Plan will be carried out when any of the circumstances provided for in article 9
section 2 of Royal Decree 901/2020 which regulates Equality plans and their registration and amends
Royal Decree 713/2010 of 28 May, on registration and deposit of collective work agreements.

When required due to duly motivated circumstances, the review will involve updating the diagnosis,
as well as the measures of the Equality Plan to the extent necessary.

An interim evaluation will be carried out (after the two years of the Equality Plan's validity) and another
final one (at the end of the Equality Plan's validity), as well as when agreed by the Equality Plan
Monitoring Committee, whose composition and functions are regulated in section 6.2.

If any circumstance were detected that prevented the full implementation of the Equality Plan, the
organisation and the staff's legal representative, through the Equality Plan Monitoring Committee,
undertake to negotiate and, where appropriate, agree on the corrective measures necessary to
achieve the objectives set in this.
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5.2. Joint monitoring, evaluation and review body.

It is agreed to create a body in charge of carrying out the actions provided for in the Equality Plan and
monitoring the evolution and achievement of the objectives provided for in this Equality Plan.

This joint body, which will be called the Equality Plan Monitoring Committee, will be made up of the
following people:

Representing the company:
e Anna Ribas Gubau, Manager
e Silvia Vilar Puigdollers, HR Manager
e Albert Antolin Fontes, Innovation and Transfer Technician

Representing the workers:
e Gerard Pardo Albifiana, Senior Laboratory Technician
e Neus Luque Sanchez, Research Technician
e Elisabet Cuyas Navarro, Consolidated Researcher (R3)

The Equality Plan Monitoring Committee will have the following functions:

1. Carry out the actions provided for in the Equality Plan and their follow-up, on the review dates
provided for each action included in the Equality Plan.

2. Revise the Equality Plan when any of the circumstances provided for in article 9 section 2 of
Royal Decree 901/2020 regulating equality plans and their registration and amending Royal
Decree 713/2010 of 28 May, on registration and deposit of collective work agreements.

3. Carry out an interim evaluation (after the two years of validity of the Equality Plan) and a final
one (at the end of the validity of the Equality Plan), as well as when agreed by the Equality Plan
Monitoring Committee.

4. Prepare the monitoring and evaluation reports that correspond to the cases indicated above.
5. Negotiate and, where appropriate, agree to add, reorient, improve, correct, intensify,
attenuate, or even stop applying any measure of the Equality Plan, depending on the effects

that are appreciated in relation to the achievement of its objectives targets.

6. Report annually to Management and the Worker's Legal Representatives on the state of
compliance with the measures included in the Equality Plan.

Minutes will be taken of the meetings held by the Equality Plan Monitoring Committee for the adoption
of agreements
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