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Introduction 

Gender equality is a universal legal principle currently recognized by international, European, and Spanish 

regulations. 

In Spain, the full recognition of formal equality before the law was ensured after passing the Organic Law 

3/2007 of March 22nd, for effective equality between women and men: article 45.1 of the aforementioned 

law obliges businesses to give equal treatment and opportunities and to adopt measures geared to 

preventing any manner of occupational discrimination between women and men; such measures must be 

negotiated with workers’ legal representatives. 

In Catalonia, the Statute of Autonomy (art. 19) recognizes that women have the right to participate 

equally with men in all private and public spheres; and article 41 introduces the gender approach as 

guiding principle in public authorities. More recently, Catalan Law 17/2015 of July 21st, on effective equality 

between women and men, widely covers this topic. 

The Catalan Government, Generalitat de Catalunya, through CERCA institution has ruled that any research 

centre belonging to this institution must develop an equality plan with a detailed diagnosis of the situation 

for each centre on equal opportunities between men and women, as well as elaborate an action plan 

enabling every centre to improve from its baseline. 

Thus, equal treatment and opportunities between women and men must be a priority in CREAF Strategic 

Plan, considering it as a foundation for labor relationships and human resources management in the 

centre. 

Commited towards equality 

An equality plan is a centre commitment and strategy aimed to achieve equal treatment and 

opportunities between women and men, removing stereotypes, habits and obstacles. The 

Equality Plan aims to promote measures to encourage the recruitment, stay and career development of 

people, with a balanced involvement of women and men in workplaces and at different levels of 

responsibility. 

The activity of CREAF and its staff is driven by respect and equality between individuals.  

With the development of the Equality Plan, CREAF commits itself to avoid disgusting situations for the 

dignity of the individual, harmful for the work environment and toxic for the health, morale, trust and self-

esteem of people.  

The Equality Plan defines behaviours to avoid and addresses specific measures, coordinating claims or 

complaints on behalf of staff at the centre. 

Committee for the Equality Plan 

From CREAF Works Council: 
 
Anna Ramon, Head of Communication Department 
Roberto Molowny, statistician 

From CREAF: 
 
José Antonio Fuentes, CREAF Manager 
Marta Barceló, Executive Secretary 

Comentado [JPV1]:  
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Equality Plan Structure 

 
The Equality Plan of CREAF consists of three main sections. 
 

1) Baseline diagnosis: 

A first study based on quantitative and qualitative information gathered by CREAF’s Human 

Resources Department has been made. Its main sources are: database of staff and payments to 

staff for the 2010-2014 period, CREAF Psychosocial Analysis, a survey from HRS4R and another 

survey from workers’ representatives. 

 

2) Action programme: 

It has been written based on the conclusions of the baseline diagnosis and shortcomings detected 

by management or works council. The plan contains a number of objectives, measures and actions, 

introduction schedule, persons responsible for its implementation and indicators for its follow-up.  

 

3) Follow-up and evaluation: 

People assigned to the action programme will be in charge of the follow-up, gathering information 

about its degree of implementation, analyzing its results and measuring its impact on CREAF. 
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Baseline and diagnosis 

Apart from data on the staff at CREAF's Human Resources Department, since June 2013 several surveys 

have been filled out by the whole staff regarding equality: in June 2013 the Assessment of Psychosocial Risk 

Factors was made; in September 2014 an HRS4R Assessment promoted by CERCA was made; finally, in June 

2015 an equality survey requested by works council was made. The latter complements areas and 

questions that in former evaluations were not taken into account or were not clear enough. As a result, the 

time scope for the diagnosis is 2010-2015. 

A brief assessment and description on centre staff situation according to staff data and the three 

assessments is described below.  

1. Overall review of centre staff, 2010-2015 period (centre data) 

a. Breakdown by gender analysis according to internal grading 

In this table an analysis of gender breakdown on the three main internal grading of CREAF staff 

(Administration, Research Staff and research support staff) is performed  

 

 

 

 It is observed that since 2010, administrative and research support staff, in the aggregate, show a 

fairly equitable distribution regarding gender. 

 However, there is an important imbalance between men and women in research staff throughout 

the years. 

 The action plan of the current Equality Plan must establish specific actions to reverse this trend in 

research staff for the next 5 years.  
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b. Breakdown by age 

The following table contains aggregate values for the 5 analyzed years, 2010-2015 (both years included). It 

is observed that there is a certain degree of age inequality in all classifications but in the 24-34 years 

interval, with a nearly absolute equality. 

 

 

 

 Work must be done to balance proportions between men and women in every age group.  

 There is an imbalance of men and women in the younger groups, so the centre must develop 

actions to get more young women involved in science.  

 Seldom action can be performed on the staff in the 45-60 years interval. The inequality in this 

interval is reproduced in the whole research system of Catalonia and Spain. It stems from 

historical dynamics, where women found many hardships to keep their scientific or technical 

career. 

 The proportion between men and women observed in the 25-34 years interval should be 

consolidated.  
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c. Seniority analysis 

The following table contains aggregate values for the 5 analyzed years, 2010-2015 (both years included), on 

seniority data in the centre for CREAF staff (Administration and Services, research support staff and 

research staff). 

 

 

 

 Men double women as far as seniority over 10 years is concerned. Historical data has been 

analyzed and it seems that in the beginning men were already the most hired staff, specially for 

research and centre management positions.  

 Among consolidated staff at CREAF (that is, seniority between 3 and 10 years) a fairly balanced 

proportion between men and women is maintained. This feature indicates that in next years it is 

possible to have more balanced proportions among senior staff. 

 The Action Plan must ensure that a balanced proportion between men and women is 

maintained and established for the following years. 
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d. Contract type analysis 

The following table contains aggregate values for the 4 analyzed years, 2010-2014 (both years included), on 

the contract type of CREAF staff (permanent or fixed-term). 

 

 

 There was a small imbalance between men and women as far as permanent contracts are 

concerned, but it was corrected and equality was nearly achieved in 2014 .  

 In fixed-term contracts, more men than women are hired. Two reasons can explain this:  

o the centre is making its best efforts to balance permanent contracts on women 

o There is a trend between women: most of them choose not to pursue a career in 

science after graduation.  

 Specific actions on the reconciliation of family and working life must be developed to 

encourage women to pursue their career in science.  
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e. Research staff analysis 

The following table contains aggregate values for the 4 analyzed years, 2010-2014 (both years included), on 

the category of research staff, excluding the research support staff and the administration and services 

staff). 

 

I2 = Senior Researcher I3 = Researcher I4 = Postdoctoral Researcher I5 = Predoctoral Researcher 
 

 

 The number of men and women is equal only in the Senior Researcher group. In the other 

groups (I3, I4, I5) percentage differences of men and women are found: there are very few 

women in them (10%, 22% and 23% for I3, I4 i I5 respectively). 

 We must point out that it is key to develop measures for this group, both to boost young staff 

and to promote the number of postdoctoral researchers. They will become, on the long term, 

senior research staff and will bring more opportunities to consolidate women and men alike.  
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f. Governance bodies analysis 

The composition of different CREAF governance and advisory bodies are analyzed in the following tables: 

home dona home dona home dona home dona home dona home dona

Patronat 13 1 13 1 12 2 13 1 13 1 13 1

Consell de Direcció 10 1 10 1 10 1 10 1 10 1 10 1

Comité Científic 4 0 4 0 4 0 4 0

Equip de Direcció 6 2 6 2 6 2 6 2 6 2 6 2

29 4 29 4 32 5 33 4 33 4 33 4

home dona home dona home dona home dona home dona home dona

Patronat 93% 7% 93% 7% 86% 14% 93% 7% 93% 7% 93% 7%

Consell de Direcció 91% 9% 91% 9% 91% 9% 91% 9% 91% 9% 91% 9%

Comité Científic 100% 0% 100% 0% 100% 0% 100% 0%

Equip de Direcció 75% 25% 75% 25% 75% 25% 75% 25% 75% 25% 75% 25%

88% 12% 88% 12% 86% 14% 89% 11% 89% 11% 89% 11%

20152010 2011 2012 2013 2014

20152010 2011 2012 2013 2014

 

CREAF governance bodies are the Board of Trustees and the Management Board, whose members are 

appointed following their by-laws or by delegation of an assigned member: therefore, the centre is not 

responsible for their appointment, but influence can be exerted through remarks. The trustees are 

responsible for its gender equality.  

CREAF has two extra advisory bodies: the International Scientific Committee and the Management Team. In 

these bodies we can adopt measures to achieve gender equality; however, the Action Plan is key to ensure 

that more women are becoming senior researchers of international prestige.  
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2. Psychosocial risk factors analysis (June 2013) 

Our centre, through our external service of prevention (SP.ACTIVA), performed on June 2013 a psychosocial 

risk factors analysis within our risk prevention and health behavior plan. It was the starting point to adopt 

corrective actions and to monitor the psychosocial health of CREAF staff.  

As far as gender is concerned in the analysis results, the following can be summarized:  

 

In the report, there is hardly any reference to equality or discrimination issues, maybe because it 

is not a specific report on these topics.  

 It is mentioned in one chapter: 

Chap. 4, p. 1: end of paragraph c): “... some instances of conflict situations are gathered...: .... 

sexual harassment and potential discrimination...” 

In this chapter, a VERY HIGH RISK score is awarded to all research staff. 

However, a specific problem cannot be pointed out among all references highlighted in the 

chapter 4 of the report: sentences are too vague and are typical in these kind of reports, 

since it can be applied to some or all generic conflictive situations aforementioned 

(“interpersonal issues, psychological or physical violence situations, sexual harassment and 

discrimination exposure”). The lack of specificity in the survey does not allow for deeper 

conclusions. 

 

 References in the annexes are made: 

Annex 6: “Relationships and social support”:  

“Exposure to sexual harassment ” (item 18 d): 12% (“rarely”) - Administrative staff 

“Exposure to sexual harassment ” (item 18 d): 18% (“rarely”) - Researchers 

“Exposure to discrimination” (generally speaking) (item 20): 25% (“sometimes”) - 

Administrative staff 

“Exposure to discrimination” (generally speaking) (item 20): 5% (“sometimes”) - Researchers 

“Exposure to discrimination” (generally speaking) (item 20): 27% (“sometimes”) - 

Administrative staff 

Annex 6 is more specific and a certain risk (apparently small) of sexual harassment is 

detected. Regarding discrimination, with more significant percentages, it does not include 

more details and thus its scope cannot be established. 
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3. Assessment of HRS4R survey (September 2014) 

On September 2014 a survey for the HRS4R Strategy was given to CREAF staff. 69 surveys were filled out 

(by 22 researchers, 9 postdoctoral, 15 predoctoral, 13 technicians, 10 from administration and services) 

Discrimination issues were covered by the following questions.   

To what extent do you consider that CREAF doesn’t discriminate against researchers on the basis of gender, 

age, language or political beliefs? 

 

 

 Out of a maximum of 5 points, staff awarded the discrimination issue a mean score of 4.46, a high 

value.  

 Regarding if this was being achieved or taken into account within CREAF, the staff awarded it a 

mean score of 3.41 out of 5, a medium value.  

 

 

To what extent do you consider that CREAF promotes an appropriate gender balance policy at all levels of 

staff, including positions of major responsibility? 

 

 

 A similar value was observed in all answers. It was regarded as fairly-very important and it was 

deemed as regularly achieved. 
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4. Equality survey (June 2015) 

Finally, for a deeper analysis on gender issues detected in former analyses, and to ensure top quality data, 

CREAF workers’ representatives created a survey on gender issues. Its sole purpose was to help in the 

writing of the equal opportunities plan of the centre. 

It was an anonymous survey, filled out by 74 people (31 women, 43 men). It was available in 3 languages: 

Catalan, Spanish, and English. A summary of survey results is presented below:  

The results show a degree of claims to be under or to detect discrimination towards some workers. Even 

though they are low, they are beacons urging us to establish measures and actions to empower CREAF staff 

with elements to avoid and communicate any discrimination situation or perception that may arise. 

In this sense, a Protocol on the Management of Cases Linked to Psychosocial Risks was implemented, under 

the advice of our external service of prevention (SP.ACTIVA).  

Survey results show that most of the claimed discriminations are based on gender, more than on faith, 

language or nationality.  

Overall results  
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Group Have you felt 
discriminated in your 
working environment? 

 If so, under what of the following 
features have you felt 
discriminated? 

Have you observed any 
discrimination issue on 
any co-worker? 

If so, on what of the following 
features was this discrimination 
issue? 

Women 

 

 

   
Men 

 

 

   
Total 
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Action Plan 

g. Period 
 

Even though the plan is devised for a 4 year period, it will be enforced until a new plan is agreed or 

its aims are achieved. 

These aims can be achieved in different time periods. The measures of each aim can be executed in 

different times and in a progressive manner. The intensity of actions can be progressive as well. 

Some actions can remain in force until its aims are achieved. 

 

h. General Aims 
 

 To integrate equal treatment and opportunities between gender in the company  

 To cross-integrate the gender approach in the culture of CREAF, mainly in human resources 

management.  

 To ensure the reconciliation of family, society and working life of CREAF staff.  

 

i. Specific Aims 
 

1. Company Access 

1.1. To establish an equal-gender staff selection process   

1.2. To move forward towards a balanced representation between women and men in all 

professional categories and groups. Special attention must be paid initially on the 

researchers’ group. 

 

2. Hiring 

2.1. To ensure equal opportunities between women and men in the hiring process 

2.2. To establish an equality officer within CREAF 

2.3. To promote women’s career within CREAF 

 

3. Training 

3.1. To establish a culture based on equal opportunities between men and women through 

training sessions. 

 

4. Remuneration  

4.1. To study and follow up remunerations in order to guarantee equal salaries for men and 

women. 
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5. To ensure the reconciliation of family, society and working life 

5.1. To guarantee that reconciliation rights are ensured, communicating them and making them 

accessible to all staff. 

5.2. To improve legal measures to ensure the reconciliation of family, society and working life of 

staff. 

5.3. To promote joint responsibility measures between all men in staff. 

 

6. Occupational Health 

6.1. To introduce the gender approach in the occupational health policy. 

6.2. To communicate the sexual and gender-based harassment protocol. 

 

7. Gender Violence 

7.1. To improve legally established rights for women that are victims of gender violence, thus 

enhancing their protection. 

 

8. Communication and awareness  

8.1. To ensure that internal and external communication promotes gender equality and to 

guarantee that internal communications are accessible to all staff. 

8.2. To raise a centre culture for equality, making all the staff aware of the need to act and work 
together as a whole for equal opportunities. 
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Actions 

Areas Aim description Actions Responsible 

person 

Indicator 

Selection  

 

 

 

 

 

 

 

 

 

 

 

1.1 To establish an equal-gender staff 

selection process 

 

1.1.1 To review language of openings. Human Resources No. of revisions 

1.1.2 To include CREAF commitment on equality in 

job openings 

Human Resources Done/Not done 

1.1.3 To create a selection protocol guiding the 

criteria application. 

Management team  Selection 

protocol 

1.1.4 To review selection procedures to ensure 

equality in the staff selection. 

Human Resources Selection 

protocol 

1.1.5 To train in equality any staff responsible for 

screening and selection. 

Top management No. of courses on 

equality 

1.1.6 To gather information about any obstacle for 

hiring people based on gender. 

Human Resources No. of procedure 

reviews / total 

procedures 

1.1.7 To create selection processes statistics, 

detailed by gender and by contract type. 

 

Human Resources Yearly report 
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1.2 To move forward towards a balanced 

representation between women and men 

in all professional categories and groups. 

Special attention must be initially paid on 

the researchers’ group. 

1.2.1 To broaden recruitment sources.  Human Resources 

and Projects 

No. of new 

sources 

1.2.2 To include messages encouraging women or 

men to work in underrepresented positions in 

job openings. 

Human Resources No. of openings 

with message 

included  

1.2.3 To adopt for all selection processes a positive 

action measure to ensure that, under equal 

conditions, the underrepresented gender is 

recruited.  

Human Resources No. of possible 

positive actions 



 

20 

 

 

 

 

Hiring and 

Career 

2.1 To ensure equal opportunities 

between women and men in the hiring 

process 

 

2.1.1 To offer to the monitoring committee all 

temporary contracts data and the evolution of 

temporary contracts into permanent contracts 

data, detailed by gender.  

Human Resources 

and Projects 

No. of evolutions 

2.1.2 To promote equality in selection committees.  Monitoring 

Committee 

% of women in 

each process 

2.1.3 To include in contracts a reference to the 

equality commitment of CREAF.  

Human Resources Done/Not done 

2.2 To establish an equality officer within 

CREAF  

2.2.1 To appoint a responsible individual (or 

Committee) in charge of achieving equal 

treatment and opportunities within the 

company, with specific training (equality 

officer or the like). This person will coordinate 

the plan, get involved in its implementation, 

unify equality criteria in selection processes, 

promotion, and other agreed contents. 

Management team  Appointed 

individual. 

Preferably, 

women working 

at CREAF 
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2.3 To promote women’s career within 

CREAF 

2.3.1 To analyze the possibility of implementing a 

mentoring program targeting CREAF 

postdoctoral female researchers.  

Management team  Program with 

consultancy 

2.3.2 To review reference letters to avoid 

differences in treatment, according to CERCA 

recommendations. 

Human Resources No. of analyzed 

letters 

2.3.3 To analyze the possibility of implementing an 

incentive system of women returning to their 

career.  

Top management Amount assigned 

and no. of aids  

Training 3.1 To establish a culture based on equal 

opportunities between men and women 

through training sessions. 

3.1.1 To provide training and awareness sessions 

specific in the area of equality.  

Top management No. of training 

sessions 

3.1.2 To train individuals at the monitoring 

committee in the area of equality policies, 

sexual and gender-based harassment and plan 

monitoring. 

Top management No. of training 

sessions 

3.1.3 To inform staff and raise its awareness on the 

content of this Equality Plan.  

Monitoring 

Committee 

No. of actions  

3.1.4 To inform the monitoring committee about 

the training plan, its execution degree and its 

participation.  

Human Resources 1 yearly report  
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Remuneration 4.1 To study and follow up remunerations 

in order to guarantee equal salaries for 

men and women. 

4.1.1 To analyze the equality of rights use (permits, 

licences, suspensions and leaves of absence 

related to reconciliation) between men and 

women.  

Human Resources 1 yearly report 

4.1.2 To carry out a clear policy on remunerations, 

making public the remuneration table.  

Human Resources Yearly report - 

Published 

4.1.3 To establish bonuses with clear criteria and 

goals.  

Management team  Remuneration 

Policy 

Reconciliation 5.1 To guarantee that reconciliation rights 

are ensured, communicating them and 

making them accessible to all staff. 

5.1.1 To take advantage of internal communication 

channels in the company to routinely inform 

all staff of permits, suspensions of contract 

and leaves of absence.  

Monitoring 

Committee 

No. of 

communications 

5.2 To improve legal measures to ensure 

the reconciliation of family, society and 

working life of staff. 

5.2.1 To adapt the working hours for those with 

dependants.  

Human Resources No. of 

adaptations 

5.2.2 To grant unpaid permits for any needed time, 

taking into account the gender approach.  

Human Resources No. of 

applications 

5.2.3 To write a report detailing the applications for 

shorter working hours. 

Human Resources Report 

5.3 To promote joint responsibility 

measures between all men in the staff. 

5.3.1 To launch information and awareness 

campaigns on existing reconciliation measures 

at CREAF targeting specifically men.  

Monitoring 

Committee 

No. of campaigns 
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5.3.2 Paid time off for partners willing to join 

childbirth classes and prenatal examinations.  

Human Resources No. of 

applications 

Occupational 

Health 

6.1 To introduce the gender approach in 

the occupational health policy. 

6.1.1 Creation of the Psychosocial Risks protocol. Activa Mutua Done/Not done 

6.1.2 To include in compulsory training on OSH a 

unit on sexual and gender-based harassment 

prevention. 

Activa Mutua Done/Not done 

6.1.3 To write a yearly internal report on processes 

initiated by harassment, and the number of 

closed complaints.  

Occupational 

Health and Safety 

Committee 

Yearly report 

6.1.4 To consider trips as a risk for pregnant 

women. To establish measures to reduce this 

risk. 

To establish 

measures to 

reduce this risk. 

No. of 

implemented 

measures 

6.1.5  To consider field trip work as a risk for 

pregnant women. To establish measures to 

reduce this risk. 

To establish 

measures to 

reduce this risk. 

No. of 

implemented 

measures  

6.2 To communicate the sexual and 

gender-based harassment protocol. 

6.2.1 To upload the protocol to the intranet and 

include it in a section of the future Welcome 

Manual.  

Communication 

department  

Done/Not done 

6.2.2 To include the protocol in the information 

delivered to new recruits. 

Human Resources No. of deliveries  
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Gender 

Violence 

7.1 To improve legally established rights 

for women that are victims of gender 

violence, thus enhancing their protection. 

7.1.1 To take advantage of internal communication 

channels to inform all staff of legally 

recognized rights for women that are victims 

of gender violence and of the improvements 

included in the equality plan. 

Communication 

department  

No. of 

communications 

7.1.2 To ease the adaptation and flexibility of 

working hours for women that are victims of 

gender violence.  

Human Resources No. of 

adaptations  

Communicati

on and 

awareness  

8.1 To ensure that internal and external 

communication promotes gender 

equality and to guarantee that internal 

communications are accessible to all 

staff. 

8.1.1 To disseminate the Equality Plan, including a 

specific space in the intranet for its 

development. To upload the Equality Plan to 

the company website.  

Communication 

department 

Done/Not done 

8.1.2 To issue communications with measures 

adopted by CREAF regarding equality. 

Communication 

department 

No. of 

communications 

8.1.3 To implement MailChimp in internal 

communications to obtain the impact 

indicator of awareness campaigns.  

Communication 

department 

% read, open / 

total 

8.2 To raise a company culture for 

equality, making all the staff aware of the 

need to act and work together as a whole 

8.2.1 To disseminate the institution commitment to 

equal opportunities between men and 

women. 

Management team  Done/Not done 
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for equal opportunities.  8.2.2 To perform concrete communication actions 

in a gender approach and with a high external 

impact.  

Communication 

department 

No. of actions  

8.2.3 To create a plan to give more visibility to 

scientific women at CREAF and in CERCA 

environment.  

Communication 

department  

Done/Not done 

 

 


