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INTRODUCTION 
 
Equality plans are ordered series of measures adopted on the basis of a Situation Diagnosis, 
aimed at attaining in the company equal treatment and opportunities between women and 
men and eliminating gender-based discrimination. (Section 46 of the Equality Act.) 
 
The goal of the Diagnosis is to obtain detailed and structured information which will permit 
evaluating the differences in equality of opportunities between men and women within the 
company. 
 
The process is based on analysing, from a gender perspective: 
 

• The characteristics of the company and its organisational structure  
• The occupational characteristics and conditions of the personnel 
• The professional classification system 
• The system of promotion and development of professional careers 
• Gender infra-representation 
• The training processes  
• The remuneration system 
• The termination of employment contracts 
• The protection of occupational health and safety 
• The prevention of sexual and gender harassment 
• The co-responsible exercise of the rights of personal, family and work life. 

 
The aim of the Diagnosis is to estimate the magnitude of any inequalities, disadvantages, 
difficulties and obstacles which exist or may exist in the company, to achieve true equality, 
obtaining the necessary information to design and establish the evaluable measures to be 
adopted, the priorities in adopting them and the necessary criteria for evaluating their 
accomplishment. 
 
The Diagnosis has been performed within the Negotiating Committee of the Equality Plan, 
and to this purpose the company’s management has provided all the quantitative and 
qualitative data along with the necessary information for drafting it and acknowledging its 
aspects in which inequalities occur and for proposing the necessary measures to be 
incorporated into the Equality Plan as positive actions. 
 
The results are set out below, along with the measures and actions proposed for improving 
the results and effectively complying with the requirements laid down in Organic Act nº 
3/2007 on Effective Equality between Women and Men and in Royal Decree nº 901/2020 
regulating equality plans and their registration. 
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Company’s Registry Data 
 

Corporate Name Fundació Institut Català de Recerca de l’Aigua (ICRA) 
Activity (CNAE) 7219 
VAT code (NIF) G17920851 
Address C/ Emili Grahit, 101, Edifici H2O 
Province Girona 
Telephone nº 972183380 
Website https://www.icra.cat/ 
Applicable collective 
agreement  

N/A 

Date of collection of data for 
the diagnosis 

31/10/2021 
Spectrum data at 31/12/2020 

Date of approval of the 
diagnosis 

03/01/2022 

Date of approval of the 
Equality Plan 

03/02/2022 

Life of the Plan 4 years from the date of approval of the Equality Plan 
Life of the Remuneration 
Audit 

The same as the Equality Plan 

Personal and Territorial 
Scope of the Plan 

All the employees of ICRA (Girona)  

Contact person  Ivan Sánchez Tolosa (Legal Representative) 

 
ICRA established its first Equality Plan in the year 2014. This Plan published the company’s 
commitment towards equality and non-discrimination:  
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ICRA  
EQUALITY POLICY 
 
Girona, 26 November 2014 
 
The Fundació Institut Català de Recerca de l’Aigua (ICRA) declares its commitment to 
establishing and developing policies integrating equal treatment and opportunities between 
women and men, not discriminating directly or indirectly on grounds of gender, and to 
fostering and promoting measures to achieve true equality within our organisation, 
establishing equal opportunities between women and men as a strategic principle of our 
Institutional and Human Resources Policy, in accordance with the definition of said principle 
established by Organic Act nº 3/2007 of 22 March on Effective Equality between Women 
and Men. 
In each and every one of the spheres in which ICRA’s activity is performed, from salary 
policy, training, working and employment conditions, organisation of working hours and 
reconciliation, we assume the principle of equal opportunities between women and men. 
In regard to communication, both internal and external, an image of ICRA will be projected 
in accordance with this principle of equal opportunities between women and men. 
These principles will be put into practice by fostering equality measures or implanting an 
Equality Plan signifying improvements on the current situation, implementing the 
corresponding monitoring systems, for the purpose of advancing in the attainment of true 
equality between women and men in the company and, by extension, to society in general. 
In order to carry out this proposal, a Permanent Equality Committee is created, which will 
drive information and awareness-raising actions and the creation, monitoring and evaluation 
of the Equality Plan. 
 
[Signature and ICRA stamp] 
Damià Barceló Cullerés 
Director ICRA 

 
This commitment has been renewed as a consequence of the entry into force of Royal 
Decree nº 901/2020 regulating Equality Plans and their registration and as a measure within 
the certification of HR Excellence in Research (HRS4R). 
 

Geographical scope. 
 
The Fundació Institut Català de Recerca de l’Aigua (ICRA) is an institute created on 26 
October 2006 by the Government of Catalonia within the framework of the CERCA 
programme. It is a multidisciplinary water research centre supported by the Department of 
Economy and Knowledge of the Government of Catalonia, the Catalan Water Agency and the 
University of Girona. 
 
Its core activity is research into the integral water cycle, in matters of water resources, 
water quality, treatment and evaluation technologies and the transfer of this knowledge 
to society and the business and industrial fabric. With this vision, its goals are focussed on:  
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• Fostering research. 

• Developing research activities at the highest international level. 

• Facilitating funding of research at the highest international level. 

• Facilitating funding of research. 

• Organising national and international scientific meetings. 

• Fostering activities that contribute to the promotion of research in water sciences 
and technologies. 

 
The organisation performs its activity in the building named H2O, located in Girona, where it 
carries out the activities of corporate services, laboratory, pilot plants and warehousing. 
 
The Situation Diagnosis and the corresponding Action Plan have taken into consideration the 
totality of the workforce present in its sole work centre. 
 

Negotiating Committee. 
 
Both the Situation Diagnosis and the Equality Plan have been agreed with the totality of the 
employees’ legal representation. 
 
The Negotiating Committee, constituted on 15 December 2021, is comprised by the 
following parties: 
 
On the one hand, the representation of the ICRA organisation (with 100% of male presence): 
 

 
On the other hand, the representation of the employees (with 75% of female presence): 
 

 
 

Members Position in the Company Gender 

Damià Barceló  Director Male 

Sergi Sabater Deputy Director Male 

Iván Sánchez General Manager Male 

David López Human Resources Male 

Members Unit/Trade Union Representation Body and position Gender 

Natalia Serón Workers’ Representative / SCT Technician  Female 

Maria José Farré 
  

Workers’ Representative / Research Fellow Female 

Anna Freixa Workers’ Representative / Post-Doctoral Researcher Female 

José Luis Balcázar Workers’ Representative / Research Scientist Male 

Natalia Ormeño Workers’ Representative / Pre-Doctoral Researcher Female 
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And in the capacity of External Advisers (with 100% of female presence):  
 

 
At the start of the negotiation process, the members of the Negotiating Committee received 
training in matters of equality between men and women in the occupational sphere, given 
by the external specialist advisor on equality matters. 
 
 

2. SITUATION DIAGNOSIS. 
 
2.1. General Characteristics. 
 
The organisation currently consists of a total of 109 persons (between Employed, Assigned 
and External Personnel), with 59 women (54%) and 50 men (45%): 
 

 

 
 

Overall workforce by gender 
Gender WOMEN MEN Total nº of persons 
 
Overall workforce by gender in % 
Gender WOMEN MEN % of total nº of persons 

 
Comparing the data with those resulting from the first Equality Plan, a notable reduction in 
the female population is observed compared with men.  
 

 2014 2020 Difference 

MEN 43% 45.9% 2.9% 

WOMEN 57% 54.1% -2.9% 

 

Members Unit/Trade Union Representation Body and position  Gender 

Esther Sànchez Expert in gender and human resources policies 
(www.histemi.net) 

Female 



 
 

8 
 

a) Length of service. 
 
Updating the data by length of service, it is clearly observed that, although ICRA initially had 
an eminently male population, it has progressively incorporated women to the point that it 
has now succeeded in balancing the population. 
 
In any case, this is a “junior” population in the sense that the bulk of the population, both 
male and female, have less than 9 years’ length of service.  
 
In this respect, and in logical correspondence with this evolution, the average length of 
service of women is 2.6 years while for men it is 4.2 years. 
 
ICRA’s activity, organised around research and knowledge transfer projects (KTT), signifies 
that a series of positions are of a non-stable type at the levels of Research Technician, Pre-
Doc Researcher and Post-Doc Researcher (where the researchers are assigned to temporary 
projects and during their academic consolidation process (tenure) are subject to continuous 
mobility between different research groups and institutions).  
 
In contrast, the research positions at the Research Scientist level are mainly permanent or 
indefinite, and those of Research Professor are exclusively permanent, as are various 
positions in the research support structure: Director, Manager, Head of Department, etc. It 
should be noted that at present all the Research Professor positions are assumed by 
personnel linked to ICRA by way of a research assignment agreement, either with 
universities, the CSIC or the ICREA institution, and therefore, although the linkage of this 
personnel with their institutions is always of an indefinite type, the linkage with ICRA is of a 
temporary nature and is delimited by the conditions of the corresponding assignment 
agreement and therefore by its duration and by how any extensions of it may be 
contemplated.  
 
In accordance with this particularity of the activity performed by the organisation, it is logical 
that the more “junior” population is concentrated at the levels of Research Technician, 
Predoctoral Researcher and Postdoctoral Researcher, while the more “senior” population is 
concentrated in the positions of Research Scientist and the managerial levels (such as 
Director, Manager, Head of Department, Head of Research Area):  
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Distribution of length of service blocks by levels 
Category and agreement levels Length of service block  
Gender MEN WOMEN 
years 
Overall total 

 
In this respect, we must indicate as a factor which largely explains these figures the fact that 
the development of a scientific career tends to be linked to the execution of specific 
projects, and a requirement for accessing higher levels is mobility between different 
research institutions (generally every 3-5 years), a fact which explains that in the case of the 
personnel belonging to the Predoctoral and Postdoctoral levels there has not been the same 
stability or consolidation of length of service as occurs in the case of the levels of Research 
Scientist or Research Professor. 
 
By Departments, and also in logical correspondence with the fact that this is an organisation 
with a suitably-sized workforce and which concentrates its resources in the positions of 
direct addition of value, the bulk of the departments or units with larger population have a 
more “junior” population, a tendency which is inverted in the case of departments and units 
consisting of fewer persons and which perform eminently corporate functions:  
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Distribution of length of service blocks by department 
Department/Service Length of service block 
Gender MEN WOMEN 
SUPORT RECERCA = RESEARCH SUPPORT 
MANAGEMENT 
OPERATIONS 
ADMINISTRATION 
Overall total 
 
Average length of service by department 
Gender 
Average length of service 
WOMEN MEN 

 
 

b) Age. 
 
With regard to age, the population is mainly middle-aged, with no significant differences 
observed between the sexes. The women have an average age of 37.1 years (in line with the 
general average age of the workforce, which is 37.9 years), while in the case of men the 
average age is appreciably higher, reaching 38.7 years.  
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In relation with the previous Equality Plan, it is worth noting that there has been a natural 
increase in the average ages relating to both women (who in 2014 presented an average age 
of 34.69 years) and men (with an average age of 36 years in 2014), although the tendency is 
maintained of women being on average younger than men. 
 

 
Average age by length of service blocks 
Length of service block Gender Median age Average age 
Overall total  

 
However, it is interesting to observe the age differences by professional levels:  
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Distribution of age blocks by levels (3) 
Gender WOMEN MEN 
Category and agreement levels Median age Average age 
Overall total 

 
 

 
 

Distribution of age blocks by levels and averages 
Gender 
Average age 

 
In this respect, although the Science, Technology and Innovation Act nº 14/2011 and also the 
rules on execution of the various grants and projects contemplate suspensions and 
extensions thereof in case of maternity (referring strictly to the legally established puerperal 
period), in order to facilitate the reconciliation of scientific career and family life, there is 
scientific evidence which demonstrates that the current criteria of assessment of academic 
merits have a greater effect on women than men, since the rhythm of publications slows 
down during the early years of childcare.  
 
Since a researcher’s linkage with ICRA is related to the duration of the grant or project, this 
cause (maternity) does not initially signify a difficulty for entry into and/or permanence in 
ICRA: however, analysing the profile of the population, it is plausible that is reflects the 
biases present in the university academic sphere. 
 
In another respect, the costs deriving from the extensions of projects are often not 
contemplated in the subsidies granted for the execution of projects or grants. 
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In these cases, the ICRA Management Committee has passed an agreement in order that the 
costs not funded by the eligible expenses of the projects would be endowed from ICRA’s 
Overheads item, in order that under no circumstances will the person responsible for the 
projects (Lead Researcher or “LR”) have to fund this credit. 
 
The aim of this initiative is to facilitate the incorporation of research personnel on equal 
terms, irrespective of their gender. 
 
In relation with this issue, a letter was sent to the European Union indicating that the non-
funding of costs due to suspension and extension, which occurs especially in certain 
personnel grants, could be harmful to the interests of access to them for women. 
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A reply was received from the EU confirming this opinion and indicating that it would be 
taken into account in the formulation of the bases of execution of future invitations. 
 
Combining the ages with the length of service blocks, this hypothesis would be seen as a 
general problem which could affect women both in the entry stage into the organisation and 
once incorporated and having accrued certain tranches of length of service:  
 

Distribution of age blocks by length of service blocks and levels 
Overall total 
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By departments or units, the areas in which the overall population is more “senior” are:  
 

• RDI (R&D&I Office) 

• SSGG (General Services) 

• Management  
 
These departments (of research support structure) are characterised by involving permanent 
positions. This fact explains that the length of service of this personnel is greater than that in 
the research areas, which, as has been mentioned, is based on projects and grants which 
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ineludibly become contracts of limited duration, and this, combined with the requirements 
proper to the scientific career (both inside and outside ICRA), limits the plausible length of 
service of scientific personnel in institutions, with the exception of the positions of Research 
Scientist or Research Professor. 
 
Following the same logic, in the case of women, their “senior” presence is observed, apart 
from the mentioned departments, in: 
 

• Research Support (PTS QA) 

• Research Support (PTS RiE) 

• Research Support (PTS TiA) 

• SCT (LC-GC) 

• ECOFIN 
 
While in the case of men, the departments in which the older male population is present 
are: 
 

• RiE (Resources and Ecosystems) 

• SCT (UTBM & IRA) (Scientific and Technical Services: Biological and Molecular 
Techniques Unit and Radioactive Installation) 

• RDI (R&D&I Office) 

• General management 

• IT 
 
Again, excepting the case of RiE, the remainder are also departments of research support 
structure. 
 
And in the case of RiE, we have to understand these figures on the basis that it was the first 
research area inaugurated on the creation of ICRA (from the point of view of contracts of 
permanent personnel). 
 
 

2.2. Access to the organisation. 
 

a) Selection process. 
 
ICRA has an Occupational Conditions Instruction (DOC. 3.3.1.1-3 of June 2019) which 
expressly acknowledges the right to equality and non-discrimination as a vertebrating axis of 
the process of selection and attraction of talent. 
 
In addition, ICRA has a personnel selection and recruitment procedure (Code P_3.3.1.1) 
which describes the procedures and tools to be used whenever the need to cover a vacancy 
in the organisation is detected. 
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In the examples of job posting which have been analysed, all the offers explicitly include the 
organisation’s commitment to the principle of equality and non-discrimination during the 
selection process and the ratification of and adhesion to the Principles of the European 
Charter for Researchers, the Code of Conduct for the selection of researchers and the open, 
transparent and meritocratic selection process promoted by the European Commission and 
the Equal Opportunities Policies. 
 
With regard to interviews, and in order to observe the requirements of merit and capacity, 
the conditions are regulated at the constitution of the Selection Committees, which will be 
formed by:  
 

• One person who will occupy the Presidency, who may be the Lead Researcher, Group 
Leader or Area Head. 

• One person with the functions of Secretary, who will be the head of the Human 
Resources Department;  

• And various persons in the capacity of Members, who may be researchers, persons 
related with the related area or areas of activity, and in such cases as required, also 
external personnel (experts, advisors, etc.) 

 
The Policy provides that, whenever possible, the Committee must be composed in a 
paritary manner from the gender perspective.  
 
In addition, if applicable, and in order to avoid partiality in the recruitment of researchers, 
the members of the Committee will be shown the video “Recruitment Bias in Research 
Institutes” (https://www.youtube.com/watch?v=g978T58gELo), which calls attention to 
the existence of certain gender biases specific to the sector which may affect them. 
 
In another respect, and in order to favour the maximum diffusion of employment offers, the 
job postings are published and disseminated by way of various channels:  
 

• Official channels: 
o ICRA website 
o ICRA noticeboard 
o EURAXESS (in the event of Projects) 

• Other channels: 
o Specialised websites (Infojobs, Infofeina, etc.)  
o LinkedIn 
o Universities, etc. 

 
Foreseeably, as a result of this policy, the selection data do not present any gender biases. 
Of a total of 35 candidates presented for the 40 offers published throughout 2020, 22 
(62.8%) were women and 13 (37.1%) were men. 
 

https://www.youtube.com/watch?v=g978T58gELo
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b) Recruitment. 

 
With regard to contractual linkage, a greater ratio of temporary employment is observed 
among women than among men. It is not a significant difference, since it remains within the 
40-60 segment established as a referent by the equality regulations, although the case of 
women presents indicators which are above the temporary employment rate in the 
organisation:  
 
 

 
% type of contract according to duration by gender 
Duration of contract  Gender WOMEN MEN 
00. ASSIGNMENT AGREEMENT 
01. TEMPORARY 
02. INDEFINITE 
03. PERMANENT 
Overall total 

 
 
 

 

 

Type of contract according to duration by gender 
Duration of contract  Gender WOMEN MEN 
00. ASSIGNMENT AGREEMENT 
01. TEMPORARY 
02. INDEFINITE 
03. PERMANENT 
Overall total 
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% distribution of contracts according to duration by gender 
Duration of contract  Gender WOMEN MEN 
00. ASSIGNMENT AGREEMENT 
01. TEMPORARY 
02. INDEFINITE 
03. PERMANENT 

 
In any case, it must be pointed out that women hold 58% of the stable contracts (indefinite 
and permanent), against 41.3% held by men. Of these stable contracts, 55.1% are held by 
women with a permanent contract, that is to say they form part of the list of positions in the 
organisation against only 34.4% in the case of men, who despite being linked by an indefinite 
contract do not form part of the organisation’s internal structure. 
 
An analysis of the data relating the modality of recruitment to the employees’ age shows no 
significant differences between men and women, although in the case of women with 
temporary contracts a notably higher average age is observed (1.9 years). 
 

 
 

Type of contract and average age by gender 
Duration of contract  Gender WOMEN  MEN 
00. ASSIGNMENT AGREEMENT 
01. TEMPORARY 
02. INDEFINITE 
03. PERMANENT 
Average age  Average age 

 
By professional levels, the greater presence of temporary contracts in the female population 
is observed at the levels of:  
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• Postdoc Researcher 

• Research Technician 
 
It should also be noted that the greater proportion of temporary contracts in the case of 
women, in contrast with the case of men, corresponds to postdoctoral educational levels. 
That is to say, the higher the degree of training, the higher the level of temporary 
employment in women. 
 
 

 
 

Recruitment modality by educational level 
Duration of contract  Educational level  Gender WOMEN MEN 
00. ASSIGNMENT AGREEMENT 
01. TEMPORARY 
02. INDEFINITE 
03. PERMANENT 
010. DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE  

 
However, it cannot be concluded from these data that a gender bias exists:  

 

• Because this temporary employment is linked to the fact that most doctorate 
positions are linked to competitive grants which are therefore of a temporary nature, 
and which currently are more common among women.  

• Because the greater presence of men with training in permanent positions is 
conditioned by the origins of the organisation and by the fact that there is no 
significant rotation, which hampers the renewal of profiles. 
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• In addition, these data, due to their absolute magnitudes, are not significant or 
clearly conclusive, because, as has been seen, postdoctoral training in ICRA takes 
place in: 

 
o SCT’s: always with indefinite contracts, where there are 2 female doctors and 1 

male doctor. 
o RDi: with 1 male doctor, who is the head of the department. 
o Research areas: where indefinite contracts are only held by the Research Scientist 

and Assignment Agreements by the Research Professor, respectively presenting 
the following structures:  
 

• Research Professor: 
The positions of university assignees (with occupational relationship with another 
entity) are primarily male: 5 men UdG, 1 man CSIC, 1 man UdL, 1 ICREA man and 
2 ICREA women. 

• Research Scientist: 
RiE (2 men); QA (1 man and 1 woman, and for 2022 it is expected to incorporate 
2 women) and TiA (2 men and 1 woman). 

 
 

c.) Terminations of employment contracts. 
 
During the year 2020, 27 terminations of contract occurred, mostly due to the end of the life 
of the contract. This contingency has notably affected women more than men, which seems 
coherent with the fact that there is also a greater number of temporary contracts among 
women:  
 

 
 

Terminations by gender 
Type of termination WOMEN MEN Overall total 
VOLUNTARY WITHDRAWAL 
END OF CONTRACT 
Overall total 

 
Outside of the cases of termination at the end of a temporary contract, the second reason 
for termination of employment contracts in ICRA was voluntary withdrawal or resignation, 
linked in both bases to professional changes. In this case, although the number of cases is 
barely significant, we should note the greater incidence among women and the particular 
concentration in the Technologies and Evaluation Department (TiA), which, as we will see, is 
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one of the most populated and in which the volume of male managers is highest (75% of the 
team leaders are men, against 25% of women). 
 
 

 
 

Terminations by cause and department 
Department of origin  Type of termination   
Gender WOMEN MEN Overall total 
010. RiE 
020. QA 
030. TiA 
041. SCT (GC/MS & UAQ) 
105. ADMINISTRATION 
VOLUNTARY WITHDRAWAL 
END OF CONTRACT 

 
 

2.3. Professional classification. 
 

a) Horizontal segmentation. 
 
Of the population as a whole, currently 88.9% are research personnel and 11% management 
personnel. Within the research personnel, 54.6% are women against 45.3% of men, while in 
the management personnel there is parity between the two sexes. 
 
Studying the evolution of the organisation since 2014, it is notable how the increase of the 
workforce experienced in recent years has been reflected in a greater balance between men 
and women, but also in a greater presence of women in the collective of research 
professionals. In this way, in 2014 the percentage of women researchers within the female 
population as a whole was 76.67% (currently 89.8%) while 56.52% of the male population 
occupied research positions (currently 88%).  
 
Analysing the distribution of the female and male populations by departments, a certain 
professional segmentation is initially observed: 
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Personnel by department and gender 
Department/Service Gender WOMEN MEN Overall total 
RESEARCH SUPPORT 
MANAGEMENT 
OPERATIONS 
ADMINISTRATION 
Overall total  

 
In this respect, and once again stressing that the absolute population data require a global 
longitudinal analysis, women are infra-represented in:  
 

• RiE (Resources and Ecosystems): 4 points below the overall population assigned to 
this department. 

• TiA (Technologies and Evaluation): 5.4 punts below the overall population assigned 
to this department. 

• SCT (UTBM & IRA, Scientific and Technical Services, Biological and Molecular 
Techniques Unit and Radioactive Installation): no female presence (currently a 
single-person unit). 

• RRHH (Human Resources): no female presence (currently a single-person unit). 

• IT (Information and Computer Systems): no female presence (currently a single-
person unit). 

• General Management: no female presence (currently a single-person unit). 
 
In contrast, the departments where the presence of women is greater than that of the 
assigned population are:  
 

• QA (Water Quality): 3.55 points above. 
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• SCT (GC/MS & UAQ, Scientific and Technical Services, Gas Chromatography/Mass 
Spectrometry & Chemical Analysis Unit): no male presence. 

• SCT (LC/MS): no male presence. 

• PTS - Research Support: no male presence. 

• RDI (R&D&I Office): 0.64 points above. 

• ECOFIN: no male presence. 

• Administration: 0.64 points above. 
 
Analysing the composition of the population for each department, this segmentation is 
nuanced, since with the exception of the units staffed entirely by one sex or the other, the 
remainder fall within the framework of balanced representativity (40-60) or, when this is not 
the case, the female population is favoured.  
 

b) Vertical segmentation and infra-representation of women. 
 
ICRA has a professional classification system for both its research and management 
personnel. 
 
Assignation to the different levels or categories is based on objective criteria applicable in 
general to the sphere of research. In the case of persons assigned to the Research profiles 
(R4, R3, R2 and R1), the criteria are based on:  
 

• Capacities of publication in impact magazines. 

• Capacity to obtain competitive research projects. 

• Capacity to direct and lead the research of profiles R2 and R1. 
 
In the case of research personnel not yet qualified as research personnel in proper terms 
(that is, persons who cannot be assigned to the above levels), the criteria are based on:  
 

• Length of professional experience. 

• Greater or lesser complexity of the tasks carried out. 

• Greater or lesser degree of autonomy in the performance of the assigned tasks. 

• Level of knowledge and/or training. 
 

In the case of management personnel, 5 basic levels are defined, the assignation to which 
depends on the concurrence of objective criteria such as:  
 

• Strategic or operative/technical nature of the functions performed. 

• Greater or lesser degree of autonomy in the performance of the assigned tasks. 

• Greater or lesser level of responsibility. 

• Level of knowledge and/or training. 
 
Based on this classification, the distribution of the population by levels shows that women 
are infra-represented at the levels of:  
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• Associated Research Professor (a situation conditioned by the situation of the 
universities of origin, since in the case of the ICREA the proportion is 2 women and 1 
man). 

• Research Scientist (a situation which will foreseeably be balanced in 2022 with the 
anticipated incorporation of 1 woman and 1 post-doc, in a position which could 
become permanent in 4-5 years since the new regulatory bases of the RyC entail 
stabilisation between years 4 and 5 of the grant instead of at its finalisation. 

• Head of Department. 
 
In these cases, the presence of women in comparison with that of men is below the bracket 
of balanced representativity. 
 
Also notable are the following levels in which, although female presence is within the 40-60 
parameters, the proportion of women is less than what they represent within the population 
as a whole. This is the case of:  
 

• Advanced Postdoc Researcher (40% female presence vs. 54.13% global presence). 

• Predoctoral Researcher (52.94% female presence vs. 54.13% global presence). 
 
It is obvious, then, that the higher the professional level the smaller the presence of women 
and the greater deviation observed in relation with their proportion in the overall 
population:  
 

 
 

Professional level in % by category (men and women) 
Category and agreement levels Gender 
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Or in other words, while the presence of men is clearly less in lower positions or levels and is 
greater in the managerial levels and the highest categories, in the case of women the 
population is distributed mainly at the lower levels or the intermediate technical levels and 
is reduced at the highest levels:  
 

 
 

Professional level in % by category 

 
In the case of research personnel, these data, similar to those observed in comparable 
institutions, show that the classification criteria have a greater impact on women, since the 
context of research and publication requirements coincides in time with periods of 
maternity and childcare. This means that ICRA undergoes, in a certain manner, the 
consequences of academic criteria for accessing higher categories which do not integrate the 
gender perspective, in that they are primarily centred on one type of activity (impact 
research) and not on others (teaching activity, dissemination, “ordinary” publication or 
knowledge transfer) which are not so affected by maternity situations. 
 
In the case of management personnel, the data are also similar to the tendencies observed 
in many other companies, although in this case the small number of persons affected does 
not permit drawing clear conclusions. 
 
Analysing strictly the managerial positions, a lesser presence of women is observed in 
positions of leadership and decision-making (29.6% against 70.3%). 
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Gap in managerial representativity 

 
The gap is identified, apart from at the executive level (with little representativity due to the 
small number of persons involved), at the level of team leaders, and in particular in the 
following Departments:  
 

• TiA, a department which concentrates by itself the largest presence of both the 
female (32.2%) and male (44%) populations. 

• RiE, a department which also integrates a large part of the female (15.25%) and male 
(24%) populations. 

• RDI, which paradoxically is headed by a man, even though in absolute terms it 
contains a relatively unrepresentative population with 66.67% of female population. 

 
In regard to female presence in other bodies of influence and decision-making within ICRA, it 
must be pointed out that:  
 

1) In the Board of Trustees, the presence of women is 22.2%. The fact that most of the 
positions on the Board are currently occupied by men (the Chancellor of the 
University of Girona, the Secretary for Universities and Research, the General 
Manager of Research-SUR, the Director of CERCA-DGR, the Vice-Chancellor of 
Strategic Projects and the Director of the Catalan Water Agency) explains its scarce 
female representativity, which is currently limited to two positions (Councillor for 
Research and Universities and General Manager of the UdG Science and Technology 
Park). 
 

2) In the Scientific Committee there is parity between men and women, an especially 
noteworthy fact if we compare it with the composition registered in the previous 
Equality Plan (2014), where the presence of women was only 26.6%.  

 
3) In the Business Council, until August 2021 the presence of women was 42.8% and 

therefore within the margins of representative balance. The forecast is to continue 
incorporating women. 
 

2.4. Training. 
 
At the educational level, it is observed that although in general a representative balance is 
maintained between men and women at the intermediate (postgraduate and training cycles) 
and doctorate levels, at the level of graduates and masters the presence of women is clearly 
greater than that of men:  
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Distribution by educational level and gender 
Gender WOMEN MEN 
Educational level 
DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE 
Overall total 

 
 

% distribution by educational level and gender 
Gender WOMEN MEN Overall total 
Educational level 
DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE 
Overall total 

 
It is significant that although more than 80% of the organisation’s total population has an 
educational level of postgraduate or higher, in the female population the greatest 
concentration is observed at the master level (44%), while in the case of men the prevalent 
level is that of doctorate (60%), which may explain the greater presence of men in certain 
categories in which a doctorate is a requisite:  
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Distribution by educational level and gender (W/W and M/M) 
Gender WOMEN MEN 
Educational level 
DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE 
Overall total 

 
It must be pointed out that with the exception of the Graduate level, in the other 
educational levels the average age of women is higher than that of their male colleagues:  
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Distribution by educational level and average age 
Gender WOMEN MEN 
Educational level 
DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE 

 
 

Distribution by educational level and average length of service 
Gender WOMEN MEN 
Educational level 
DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
070. SECONDARY 
090. SCHOOL LEAVING CERTIFICATE 

 
In regard to the promotion of training within the organisation, ICRA has a basic training 
protocol which establishes:  

1. On the one hand, its commitment to training, starting from the premise that training 
has to endow the members of the organisation with the appropriate knowledge, 
skills and attitudes for achieving the centre’s goals, both strategic and operational.  

2. On the other hand, the processes for detecting and covering training needs. 

Neither the criteria of priorisation of needs nor the criteria of assignation are specified. 

The information on the evaluation of the training actions is not tabulated, nor are the data 
segmented by gender in order to evaluate the existence of possible different perceptions 
between men and women.  

The training needs are grouped into more or less homogenous areas, which permits 
identifying the following Training Areas:  

• Regulations / Legislation 
• General Know-How  
• Specific Know-How 
• Concrete Techniques  
• Practical Skills  
• Personal Competences  
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• Languages  

In the year 2020, ICRA dedicated a total of 164 training hours, distributed mainly among 
women (70.12% vs. 29.88%). 

 

Training courses and hours by gender 
Gender WOMEN MEN Total 
Training hours 
Training title 
Good Practices and Safe Handling of Compressed Gases 
Recruitment course based on framework agreements 
Specialisation course: Biosafety in the Level II Biological Contention Laboratories  
Introductory course to Public Registration of Contracts (RPC) 
OHP COVID-19 Prevention 
Overall total 

If we analyse the information on average, we observe that in the case of women the average 
number of training hours is appreciably higher (1.7 vs. 1.1 for men). 

Similarly, if we separate the training carried out on OHP Covid-19 Prevention, which has 
been transversal throughout the organisation, we observe that the rest of the training 
courses have been followed largely by women, especially in the cases of: 
 

• Specialisation course in Biosafety in the Level II Biological Contention Laboratories 

• Recruitment course based on framework agreements and Introductory Course to 
Public Registration of Contracts 
 

The year 2020 was an atypical year as a consequence of the pandemic. In this respect, most 
of the training courses were carried out online, with a participation of 58.4% by women and 
41.58% by men. In the case of in-person training, a greater presence is observed among 
women (77.78% vs. 22.22%).  
 
Although the data are not representative, neither is any type of special effect observed on 
women in the case of training being given outside the work centre (one 24-hour course of 
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laboratory operations is registered, the beneficiary being a woman). And as for the times, all 
the training actions have been carried out during working hours, as is the habitual practice in 
the company. 
 
 

2.5. Professional Promotion. 
 
Due to its characteristics as a public body, the organisation does not have a standard system 
of personnel evaluation, nor a specific promotion process apart from the specific regulations 
on adjustment of occupational positions. 
 
This procedure, approved by the Board of Trustees on 2 June 2021, does not specify or detail 
the criteria or factors serving as the basis for the adjustment of an occupational position. 
 
In the year 2020 three position adjustment processes were carried out (1 woman and 2 
men).  
 
In all three cases, the associated salary rise was the same, meaning that with the information 
available no type of gender bias is observed. 
 
 

2.6. Reconciliation of personal, family and work life. 
 
The ordinary working year at ICRA comprises 1,711 hours and is followed by the great 
majority of its population.  
 
The population employed at ICRA is linked to the company mainly by way of full-time 
contracts:  
 
 

 
% of contracts according to working hours by gender (W/W and M/M) 
Gender WOMEN MEN Overall total 
Full-time 
Part-time 

 
However, as is habitual in most companies, while there are no significant differences 
between men and women in terms of the use of the full-time contract (although women 
have a full-time linkage ratio below the general ratio in the company), in the modality of 
part-time contracts there is a greater proportion of women than men:  
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% of contracts according to working hours by gender 
Gender WOMEN MEN 
Contract according to working hours 
Full-time 
Part-time 
Overall total 

 
It is significant to analyse the average age of women and men in part-time employment 
(38.86 years in the case of women vs. 28.17 in the case of men). 
 

 
 
 

 
Type of contract according to working hours by age 
Gender WOMEN MEN 
Contract according to working hours 
Full-time 
Part-time 

 
In relation with this possible impact, and analysing in depth the conclusions of the section on 
Vertical Segmentation and Infra-Representation of Women, it is worthwhile pointing out 
that the greatest comparative concentration of part-time contracts among women occurs at 
the level of Doctor: in other words, the highest level of female talent presents a specific 
series of problems in terms of reconciliation of personal, family and work life, which is 
resolved by means of a more frequent option for a part-time contract. In another respect, it 
must be noted that many job offers are published specifying that they are part-time, 
because the needs of the project do not require more dedication: 
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Contract according to working hours and educational level 
Gender WOMEN MEN 
Contract according to working hours Educational level 
Full-time 
010. DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 
090. SCHOOL LEAVING CERTIFICATE 
Total 
Part-time 
010. DOCTOR 
020. MASTER 
030. GRADUATE 
050. UNDERGRADUATE 
060. HIGHER SECONDARY / PROFESSIONAL TRAINING 070. SECONDARY 
Total 
Overall total 

 
In terms of working hours, no significant differences are observed between men and 
women.  
 
In this respect, the use of flexitime formulas is maintained within the parameters of 
balanced representativity, and as we have commented above in relation to the part-time 
rate, we observe that the reduction of working hours due to legal guardianship is opted for 
primarily by women. 
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As for the specific policies on reconciliation of personal, family and work life, by way of the 
Instruction on Occupational Conditions (DOC 3.3.1.1-3 of June 2019), ICRA explicitly 
establishes its commitment to improving on the minimums laid down in the legislation.  
 
To implement this commitment in practice, it establishes a series of improvements in the 
conditions of enjoyment of certain permits over those provided for in the Workers’ Statute. 
 
In regard to teleworking, we should point out the existence of a policy regulating the right to 
digital disconnection for both presential and teleworking. 
  
 

2.7. Health and anti-harassment protocol. 
 
Although the sample is not very representative in statistical terms, 77% of the cases of sick 
leave during the year 2020 (9 cases) involved women. That is to say, the absenteeism rate of 
women in relation with their workforce volume is 11.8%, against 4% in the case of men. 
Since these are very concrete cases which, as we say, are not in themselves decisive in 
creating a tendency, it is important to observe this sphere longitudinally in order to discard a 
greater recurrence of certain contingencies among men and/or women. 
 
This absenteeism rate has had an unequal distribution, but it has affected 320 days at an 
average of 45 days, against 18 days’ total and an average of 2 in the case of men. 
 
In regard to the Anti-Harassment Protocol, ICRA has a specific policy covering the cases of 
harassment on psychological, sexual, gender or sexual orientation grounds and other types 
of discrimination. 
 
In relation with sexual harassment, the Protocol replicates the concept defined in the 
regulations, not listing any conducts associated with it or establishing any levels of 
seriousness: 

“This is constituted by any undesired verbal, non-verbal or physical conduct of a sexual nature which 
seeks or produces the effect of attacking the dignity of a person or of creating for them an intimidating, 
hostile, degrading, humiliating, offensive or unpleasant environment.”  

In regard to harassment on gender grounds, it is assimilated to harassment over sexual 
orientation, when this harassment on gender grounds is defined in the regulations as a 
subtype of discriminatory harassment associated with gender roles and not with sexual 
orientation: 

“This is constituted by any undesired conduct related with a person’s gender or sexual orientation on 
the occasion of access to remunerated employment, promotion in the workplace, occupation or 
training, which seeks or produces the effect of attacking the dignity of a person or of creating for them 
an intimidating, hostile, degrading, humiliating or offensive environment.”  

The protocol identifies the responsible roles in the preventive and corrective management 
of cases of harassment:  
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“Direction/General Management: 
 

• Has to ensure continuous improvement of the working conditions and that relationships between 
workers maintain respect for privacy, equality and dignity.  

• Has to ensure compliance with this Protocol.  

• Has to agree to safeguard reserved information and to report to the internal investigation 
committee.  

• Has to appoint the persons who will form part of the internal investigation committee.  

• Has to proceed in accordance with the conclusions drawn and recommendations made by the 
internal investigation committee.  

• Has to ensure the application of corrective measures, along with the prevention service, once the 
investigation has been completed.  
 
Human Resources Service: 
 

• Has to guarantee information to the workers on the rights they have and the laws which cover 
them, and on the preceptive sanctions and the procedure for submitting questions, complaints and 
reports. 

• Has to ensure the execution of any corrective and preventive measures which may be applicable 
and recommended by the units which have investigated and studied the case, in order to solve the 
problem and/or prevent the appearance of new cases.  

• Has to promote this Protocol whenever there is a request for action.  

• Has to process information on the cases reported and solved, at the beginning and end of the 
various stages.  

• Has to guarantee that the persons involved can supply, throughout the actions, any information 
they may consider appropriate.  

• Has to supply any information in its power in order for the prevention technicians or the members 
of the investigation committee to establish the diagnosis of the situation, which will give rise to all 
the subsequent actions until arriving at the solution of the problem.  

 
Prevention Service  
 

• As a specialised technical body, it is responsible for the performance of the necessary evaluations 
and studies for the diagnosis of any situation forming the subject of a complaint or report. 

• Has to collaborate with the members of the internal investigation committee by supplying them 
with any documentation and reports they may require in the study of the case.  

• Has to monitor the implantation of the corrective measures and the control of their effectiveness.  

• Has to provide, as the case may be, technical advice and appropriate psychological and medical 
support for persons affected by possible harassment and will assess the advisability of the 
intervention of specialised services in the field of medicine and/or psychology in order to prevent 
or fully minimise any effects they may suffer.  

• Has to draw up information on the cases reported and solved, at the beginning and end of the 
various stages. 
  
The internal investigation committee  
 

• Has to investigate all cases in which the Director or General Manager of the centre requests 
intervention due to signs of harassment and to issue a report with the conclusions of its investigation 
and its proposals for action. The investigation committee will be constituted by the persons designated 
by the Management of the centre.” 

The Protocol establishes a process of action which can extend its duration up to 90 days. 
Despite establishing this duration, it does not detail the precautionary measures to be 
adopted during the execution of the process. Neither does it detail the associated 
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consequences in the event of considering the case of harassment confirmed, nor does it 
determine the possible sanctions in view of the seriousness of the perpetrated conduct. 
 
Within the framework of the preventive actions, the Protocol provides for the holding of 
information sessions. It is not recorded that these information and training sessions have 
taken place either with the workforce in general or with the persons who have to intervene 
in the committee responsible for investigating and solving the cases.  
 
 

2.8. Non-sexist Communication and Language. 
 
ICRA makes every effort to ensure that the image of women is represented in all its 
publications on physical support, appearances in communications media and presence in 
social media:  
 

 
 
 

 
 
 
 
In the same way, it also promotes the public dissemination of images showing women who 
occupy managerial positions in the organisation, thus contributing to the construction of 
referents of women in positions with decision-making power:  
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It also participates publicly in awareness-raising campaigns addressed to breaking horizontal 
segmentation on gender grounds and promoting the presence of women in the scientific 
professions:  
 

 
 
From the communicative perspective, it does not have a protocol of non-sexist 
communication and language. 
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RESULTATS OF THE REMUNERATION AUDIT. 
 
ICRA’s remuneration structure is articulated around the following remuneratory concepts:  
 

• Annual base salary  

• Responsibility complement: a remuneratory complement subject to the fulfilment of 
the assigned responsibilities. 

• Dedication and availability bonus: a remuneratory complement for greater 
dedication and time availability for work reasons.  

 
The evaluation of salaries has taken as the indicator of reference that of the salary gap, 
which is calculated as follows: 
 

 
 

Average total annual remuneration men - Average total annual remuneration women  x 100 
Average total annual remuneration men 

 
On the basis of this formula, in general the series of remunerations between men and 
women in ICRA presents, according to the agreed working hours, a mean gap of 8.3% and an 
average gap of 14.5%, both quantities being below the 25% which the legislator considers 
the maximum admissible parameter. 
 
 

 
General remuneration gap by gender 
Gender Total remuneration % average difference  % mean difference 
WOMEN 
MEN 

 
Updating the data by levels, it is observed that:  
 

• At the level of Advanced Post-Doctoral Researcher there is an average gap of 29.02% 
and a mean gap of 33.47%. Since these categories include various positions and 
therefore the gap refers to populations with very diverse characteristics, on 
completing the specific analysis by positions in comparable populations, no salary 
differences are observed between men and women. 
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• At the level of Head of Department, 15.20% and 11.11%. 
 

• At the level of Research Technician, 7.36% and 14.58%. 
 

• And at the level of Predoctoral Researcher, 2.56% and 4.17%. 
 
 

 
 

General remuneration gap by gender and levels (base) 
Category/agreement level Annual working hours Gender WOMEN MEN 
% difference in Average Total Remuneration % difference in Mean Total Remuneration 
NIL 

 
It is important to emphasise that the data correspond to small populations, so the results are 
not conclusive. In addition, in the case of persons occupying the level of Advanced Postdoc 
Researcher, the explanation may lie in the funding of the project (EU projects such as ITN, 
IIF, etc., stipulate the salaries to be paid, which in some cases may be higher than the levels 
stipulated in the ICRA tables). 
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RESULTS AND ACTIONS. 
 
The matters which have been subject to negotiation and on which measures have been 
agreed are the following:  
 

Matters Negotiated Adoption of 
measures 

Selection and recruitment process YES YES 

Professional classification YES YES 

Professional promotion  YES YES 

Infra-representation of women YES YES 

Professional training  YES YES 

Co-responsible exercise of the rights of reconciliation of personal, 
family and work life 

YES YES 

Remunerations YES  

Occupational health  YES YES 

Prevention of sexual and gender harassment  YES YES 

Non-sexist communication and language  YES YES 

 
 

 
 
 

Actions Requirements of EC Gender Equality Plan 

Situation diagnosis Compilation and monitoring of data: data 
broken down by sex/gender on personnel 
and students and annual reports based on 
indicators. 

SE
LE

C
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O
N

 A
N

D
 R

EC
R

U
IT

M
EN

T
 

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

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it.  
Gender equality in recruitment and 
professional progression. 

 
SC2. Training for members of the 
Selection Committees on gender 
biases in selection processes. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Training: awareness-raising/training on 
gender equality and unconscious gender 
prejudices for the personnel and decision-
makers. 
Gender balance in leadership and decision-
making. 
Gender equality in recruitment and 
professional progression. 

SC3. Design an 
evaluation/perception survey for the 
finalist candidate of the process on 
their degree of satisfaction with the 
selection process, in which reference 
may be made to matters related with 
gender biases. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Gender equality in recruitment and 
professional progression. 

SC4. Monitor the effective 
compliance with the right to equality 
and non-discrimination in all the 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
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stages of the selection and 
recruitment procedures. 

Gender balance in leadership and decision-
making. 
Gender equality in recruitment and 
professional progression. 

P
R

O
FE

SS
IO

N
A

L 
C

LA
SS

IF
IC

A
TI

O
N

 

CP1. In the case of vacancies, 
provided the candidates have the 
same or comparable merits, 
preference will be given to the 
gender less represented in the 
department having the vacancy. 
 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Gender balance in leadership and decision-
making. 
Gender equality in recruitment and 
professional progression. 

CP2. Manifest and specifically 
acknowledge female activity in the 
various activities related with 
research and its dissemination and 
transfer. 
 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Integration of the gender dimension into the 
research and teaching contents. 

TR
A

IN
IN

G
 A

N
D

 

D
EV

EL
O

P
M

EN
T

 

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

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Training: awareness-raising/training on 
gender equality and unconscious gender 
prejudices for the personnel and decision-
makers. 

R
EC
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N

C
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F 
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N
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A
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A
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O
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PC1. Conduct specific monitoring of 
the reconciliation measures 
(suspensions and permits), 
segmenting their use by gender. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Reconciliation and organisational culture. 

PC2. Draw up a perception survey to 
validate the adjustment of the 
current measures of flexibility and 
reconciliation of family, personal and 
work life. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Reconciliation and organisational culture. 

PC3. Study the possibility of 
reconditioning a suitable space for 
creating a lactation room and 
determining its use procedure. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Reconciliation and organisational culture. 

PC4. Recommend programming 
internal meetings during the central 
hours of the day (09:30 – 13:30). 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Reconciliation and organisational culture. 

PC5. Inform the workforce of their 
rights in matters of reconciliation 
and flexitime at the ICRA SharePoint. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Reconciliation and organisational culture. 
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R
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C
O

L 

PAA1. Update the Anti-Harassment 
Protocol and describe its process. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Measures against gender violence, including 
sexual harassment. 

PAA2. Appoint the persons of 
reference for the investigation and 

Dedicated resources: commitment of human 
resources with experience in gender matters 
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solution of cases of harassment. to implement it. 
Measures against gender violence, including 
sexual harassment. 

PAA3. Distribute and communicate 
the Anti-Harassment Protocol. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Measures against gender violence, including 
sexual harassment. 

PAA4. Conduct specific training 
sessions for persons of reference and 
members of the investigation 
committee. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Training: awareness-raising/training on 
gender equality and unconscious gender 
prejudices for the personnel and decision-
makers. 

N
O

N
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T 
C

O
M

M
U

N
IC

A
TI

O
N

 

 A
N

D
 L

A
N

G
U

A
G

E
 

CI1. Draw up and disseminate a 
protocol of inclusive language and 
communication. 
 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Training: awareness-raising/training on 
gender equality and unconscious gender 
prejudices for the personnel and decision-
makers. 
Measures against gender violence, including 
sexual harassment. 

CI2. Promote training activities on 
non-sexist language and 
communication for all the workforce. 
 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Training: awareness-raising/training on 
gender equality and unconscious gender 
prejudices for the personnel and decision-
makers. 

CI3. Promote, at the proposal of the 
Monitoring Committee, specific 
seminars to stimulate and manifest 
the presence of women in the fields 
of science and research. 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Integration of the gender dimension into the 
research and teaching contents. 

R
EM

U
N
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A

TI
O

N
  

AR1. Create a committee to oversee 
the selection and recruitment 
processes for salary adjustment and 
equity.  
 
 

Dedicated resources: commitment of human 
resources with experience in gender matters 
to implement it. 
Gender equality in recruitment and 
professional progression. 

 

Selection and recruitment (SC) 
 
The selection process is a key process with great importance associated with the corporate 
image, both from a social point of view and in reference to the candidate. In addition, it is a 
decisive process which marks the beginning of the new employee’s cycle of experience and 
reflects the solidity and cultural coherence of the organisation. 
 
 
 



 
 

44 
 

• Goals. 
 

1. To ensure equal treatment and opportunities in the selection and recruitment 
processes. 

2. To foster consistency and integration of the policies of Diversity, Equality and 
Inclusion (DEI) in the organisation’s operating actions. 

3. To guarantee that all the offers, titles of functions and list of positions are 
formulated in a neutral manner and without gender biases. 

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

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: Review of Selection Procedure and related documentation.  
- Priority: High 
- Execution period: Q2/Q3 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 
SC2. Training for members of the Selection Committees on gender biases in selection 
processes. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: Provision of training in gender matters for all the Lead Researchers /Heads 

and/or any person who may be a member of a Selection Committee.  
- Priority: High 
- Execution period: Q2/Q3 2022 
- Review period: Action with annual periodicity. 

 
 
SC3. Design an evaluation/perception survey for the finalist candidate of the process on 
their degree of satisfaction with the selection process, in which reference may be made to 
matters related with gender biases. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: % of satisfaction of the persons interviewed in the selection processes in 

relation to DEI issues. 
- Priority: High 
- Execution period: Q2/Q3 2022 
- Review period: Single action. Monitoring at the end of each selection process.  

 
 
SC4. Monitor the effective compliance with the right to equality and non-discrimination in 
all the stages of the selection and recruitment procedures. 
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- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: % of women and men by department and hierarchical level and evolution 

in regard to current indicators. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Annual monitoring at year end. 

 
 

Professional classification: horizontal and vertical segmentation and infra-representation 
of women (CP). 
 
The classification process formalises and documents, in practice, the organisation’s formal 
and substantial commitment in matters of DEI. 
 
In another respect, promoting the female presence in decision-making positions permits 
incorporating greater diversity into the organisation’s strategic and operational design and 
contributes to the development of a culture with a higher degree of participation and 
learning. 
 
• Goals. 
 

1. To ensure that no function, task or area of responsibility contains any gender bias in 
its nomenclature and that in any case no assignation is made on grounds strictly of 
gender. 

2. To foster, within the framework of regulations on public institutions, an increase in 
the presence of women and/or men in the workforce in any positions where they are 
infra-represented, to ensure a balanced presence between women and men in the 
organisation. 

3. To promote a greater presence of the infra-represented sex in all positions and 
departments in the organisation. 

 
• Actions. 
 
CP1. In the case of vacancies, provided the candidates have the same or comparable 
merits, preference will be given to the gender less represented in the department having 
the vacancy. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: % women and men by department and category 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Annual monitoring at year end. 
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CP2. Manifest and specifically acknowledge female activity in the various activities related 
with research and its dissemination and transfer. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: Visible references to and acknowledgement of women on the website. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Annual monitoring at year end. 

 
 

Professional training and development (PTD) 
 
A well-structured training policy permits the development of all the persons in the 
organisation without gender biases, a greater impact of the training actions and a wider 
dissemination of the DEI culture among the teams. 
 
In addition, a training policy which promotes quality in the design and management of the 
processes and is fully aware of the importance of inclusion and integration for the better 
functioning of the teams generates practices aligned with the DEI postulates. 
 

• Goals. 
 

1. To ensure that everyone in the organisation knows and understands the contents of 
the DEI culture. 

2. To ensure that all the persons with responsibility over teams integrate the DEI 
perspective into their strategic, operational and relational actions. 

 
• Actions. 
 
FDP1. Disseminate the organisation’s commitment to the right to equality, the offer of 
training tools and resources in gender matters and promote the entire organisation’s 
participation in them. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: % participation of women and men in general and specific training in 

gender matters. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Annual monitoring at year end. 

 

Reconciliation of personal, family and work life (PC). 
 
The co-responsible exercise of the tasks of caring for children and other dependent relatives 
contributes decisively to the displacement of gender stereotypes and consequently to the 
elimination of the indirect barriers that prevent the professional experience of men and 
women from being equal. 
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• Goals. 
 
1. To contribute to the joint responsibility of men and women in the performance of 

family care tasks. 
 

• Actions. 
 

PC1. Conduct specific monitoring of the reconciliation measures (suspensions and 
permits), segmenting their use by gender. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator: % participation of women and men in the use of the various parental and 

family care rights. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Annual monitoring at year end. 

 
 
PC2. Draw up a perception survey to validate the adjustment of the current measures of 
flexibility and reconciliation of personal, family and work life. 
 

- Responsible unit: Equality Plan Monitoring Committee. 
- Indicator:  

o Drafting of survey. 
o Results of survey. 

- Priority: High 
- Execution period: Q3-Q4 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 
PC3. Study the possibility of reconditioning a suitable space for creating a lactation room 
and determining its use procedure.  
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Feasibility study for reconditioning a space as a lactation room. 
o If the result is feasible, drafting of a use procedure of the lactation room. 

- Priority: Low 
- Execution period: from 2022 to 2025 
- Review period: Single action. Once executed, no further action is required. 

 
 
 
 



 
 

48 
 

PC4. Recommend programming internal meetings during the central hours of the day 
(09:30 – 13:30). 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Periodical publication of reminder  
- Priority: Low 
- Execution period: from 2022 to 2025 
- Review period: Periodical action  

 
 
PC5. Inform the workforce of their rights in matters of reconciliation and flexitime at the 
ICRA SharePoint. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Publication at the ICRA SharePoint  
- Priority: Medium 
- Execution period: Q2-Q3 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 

Health and anti-harassment protocol (PAA). 
 
The creation of a working environment free of sexist harassment and violence is 
indispensable for guaranteeing the basic rights to health and physical and psychosocial 
integrity, privacy and equality. 
 

• Goals. 
 
1. To guarantee effective prevention measures of sexual and/or gender harassment and 

establish a channel for reporting such forms of harassment. 
2. To guarantee that all the employees are familiar with the protocol. 

 

• Actions. 
 

PAA1. Update the Anti-Harassment Protocol and describe its process. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Updating and signing of the Protocol. 
- Priority: High 
- Execution period: Q2-Q3 2022 
- Review period: Single action. Once executed, no further action is required. 
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PAA2. Appoint the persons of reference for the investigation and solution of cases of 
harassment.  

 
- Responsible unit: Management 
- Indicator:  

o Designation of responsible persons. 
- Priority: High 
- Execution period: Q2-Q3 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 

PAA3. Distribute and communicate the Anti-Harassment Protocol. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Communication action. 
- Priority: High 
- Execution period: Q4 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 

PAA4. Conduct specific training sessions for persons of reference and members of the 
investigation Committee.  

 
- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Provision of training to persons of reference and members of the 
Investigation Committee. 

- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Action with annual periodicity. 

 
 

Non-sexist Communication and Language (CI). 
 

By means of inclusive communication, the organisation contributes to disseminating the 
values associated with respect, recognition and equality, generating relationship frameworks 
which promote cohesion and collaboration. 
 

• Goals.  
 
1. To promote inclusive language as a standard practice in the organisation. 
2. To contribute to manifesting the contribution of women to the world of science and 

research and favouring the growth and prestige of the organisation. 
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• Actions.  
 

CI1. Draw up and disseminate a Protocol of Inclusive Language and Communication. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Drafting and signing of the Protocol. 
- Priority: High 
- Execution period: Q2-Q3 2022 
- Review period: Single action. Once executed, no further action is required. 

 
 
CI2. Promote training activities on non-sexist language and communication for all the 
workforce. 
 

- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Provision of training and % of participation of men and women. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Action with annual periodicity. 

 
 
CI3. Promote, at the proposal of the Monitoring Committee, specific seminars to stimulate 
and manifest the presence of women in the fields of science and research. 

 
- Responsible unit: Equality Plan Monitoring Committee 
- Indicator:  

o Number of actions promoted. 
- Priority: Medium 
- Execution period: Q1 2023, Q1 2024, Q1 2025 
- Review period: Action with annual periodicity. 

 
 

Remuneration Audit (AR) 
 

The culture of remuneratory transparency and equity has to be present and respected in all 
the stages of the employment cycle, to generate relationships of confidence among all the 
employees and prevent any risk of salary gaps at source. 
 

• Goals.  
 
1. To guarantee equal remuneration for positions of equal value. 
2. To guarantee that the remuneration policy responds to criteria of transparency, 

simplicity and objectivity. 
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3. To guarantee that the relevant skills and capacities and the complexity and 
responsibility of the assigned tasks are duly recognised and valued. 

 
 

 

• Actions.  
 
AR1. Create a committee to oversee the selection and recruitment processes for salary 
adjustment and equity. 
 

- Responsible unit: Management 
- Indicator:  

o Create a Research Committee  
o Create an Administration Committee  
o Include in the Template “REG_3.3.1.1-7 Recruitment Conditions” of the 

selection process a box for the signature of a member of the Research and/or 
Administration Committee. 

- Priority: High 
- Execution period: Q2-Q3 2022 
- Review period: Single action. Once executed, no further action is required. 
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5. ACTION CALENDAR  
 
 

Actions 
 

2022 2023 2024 2025 
Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

SE
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U
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M

EN
T

 

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

                

 
SC2. Training for members of the Selection Committees on gender biases in selection processes. 

                

SC3. Design an evaluation/perception survey for the finalist candidate of the process on their degree 
of satisfaction with the selection process, in which reference may be made to matters related with 
gender biases. 

                

SC4. Monitor the effective compliance with the right to equality and non-discrimination in all the 
stages of the selection and recruitment procedures. 

                

P
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N
 CP1. In the case of vacancies, provided the candidates have the same or comparable merits, 

preference will be given to the gender less represented in the department having the vacancy. 
 

                

CP2. Manifest and specifically acknowledge female activity in the various activities related with 
research and its dissemination and transfer. 
 

                

TR
A
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D
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P
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T
 FDP1. Disseminate the organisation’s commitment to the right to equality, the offer of training tools 

and resources in gender matters and promote the entire organisation’s participation in them. 
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PC1. Conduct specific monitoring of the reconciliation measures (suspensions and permits), 
segmenting their use by gender. 

                

PC2. Draw up a perception survey to validate the adjustment of the current measures of flexibility 
and reconciliation of personal, family and work life. 

                

PC3. Study the possibility of reconditioning a suitable space for creating a lactation room and 
determining its use procedure. 

                

PC4. Recommend programming internal meetings during the central hours of the day (09:30 – 
13:30). 

                

PC5. Inform the workforce of their rights in matters of reconciliation and flexitime at the ICRA 
SharePoint. 
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P
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PAA1. Update the Anti-Harassment Protocol and describe its process.                 

PAA2. Appoint the persons of reference for the investigation and solution of cases of harassment.                 

PAA3. Distribute and communicate the Anti-Harassment Protocol.                 

PAA4. Conduct specific training sessions for persons of reference and members of the investigation 
committee. 
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 CI1. Draw up and disseminate a protocol of inclusive language and communication. 

 
                

CI2. Promote training activities on non-sexist language and communication for all the workforce. 
 

                

CI3. Promote, at the proposal of the Monitoring Committee, specific seminars to stimulate and 
manifest the presence of women in the fields of science and research. 

                

R
EM
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N
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A

TI
O

N
  

AR1. Create a committee to oversee the selection and recruitment processes for salary adjustment 
and equity.  
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6.ADMINISTRATION OF THE EQUALITY PLAN 
 
Review of the Equality Plan. 
 
Without prejudice to the terms of review agreed for each of the actions included in this 
Equality Plan, it will be reviewed when there occur any of the circumstances provided for in 
Article 9.2 of Royal Decree nº 901/2020 regulating equality plans and their registration and 
amending Royal Decree nº 713/2010 of 28 May on the registration and deposit of collective 
employment agreements. 
 
Whenever necessary in duly justified circumstances, the review will entail an update of the 
diagnosis and the measures of the Equality Plan to the necessary extent. 
 
An intermediate evaluation will be carried out (at two years of life of the Equality Plan) and 
another at the end of the life of the Equality Plan, and whenever agreed by the Equality Plan 
Monitoring Committee, the composition and functions of which are regulated in section 6.2.
  
If any circumstance is detected which prevents the full implantation of the Equality Plan, the 
Company and the Legal Representation of the Employees, by way of the Equality Plan 
Monitoring Committee, undertake to negotiate and, as the case may be, agree on the 
necessary corrective measures to achieve the goals established in this Equality Plan. 
 
 
Paritary monitoring, evaluation and review body. 
 
It is agreed to create a body responsible for carrying out the actions provided for in the 
Equality Plan and monitoring the evolution and achievement of the goals established in this 
Equality Plan. 
 
This paritary body, which will be named the Equality Plan Monitoring Committee, will be 
formed by the following persons: 
 
For the Representation of the Employees: 
 

• Ms. Maria José Farré Olalla 

• Mr. Jose Luis Balcazar Rojas 
 
For the Representation of the Company: 
 

• Ms. Janina Manrique Vilanova 

• Mr. Alex Sanchez Melsió 
 
The Equality Plan Monitoring Committee will have the following functions: 
 

1. To carry out and monitor the actions provided for in the Equality Plan, on the review 
dates established for each of the actions included in the Equality Plan. 
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2. To review the Equality Plan when there occur any of the circumstances provided for 

in Article 9.2 of Royal Decree nº 901/2020 regulating equality plans and their 
registration and amending Royal Decree nº 713/2010 of 28 May on the registration 
and deposit of collective employment agreements. 
 

3. To perform an intermediate evaluation (at two years of life of the Equality Plan) and 
another at the end of the life of the Equality Plan, and whenever agreed by the 
Equality Plan Monitoring Committee. 
 

4. To draft any corresponding monitoring and evaluation reports in the above cases. 
 

5. To negotiate and, as the case may be, agree to add, reorient, improve, correct, 
intensify, attenuate or even cease to apply a measure of the Equality Plan, on the 
basis of the effects being observed in relation with the achievement of its goals. 
 

6. To inform the Management and the Employees’ Legal Representation annually on 
the status of compliance with the measures included in the Equality Plan. 

 
Minutes will be taken of the meetings held by the Equality Plan Monitoring Committee, and 
the adoption of agreements will require the majority vote of each of the parties.  


