
Obsidian Innovation Institute – 
Associação

Gender Equality Plan

Version 1.1

10/10/2025



OOI - Gender Equality Plan

Table of Contents
Introduction..........................................................................................................................................3
1. Recruitment and Career Progression................................................................................................ 4
2. Work–Life Balance and Organisational Culture...............................................................................6
3. Leadership and Decision-Making.....................................................................................................8
4. Gender Balance in Research Teams............................................................................................... 10
5. Integrating the Gender Dimension in Research and Innovation Content.......................................12
6. Gender Pay Gap Analysis and Corrective Measures......................................................................14
7. Prevention of Gender-Based Violence, Discrimination, and Harassment......................................16
8. Monitoring, Evaluation and Accountability................................................................................... 18

2 / 20



OOI - Gender Equality Plan

Introduction

Obsidian Innovation Institute – Associação (OII) is committed to promoting gender 
equality in all aspects of its operations. This Gender Equality Plan (GEP) aligns with 
the European Union’s gender equality goals and meets the Horizon Europe eligibility 
requirement that participating organizations have a GEP in place;

• The  plan  is  a  formal  document  endorsed  by  OII’s  top  management, 
demonstrating our commitment through clear objectives and actions:

• It  addresses key areas recommended by the European Commission –  from 
work-life  balance  to  gender-based  violence  prevention  –  and  includes 
additional  measures  such  as  pay  gap  analysis  to  ensure  comprehensive 
coverage;

• Dedicated  resources  and  monitoring  mechanisms  are  established  to 
implement  this  plan  in  compliance  with  Horizon  Europe’s  criteria  (public 
document, data collection, training, etc.);

• The  Institute’s  management  board  will  oversee  the  GEP’s  execution,  with 
responsibility for reporting, evaluation, and accountability.

This document was approved by the Obsidian Management Institute -  Associação 
management board.
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1. Recruitment and Career Progression
Objective: Ensure  fair,  merit-based  recruitment,  hiring,  and  career  advancement 
processes that provide equal opportunities for all  genders, eliminating biases and 
barriers.

Measures:

• Bias-Free  Recruitment  Practices: Implement  transparent,  merit-based 
recruitment  and  promotion  procedures.  Establish  a  code  of  conduct  for 
recruitment  that  clearly  defines  fair  selection  principles  and  avoids  gender 
bias.  All  job  advertisements  will  use  gender-neutral  language,  and  we  will 
utilize standardized CV formats or blind CV evaluations where possible to focus 
on qualifications over gender.

• Diverse Hiring Committees: Require gender-balanced search and selection 
committees. Involve a gender equality officer or trained expert in recruitment 
panels to observe and mitigate bias, ensuring candidates of all  genders are 
given equal  consideration.  If  a  shortlist  or  candidate pool  lacks women (or 
men,  in  fields  where  they  are  underrepresented),  require  justification  and 
broaden the search; positions may be re-advertised to attract a more diverse 
pool.

• Unconscious Bias Training: Provide regular training to HR staff and interview 
panel  members  on unconscious  bias  and inclusive  interviewing techniques. 
This  includes  reviewing  the  language  used  in  interview  questions  and 
reference checks to eliminate gender stereotypes.

• Career  Break  Accommodation: Acknowledge  and  accommodate  career 
interruptions (such as maternity/paternity or parental leave) in promotion and 
evaluation  criteria.  OII  will  adjust  appraisal  processes  to  account  for  leave 
periods or part-time work, so that taking time for caregiving does not hinder 
career  progression.  Promotion  decisions  will  value  quality  of  work  and 
contributions  over  physical  presence  or  overtime,  avoiding  the  traditional 
“always available” bias that can disadvantage those with family responsibilities

• Equal Opportunity Development: Track recruitment, promotion, and turnover 
data by gender to identify any gaps in representation. If women or men are 
found to be underrepresented in certain roles or levels, implement targeted 
outreach  and  development  programs  (such  as  leadership  training  or 

4 / 20



OOI - Gender Equality Plan

sponsorship  for  the  underrepresented  gender)  to  support  their  career 
progression.  These  steps  will  help  avoid  the  systematic  loss  of  talent  (e.g. 
women dropping out  due to  perceived biases)  and ensure  OII retains  and 
advances the best talent regardless of gender.
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2. Work–Life Balance and 
Organisational Culture
Objective: Foster a supportive organisational culture that values work–life balance, 
enabling employees of all genders to balance their professional and personal lives. 
This  ensures  everyone  can  thrive  in  their  careers  alongside  family  or  caregiving 
responsibilities, which in turn benefits the entire institution
eige.europa.eu
.

Measures:

• Flexible Work Policies: Strengthen and promote work–life  balance policies. 
Offer flexible working arrangements (flexible hours, remote work options) and 
improved parental leave provisions for all genders. For example, OII will ensure 
that taking parental  leave (maternity,  paternity or adoption leave)  does not 
penalize  one’s  career  –  contract  timelines  for  researchers  on  fixed-term 
projects  will  be  adjusted to  accommodate  leave,  and employees  (especially 
fathers) will be encouraged to take the paternity leave available to them.

• Support  for  Caregivers: Provide  support  for  employees  with  caregiving 
responsibilities. This includes exploring on-site or subsidized childcare options 
and offering assistance or referrals for elder care or care for family members 
with  disabilities.  Supervisors  will  be  trained  to  be  mindful  of  employees’ 
caregiving needs when scheduling meetings or setting deadlines.

• Workload Management and Reintegration: Monitor and manage workloads 
to prevent systematic overwork. Ensure tasks and projects are distributed fairly 
to  avoid  burnout  (e.g.  rotating  administrative  duties  that  often 
disproportionately fall  on certain groups). For staff returning from extended 
leave (such as parental or sick leave), provide reintegration support like phased 
return  schedules  or  mentorship  to  help  them catch  up  with  developments 
during their absence.

• Inclusive Organisational Culture: Cultivate an organisational culture that is 
welcoming and inclusive for everyone, not just a “women’s issue” but a core 
value benefiting all. Develop guidelines for inclusive language and behavior in 
the  workplace  –  for  instance,  discourage  gendered  stereotypes  in 
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communication and use gender-sensitive language in  all  official  documents 
and events. Social events and networking opportunities should be planned to 
be  inclusive  of  different  interests  and  personal  situations  (avoiding,  for 
example,  after-hours  events  that  might  exclude  those  with  family  duties). 
Leadership  will  visibly  support  work–life  balance  (e.g.  by  taking  their  own 
family leave and vacations) to model these values.

• Zero  Tolerance  of  Discrimination: Ensure  that  the  culture  is  grounded  in 
respect.  Policies on dignity at work and anti-harassment (see below) will  be 
strictly enforced, as a respectful environment is fundamental to work–life well-
being. An open and respectful culture not only improves employee satisfaction 
but also makes OII more attractive for top talent, helping to attract and retain 
the best researchers.
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3. Leadership and Decision-Making
Objective: Achieve gender balance in OII’s leadership and decision-making bodies, 
ensuring diverse perspectives at the top. The goal is to increase the participation of 
women  in  senior  roles  and  committees  (or  men,  in  any  areas  where  they  are 
underrepresented)  so  that  leadership  is  representative  of  the  talent  within  the 
institute and decisions benefit from gender-diverse input.

Measures:

• Gender-Balance Targets: Set and pursue clear targets for gender balance in 
leadership  positions.  OII  commits  to  moving  toward  at  least  40%  of  each 
gender  in  its  management  board  and  key  decision-making  committees, 
aligning  with  EU efforts  to  achieve  gender-balanced leadership  (as  seen in 
recent EU measures for gender-balanced company boards). Progress toward 
these targets will be reviewed annually. If voluntary progress is insufficient, the 
institute will  consider additional measures such as formal gender quotas or 
rules (defined percentages of women and men in certain positions) to correct 
persistent imbalances.

• Transparent Selection and Appointment: Review and adapt the processes for 
appointing individuals to leadership roles, boards, and committees to ensure 
they  are  transparent  and  inclusive.  All  leadership  vacancies  or  committee 
openings will be publicly advertised internally (and externally when applicable) 
with clear criteria, rather than filled by informal nomination. Selection criteria 
for  leadership  roles  will  be  clearly  defined  and  communicated,  and  the 
decision-making process (e.g. committee selection or board elections) will be 
documented.  We  will  also  institute  term  limits  or  rotation  for  committee 
memberships so that opportunities to serve in decision-making roles regularly 
open up.

• Supporting Women’s Leadership Development: Provide dedicated programs 
to support  and encourage women (and other  underrepresented groups)  to 
pursue leadership roles. This includes leadership training workshops, career 
coaching,  and mentorship  programs pairing emerging women leaders  with 
senior mentors. We will also facilitate networking opportunities (e.g. women-
in-science  forums  or  cross-department  mentorship  circles)  to  help  build 
confidence  and skills  for  leadership.  By  improving  the  pipeline  of  qualified 
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women  ready  for  advancement,  OII  can  sustainably  increase  female 
representation at the top.

• Recognition and Accountability: Ensure that contributions to leadership and 
decision-making (like chairing a committee or leading a project) are formally 
recognized  in  performance  evaluations  and  promotions.  This  encourages 
participation  by  women  and  men  alike  in  governance  roles.  Additionally, 
require  each  committee  and the  executive  team to  report  on  their  gender 
composition annually; if any leadership body remains homogenous, they must 
report what steps are being taken to improve diversity.

• Bias Training for Decision-Makers: Provide gender equality and unconscious 
bias training to all members of leadership and decision-making committees. 
This  training  will  cover  how biases  can  affect  evaluations,  discussions,  and 
decisions, and will promote inclusive leadership practices. Committee chairs in 
particular  will  be  sensitized  to  ensure  all  voices  are  heard  in  meetings.  By 
raising awareness among current leaders, we mitigate unintended biases in 
selecting future leaders and in institutional decisions.
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4. Gender Balance in Research Teams
Objective: Promote gender-balanced teams in research and innovation projects at 
OII, so that men and women participate equally in research activities. Diverse teams 
are known to enhance creativity, innovation, and the quality of research outcomes by 
bringing varied perspectives to problem-solving. Despite women comprising roughly 
half  of  PhD  graduates  in  Europe,  they  account  for  only  about  one-third  of 
researchers, so proactive steps are needed to involve more women (or men, where 
they are fewer) in research roles at all levels.
Measures:

• Diverse  Team Composition: Strive  for  diversity  when assembling  research 
teams.  Project  leaders  should  seek  to  include  team  members  of  different 
genders,  especially  in  fields  or  projects  where  one  gender  is  traditionally 
underrepresented. OII will monitor the gender composition of its research staff 
and  project  teams;  if  a  particular  research  group  or  department  has  a 
significant gender imbalance, leadership will  explore initiatives to address it 
(for  example,  offering  internships  or  fellowships  aimed  at  the 
underrepresented gender to build the pipeline).

• Inclusive  Recruitment  in  Research  Projects: When  hiring  researchers 
(scientists,  engineers,  technicians)  for  project  teams,  ensure  recruitment 
strategies  reach  a  broad  talent  pool.  Use  gender-neutral  job  postings  and 
actively  encourage  applications  from  the  underrepresented  gender  in  that 
field. If women are underrepresented in certain innovation areas, partner with 
universities, networks or associations for women in science and technology to 
advertise positions and identify candidates.

• Mentoring and Retention: Support the retention and growth of researchers 
of  all  genders.  Provide  mentoring  programs  for  early-career  researchers, 
pairing  junior  female  researchers  with  experienced  mentors,  to  encourage 
career development and continuation in research paths where women might 
otherwise  leave.  Similarly,  ensure  male  researchers  in  minority  in  some 
disciplines feel included and have mentors. By fostering an environment where 
everyone is supported, we reduce the risk of losing talent due to isolation or 
lack of role models.
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• Equal  Participation  and  Visibility: Within  each  research  project,  ensure 
equitable participation in meaningful work. Project managers will be advised to 
distribute  responsibilities  and  opportunities  (such  as  presenting  at 
conferences, leading work packages, or authoring papers) fairly rather than 
along gender lines. We will track indicators like the gender breakdown of lead 
authorship on publications or patent inventorship coming from OII projects. If 
imbalances are observed, we will investigate causes (e.g. confidence gaps or 
bias  in  assigning  tasks)  and  take  corrective  action,  such  as  workshops  on 
inclusive team management.

(Note: In addition to team composition, OII also recognizes the importance of integrating  
sex and gender analysis into research content itself. This is addressed in the next section.)

11 / 20



OOI - Gender Equality Plan

5. Integrating the Gender Dimension in 
Research and Innovation Content
Objective: Ensure that the design, methodology, and content of OII’s research and 
innovation activities appropriately incorporate a gender perspective when relevant. 
Integrating the  gender dimension in  research –  i.e.  considering sex and gender 
differences  in  research design and outcomes –  leads to  higher  quality  and more 
relevant innovation, as it expands scientific inquiry to address the needs of diverse 
populations. OII aims to produce research and innovations that benefit everyone and 
avoid gender bias in knowledge production.
Measures:

• Research Design Guidelines: Develop guidelines for researchers on how to 
include sex/gender analysis in research proposals and projects. For any new 
project, researchers must assess whether sex or gender differences could be 
significant  (for  example,  in  health  studies,  user  behavior  research,  product 
design, etc.) and outline how they will account for those differences. This aligns 
with Horizon Europe’s emphasis on integrating gender analysis into research 
content.

• Training  on  Gender  Analysis: Provide  training  sessions  or  workshops  for 
research  staff  on  integrating  the  gender  dimension  into  their  work.  These 
trainings  will  cover  practical  methods  (such  as  how  to  formulate  research 
questions  that  consider  gender,  or  how  to  collect  and  analyze  sex-
disaggregated data) and showcase examples of research where considering 
gender led to important insights. Building this capacity ensures our teams are 
equipped to apply an intersectional lens where appropriate.

• Project Evaluation: Incorporate gender dimension checkpoints in the project 
lifecycle. Internal project proposals or reviews will include a section on gender 
considerations. The research committee or ethics board will ensure that this 
has been addressed meaningfully in project plans. If a project initially deems 
gender not relevant, we require a brief justification; if gender  is relevant, the 
project’s  milestones  will  include  updates  on  how  gender  analysis  is  being 
implemented.

• Dissemination and Awareness: Encourage teams to disseminate findings in a 
way  that  highlights  gender-related  results.  For  instance,  if  a  technology  or 
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study has different implications for women and men, that should be noted in 
publications  or  presentations.  OII  will  also  support  research  specifically 
focused on gender equality or women’s advancement in innovation as part of 
our  research  agenda  (where  fitting  our  mission),  further  demonstrating 
leadership in this area.

By systematically integrating gender perspectives in research content, OII not only 
complies with EU recommendations but also enhances the impact and excellence of 
its R&I activities.
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6. Gender Pay Gap Analysis and 
Corrective Measures
Objective: Achieve equal pay for equal work at OII by identifying and eliminating any 
gender-based pay disparities. We are committed to the EU principle that women and 
men  should  receive  equal  pay  for  the  same  or  equivalent  work.  This  involves 
analyzing  our  payroll  data  to  ensure  fairness  and  taking  action  to  correct  any 
unjustified gaps, thereby fostering an equitable workplace where all employees feel 
valued.
Measures:

• Annual Pay Gap Audit: Conduct an annual gender pay gap analysis. This will 
involve comparing the average salaries of men and women across equivalent 
roles  and  levels  to  calculate  any  pay  gap.  Results  will  be  reported  to  the 
management board and staff. Currently, across the EU, women earn about 12–
13%  less  per  hour  on  average  than  men  –  we  will  ensure  OII  does  not 
contribute to this disparity. Each year, we will review trends in our own pay gap 
(if any), which keeps us accountable for continuous improvement.

• Transparency in Compensation: Increase pay transparency to prevent hidden 
biases. OII will publish salary ranges for each job position or grade, so that all 
employees  know the potential  pay  scale  for  their  role.  We will  also  inform 
employees of their rights under new EU pay transparency regulations, which, 
for example, allow employees to request information on pay levels. Making pay 
structures visible helps identify unjustified differences and empowers staff to 
raise concerns.

• Action Plan for Closing Gaps: If the pay audit reveals a gender pay gap that is 
not explained by objective factors (such as experience or performance),  the 
institute  will  develop  a  corrective  action  plan.  This  may  include  adjusting 
salaries  where  disparities  exist,  especially  for  those  in  the  same  role  with 
unequal pay, to ensure fairness. The management board will allocate budget 
as needed to rectify pay imbalances. We will also examine related factors that 
contribute to pay gaps – for instance, whether one gender is concentrated in 
lower-paying positions or receives smaller raises/promotions – and take steps 
to  address  those root  causes  (for  example,  reviewing promotion criteria  or 
raise processes for bias).
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• Monitor Starting Salaries and Promotions: Ensure equitable pay practices 
going  forward  by  monitoring  starting  salary  offers  and  promotion  salary 
increases  by  gender.  HR  will  require  hiring  managers  to  follow  consistent 
criteria for setting starting pay, and any significant deviations will be reviewed. 
Similarly,  promotion  and  annual  raise  processes  will  be  audited  to  ensure 
women and men are being rewarded equitably based on performance and 
role, guarding against any new gaps forming.

• Reporting  and  Accountability: Include  gender  pay  gap  indicators  in  OII’s 
annual equality report. By sharing the pay gap statistics and our progress in 
closing  any  gaps,  we  maintain  transparency  with  our  employees  and 
stakeholders. This reporting is in line with the growing EU-wide emphasis on 
pay  gap  disclosure  and  helps  build  trust  that  the  institute  is  proactively 
upholding the principle of equal pay for equal work.
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7. Prevention of Gender-Based Violence, 
Discrimination, and Harassment
Objective: Provide a safe and respectful working environment by preventing gender-
based violence, harassment, and discrimination, and by responding decisively to any 
incidents.  Everyone  at  OII  has  the  right  to  a  workplace  free  from  abuse  or 
harassment.  (Notably,  one in three women in the EU has experienced physical  or 
sexual  violence  in  their  lifetime  –  a  statistic  that  underlines  the  importance  of 
vigilance in our own community.) OII adopts a zero-tolerance approach to gender-
based violence and harassment, meaning that such behaviors, if they occur, will be 
addressed promptly and effectively with support for victims and consequences for 
perpetrators.
Measures:

• Clear  Policies  and  Reporting  Mechanisms: Establish  and  enforce  a 
comprehensive  anti-harassment  and  anti-discrimination  policy.  This  policy, 
approved  by  the  management  board,  will  define  what  constitutes  gender-
based  violence,  sexual  harassment,  and  discrimination,  including  examples 
(from sexist remarks to unwanted touching or worse). It will outline multiple 
channels for reporting incidents (to one’s supervisor, HR, or an independent 
ombudsperson), including an option to report anonymously or confidentially. 
All staff will be informed of the policy and reporting procedures annually (for 
example, via a brief mandatory training or email circular).

• Training  and  Awareness: Provide  regular  training  to  all  employees  and 
students/interns on recognizing,  preventing,  and responding to harassment 
and  discrimination.  This  will  include  topics  like  bystander  intervention 
(empowering colleagues to speak up or report if they witness harassment), and 
will  communicate  the  message  that  preventing  harassment  is  a  shared 
responsibility.  Managers  will  receive  specialized  training  on  how  to  handle 
complaints sensitively and correctly.  Periodic awareness campaigns (such as 
during  the  UN’s  16  Days  of  Activism  against  Gender-Based  Violence)  will 
reinforce OII’s zero-tolerance stance.

• Support  for  Affected  Persons: Offer  support  services  for  anyone  who 
experiences harassment or violence. Upon reporting an incident, individuals 
will  be provided with information about  counseling or  employee assistance 
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programs.  OII  will  designate  a  trained  confidential  counselor  or  external 
service that survivors can be referred to for professional support. We will also 
accommodate  victims’  needs  —  for  example,  adjusting  work  duties  or 
schedules to ensure they feel safe, or assisting with legal action if appropriate.

• Enforcement and Accountability: Treat all reports seriously and investigate 
them promptly  through a  fair  process.  An  impartial  committee  or  external 
expert  will  investigate  allegations  to  ensure  unbiased  handling.  If  an 
investigation confirms misconduct, OII will take immediate action against the 
offender, which may include disciplinary measures up to termination and, if 
relevant, referral to law enforcement. The consequences will be clearly defined 
in the policy, demonstrating that such behavior has no place at OII. Aggregate 
data on harassment reports (stripped of personal details) and outcomes will be 
reviewed  by  the  management  board  to  monitor  the  effectiveness  of  our 
measures.

• Promoting a Culture of  Respect: Embed respect  and safety  into  the daily 
culture.  Encourage  all  staff  to  communicate  respectfully  and  call  out 
inappropriate  behavior.  Leadership  will  lead  by  example,  e.g.,  by  actively 
speaking  about  the  importance  of  respect  and  promptly  addressing  any 
inappropriate  remarks  in  meetings.  We  will  also  promote  diversity  and 
inclusion  beyond  gender  (acknowledging  intersectionality  of  race,  ethnicity, 
LGBTQ+ status, etc.), as a broader respectful culture helps prevent all forms of 
harassment. This comprehensive approach follows EU recommendations that 
GEPs include measures against gender-based violence and sexual harassment, 
ensuring OII is a safe environment for everyone.
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8. Monitoring, Evaluation and 
Accountability
Objective: Ensure effective implementation of the GEP through ongoing monitoring, 
evaluation of progress, and clear accountability mechanisms, led by the management 
board.

Measures and Governance:

• Management  Board  Oversight: The  OII  management  board  is  ultimately 
responsible for the GEP’s success. The board will formally adopt this plan and 
integrate  its  objectives  into  the  institute’s  strategic  goals.  A  senior 
management member will be appointed as the Gender Equality Champion or 
sponsor  to  oversee  GEP  implementation.  The  board  will  receive  regular 
updates  and  is  accountable  for  ensuring  that  adequate  resources  and 
attention are devoted to meeting the GEP targets.

• Dedicated Resources: OII will allocate dedicated resources for implementing 
the GEP. This includes designating a Gender Equality Officer (or establishing a 
Gender Equality  Committee)  with the mandate and time to coordinate GEP 
actions across departments. Resources will be earmarked for data collection, 
training programs, and any necessary expertise (e.g., external consultants for 
workshops or analysis tools for pay gap data).

• Data Collection and Monitoring: In line with Horizon Europe requirements, 
OII will collect sex-disaggregated data on key indicators and use this evidence 
to track progress. We will maintain an annual dashboard of metrics such as 
gender breakdown of staff by role and level, promotion rates, salary averages 
by gender, uptake of flexible work options, composition of committees, and 
incident reports of harassment (if any). This data-driven approach establishes a 
baseline and allows us to measure improvements or identify problem areas. 
The data and indicators will be reviewed at least annually.

• Annual  Reporting: The  management  board  will  publish  (internally,  and 
externally  if  appropriate)  an  Annual  Gender  Equality  Report summarizing 
progress  on  this  GEP.  The  report  will  highlight  achievements,  such  as 
improvements in gender balance or successful  initiatives,  and also flag any 
shortfalls. For each objective area, it will evaluate which measures have been 
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implemented  and  their  impact,  using  the  collected  data.  This  transparent 
reporting fulfils Horizon Europe’s expectation of ongoing evaluation of the GEP 
and keeps all stakeholders informed of OII’s journey toward gender equality.

• Evaluation  and  Updates: Along  with  annual  monitoring,  a  more 
comprehensive evaluation of the GEP will be conducted at regular intervals (for 
example, every 2-3 years). The management board and Gender Equality Officer 
will  assess  what  has  worked well  and what  needs  strengthening.  They  will 
solicit  feedback  from  employees  (via  surveys  or  focus  groups)  about  the 
workplace climate and the effectiveness of measures. Based on the evaluation, 
the GEP will be updated as needed – this is a living document. Any revisions or 
new  goals  will  be  approved  by  top  management,  ensuring  continuous 
commitment to improvement.

• Capacity Building: OII will continue to invest in training and capacity-building 
on  gender  equality  as  an  ongoing  effort.  New  employees  will  receive  an 
orientation on the GEP and our values. Periodic workshops will be offered to 
deepen understanding of topics like bias, inclusive leadership, or integrating 
gender into research (supporting the measures described above). By building 
knowledge and skills at all levels, we institutionalize the changes and make the 
achievements sustainable.

• Accountability Mechanisms: Each department head will  be responsible for 
implementing relevant GEP measures in their  unit  (e.g.,  HR for  recruitment 
policies,  R&D  director  for  research  team  composition,  etc.),  and  their 
performance  evaluations  will  include  GEP-related  goals.  The  management 
board will hold these leaders accountable for progress. Additionally, the GEP’s 
implementation  status  will  be  a  standing  agenda  item  in  board  meetings, 
ensuring  high-level  attention.  In  sum,  accountability  is  shared  across  the 
organisation, with the management board leading by example in demanding 
and tracking progress.

By  following this  structured  approach to  monitoring  and accountability,  Obsidian 
Innovation Institute – Associação will not only meet the Horizon Europe eligibility 
criteria for a GEP but also drive meaningful  change within the organisation. Our 
commitment is  public and backed by leadership,  data-informed, and continuously 
improving – reflecting best practices in advancing gender equality in research and 
innovation institutions. The management board’s active involvement in reporting and 
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evaluation guarantees that this GEP is more than a paper exercise; it is a strategic 
priority with tangible actions and measurable outcomes, pushing OII towards a more 
inclusive and excellent future.
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