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Gender Equality Plan 2026 - 2029, Romania Green Building Council Association

1. Statement of commitment

The Romania Green Building Council Association ("RoGBC", "the Association") is committed to gender
equality as a matter of institutional principle, of professional quality, and of relevance to the sector we serve.
Buildings are designed, financed, built, operated and inhabited by women and men alike. An organisation
that shapes standards, training and public policy for Romania's built environment cannot credibly do so from
within a structure that does not itself reflect and support the people affected by its work.

The construction and real-estate sector remains one of the most gender-imbalanced sectors of the European
economy, particularly in technical, site-based and senior leadership roles. RoGBC recognises that this
imbalance is reproduced in the professional communities we convene: in our membership, in our trainer and
assessor pools, on our event platforms, and in the project consortia we join. This Plan therefore addresses
gender equality both inside the Association and across the professional ecosystem RoGBC influences.

By adopting this Gender Equality Plan, the Board of Directors of RoGBC commits to:

e providing and maintaining a working environment free from discrimination, harassment and sexual
harassment, for employees, board members, advisory body members, trainers, assessors, experts,
volunteers and interns alike;

e taking decisions on recruitment, remuneration, task allocation, professional development and
promotion on the basis of competence and merit, applying transparent and documented criteria;

e collecting, analysing and publishing sex-disaggregated data on its personnel and governance bodies, and
reporting annually against the indicators set out in this Plan;

¢ allocating dedicated human and financial resources and appointing a Gender Equality Officer with an
explicit mandate to implement, monitor and report on this Plan;

e providing awareness-raising and training on gender equality and unconscious gender bias to all staff and
to all persons involved in decision-making;

¢ integrating the gender dimension into the content of RoGBC's research, projects, certification schemes,
training curricula, advocacy positions and events;

e publishing this Plan on the Association's website and communicating it actively to staff, members and
partners.
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2. Purpose, scope and applicability

2.1 Purpose

This Gender Equality Plan ("GEP") sets out the objectives, actions, responsibilities, resources and indicators
by which RoGBC will advance gender equality within the Association and within the professional field in
which it operates, for the period 2026 - 2029.

The Plan has two purposes:

¢ Institutional. To make explicit, verifiable and reviewable the standards of equal treatment that RoGBC
applies to its own staff, governance bodies and collaborators.

¢ Eligibility. To satisfy the Gender Equality Plan eligibility criterion applicable to participants in the Horizon
Europe Framework Programme, and to serve as the reference document for the corresponding
self-declaration made by RoGBC in the EU Funding & Tenders Portal.

2.2 Why RoGBC adopts a GEP

Under Horizon Europe, the GEP eligibility criterion applies to public bodies, research organisations and higher
education establishments including private research organisations established in EU Member States and
Associated Countries. RoGBC is a Romanian not-for-profit association which carries out and participates in
applied research, innovation and capacity-building projects funded by the European Union, including projects
under Horizon 2020, Horizon Europe, LIFE, Erasmus+ and Interreg-type instruments.

Because RoGBC participates in EU-funded consortia in roles that may be classified as those of a research
organisation, and because coordinators and funding authorities routinely request evidence of a GEP from all
consortium partners regardless of legal form, RoGBC adopts this Plan so that:

¢ its eligibility is never in question at proposal or grant-preparation stage;

e it can respond immediately and with documentary evidence to due-diligence requests from
coordinators, National Contact Points or granting authorities;

¢ it meets the same standard it asks of its own members and partners.

2.3 Scope
This Plan applies to:

¢ all employees of the Association, on any type of contract and any working-time arrangement;

e the members of the General Assembly acting in the governance of the Association (Adunarea Generala),
the Board of Directors (Consiliul Director) and the Scientific Advisory Board and any other advisory,
technical or certification committee established by RoGBC;

e collaborators engaged under service contracts, including trainers, assessors, verifiers, consultants and
experts;

¢ interns, volunteers and seconded personnel;

o all activities of the Association: projects and project consortia, certification and verification schemes,
training and education programmes, events and conferences, publications, advocacy and
communication;

e procurement and the selection of suppliers and subcontractors, to the extent permitted by applicable
law.
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2.4 Duration, review and versioning

The Plan covers the period 2026- 2029. It is reviewed annually by the Board of Directors on the basis of the
annual monitoring report and is revised in full at the end of the period, or earlier if a change in law, in the
Association's size or structure, or in EU funding requirements makes revision necessary. Each version is
dated, numbered, approved by the Board and republished on the website; superseded versions are archived
and remain available on request.

3. Legal and policy framework

This Plan is drawn up in accordance with, and shall be interpreted consistently with, the following
instruments.

3.1 European Union

Horizon Europe GEP eligibility criterion Establishes the four mandatory process requirements a GEP must
(Regulation (EU) 2021/695 and the Horizon  satisfy and the five recommended thematic content areas. This
Europe  Work  Programme, General Planis structured to meet them explicitly (Sections 4 and 6).
Annexes)

European Commission, Horizon Europe Reference guidance on the form, content, publication and
Guidance on Gender Equality Plans monitoring of a compliant GEP.

EU Gender Equality Strategy 2026-2030 Sets the policy direction on economic empowerment,
(presented 5 March 2026) gender-based violence, care and leadership, which this Plan
reflects in its thematic objectives.

Directive (EU)  2023/970 on pay Frames the Plan's commitments on transparent pay-setting criteria,
transparency pay information and gender pay gap reporting, in line with national
transposition.

Directive (EU) 2019/1158 on work-life = Frames the Plan's commitments on parental and carers' leave and
balance for parents and carers flexible working arrangements.

Directives 2006/54/EC and 2004/113/EC Establish the principle of equal treatment in employment,
occupation and access to services.

European Charter of Fundamental Rights, Prohibition of discrimination; equality between women and men in
Articles 21 and 23 all areas.

3.2 Romania

Law No 202/2002 on equal opportunities = Prohibits any form of sex-based discrimination and any conduct
and equal treatment between women and amounting to harassment, sexual harassment or psychological
men, as republished and subsequently harassment (Art. 6). Requires employers to ensure equal
amended opportunities, including by introducing provisions prohibiting

discrimination in internal regulations, to lay down disciplinary
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sanctions for conduct violating personal dignity, and to inform
employees of their rights (Art. 8).

Law No 202/2002, provisions on equality Provides for the designation of an employee or the engagement of

expertise an expert / technician in equal opportunities between women and
men, in particular in entities exceeding 50 employees. RoGBC
applies this approach proportionately by designating a Gender
Equality Officer irrespective of headcount (Section 7).

Labour Code (Law No 53/2003), Articles Principle of equal treatment, prohibition of direct and indirect
5-9 and 39 discrimination, right to dignity at work.

Government Ordinance No 137/2000 on General anti-discrimination framework; competence of the
preventing and sanctioning all forms of National Council for Combating Discrimination (CNCD).
discrimination

Law No 178/2020 and related amendments  Strengthened definitions and obligations regarding harassment and
gender-based discrimination.

Internal Regulation of RoGBC (Regulament The Internal Regulation is amended, where necessary, to
intern) and the Statute of the Association incorporate the anti-discrimination and anti-harassment provisions
and the reporting procedure described in Section 6.E and Annex 3.

3.3 Sectoral commitments

RoGBC is a member of the World Green Building Council network and aligns this Plan with the network's
commitments on a just, inclusive and equitable transition of the built environment, and with the social and
governance expectations placed on the sector by the EU Taxonomy, the Corporate Sustainability Reporting
Directive and associated ESG reporting practice.
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4. Compliance with the mandatory Horizon Europe requirements

The Horizon Europe GEP eligibility criterion sets out four mandatory process-related requirements. The table
below states how each is satisfied by RoGBC and where the corresponding commitment is set out in this
Plan. This table is the reference to be used when completing the self-declaration in the EU Funding & Tenders

Portal (see also Annex 2).

Mandatory requirement

Publication: a formal
document published on the
institution's website and
signed by the top
management

Dedicated resources:

commitment of resources
and expertise in gender
equality to implement the
plan

and
and/or
gender-disaggregated data
on personnel and annual
reporting based on
indicators

Data collection

monitoring:  sex-

Training: awareness-raising
and training on gender
equality and unconscious
gender bias for staff and
decision-makers

This Plan is a formal document adopted by the Board of
Directors, signed by the President of the Board of Directors,
published in a permanently accessible location on
www.rogbc.org, and communicated internally to all staff and
governance bodies and externally to members and partners.

A Gender Equality Officer is appointed by decision of the
Board with a defined mandate and protected working time. A
Gender Equality Working Group supports implementation. An
annual budget line covers training, external expertise, data
analysis and communication. External expertise is engaged
where internal capacity is insufficient.

RoGBC collects sex-disaggregated data annually on staff,
governance and advisory bodies, recruitment, remuneration,
training, promotion and leave, together with data on trainers,
speakers and certified professionals. Data are analysed
against a fixed indicator set and reported annually to the
Board and the General Assembly, and published in summary
form.

All staff complete gender equality awareness training on
induction and a refresher at least every two years. All persons
involved in recruitment, selection, evaluation, jury and
certification decisions complete unconscious bias training
before exercising that role. Board and Scientific Advisory
Board members receive a dedicated briefing.

How RoGBC satisfies it m

Section 1; Section 9

Section 7; Section 8

Section 5; Section 9;
Annex 1

Section 6.D; Section
6.E; Annex 1

In addition to the four mandatory requirements, this Plan addresses all five thematic content areas
recommended by the European Commission- work-life balance and organisational culture; gender balance in
leadership and decision-making; gender equality in recruitment and career progression; integration of the
gender dimension into research and teaching content; and measures against gender-based violence including
sexual harassment and adds a sixth area specific to RoGBC's role in the green building sector.
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5. Baseline assessment

5.1 Method

An evidence-based baseline is a precondition for credible target-setting. RoGBC establishes its baseline

through:

e a quantitative review of personnel and governance records, disaggregated by sex, covering headcount,

contract type, working time, function level, remuneration, recruitment, promotion, training
participation and leave;

a quantitative review of RoGBC's external footprint: trainers and assessors, speakers at RoGBC events,
participants in certification and training programmes, and representatives of member organisations in
RoGBC bodies;

a qualitative review: an anonymous staff survey on organisational culture, workload, flexibility, career
development and experience of inappropriate conduct, complemented by a review of internal
documents (Internal Regulation, contract templates, recruitment notices, evaluation forms);

a review of the gender dimension in RoGBC's project portfolio, publications, curricula and certification

criteria.

Data are handled in accordance with Regulation (EU) 2016/679 (GDPR). Personal data are processed on the
basis of the Association's legitimate interest in complying with funding eligibility requirements and equality
legislation, minimised to what is necessary, and reported only in aggregated form. Where a group is so small
that aggregation would allow an individual to be identified, figures are suppressed and reported qualitatively.
Recording of sex/gender for the purposes of this Plan includes the option "prefer not to say".

5.2 Baseline data template

Category reference date: % women
31.12.2025

Total staff 5 10 50
Staff in management / coordination 1 2 50
positions

Staff in technical / project positions 2 3 33
Staff in administrative / support 0 1 100
positions

Part-time staff 1 2 50
Board of Directors (Consiliul 3 5 40
Director)

Scientific Advisory Board 1 3 66
Persons taking parental or carers' 1 2 50

leave
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5.3 Preliminary findings and known risk areas

Pending completion of the first full baseline, the Board records the following observations, which the actions
in Section 6 are designed to address:

e RoGBC is a small organisation. In a small team, a single departure or appointment can change the
gender composition of a function level substantially; percentage targets must therefore be read
together with absolute numbers and interpreted over multi-year averages.

e The technical and site-related professions from which RoGBC draws trainers, assessors and expert
speakers are strongly male-dominated in Romania. Achieving balance on RoGBC platforms requires
active outreach, not passive selection from incoming proposals.

e Governance bodies of member-based associations tend to reflect the seniority structure of the member
organisations, which is itself imbalanced. Nomination processes must therefore be designed to widen,
not merely mirror, the available pool.

e As the Association engages external experts under service contracts, equality standards must be
extended contractually to collaborators and not confined to employees.
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6. Objectives and action plan 2026 - 2029

The Plan is organised in six thematic areas: the five areas recommended by the European Commission (A—E)
and one area specific to RoGBC's mission in the built environment sector (F). For each area the Plan states
the objective, the actions, the person or body responsible, the deadline and the indicator against which
achievement is measured. Consolidated indicators, baselines and targets are set out in Annex 1.

A. Work-life balance and organisational culture

Objective: RoGBC is an organisation in which caring responsibilities are compatible with a full professional
contribution, and in which working practices do not systematically disadvantage any group.

CY T S—C

Adopt a written flexible working policy = Executive Director Q4 2026 Policy adopted and
covering remote and hybrid work, communicated; % of
flexible start and finish times, and the staff aware of it (annual
right to request a temporary reduction in survey) = 95%

working time, applicable to all staff on

the same terms.

A2 Establish core meeting hours (e.g. Executive Director Q42026 % of recurring internal
10:00-16:00) and a rule that regular meetings scheduled
internal  meetings, trainings and within core hours =2 90%
mandatory events are not scheduled
outside working hours, at weekends or
during  school holidays  without
justification.

A3 Document and actively communicate the Gender  Equality Q3 Leave entitlement note
full statutory entitlements to maternity, Officer / HR then annual issued; uptake reported
paternity, parental and carers' leave, annually by sex
including the entitlements available to
fathers and to non-birth parents, and
record uptake by sex.

A4 Apply a structured procedure for leave Executive Director Q4 2026 100% of persons
and return: a handover before leave, returning from leave of
contact maintained during leave at the more than 3 months
employee's choice, and a return-to-work receive a documented
discussion covering workload, working return discussion
arrangements and development.

A5 Guarantee that periods of family-related Board of Directors Q4 2026 Provision included in
leave do not negatively affect the Internal Regulation;
performance evaluation, access to zero substantiated
training, project allocation or eligibility complaints
for salary review.

A6 Run an anonymous annual staff survey Gender  Equality Annually from = Survey conducted
on workload, flexibility, culture, inclusion  Officer Q4 2026 annually; response rate
and experience of inappropriate 2 70%; follow-up
conduct; publish the aggregated results actions recorded
internally and agree follow-up actions.
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C T —C

Events lead Event planning checklist
applied to 100% of

RoGBC events

From
2027

Ensure that the Association's events,
study visits and site visits are planned
with  advance notice, published
timetables and, where feasible,
arrangements that allow participation by
persons with caring responsibilities.

B. Gender balance in leadership and decision-making

Objective: Women and men participate on equal terms in the bodies where RoGBC takes decisions, sets
technical standards and represents the sector.

e —

Include in the Statute or in the internal

Board of Directors

Next Statute

% of women in each

rules of procedure a principle of / General revision, by governance body; target
balanced composition for the Board of Assembly Q2 2027 2 40% by 2029
Directors, the Scientific Advisory Board

and all technical and certification

committees, with a target that neither

sex represents less than 40% of

members.

B2 Apply a documented nomination Board of Directors = From Q4 % of appointment
procedure for all appointed bodies: a 2026 processes with a
written call, published selection criteria, documented balanced
an obligation on the nominating body to candidate pool =2 80%
propose candidates of both sexes
wherever possible, and a written record
of the reasons for the final choice.

B3 Apply the balanced-composition =~ Board of Directors At % of women among SAB
principle to the Scientific Advisory Board constitution members and
established in 2026 from the outset, of the SAB office-holders
including in the shortlist of proposed
members and in the appointment of its
chair and vice-chair.

B4 Maintain and publish an internal register Gender  Equality Q1 2027, Register maintained;
of the sex composition of every Officer then published annually in
governance, advisory, technical and continuous the monitoring report
certification body, updated at each
change of membership.

B5 Ensure that RoGBC's external Executive Director ~ From Ql % of women in RoGBC
representation — delegations, 2027 external delegations;

negotiating teams, panel appearances,
signatories of public positions — reflects
the balance the Association advocates,
and record the composition of
delegations to international events.
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CY T —C

Support the development of women
members towards leadership roles in the
Association through a mentoring or
sponsorship scheme run with member
organisations.

Gender
Officer

Equality
/

Membership lead

Pilot in 2027

C. Gender equality in recruitment, career progression and pay

Scheme piloted;
number of participants;
retention of participants
in RoGBC bodies

Objective: Selection, development and remuneration decisions in RoGBC are made on transparent criteria

and produce no unjustified difference between women and men.

M_ ResponSIbIe Indlcator/target

Cc2

C3

C4

C5

Use a standard recruitment template:
gender-neutral job titles and language,
an explicit statement that RoGBC is an
equal opportunities employer, a defined
set of essential and desirable criteria,
and publication through at least two
channels including one reaching

under-represented candidates.

Apply a structured selection process: the
same core questions for all candidates, a
written scoring grid completed before
deliberation, and a selection panel that
includes both women and men wherever
the size of the organisation permits.

Require completion of unconscious bias
training by every person who sits on a
selection, evaluation or certification
panel, before that person exercises the
role.

Adopt written criteria for setting and
reviewing salaries, function,
responsibility, experience, qualifications
and performance - and apply them
consistently; remove any practice of
setting pay by reference to a candidate's
previous salary.

Calculate the unadjusted and adjusted
gender pay gap annually where
headcount permits meaningful analysis;
where it does not, conduct a qualitative
equal-pay review of comparable
functions. Investigate and document any
gap exceeding 5 percentage points, and
correct any difference not objectively
justified.

Executive Director

/HR

Executive Director

Gender
Officer

Equality

Board of Directors

Executive Director
/ Gender Equality 2027

Officer
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Q4 2026

From
2027

Q1

Q2 2027

Annually from

100% of vacancies
published using the
template

% of selection processes
with a completed
scoring grid = 100%; %
with a mixed panel =
80%

% of panel members
trained = 100%

Criteria adopted;
applied to 100% of new
appointments and
reviews

Gap calculated or
review conducted
annually; unjustified
differences  corrected

within 12 months
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CY T —C

Prepare for the obligations arising from Executive Director  In line with Requirements mapped

the transposition of Directive (EU) national and implemented; pay
2023/970  on pay  transparency: transposition  ranges indicated in
indication of pay ranges in vacancy 100% of vacancy notices

notices, information to candidates and
employees on pay-setting criteria, and
no prohibition on employees discussing
pay.

c7 Give every employee an annual Executive Director  Annually from % of staff with a

development discussion with a written 2027 documented annual
record covering objectives, training discussion = 100%;
needs and career direction, and monitor training  hours  per
participation and training access by sex. person by sex

c8 Extend equal treatment and Executive Director = Q2 2027 % of new service
anti-harassment clauses to service contracts containing the
contracts with trainers, assessors, clauses = 100%

consultants and other collaborators.

D. Integrating the gender dimension into research, project and training content

Objective: The gender dimension is considered systematically in what RoGBC researches, certifies, teaches
and advocates — not only in who does the work.

m_ ResponSIbIe Indlcator/target

Include RoGBC  Projects lead Q4 2026 % of new proposals with
proposal-development checkllst a the question completed
mandatory question on the relevance of =100%

sex and gender analysis to the project
content, with a written justification
where it is assessed as not relevant.

D2 Ensure that data collected in RoGBC Projects lead / From Q1 % of relevant datasets
research, surveys, pilots and Gender Equality 2027 disaggregated = 90%
post-occupancy evaluations are  Officer

disaggregated by sex wherever they
concern individuals, and that results are
analysed for differences between

groups.

D3 Review RoGBC training curricula Education lead / Review by Q4 Review completed;
(including Green Building Professional = Scientific Advisory 2027 number of curricula and
and related courses) and certification Board criteria updated

criteria for gendered assumptions and
for content relevant to differential
impacts — thermal comfort, indoor air
quality, lighting, safety, sanitary facilities,
accessibility, energy poverty, mobility
and access to green space.
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C T —C

Introduce a dedicated module or session  Education lead 2027-2028 Module developed and
on inclusive and equitable design of the delivered;  participant
built environment in at least one RoGBC numbers and feedback
training programme.

D5  Address energy poverty, affordability Advocacy lead From 2027 Number of position
and healthy housing in RoGBC advocacy papers and consultation
with  explicit  attention to the responses  addressing
disproportionate exposure of the dimension
women-headed and single-parent
households and of older women.

D6  Provide gender equality awareness Gender Equality From Ql % of staff trained =
training to all staff on induction and a  Officer 2027, 100%; % of Board and
refresher at least every two years; recurring SAB members briefed =
provide a dedicated briefing to Board 90%
and Scientific Advisory Board members.

D7 Give the Scientific Advisory Board an Board of Directors In the SAB Remit included in the
explicit remit to consider the gender and Terms of  Terms of Reference
social dimension when reviewing Reference
technical schemes submitted to it,

including the certification scheme for
small builders.

E. Preventing and addressing gender-based violence, harassment and sexual harassment

Objective: No person working for, with or at an event of RoGBC is subjected to harassment, sexual
harassment or any form of gender-based violence, and anyone affected has a clear, safe and effective route
to report it.

m_ ResponSIble Indlcator/target

Adopt a Policy on the prevention of Board of Directors Q12027 Policy adopted,
harassment, sexual harassment and published and
gender-based violence, defining the communicated
prohibited conduct in line with Law No
202/2002 and the Labour Code, and
stating that it applies at the workplace,
at events, on business travel and in
digital communication.

E2 Incorporate the prohibition and the Executive Director Q1 2027 Internal Regulation
corresponding disciplinary sanctions amended
into the Internal Regulation, as required
by Article 8 of Law No 202/2002.

E3 Establish a confidential reporting Gender  Equality Q12027 Procedure in force;
procedure with at least two reporting Officer / Board 100% of reports

routes, including one that does not pass
through the line manager, and one route
addressed to a member of the Board
where a report concerns the executive
level. Define deadlines for

acknowledged within 5
working days
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N

E4

ES

E6

E7

E8

acknowledgement,
outcome.

mvestlgatlon

Guarantee protection against retaliation
for persons reporting in good faith and
for witnesses, and state this explicitly in
the policy.

Designate and train at least one
confidential contact person; where the
size of the organisation makes an
internal route inappropriate in a given
case, provide access to an external
independent contact.

Deliver mandatory  training  on
recognising and preventing harassment
to all staff, and a specific briefing to
persons in supervisory roles on how to
receive and handle a report.

Adopt and publish a code of conduct for
RoGBC events, conferences and training,
applicable to speakers, participants and
staff, with a named contact at each
event and a stated procedure.

Record all reports in an anonymised
register and report the number of
reports, their category and their
outcome annually to the Board, without
any information allowing identification.

Board of Di

Board of Di

Gender
Officer

Events lead

Gender
Officer

rectors

rectors

Equality

Equality

Q12027

Q2 2027

From Q2
2027, biennial

Q2 2027

Annually

F. Gender equality in the green building sector (RoGBC-specific area)

Objective: RoGBC uses its convening power, membership, events, training, certification and advocacy — to

widen participation of women in Romania's green building profession.

Y

F2

Apply a balance requirement to RoGBC
conference and event programming: no
all-male panels; a target of at least 40%
women among speakers and moderators
across the annual event programme;
maintain a register of qualified women
speakers in each technical field.

Monitor and report the sex composition
of participants in RoGBC training and
certification  programmes and  of
certified professionals, and identify
programmes with the largest imbalance
for targeted outreach.

Events lead

Education lead
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From 2027

Annually from
2027

Provision included; zero
substantiated retaliation
cases

Contact person
designated and trained;
external option
available

% of staff trained =
100%

Code published; applied

at 100% of RoGBC
events

Anonymised register
maintained; included in

the annual monitoring
report

% of women speakers
and moderators = 40%
across  the  annual
programme; zero
all-male panels

Composition  reported
annually; outreach
actions defined for the
three most imbalanced
programmes



Gender Equality Plan 2026 - 2029, Romania Green Building Council Association

CY T —C

F4

F5

F6

F7

Actively recruit women trainers,
assessors and verifiers, including
through targeted invitations and support
for qualification, and monitor the
composition of the trainer and assessor
pool.

Include a question on gender balance
and equality policies in the RoGBC
membership dialogue and in member
reporting, and offer members guidance
and a template based on this Plan.

Establish a recognition or award
category for member organisations and
projects demonstrating leadership on
equality and social sustainability in the
built environment.

Include the social and equality
dimension in RoGBC's public positions
on EPBD transposition, energy efficiency,
the EU Taxonomy and CSRD, where
relevant to the subject matter.

Run outreach to schools, universities and
vocational training providers presenting
green building careers to young women,
in cooperation with member
organisations.
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From 2027

2028

2028

From 2027

Annually from
2028

% of women among
trainers and assessors;
upward trend year on
year

Guidance published;
number of member
organisations adopting
an equality policy

Category  established;
number of entries

Number of positions
addressing the
dimension

Number of outreach

activities and
participants reached
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7. Governance, responsibilities and dedicated resources

Implementation of this Plan is assigned to identified persons and bodies. Responsibility is not diffuse: each
action in Section 6 has a named owner.

Body / role Responsibility under this Plan

General Assembly  Approves amendments to the Statute required to give effect to the Plan; receives
(Adunarea Generald) the annual monitoring report as part of the annual activity report.

Board of Directors (Consiliul  Owns the Plan. Adopts and revises it; appoints the Gender Equality Officer;

Director) approves the annual budget allocation; reviews the annual monitoring report and
decides on corrective measures; ensures that appointments to advisory and
technical bodies respect the balance principle.

President of the Board of Signs the Plan on behalf of the Association; represents the commitment externally;
Directors is the escalation route for reports concerning executive management.

Gender Equality Officer Designated by Board decision. Coordinates implementation; maintains the data set
and the indicator table; prepares the annual monitoring report; organises training;
maintains the anonymised register of reports; acts as confidential contact person
or coordinates that function; advises on the gender dimension in project
proposals; is the contact point for coordinators and funding authorities on GEP
matters. The role is exercised with an explicit allocation of working time protected
from operational demands.

Executive Director / Implements employment-related actions: recruitment, pay, evaluation, flexible
executive management working, leave, internal regulation, service contracts.

Gender Equality Working Composed of the Gender Equality Officer, one representative of the executive

Group team, one representative of the project teams and one member of the Board.
Meets at least twice a year to review progress, prepare the monitoring report and
propose adjustments.

Scientific Advisory Board Considers the gender and social dimension when reviewing technical schemes and
certification criteria submitted to it; advises on content-related actions under area
D.

Project managers Ensure that the gender dimension is addressed in proposals and project

implementation and that project team composition and data collection are
reported for monitoring purposes.

All staff and collaborators Observe the standards set out in this Plan and in the associated policies; complete
the required training.
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8. Resources

The Association commits the following resources to the implementation of this Plan. The amounts are
approved annually by the Board as part of the budget and are reported in the annual monitoring report.

Resource Commitment

Human resources Gender Equality Officer: an allocation of at least X% of full-time equivalent,
formally recorded in the job description. Gender Equality Working Group: four
members, meeting at least twice a year. Executive Director: implementation of
employment-related actions as part of the standard management function.

Annual budget line A dedicated line in the annual budget of the Association, of at least EUR X per year,
covering: training and awareness-raising; external expertise; the annual staff
survey; data analysis; communication and publication; and, where required, the
services of an external confidential contact person.

External expertise Where internal capacity is insufficient — in particular for equal-pay analysis,
investigation of reports of harassment, and specialised training — RoGBC engages
qualified external expertise.

Project funding Where RoGBC participates in EU-funded projects, the costs of gender-related
activities that are eligible under the relevant grant are budgeted within the
project.

Time Participation in mandatory training under this Plan takes place during working time

and is treated as working time.
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9. Monitoring, evaluation, reporting and publication

9.1 Monitoring cycle

Continuous The Gender Equality Officer maintains the data set, the register of body composition and the
anonymised register of reports.

Q1 each year Data for the previous calendar year are consolidated and analysed against the indicators in
Annex 1.
Q2 each year The Gender Equality Working Group prepares the annual monitoring report: progress on

each action, indicator values against baseline and target, obstacles encountered, and
proposed adjustments.

Q2 each year The Board of Directors reviews the report, decides on corrective measures, and approves the
resource allocation for the following year.

Annually A summary of the report is included in the annual activity report presented to the General
Assembly and a public summary is published on the website.

End of 2029 A full evaluation of the Plan against its objectives is conducted and a revised Plan is adopted
for the following period.

9.2 Evaluation principles
¢ Indicators are reported with both absolute numbers and percentages, given the small size of the
organisation.

e Where a target is not met, the report states the reason and the corrective action, rather than restating
the target.

e Figures that would allow an individual to be identified are suppressed and addressed qualitatively.

e Trends are assessed over a rolling three-year period as well as year on year.

9.3 Publication and communication

e This Plan is published in English and Romanian in a permanent, publicly accessible location on
www.rogbc.org, without any requirement to log in, and is linked from the "About" section of the
website.

e The Plan is communicated to all staff on adoption and to every new employee, collaborator and intern
on induction, with acknowledgement recorded.

e The Plan is communicated to the members of the Association and is made available to project
coordinators, consortium partners, National Contact Points and granting authorities on request.

e The annual public summary is published alongside the Plan so that implementation, and not only intent,
is externally verifiable.

e A stable URL for the published Plan is maintained and recorded in the Association's participant records,
so that it can be supplied immediately during grant preparation.
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10. Approval, entry into force and revision

This Gender Equality Plan was adopted by decision of the Board of Directors of the Romania Green Building
Council Association on DD Month 2026 and enters into force on the date of its publication on the

Association's website.

The Plan is reviewed annually by the Board of Directors on the basis of the annual monitoring report. It is
revised whenever a change in applicable law, in the requirements of EU funding programmes, or in the size
or structure of the Association requires it, and in any event by the end of 2029. Any revision is adopted by
the Board, signed by the President, versioned and republished.

Amendments to the Statute of the Association that are necessary to give effect to this Plan are submitted to
the General Assembly in accordance with the Statute.

Adopted by Board of Directors of RoGBC Date: 15.01.2026

345

Signed by Andrei Botis, President of the Board of Directors  Signature:

Responsible for Mihaela Nicolau, Gender Equality Officer
implementation
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Annex 1: Indicator set, baselines and targets

The following indicators are reported annually. Baselines are established with the first full data collection for

the reference year 2026 and inserted below before publication.

ﬂ_ Source / definition Baseline 2026 Target 2029

14

15

16

17

18

19

Share of women among total
staff

Share of women in
management / coordination
positions

Share of women in the Board
of Directors

Share of women in the
Scientific Advisory Board and
technical committees

Share of women among

candidates and among

persons recruited

Unadjusted gender pay gap (or
qualitative equal-pay review
where headcount is too small)

Share of staff with a
documented
development discussion

annual

Staff survey response rate

Number  of reports of
harassment or discrimination
received, by category and

outcome

Share of women among
speakers and moderators at
RoGBC events

Share of women among
RoGBC trainers, assessors and
verifiers

Share of women among
participants in RoGBC training
and certification programmes

Share of new  project
proposals in which the gender
dimension question is
completed

Personnel records,
headcount at 31 December

Personnel
function level

records by

Register of body composition

Register of body composition

Recruitment records

Payroll, mean and median

gross hourly pay

HR records

Annual anonymous survey

Anonymised register

Event records

Contract records

Programme records

Proposal checklist
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50

50

50

50

100

50

50

50

50

50

No sex below 40%

No sex below 40%

No sex below 40%

No sex below 40%

Recruitment share
within 10 pp of
candidate share

< 5% or fully
justified

100%

270%

All acknowledged <
5 working days; all
concluded < 60 days

2= 40%; zero all-male
panels

Upward trend year
on year

Reported; outreach
for the three most
imbalanced
programmes

100%
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nm Source / definition Baseline 2026 Target 2029

21

22

Share of relevant research
datasets disaggregated by sex

Share of new service contracts
containing equal treatment
and anti-harassment clauses

Share of women in RoGBC
external  delegations and
public representation

Project records

Contract records

Event and delegation records
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50

290%

100%

No sex below 40%
across the year
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Annex 2: Horizon Europe self-declaration: mapping

When submitting a proposal under Horizon Europe, RoGBC completes the self-declaration in the EU Funding

& Tenders Portal confirming that it has a Gender Equality Plan meeting the mandatory requirements. The

table below maps each item of the declaration to the evidence held by the Association. The Gender Equality

Officer keeps this evidence ready for immediate supply during grant preparation or audit.

Declaration item

The organisation has a Gender
Equality Plan in place

The GEP is a formal document
published on the organisation's
website and signed by top
management

The organisation has dedicated
resources and gender equality
expertise to implement the GEP

The organisation collects and
monitors
sex/gender-disaggregated data on
personnel and reports annually on
the basis of indicators

The organisation provides
awareness-raising and training on
gender equality and unconscious
gender bias for staff and
decision-makers

Yes

Yes

Yes

Yes

Yes

m Supporting evidence held by RoGBC

This  document, adopted by Board decision no.

260115001/15.01.2026

Signed PDF at stable URL; screenshot and date of publication;
signature page bearing the signature of the President of the
Board.

Board decision appointing the Gender Equality Officer; job
description with FTE allocation; approved annual budget line;
Working Group terms of reference; records of external expertise
engaged.

Annual monitoring reports; completed indicator table (Annex 1);
register of body composition; anonymised register of reports.

Training plan; attendance records and certificates; induction
records; Board and SAB briefing records.
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Annex 3: Reporting procedure for discrimination, harassment and sexual

harassment (outline)

This outline is developed into a stand-alone policy under action E1 and incorporated into the Internal

Regulation under action E2.

Scope

Applies to employees, board and advisory body members, collaborators, trainers, assessors, interns and

volunteers, and to conduct occurring at the workplace, at RoGBC events and training, on business travel, and

in written and digital communication connected to the Association's activity.

Prohibited conduct

Direct and indirect discrimination on grounds of sex, pregnancy, maternity or paternity, family
responsibilities, gender identity or sexual orientation.

Harassment: unwanted conduct related to sex with the purpose or effect of violating a person's dignity
or creating an intimidating, hostile, degrading, humiliating or offensive environment.

Sexual harassment: unwanted verbal, non-verbal or physical conduct of a sexual nature, with the same
purpose or effect.

Psychological harassment and victimisation, including retaliation against a person who reports or gives
evidence in good faith.

Reporting routes

To the Gender Equality Officer, in person, in writing or by e-mail to a dedicated address.
To the designated confidential contact person.

To the President of the Board of Directors, where the report concerns executive management or where
the person prefers this route.

To an external independent contact, where the size of the organisation makes an internal route
inappropriate in the case at hand.

Externally, at any time and without prejudice to internal routes, to the National Council for Combating
Discrimination (CNCD), the Labour Inspectorate, or the courts.

Handling

Acknowledgement in writing within 5 working days.
An initial assessment and, where appropriate, an informal resolution route offered but never imposed.

A formal investigation conducted impartially, with the person concerned heard, evidence recorded, and
the person reported against informed of the allegations and given the opportunity to respond.

A decision, in principle within 60 calendar days of the report, communicated in writing to the person
reporting.

Where the facts are established, disciplinary measures in accordance with the Internal Regulation and
the Labour Code, up to and including termination; for collaborators, termination of the contract; for
members of governance bodies, referral to the competent body.

Safeguards
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e Confidentiality of the identity of the person reporting and of any witness, to the extent compatible with
the conduct of the investigation.

e Explicit protection against retaliation, and treatment of retaliation as a separate disciplinary offence.
e Interim protective measures where necessary, without disadvantage to the person reporting.
¢ No requirement on the person reporting to confront the person reported against.

e Anonymised recording of every report and annual reporting of numbers, categories and outcomes to the
Board.
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Annex 4: Checklist before publication

The following items must be completed or confirmed by RoGBC before this Plan is signed and published.

Items marked in the text with highlighting correspond to this list.

ﬂ item to complete of conﬁrm _

1

10

11

12

13

14

15

Insert the date of the Board decision adopting the Plan and the decision
number.

Insert the name of the Gender Equality Officer and adopt the Board decision
appointing them.

Insert the FTE percentage allocated to the Gender Equality Officer role (Section
8).

Insert the annual budget figure allocated to the Plan (Section 8).

Complete the baseline data table (Section 5.2) with actual figures at the
chosen reference date.

Complete the baseline column of the indicator table (Annex 1).

Confirm the exact names of the responsible roles used in Section 6 against the
Association's actual organisational chart, and adjust where a role does not
exist.

Confirm or adjust the deadlines in Section 6 against the Association's planning
cycle.

Obtain the signature of the President of the Board on the signature pages
(Sections 1 and 10).

Publish the signed PDF at a stable public URL and record that URL; capture the
publication date.

Produce and publish the Romanian language version.

Communicate the Plan to staff and record acknowledgement; add it to the
induction pack.

Add the GEP self-declaration and the published URL to the Association's
participant records for EU proposals.

Add the Statute amendment on balanced composition (action B1l) to the
agenda of the next General Assembly.

Diarise the first annual monitoring report and the Board review.
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Board secretary

Board of Directors

Executive Director

Board of Directors

Gender Equality Officer

Gender Equality Officer

Executive Director

Executive Director

Board secretary

Communication lead

Communication lead

Executive Director

Projects lead

Board of Directors

Gender Equality Officer
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