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1. EXECUTIVE SUMMARY

BEIA CONSULT INTERNATIONAL SRL recognises that gender equality, diversity and inclusion are fundamental principles for achieving excellence in research, innovation and organisational development. As a research-performing small and medium-sized enterprise (SME) actively participating in national and European research and innovation programmes, BEIA is committed to fostering an inclusive working environment where all employees are treated fairly and have equal opportunities to develop their professional careers.

This Gender Equality Plan (GEP) establishes the organisation's strategic framework for promoting gender equality during the period 2026–2029. The Plan has been developed in accordance with the eligibility requirements of the Horizon Europe Framework Programme, the recommendations of the European Commission concerning Gender Equality Plans, and the relevant Romanian and European legislation governing equal opportunities and non-discrimination.

The GEP builds upon the experience gained during the implementation of the previous Gender Equality Plan (2022–2025) and introduces updated objectives, actions and monitoring mechanisms aligned with the latest European policy developments. It supports the integration of gender equality principles into organisational governance, human resources management, research and innovation activities, recruitment procedures, career development and decision-making processes.

The Plan reflects BEIA CONSULT INTERNATIONAL SRL's commitment to creating an organisational culture based on fairness, transparency, respect and equal opportunities, while recognising that diversity contributes to higher-quality research, innovation capacity and organisational performance.

The implementation of this Gender Equality Plan is based on the following guiding principles:

· Equal opportunities for women and men throughout the employment lifecycle;

· Transparent recruitment, promotion and career development procedures;

· Zero tolerance for discrimination, harassment and gender-based violence;

· Equal participation in decision-making processes;

· Integration of the gender dimension into research and innovation activities, where relevant;

· Promotion of work-life balance and flexible working arrangements;

· Continuous monitoring through measurable indicators and annual reporting.

The implementation of the GEP will be coordinated by the company's management, with the support of the Human Resources Department and all department managers. Progress will be reviewed annually using quantitative and qualitative indicators, ensuring continuous improvement and compliance with European best practices.

2. STATEMENT OF COMMITMENT

Commitment of the General Director

BEIA CONSULT INTERNATIONAL SRL is firmly committed to promoting gender equality, equal opportunities, diversity and inclusion across all areas of its activities.

As a research and innovation organisation participating in European collaborative projects, we recognise that diversity contributes significantly to scientific excellence, creativity, innovation and sustainable organisational development. We believe that every employee, researcher and collaborator should have equal opportunities to contribute, develop professionally and participate in decision-making processes regardless of gender, age, disability, ethnic origin, religion, sexual orientation or any other protected characteristic.

Our organisation is committed to maintaining a working environment based on respect, fairness, integrity and mutual trust. We promote transparent recruitment procedures, merit-based career progression, equal access to training opportunities and fair working conditions for all employees.

Through this Gender Equality Plan (2026–2029), BEIA CONSULT INTERNATIONAL SRL commits to:

· ensuring equal opportunities throughout recruitment, career development and promotion processes;

· maintaining a workplace free from discrimination, harassment and gender-based violence;

· supporting work-life balance through flexible organisational practices where operationally feasible;

· encouraging balanced participation of women and men in leadership and decision-making positions;

· integrating
·  gender equality considerations into organisational policies and research activities whenever relevant;

· monitoring progress through measurable indicators and periodic reviews;

· continuously improving organisational practices in accordance with European and national legislation.
The management of BEIA CONSULT INTERNATIONAL SRL assumes full responsibility for the implementation, monitoring and periodic review of this Gender Equality Plan and will ensure that adequate human and organisational resources are available to support its objectives.

Gender equality is considered an integral component of good governance, responsible research and innovation, and the long-term sustainability of our organisation.

General Director

BEIA CONSULT INTERNATIONAL SRL

Date: ____________________
3. ORGANISATION PROFILE

3.1 Overview

BEIA CONSULT INTERNATIONAL SRL is a Romanian private research and innovation company established in 1991 and headquartered in Bucharest, Romania. The company specialises in information and communication technologies (ICT), digital transformation, artificial intelligence (AI), Internet of Things (IoT), cybersecurity, smart cities, environmental monitoring, eHealth, Industry 4.0 and advanced digital solutions.

Over the years, BEIA has become an active participant in numerous national and European research and innovation projects, collaborating with universities, research institutes, public authorities, SMEs and industrial partners across Europe. Through its multidisciplinary expertise, the company contributes to the development, validation and deployment of innovative technologies addressing societal and industrial challenges.

Research and innovation represent a core strategic activity of BEIA CONSULT INTERNATIONAL SRL. The company continuously invests in knowledge development, technological innovation, international cooperation and the professional development of its employees.

3.2 Mission

BEIA CONSULT INTERNATIONAL SRL is committed to delivering innovative research and technology solutions that contribute to sustainable economic development, digital transformation and societal well-being. The organisation promotes excellence in research and innovation while ensuring equal opportunities, diversity, ethical conduct and responsible research practices.

3.3 Vision

BEIA CONSULT INTERNATIONAL SRL aims to strengthen its position as a recognised European research and innovation partner by fostering an organisational culture based on innovation, collaboration, diversity, inclusion and equal opportunities.

The company believes that diverse teams contribute to higher-quality research outcomes, increased creativity, improved problem-solving capacity and sustainable organisational performance.

3.4 Core Activities

The organisation carries out activities in several strategic areas, including:

· Research and technological development;

· European collaborative research projects;

· Digital transformation and smart digital solutions;

· Artificial Intelligence and Machine Learning applications;

· Internet of Things (IoT);

· Cybersecurity and trusted digital services;

· Smart Cities and Smart Communities;

· Environmental monitoring and climate technologies;

· eHealth and digital healthcare solutions;

· Cloud computing and data management;

· Software engineering and syICT, engineering and digital technology integration;

· Professional training and knowledge transfer;

· Innovation management and technology dissemination.

3.5 Human Resources

At the time of preparing this Gender Equality Plan, BEIA CONSULT INTERNATIONAL SRL employs 35 staff members, the majority of whom are directly involved in research, technological development and innovation activities. The workforce comprises researchers, research engineers, assistant researchers, economists, communication specialists, human resources professionals and administrative staff, reflecting the multidisciplinary expertise required to successfully implement national and international research and innovation projects.

As a research-performing SME, BEIA CONSULT INTERNATIONAL SRL values diversity as a key driver of innovation and organisational performance. The company promotes equal opportunities in recruitment, career progression and professional development, ensuring that all employment-related decisions are based exclusively on qualifications, professional competence, experience and organisational needs.

The Human Resources policy supports continuous learning, lifelong professional development, equal access to training opportunities, transparent career advancement and a working environment founded on respect, inclusion and equal treatment for all employees.

3.6 Organisational Structure

The organisational structure includes executive management, research departments, technical departments and administrative support services.

At the management level, the organisation currently includes:
	Position
	Women
	Men

	General Director
	0
	1

	Economic Director
	1
	0

	Head of Human Resources Department
	1
	0

	Total
	2
	1


Women currently hold 66.7% of senior management positions, demonstrating the organisation's commitment to equal participation in leadership and decision-making processes.

Appointments to management positions are based on competence, professional experience and organisational requirements, in accordance with the principles of equal treatment and non-discrimination.

3.7 Research Capacity

The organisation currently employs 29 research-related staff members, distributed across research, technical and marketing departments. 
The workforce includes:

	Category
	Women
	Men
	Total

	Research-related staff
	9
	20
	29


Although male researchers currently represent the majority of research staff, BEIA CONSULT INTERNATIONAL SRL is committed to increasing female participation, particularly in technical and engineering disciplines where women remain underrepresented.

The company actively supports equal access to research careers, international collaboration, professional development and participation in European research projects.

3.8 Organisational Values

The organisational culture of BEIA CONSULT INTERNATIONAL SRL is founded on the following values:

· Excellence in research and innovation;

· Equal opportunities and non-discrimination;

· Diversity and inclusion;

· Integrity and ethical conduct;

· Transparency and accountability;

· Collaboration and teamwork;

· Respect for human dignity;

· Continuous learning;

· Professional development;

· Social responsibility.

These principles guide all organisational policies and decision-making processes and constitute the foundation of this Gender Equality Plan.

3.9 Commitment to Gender Equality

BEIA CONSULT INTERNATIONAL SRL recognises that gender equality is a key component of responsible research and innovation.

The organisation is committed to:

· providing equal opportunities throughout the employment lifecycle;

· ensuring transparent recruitment and promotion procedures;

· preventing discrimination, harassment and gender-based violence;

· supporting work-life balance;

· promoting equal participation in leadership;

· integrating the gender dimension into research and innovation whenever relevant;

· monitoring progress through measurable indicators and annual reviews.

Gender equality is considered an integral part of the organisation's governance syICT, engineering and digital technology and contributes directly to scientific excellence, innovation performance and organisational sustainability.

4. LEGAL AND POLICY FRAMEWORK

4.1 Introduction

BEIA CONSULT INTERNATIONAL SRL recognises gender equality as a fundamental human right and an essential prerequisite for sustainable organisational development, scientific excellence, responsible research and innovation, and social inclusion.

This Gender Equality Plan (GEP) has been developed in accordance with the legal, regulatory and policy framework established by the European Union and the Romanian legislation governing equal opportunities, equal treatment and non-discrimination.

The implementation of this GEP supports the organisation's commitment to creating an inclusive, respectful and equitable working environment where employment, career progression and participation in research and innovation are based solely on competence, qualifications and professional merit.

4.2 European Policy Framework

This Gender Equality Plan has been prepared in accordance with the principles, objectives and recommendations established by the European Union, including:

1. Horizon Europe Framework Programme

Regulation (EU) 2021/695 establishing Horizon Europe identifies Gender Equality Plans (GEPs) as an eligibility requirement for public bodies, higher education institutions and research organisations participating in Horizon Europe calls.

The European Commission recognises gender equality as an essential component of research excellence and responsible research and innovation (RRI). Organisations are encouraged to adopt institutional policies that promote equal opportunities, gender-balanced decision-making and the integration of the gender dimension into research and innovation where relevant.

2. European Commission Guidance on Gender Equality Plans

This GEP has been developed following the recommendations contained in the European Commission Guidance on Gender Equality Plans.

Accordingly, the Plan includes:

· a public institutional commitment to gender equality;

· dedicated resources for implementation;

· data collection and monitoring;

· training and awareness-raising activities;

· measurable objectives and indicators;

· regular monitoring and periodic review.

3. European Research Area (ERA) Policy Agenda

BEIA CONSULT INTERNATIONAL SRL supports the objectives of the European Research Area aimed at strengthening equality, diversity and inclusion within the European research ecosyICT, engineering and digital technology.

The organisation recognises that diverse research teams contribute to higher-quality scientific outcomes, innovation capacity and international competitiveness.

4. European Charter for Researchers

The organisation fully supports the principles established by the European Charter for Researchers, promoting:

· fair recruitment;

· equal career opportunities;

· professional development;

· safe and inclusive working conditions;

· responsible research practices;

· equal treatment of all researchers.
5. Directive (EU) 2023/970 – Pay Transparency

Although national implementation may evolve over time, BEIA CONSULT INTERNATIONAL SRL supports the principles introduced by Directive (EU) 2023/970 aimed at strengthening the application of the principle of equal pay for equal work or work of equal value through pay transparency and enforcement mechanisms.

The organisation is committed to monitoring remuneration practices to ensure fairness, transparency and equal treatment.

6. Directive (EU) 2019/1158 on Work-Life Balance

BEIA CONSULT INTERNATIONAL SRL supports the objectives of promoting:

· work-life balance;

· equal sharing of caring responsibilities;

· flexible working arrangements where operationally feasible;

· equal opportunities for parents and carers.

7. Directive 2006/54/EC

The organisation fully supports the implementation of Directive 2006/54/EC on the principle of equal opportunities and equal treatment of women and men in matters of employment and occupation.

Recruitment, promotion, remuneration and access to professional development are based exclusively on objective, transparent and merit-based criteria.

8. Charter of Fundamental Rights of the European Union

BEIA CONSULT INTERNATIONAL SRL recognises the principles established in the Charter of Fundamental Rights of the European Union, particularly those relating to:

· equality before the law;

· prohibition of discrimination;

· equality between women and men;

· dignity at work;

· fair and just working conditions.

4.3 Romanian Legal Framework

The implementation of this Gender Equality Plan is supported by the Romanian legal framework governing equal opportunities and labour relations.

The main legislative acts include:

1. Constitution of Romania

The Constitution guarantees equality before the law and prohibits discrimination based on gender or any other protected characteristic.

· Labour Code (Law No. 53/2003, as amended)

The Labour Code establishes the principles of:

· equal treatment;

· equal remuneration;

· protection against discrimination;

· dignity at work;

· occupational health and safety.

2. Law No. 202/2002

Law No. 202/2002 on Equal Opportunities and Equal Treatment between Women and Men establishes the legal framework for ensuring equality in:

· employment;

· vocational training;

· promotion;

· remuneration;

· working conditions;

· participation in decision-making.
BEIA CONSULT INTERNATIONAL SRL fully complies with the provisions of this legislation.

3. Government Ordinance No. 137/2000

Government Ordinance No. 137/2000 on Preventing and Sanctioning All Forms of Discrimination provides the general legal framework for combating discrimination in Romania.

The organisation applies a zero-tolerance policy towards discrimination, harassment and victimisation.

4. Occupational Health and Safety Legislation

The organisation promotes a safe, healthy and inclusive working environment in accordance with the applicable occupational health and safety legislation.

Employee wellbeing, dignity and psychological safety are considered integral components of organisational sustainability.

4.4 Internal Policies

BEIA CONSULT INTERNATIONAL SRL promotes gender equality through its internal organisational policies and management practices, including:

· Equal Opportunities Policy;

· Recruitment and Selection Procedures;

· Human Resources Policy;

· Code of Ethics and Professional Conduct;

· Anti-Harassment Policy;

· Occupational Health and Safety Policy;

· Flexible Working Arrangements;

· Professional Development and Training Policy;

· Data Protection and Confidentiality Policy.

These policies collectively contribute to ensuring equal treatment, transparency, accountability and respect throughout the employment lifecycle.

4.5 Institutional Commitment

Gender equality is integrated into the organisation's governance and strategic planning.

BEIA CONSULT INTERNATIONAL SRL is committed to:

· promoting equal opportunities at all organisational levels;

· ensuring fair recruitment and promotion practices;

· encouraging balanced participation in leadership and decision-making;

· supporting work-life balance;

· preventing discrimination and harassment;

· integrating gender considerations into research and innovation activities whenever relevant;

· monitoring progress through measurable indicators;

· reviewing this Gender Equality Plan annually to ensure continuous improvement.

The implementation of this framework will contribute to strengthening organisational resilience, research excellence, innovation capacity and long-term sustainability while ensuring compliance with European and national requirements applicable to research-performing organisations.

5. GOVERNANCE STRUCTURE AND RESPONSIBILITIES

5.1 Governance Framework

The successful implementation of the Gender Equality Plan (GEP) requires active commitment from the organisation's management and the participation of all employees. BEIA CONSULT INTERNATIONAL SRL considers gender equality an integral component of its organisational governance, human resources management and research excellence.

The implementation of this Gender Equality Plan is coordinated through a governance framework that ensures accountability, transparency and continuous monitoring of progress.

Overall responsibility for the implementation of the GEP rests with the General Director, who is supported by the Economic Director, the Head of the Human Resources Department and all department managers.

The governance framework promotes collaboration across all organisational levels and ensures that gender equality considerations are integrated into organisational policies, recruitment procedures, career development, research activities and decision-making processes.

5.2 Roles and Responsibilities

General Director

The General Director provides strategic leadership for the implementation of the Gender Equality Plan.

Responsibilities include:

· approving the Gender Equality Plan and its annual updates; 

· ensuring organisational commitment to gender equality; 

· allocating adequate organisational resources; 

· promoting equal opportunities throughout the organisation; 

· reviewing annual implementation reports; 

· ensuring compliance with national and European legislation. 



Economic Director

The Economic Director supports the implementation of the GEP by ensuring that adequate financial resources are available for planned activities.

Responsibilities include:

· financial planning for GEP implementation; 

· monitoring expenditure related to equality initiatives; 

· supporting equal pay principles; 

· contributing to annual reporting. 



Head of Human Resources Department

The Human Resources Department has the operational responsibility for coordinating the implementation of the Gender Equality Plan.

Its responsibilities include:

· monitoring recruitment procedures; 

· monitoring career progression; 

· collecting gender-disaggregated statistics; 

· coordinating awareness activities; 

· organising equality-related training; 

· monitoring work-life balance measures; 

· supporting annual reporting. 

The HR Department also acts as the primary contact point for employees regarding gender equality issues.



Department Managers

Department Managers contribute to the implementation of the Gender Equality Plan by:

· ensuring equal treatment within their teams; 

· supporting transparent recruitment; 

· encouraging participation in professional development; 

· promoting inclusive working environments; 

· identifying potential barriers affecting equal opportunities; 

· reporting relevant information to the Human Resources Department. 



Employees

All employees share responsibility for contributing to an inclusive organisational culture.

Employees are expected to:

· respect the principles of equal treatment; 

· contribute to a respectful working environment; 

· participate in awareness activities where appropriate; 

· report discrimination or harassment through the established internal procedures; 

· support the implementation of organisational equality policies. 

5.3 Gender Equality Governance

Although BEIA CONSULT INTERNATIONAL SRL is a small and medium-sized enterprise, gender equality governance forms part of the organisation's overall management syICT, engineering and digital technology.

The implementation of the GEP is coordinated through regular collaboration between the General Director, the Human Resources Department and department managers.

Progress is reviewed annually, and corrective actions are introduced whenever monitoring results indicate areas requiring improvement.

5.4 Decision-Making Process

Strategic decisions concerning gender equality are taken by the company's management following consultation with the Human Resources Department and relevant organisational stakeholders.

Where appropriate, employees may provide feedback through internal surveys, consultations or individual discussions.

The organisation promotes transparency in decision-making and encourages employee participation in initiatives related to equality, diversity and inclusion.

5.5 Resources

BEIA CONSULT INTERNATIONAL SRL is committed to allocating the organisational resources necessary for the effective implementation of this Gender Equality Plan.

Resources may include:

· staff time; 

· financial resources; 

· training opportunities; 

· communication activities; 

· monitoring tools; 

· internal reporting mechanisms. 

The allocation of resources will be reviewed annually according to organisational priorities and available funding.

5.6 Internal Communication

The Human Resources Department will ensure that employees are informed about:

· the objectives of the Gender Equality Plan; 

· equality-related organisational policies; 

· available reporting mechanisms; 

· awareness campaigns; 

· training opportunities; 

· annual progress achieved. 

The Gender Equality Plan will be made publicly available through the organisation's official website, in accordance with Horizon Europe eligibility requirements.

Table 5. Governance Responsibilities

	Function
	Main Responsibilities

	General Director
	Strategic leadership, approval of the GEP, resource allocation, annual review

	Economic Director
	Financial planning, equal pay monitoring, budget allocation

	Head of Human Resources
	Coordination of implementation, HR monitoring, reporting, awareness activities

	Department Managers
	Local implementation, equal opportunities, recruitment monitoring

	Employees
	Compliance with equality principles, participation and reporting


Expected Outcomes

The governance structure established under this Gender Equality Plan is expected to:

· strengthen institutional commitment to gender equality; 

· ensure accountability at all organisational levels; 

· support evidence-based decision-making; 

· improve transparency in human resources management; 

· facilitate continuous monitoring and improvement; 

· contribute to a respectful, inclusive and equitable organisational culture.

6. METHODOLOGY

6.1 Purpose of the Assessment

The Gender Equality Plan (GEP) of BEIA CONSULT INTERNATIONAL SRL is based on a comprehensive organisational assessment designed to evaluate the current status of gender equality within the company and to identify opportunities for continuous improvement.

The assessment aimed to:

· establish a baseline for gender equality across the organisation;

· identify strengths and areas requiring improvement;

· support evidence-based decision-making;

· define measurable objectives and indicators;

· ensure compliance with Horizon Europe eligibility requirements and relevant European and Romanian legislation.

The assessment covered all organisational units and considered both quantitative and qualitative information related to employment practices, organisational culture and research activities.

6.2 Methodological Approach

A mixed-method approach combining quantitative and qualitative methods was adopted to ensure a comprehensive understanding of gender equality within the organisation.

The assessment was conducted during the preparation of the Gender Equality Plan and included:

· analysis of Human Resources records;

· review of organisational policies and procedures;

· statistical analysis of workforce data;

· internal staff surveys;

· consultations with management;

· review of recruitment and promotion practices;

· analysis of work-life balance measures;

· assessment of organisational culture;

· review of research and innovation activities.

This approach ensured that both measurable indicators and employees' perceptions were considered during the preparation of the Gender Equality Plan.

6.3 Data Sources

The assessment was based on information obtained from the following sources:

Internal administrative data

· Human Resources records;

· organisational charts;

· employment records;

· recruitment documentation;

· promotion records;

· training records;
· organisational policies;

· internal regulations.

Organisational statistics

Statistical information was collected regarding:

· gender distribution of employees;

· management positions;

· research staff;

· administrative staff;

· career stages;

· recruitment and promotion.

Staff consultation

Employees were invited to provide feedback regarding organisational culture and equality through internal surveys and consultations.

6.4 Gender Equality Indicators

The assessment considered a set of indicators aligned with the recommendations of the European Commission for Gender Equality Plans.

The following indicators were analysed:

1. Governance

· Gender representation in decision-making positions;

· Gender balance in management bodies;

· Participation of women and men in organisational governance.

2. Human Resources

· Number of women and men employed by department;

· Gender distribution by career stage;

· Recruitment by gender;

· Promotion opportunities;

· Participation in professional development activities;

· Employee turnover by gender.

3. Work-Life Balance

· Use of flexible working arrangements;

· Parental leave;

· Return to work after parental leave;

· Employees' perceptions regarding work-life balance.

4. Organisational Culture

· Perception of equal opportunities;

· Perception of organisational inclusiveness;

· Perception of discrimination;

· Perception of gender-based violence;

· Perception of sexual harassment;

· Employee wellbeing.

5. Research and Innovation

· Gender distribution among researchers;

· Female participation in research projects;

· Female participation in project coordination;

· Integration of the sex and gender dimension into research content.

6.5 Survey Indicators

As part of the data collection and diagnostic process, company-wide surveys were conducted using the following indicators:

· Number of years required for women and men to achieve career advancement;

· Number of women and men applying for different job positions;

· Number of women and men applying for and taking parental leave, including the duration of leave and return-to-work rates;

· Employees' perceptions regarding work-life balance;

· Integration of the sex and gender dimension into research and innovation activities;

· Perceptions regarding gender-based violence, including sexual harassment;

· Perceptions regarding inclusion, equal opportunities and discrimination within the organisation;

· Employees' perceptions regarding organisational culture and equal treatment;

· Access to professional development opportunities;

· Perceptions regarding fairness and transparency in recruitment and promotion procedures.

6.6 Data Analysis

The collected information was analysed using both quantitative and qualitative methods.

Quantitative analysis focused on:

· workforce composition;

· gender distribution;

· management representation;

· career stages;

· recruitment patterns;

· departmental composition.

Qualitative analysis focused on:

· organisational culture;

· employee perceptions;

· governance practices;

· work-life balance;

· equality policies;

· inclusion and diversity.

The results were compared with the objectives established by the European Commission and international good practices for research-performing organisations.

6.7 Data Protection and Confidentiality

All information used during the preparation of this Gender Equality Plan was processed in accordance with:

· Regulation (EU) 2016/679 (General Data Protection Regulation – GDPR);

· applicable Romanian data protection legislation;

· internal confidentiality procedures.

Individual employees cannot be identified from the statistical information presented in this document.

All analyses are based on aggregated data and are intended exclusively for organisational improvement and monitoring purposes.

6.8 Limitations of the Assessment

The organisation recognises that, as a small and medium-sized enterprise, certain statistical datasets are limited due to the relatively small number of employees in specific departments.

Consequently:

· percentage variations may appear significant even when based on a small number of individuals;

· some indicators will become more robust as additional annual data are collected;

· continuous monitoring will allow the organisation to identify long-term trends and evaluate the effectiveness of implemented measures.

The Gender Equality Plan is therefore considered a living document that will be reviewed and updated annually based on newly available data and organisational developments.

6.9 Continuous Improvement

BEIA CONSULT INTERNATIONAL SRL is committed to continuously improving its gender equality performance.

The implementation of this methodology supports:

· evidence-based decision-making;

· transparent monitoring;

· periodic evaluation of progress;

· continuous review of organisational policies;

· adaptation of measures to emerging organisational needs;

· alignment with evolving European and national policy developments.

Annual monitoring reports will provide the basis for updating this Gender Equality Plan and ensuring its continued relevance throughout the implementation period (2026–2029).

Table 6. Summary of the Assessment Methodology
	Assessment Component
	Method

	Workforce analysis
	HR statistical analysis

	Management assessment
	Organisational data review

	Research staff analysis
	HR database

	Administrative staff analysis
	HR database

	Recruitment analysis
	HR records

	Organisational culture
	Employee survey

	Work-life balance
	Employee survey and HR records

	Gender equality perception
	Anonymous survey

	Policy review
	Internal document analysis

	Benchmarking
	European Commission guidance and Horizon Europe recommendations


7. BASELINE ASSESSMENT

7.1 Introduction

The Gender Equality Plan (GEP) of BEIA CONSULT INTERNATIONAL SRL is based on a comprehensive baseline assessment carried out during the preparation of this document. The assessment provides an overview of the organisation's current position regarding gender equality and serves as the reference point for measuring future progress.

The analysis was conducted using quantitative and qualitative data collected from Human Resources records, organisational statistics, internal surveys, and policy reviews. The baseline assessment focuses on workforce composition, gender representation in leadership, recruitment, career progression, work-life balance, organisational culture and the integration of gender equality principles into research and innovation activities.

The findings presented in this chapter establish the baseline against which the implementation and effectiveness of the Gender Equality Plan will be monitored during the period 2026–2029.

7.2 Workforce Overview
Table 7.1. Workforce overview

	Category
	Number
	Percentage

	Senior Management
	3
	8.6%

	Research & Innovation Staff
	27
	77.1%

	Administrative & Support Staff
	5
	14.3%

	TOTAL
	35
	100%


	Gender
	Number
	Percentage

	Women
	14
	40%

	Men
	21
	60%

	Total
	35
	100%


At the time of preparing this Gender Equality Plan, BEIA CONSULT INTERNATIONAL SRL employs 35 staff members. More than three quarters of the workforce are directly involved in research and innovation activities, confirming the organisation's profile as a research-performing SME. The remaining employees provide management, administrative, financial, communication and human resources support essential for the successful implementation of research and innovation projects.

7.3 Gender Representation in Senior Management

Leadership diversity is recognised as an important component of organisational governance. Balanced participation of women and men in decision-making contributes to more inclusive leadership, improved organisational performance and enhanced innovation capacity.

Table 7.2 Gender Representation in Senior Management
	Position
	Women
	Men

	General Director
	0
	1

	Economic Director
	1
	0

	Head of Human Resources Department
	1
	0

	Total
	2
	1


Table 7.3 Leadership Indicator
	Indicator
	Value

	Women in senior management
	66.7%

	Men in senior management
	33.3%


The senior management team of BEIA CONSULT INTERNATIONAL SRL consists of three executive positions. Women currently hold two of these positions (66.7%), while one position (33.3%) is held by a man. This distribution demonstrates the organisation's commitment to equal opportunities and reflects a leadership structure based on professional competence, qualifications and experience rather than gender.

Given the relatively small size of the management team, appointments are made through transparent, merit-based processes that support diversity and equal access to leadership responsibilities. The organisation will continue to monitor gender representation in management positions as part of the annual implementation and review of this Gender Equality Plan.

Key Findings

· Women represent 66.7% of the senior management team. 

· Leadership appointments are based on qualifications, competence and organisational needs. 

· The current leadership structure reflects a balanced approach to gender representation in decision-making. 

· Gender balance in management will continue to be monitored annually as part of the organisation's governance framework. 

Analysis

The senior management structure of BEIA CONSULT INTERNATIONAL SRL consists of three executive positions.

Women currently occupy two of the three senior management positions (66.7%), while one position (33.3%) is held by a man.

Female representation in senior management demonstrates the organisation's commitment to equal opportunities and confirms that leadership positions are accessible to both women and men based on professional competence, qualifications and experience.

The current distribution reflects a balanced decision-making environment despite the relatively small size of the management team.

The organisation will continue to monitor gender representation within management positions to ensure that future appointments remain transparent, merit-based and non-discriminatory.

Key Findings

· Women represent 66.7% of senior management.

· Men represent 33.3% of senior management.

· Leadership appointments are based on competence and professional merit.

· No gender-related barriers to leadership positions have been identified.

7.4 Gender Distribution of Research and Innovation Staff
Research excellence relies on attracting and retaining talented researchers from diverse backgrounds.
Table 7.4 Gender Distribution of Research Staff by Department and Career Stage
	Department
	Experienced Researchers (W/M)
	Early-Stage Researchers (W/M)
	Women
	Men
	Total

	Research Department
	4 / 2
	2 / 6
	6
	8
	14

	Technical Department
	0 / 4
	2 / 6
	2
	10
	12

	Marketing Department
	1 / 1
	0 / 1
	1
	2
	3

	Total
	5 / 7
	4 / 13
	9
	20
	29


Analysis

BEIA CONSULT INTERNATIONAL SRL employs 29 research-related staff members, including 9 women (31.0%) and 20 men (69.0%).

The analysis indicates that women are well represented among experienced researchers, accounting for 41.7% of senior research staff. This demonstrates that career progression opportunities are available regardless of gender.

However, women represent only 23.5% of early-stage researchers. This suggests an opportunity to strengthen gender-balanced recruitment and encourage greater participation of women in technical and engineering disciplines.

The highest gender imbalance is observed in the Technical Department, where women represent 16.7% of employees. This reflects broader trends across ICT, engineering and digital technology fields and highlights the importance of targeted outreach and inclusive recruitment practices.

The Research Department demonstrates a comparatively balanced gender distribution, with women accounting for 42.9% of staff.

Key Findings

· Women represent 31.0% of the research workforce.

· Women account for 41.7% of experienced researchers.

· Women account for 23.5% of early-stage researchers.

· The Technical Department presents the greatest opportunity for improving gender balance.

· Recruitment and promotion decisions are based on competence, qualifications and organisational needs.
The current gender distribution within the research and technical departments reflects, to a significant extent, the broader labour market characteristics of the Information and Communication Technology (ICT) and engineering sectors, where women continue to be underrepresented across Europe.

BEIA CONSULT INTERNATIONAL SRL is committed to promoting equal opportunities throughout recruitment, career development and professional advancement. Employment decisions are based exclusively on qualifications, competencies, professional experience and organisational needs, ensuring fair and transparent selection processes.

While recognizing the existing gender imbalance in certain ICT, engineering and digital technology disciplines, the organisation will continue to encourage applications from qualified women for research and technical positions, support equal access to professional development opportunities and foster an inclusive working environment that enables all employees to achieve their full potential.
7.5 Administrative and Support Services

Administrative and support functions contribute to the effective operation of the organisation and are subject to the same principles of equal opportunities and non-discrimination.

Table 7.5 Gender Distribution in Administrative and Support Services

	Position
	Women
	Men

	Economic Director
	1
	0

	Human Resources Specialist
	1
	0

	Public Relations Specialist
	1
	0

	Assistant Manager
	1
	0

	Economists / Marketing Specialists
	1
	1

	Warehouse Manager
	0
	1

	Total
	5
	2


Analysis

Administrative and corporate support services comprise seven employees, of whom five are women (71.4%) and two are men (28.6%). Women are strongly represented in finance, human resources, public relations and executive support functions, while men are represented in logistics and corporate support roles.

The organisation ensures equal opportunities across all corporate support functions, applying transparent and merit-based recruitment, career development and performance evaluation practices. Employees have equal access to professional development opportunities, regardless of gender.

Key Findings

· Women represent 71.4% of the administrative and corporate support workforce. 

· Men represent 28.6% of the administrative and corporate support workforce. 

· Women occupy key positions in finance, human resources, public relations and executive support. 

· Recruitment, promotion and professional development are based on competence, qualifications and organisational needs.

7.6 Overall Assessment

The baseline assessment demonstrates that BEIA CONSULT INTERNATIONAL SRL has established a solid organisational foundation for promoting gender equality, diversity and equal opportunities across all areas of its activity.

With a workforce of 35 employees, of whom the majority are directly involved in research, technological development and innovation, the organisation reflects the characteristics of a research-performing SME operating in the fields of Information and Communication Technologies (ICT), engineering and digital innovation. The overall workforce includes a diverse mix of researchers, research engineers, assistant researchers and corporate support professionals, contributing to a multidisciplinary and collaborative working environment.

The assessment indicates that women are well represented in senior management and play a significant role in administrative, financial, human resources and communication functions. Women are also actively engaged in research activities, particularly in environmental research, communications and interdisciplinary research fields. At the same time, the analysis confirms that women remain underrepresented in certain technical and engineering positions, reflecting broader labour market trends within the ICT and engineering sectors rather than organisational barriers.

BEIA CONSULT INTERNATIONAL SRL is committed to maintaining transparent, merit-based recruitment and promotion practices, ensuring that all employment-related decisions are based exclusively on qualifications, professional competence, experience and organisational requirements. The organisation promotes equal access to professional development, training and career advancement opportunities for all employees, regardless of gender.

The findings of this baseline assessment provide a reliable evidence base for the implementation of the Gender Equality Plan. They also establish measurable reference points for monitoring progress, evaluating the effectiveness of planned actions and supporting continuous organisational improvement throughout the implementation period 2026–2029.

Key Conclusions

· BEIA CONSULT INTERNATIONAL SRL employs a multidisciplinary workforce of 35 employees, with research and innovation activities representing its core organisational mission.

· Women are strongly represented in senior management and corporate support functions, contributing significantly to organisational leadership and decision-making.

· Female participation in research activities demonstrates the organisation's commitment to equal opportunities, while recognising the wider gender imbalance that persists in ICT and engineering disciplines.

· Recruitment, promotion and professional development are based on transparency, merit and equal opportunity principles.

· The baseline assessment establishes a robust framework for monitoring progress and guiding the implementation of the Gender Equality Plan between 2026 and 2029.
8. SWOT ANALYSIS

8.1 Purpose

The SWOT analysis provides an overview of the organisation's current strengths, weaknesses, opportunities and threats regarding gender equality. The analysis supports strategic planning and the identification of priority actions for the implementation of the Gender Equality Plan.

Table 8. SWOT Analysis
	Strengths


	Weaknesses

	More than 30 years of experience in ICT research, innovation and digital transformation. 
	Women remain underrepresented in technical and engineering positions, reflecting the wider ICT labour market. 

	Strong participation in European and national collaborative research and innovation projects. 
	Limited number of female early-stage researchers in ICT, engineering and digital technology-related disciplines. 

	Balanced gender representation within the senior management team. 
	Small organisational size restricts the availability of long-term gender-disaggregated statistical data. 

	Transparent, merit-based recruitment, promotion and career development practices. 
	Limited internal mentoring programmes specifically targeting women's career development. 

	Highly qualified multidisciplinary research teams with expertise in emerging digital technologies. 
	Gender equality awareness activities have not yet been implemented on a regular annual basis. 

	Flexible organisational structure supporting innovation, collaboration and continuous learning. 
	The integration of the sex and gender dimension into research content is not yet systematically assessed across all projects, where scientifically relevant. 

	Strong commitment to responsible research, equal opportunities, diversity and inclusion.
	The organisation does not yet use a formal Gender Equality Dashboard for continuous monitoring of key performance indicators.

	Opportunities
	Threats

	Increasing European emphasis on gender equality through Horizon Europe and the European Research Area. 
	Persistent gender imbalance within the ICT and engineering labour market.

	Growing participation of women in digital technologies, engineering and research careers. 
	Increasing competition for highly qualified female ICT, engineering and digital technology professionals.

	Expansion of partnerships with universities and research organisations promoting diversity and inclusion. 
	Demographic changes affecting the availability of specialised researchers.

	Development of mentoring and leadership programmes supporting female researchers. 
	Rapid technological developments requiring continuous upskilling of the workforce.

	Digitalisation and hybrid working models facilitating work-life balance. 
	Potential budget constraints that may limit investments in training and equality initiatives.

	Access to European training programmes and networking initiatives dedicated to women in ICT, engineering and digital technology. 
	Changes in European or national legislation requiring periodic updates of organisational policies.

	Continuous improvement of organisational policies through annual monitoring and evidence-based decision-making.
	Societal stereotypes that may continue to discourage women from pursuing careers in engineering, ICT and research.


Conclusion

The SWOT analysis indicates that BEIA CONSULT INTERNATIONAL SRL has a solid organisational foundation for promoting gender equality, supported by experienced leadership, transparent human resources practices and a strong commitment to research excellence. At the same time, the analysis identifies several areas for continuous improvement, particularly regarding the participation of women in technical and engineering roles, the development of structured mentoring initiatives and the enhancement of gender-sensitive monitoring practices.

Overall, the organisation is well positioned to strengthen its gender equality performance through the implementation of the actions defined in this Gender Equality Plan, while continuing to align with the principles of the European Research Area and Horizon Europe.
9.  STRATEGIC OBJECTIVES (2026–2029)

The Gender Equality Plan establishes six strategic objectives for the period 2026–2029.

Strategic Objective 1

Promote gender-balanced recruitment, selection and career development by ensuring transparent, fair and merit-based employment practices.

Strategic Objective 2

Increase women's participation in technical, engineering and research positions through inclusive recruitment practices and professional development opportunities.

Strategic Objective 3

Maintain balanced gender representation in leadership and decision-making positions while ensuring equal access to promotion opportunities.

Strategic Objective 4

Strengthen work-life balance by promoting flexible working arrangements, equal parental responsibilities and employee wellbeing.

Strategic Objective 5

Maintain a safe, respectful and inclusive working environment with zero tolerance for discrimination, harassment and gender-based violence.

Strategic Objective 6

Promote the integration of the gender dimension into research and innovation activities, where relevant, and support responsible research practices.

10. GENDER EQUALITY ACTION PLAN (2026–2029)
	Strategic Objective
	Action
	Responsible
	Timeline
	KPI

	Promote equal recruitment
	Review all recruitment procedures to ensure gender-neutral language, transparent selection criteria and equal opportunities.
	HR Department
	Annual
	Recruitment procedures reviewed annually

	Increase women's participation in ICT, engineering and digital technology
	Promote vacancies through universities, professional associations and networks encouraging female applicants for research and technical positions.
	HR Department & Department Managers
	Continuous
	Increase in the number of female applicants

	Support women's research careers
	Encourage female researchers to participate in Horizon Europe proposal preparation, project implementation and dissemination activities.
	Research Department
	Continuous
	Number of female researchers involved in EU projects

	Promote leadership opportunities
	Ensure equal access to leadership positions, work package leadership and project coordination roles based on competence and experience.
	General Director
	Continuous
	Gender balance in leadership roles

	Professional development
	Ensure equal access to training, conferences, workshops and international networking opportunities for all employees.

	HR Department
	Annual
	Participation in training by gender

	Work-life balance
	Maintain flexible working arrangements where operationally feasible and support employees with family responsibilities.
	Management
	Continuous
	Employee satisfaction regarding work-life balance

	Gender equality awareness
	Organise annual awareness sessions on gender equality, diversity, inclusion and prevention of harassment.
	HR Department
	Annual
	At least one awareness activity per year

	Prevent discrimination and harassment
	Maintain confidential reporting mechanisms and ensure prompt handling of any complaints.


	HR Department
	Continuous
	Number of reported cases resolved

	Integrate the gender dimension into research
	Encourage project teams to consider the sex and gender dimension in research content whenever scientifically relevant.
	Research Department
	Continuous
	Number of proposals/projects addressing the gender dimension

	Monitoring and continuous improvement
	Collect gender-disaggregated data annually, monitor KPIs and prepare the Annual Gender Equality Report.
	HR Department
	Annual
	Annual GEP Monitoring Report published


11. MONITORING AND EVALUATION


The implementation of this Gender Equality Plan will be monitored annually.

Monitoring activities will include:

· collection of gender-disaggregated statistics;

· review of recruitment and promotion data;

· analysis of participation in training activities;

· monitoring of work-life balance measures;

· assessment of leadership representation;

· evaluation of employee feedback;

· review of reported discrimination or harassment cases;

· assessment of progress towards established targets.

Monitoring activities will also include the assessment of gender balance in participation within European research projects, project management roles, dissemination activities and decision-making bodies established under collaborative research initiatives.
An Annual Gender Equality Report will be prepared by the Human Resources Department and submitted to the General Director for review.

Where necessary, corrective measures will be introduced to ensure continuous improvement.

12. KEY PERFORMANCE INDICATORS (KPIS)
	Indicator
	Baseline (2026)
	Target (2029)

	Women in senior management
	66.7%
	Maintain ≥50%

	Women among research staff
	31.0%
	≥40%

	Women among early-stage researchers
	23.5%
	≥35%

	Women in technical positions
	16.7%
	≥25%

	Employees participating in equality training
	Baseline to be established
	≥90% annually

	Gender-related complaints
	0
	0 substantiated cases

	Recruitment procedures applying equal opportunity principles
	100%
	Maintain

	Annual GEP monitoring report
	Not applicable
	Published annually


13. COMMUNICATION AND AWARENESS

BEIA CONSULT INTERNATIONAL SRL will ensure that the Gender Equality Plan is communicated internally and externally.

Communication activities will include:

· publication of the GEP on the organisation's website;

· dissemination to all employees;

· awareness campaigns;

· training sessions on equality, diversity and inclusion;

· communication of annual progress reports.

The organisation encourages active employee participation in the implementation of this Plan.

14. ANNUAL REVIEW PROCEDURE

This Gender Equality Plan will be reviewed annually.

The review will assess:

· achievement of objectives;

· implementation of planned actions;

· KPI performance;

· legislative developments;

· organisational changes;

· employee feedback;

· new priorities identified during implementation.

The review process will support continuous improvement and ensure that the Gender Equality Plan remains effective throughout the implementation period.

15. REFERENCES

This Gender Equality Plan has been prepared with reference to:

· Regulation (EU) 2021/695 establishing Horizon Europe.

· European Commission. Horizon Europe Guidance on Gender Equality Plans.

· European Commission. Gender Equality Strategy 2020–2025.

· European Research Area (ERA) Policy Agenda.

· European Charter for Researchers (2023).

· Directive (EU) 2023/970 on pay transparency.

· Directive (EU) 2019/1158 on work-life balance.

· Directive 2006/54/EC on equal treatment in employment and occupation.

· Charter of Fundamental Rights of the European Union.

· Constitution of Romania.

· Romanian Labour Code (Law No. 53/2003, as amended).

· Law No. 202/2002 on Equal Opportunities and Equal Treatment between Women and Men.

· Government Ordinance No. 137/2000 on Preventing and Sanctioning All Forms of Discrimination.

· General Data Protection Regulation (EU) 2016/679 (GDPR).
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