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Management Statement 
ABCureD P.C. is committed to ensuring equality, dignity, inclusion, and fairness in all aspects of its 
scientific, technological, administrative, and entrepreneurial activities. As a biomedical research and 
development company operating at the interface of precision medicine, biomarker discovery, artificial 
intelligence, and translational innovation, ABCureD recognises that excellence in research and innovation 
requires an organisational culture that enables all individuals to contribute, progress, and lead without 
discrimination. 

This Gender Equality Plan establishes ABCureD’s institutional framework for promoting gender equality, 
preventing discrimination and harassment, supporting inclusive decision-making, and integrating the sex 
and gender dimension where relevant into research, innovation, training, and knowledge-transfer activities. 
The Plan applies to all personnel, collaborators, consultants, trainees, and individuals participating in 
ABCureD-led or ABCureD-supported activities. 

ABCureD’s management formally adopts this Gender Equality Plan and confirms that the Plan is in place, 
publicly available through the organisation’s website, and subject to annual monitoring and management 
review. 

1. Scope and Principles 
This Gender Equality Plan applies to ABCureD’s internal governance, recruitment and career-development 
practices, research and innovation activities, project management, external collaborations, communication 
practices, and training activities. The Plan is guided by the principles of equal treatment, transparency, 
merit-based evaluation, non-discrimination, work-life balance, prevention of gender-based violence and 
sexual harassment, and integration of the gender dimension into research and innovation whenever 
scientifically and ethically relevant. 

ABCureD does not tolerate discrimination on the basis of sex, gender, gender identity or expression, 
pregnancy, parental or caring responsibilities, age, disability, nationality, ethnic origin, religion or belief, 
sexual orientation, marital status, or any other protected or personal characteristic. Decisions concerning 
recruitment, task allocation, promotion, remuneration, authorship, project leadership, training opportunities, 
and representation in external activities are based on transparent criteria, competence, experience, role, 
and contribution. 

In accordance with Articles 2 and 3 of the Amsterdam Treaty (1997), followed by the Lisbon Treaty (2008) 
which formally defines gender mainstreaming, as well as other EU policy directives (such as "COM (96) 67 
final" on mainstreaming equal opportunities for women and men in all Community policies and activities) 
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and reports (such as "EUR 2022" on gender impact assessment in research), the company is committed to 
integrating gender equality principles. 

2. Dedicated Resources for Implementation 
ABCureD commits human resources and organisational responsibility for the implementation of this Plan. 
The Chief Executive Officer has overall accountability for gender equality within the organisation and 
ensures that the Gender Equality Plan is taken into account in strategic decisions, project management, 
recruitment, training, and external collaborations. 

A Gender Equality Officer is designated by management. This role may be assigned to a suitably qualified 
internal member of staff and, where necessary, supported by an external gender-equality, human-
resources, or legal expert. The Gender Equality Officer coordinates implementation, collects and reviews 
relevant indicators, supports awareness-raising activities, advises management on equality-related issues, 
and acts as a confidential first point of contact for concerns related to discrimination, harassment, or 
unequal treatment. 

ABCureD allocates adequate working time for the Gender Equality Officer to perform these responsibilities. 
Where specialised expertise is required, including legal guidance, unconscious-bias training, or 
investigation of serious complaints, ABCureD seeks appropriate external support. The implementation of 
the Plan is reviewed at least once per year by management. 

Concrete measures and targets: ABCureD maintains a designated Gender Equality Officer, reviews 
GEP implementation annually, includes gender equality responsibilities in internal governance and project-
management procedures, and integrates equality considerations into externally funded research projects, 
including recruitment of project staff and allocation of leadership roles where applicable. 

3. Data Collection and Monitoring 
ABCureD collects and monitors sex/gender-disaggregated data on personnel, researchers, management 
roles, recruitment, career progression, training participation, remuneration categories where applicable, 
project leadership, authorship or contribution roles where relevant, and participation in decision-making 
bodies. Where ABCureD hosts students, interns, doctoral researchers, trainees, or seconded personnel, 
equivalent data are collected for these categories where legally permissible and proportionate. 

Data collection and processing are conducted in accordance with applicable data protection legislation, 
including the General Data Protection Regulation. Individual-level personal information is treated 
confidentially, and public or internal reports use aggregated data to avoid identification of individuals, 
especially in small teams. 

ABCureD prepares an annual internal Gender Equality Monitoring Report. The report assesses progress 
against defined indicators, identifies gaps, and defines corrective actions where needed. A short public 
summary may be made available on the organisation’s website. 

Core indicators: ABCureD monitors the gender distribution of personnel by role and seniority, the gender 
distribution of applicants and selected candidates in recruitment procedures where feasible, the gender 
distribution of leadership and decision-making roles, participation in training, use of flexible working 
arrangements, reported incidents of harassment or discrimination, and the integration of sex/gender 
considerations into research activities where scientifically relevant. 

Concrete measures and targets: ABCureD maintains a baseline monitoring dataset and updates it 
annually. Recruitment, training, and leadership indicators are reviewed by management annually. Where 
gender imbalance is identified, ABCureD defines proportionate corrective actions, such as widening 
candidate searches, encouraging under-represented staff to apply for leadership roles, and improving 
transparency in selection procedures. 
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4. Training and Awareness Raising 
ABCureD provides awareness-raising and training activities on gender equality, non-discrimination, 
unconscious bias, inclusive leadership, respectful communication, and prevention of sexual harassment. 
Training is addressed to staff, management, decision-makers, project leaders, and personnel involved in 
recruitment, supervision, evaluation, or external representation. 

Training may be delivered through internal seminars, external experts, online courses, project-specific 
briefings, or institutional training resources provided by partner organisations. Newly recruited personnel 
receive information about this Gender Equality Plan as part of onboarding. 

Concrete measures and targets: All management and staff involved in recruitment or supervision 
complete gender-equality and unconscious-bias awareness training at least once every two years. New 
personnel receive information on the GEP, reporting channels, and expected standards of conduct during 
onboarding. ABCureD maintains a record of training participation and reviews participation rates annually. 

5. Work-Life Balance and Organisational Culture 
ABCureD recognises that sustainable scientific and entrepreneurial performance requires a healthy 
organisational culture and respect for work-life balance. The organisation promotes working practices that 
support productivity while respecting personal, family, parental, and caring responsibilities. 

Where compatible with operational needs, ABCureD supports flexible working arrangements, remote or 
hybrid work, flexible scheduling, reasonable accommodation for caring responsibilities, and transparent 
planning of meetings and deadlines. Meetings are, whenever possible, scheduled during standard working 
hours and with reasonable notice. Staff are encouraged to take statutory leave, annual leave, parental 
leave, and other legally protected leave without disadvantage to career progression or participation in 
projects. 

ABCureD promotes a culture of respectful communication, inclusive teamwork, and shared responsibility. 
Management actively discourages behaviours that create exclusion, hostility, intimidation, or unequal 
access to information and opportunities. 

Concrete measures and targets: ABCureD maintains transparent procedures for requesting flexible 
working arrangements. Routine internal meetings are scheduled within core working hours whenever 
possible. Staff returning from parental, medical, or caring-related leave are supported through reintegration 
discussions and reasonable adjustment of workload where appropriate. Organisational culture and work-
life balance are reviewed annually through staff consultation or structured management review. 

6. Gender Balance in Leadership and Decision-Making 
ABCureD promotes balanced participation in leadership, governance, project management, advisory roles, 
and external representation. Selection for leadership and decision-making roles is transparent and based 
on expertise, responsibility, availability, and contribution, while actively avoiding gender stereotypes and 
informal exclusion. 

The organisation monitors gender representation in management, project-leadership roles, scientific 
coordination, proposal leadership, representation in meetings, invited presentations, authorship leadership 
where applicable, and participation in strategic decisions. In small organisations, strict numerical parity 
may not always be feasible at every time point, but ABCureD pursues balanced representation as a 
guiding objective and documents actions taken to avoid systematic imbalance. 

Concrete measures and targets: ABCureD reviews the gender composition of leadership and project-
responsibility roles annually. For new projects, management considers gender balance when assigning 
work-package leadership, task leadership, proposal roles, and external representation. Where one gender 
is under-represented in decision-making, ABCureD actively encourages qualified individuals from the 
under-represented group to participate in leadership and governance roles. 
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7. Gender Equality in Recruitment and Career Progression 
ABCureD is committed to fair, transparent, merit-based, and inclusive recruitment and career-development 
practices. Job descriptions, calls for collaboration, internship opportunities, and project-role assignments 
use inclusive language and define objective selection criteria. Recruitment and evaluation processes avoid 
discriminatory assumptions related to gender, parental status, age, caring responsibilities, or career 
interruptions. 

Career progression is supported through equitable access to training, mentoring, scientific networking, 
authorship or contribution opportunities, proposal development, innovation activities, and leadership 
responsibilities. Career breaks, parental leave, caring responsibilities, and non-linear career paths are not 
treated as evidence of lower commitment or lower scientific potential. 

Concrete measures and targets: ABCureD uses transparent criteria for recruitment and role allocation. 
Vacancy announcements and collaboration opportunities use inclusive language. Selection committees or 
decision processes include gender-awareness considerations. ABCureD reviews recruitment and career-
progression data annually, where numbers permit meaningful interpretation. Any observed imbalance in 
applications, selection, or advancement triggers a management review of procedures and outreach 
practices. 

8. Integration of the Gender Dimension into Research, Innovation, and 
Training Content 
ABCureD’s research and innovation activities involve biomedical data, biomarkers, artificial intelligence, 
liquid biopsy, diagnostics, and translational development. In such activities, sex and gender may influence 
disease risk, biomarker distributions, diagnostic performance, clinical interpretation, patient access, and 
implementation pathways. ABCureD therefore considers the sex and gender dimension in research design, 
data analysis, validation, interpretation, and dissemination whenever scientifically relevant. 

For biomedical datasets, ABCureD assesses whether sex-disaggregated analysis is feasible and relevant. 
Where models, biomarkers, or diagnostic tools are developed, ABCureD considers whether performance 
should be evaluated by sex or gender-related variables, provided that sample size, data quality, consent, 
and ethical approvals permit such analyses. Where sex or gender analysis is not applicable or not feasible, 
the reason is documented. 

ABCureD also integrates gender-equality principles into training, dissemination, and communication 
activities. Educational or public-facing material avoids gender stereotypes, uses inclusive language, and 
considers diverse patient and user populations. 

Concrete measures and targets: ABCureD includes a sex/gender relevance check in research projects 
and proposals. Where human biological samples or patient-derived datasets are used, project teams 
record whether sex-disaggregated analysis is possible and scientifically justified. Where appropriate, 
reports and publications describe sex/gender composition and any relevant sex/gender-specific findings or 
limitations. Training and dissemination materials are reviewed for inclusive language and avoidance of 
stereotypes. 

9. Measures Against Gender-Based Violence, Including Sexual 
Harassment 
ABCureD has zero tolerance for gender-based violence, sexual harassment, bullying, intimidation, 
retaliation, or any conduct that violates the dignity, safety, or equal treatment of personnel, collaborators, 
trainees, visitors, or project partners. Sexual harassment includes unwelcome verbal, non-verbal, physical, 
digital, or visual conduct of a sexual nature that violates a person’s dignity or creates an intimidating, 
hostile, degrading, humiliating, or offensive environment. 
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ABCureD provides confidential reporting channels. Reports may be made to the Gender Equality Officer, 
the CEO/legal representative, or another designated trusted person. Where the complaint concerns one of 
these persons, the complainant may report directly to another designated representative or to an external 
legal or human-resources adviser. ABCureD protects complainants, witnesses, and persons providing 
information from retaliation. 

All reports are treated seriously, fairly, confidentially, and promptly. ABCureD takes proportionate 
measures, which may include informal resolution where appropriate and requested, formal investigation, 
temporary protective measures, disciplinary action, termination of collaboration, or referral to competent 
authorities where required by law. False or malicious allegations are also addressed through appropriate 
procedures, while recognising that inability to substantiate a complaint does not mean that the complaint 
was made in bad faith. 

Concrete measures and targets: ABCureD maintains written reporting and response procedures. All 
personnel are informed of reporting channels during onboarding. Training on respectful conduct, 
prevention of harassment, and bystander responsibility is provided at least every two years. Reported 
incidents and responses are reviewed annually in anonymised form by management, with attention to 
prevention, confidentiality, and non-retaliation. 

Governance, Review, and Public Availability 
The CEO/legal representative of ABCureD has ultimate responsibility for adoption and implementation of 
this Plan. The Gender Equality Officer coordinates day-to-day implementation and prepares annual 
monitoring input for management review. Management assesses progress annually, approves corrective 
actions, and ensures that this Plan remains aligned with applicable legal requirements, ethical standards, 
and European research and innovation expectations. 

This Gender Equality Plan is published on the ABCureD website and made available to staff, collaborators, 
funders, project partners, and relevant stakeholders. Updates are dated and version-controlled. 


