Gender Equality Plan

Blue Marina Awards®

Public availability: This Gender Equality Plan is published on the official Blue Marina Awards®
(BMA) website and is available to staff, collaborators, partners and stakeholders.

1. Purpose and commitment

Blue Marina Awards® is a national initiative dedicated to the objective, evidence-based and third-
party-oriented evaluation and enhancement of tourist ports, marinas and blue economy
ecosystems.

Through this Gender Equality Plan, BMA formally commits to promoting gender equality, equal
opportunities, non-discrimination, inclusion and respect across its organisational activities,
project participation, events, communication, stakeholder engagement, research-related
activities, dissemination and decision-making processes.

The organisation recognises gender equality as a core element of quality, sustainability,
innovation and responsible governance. This Plan is intended to support a fair, inclusive and
respectful working and collaboration environment, in line with European principles and with the
requirements applicable to EU-funded projects, including Horizon Europe where relevant.

2. Scope of the Plan
This Gender Equality Plan applies to:

e staff, collaborators, consultants and professionals engaged by BMA;
e members of the BMA operational and scientific/project teams;
e speakers, moderators, experts and stakeholders involved in events and project activities;

e external partners, suppliers and service providers when acting within Blue Marina
Awards® activities;

e communication, dissemination, training, research, assessment and stakeholder
engagement activities promoted by the organisation.

The Plan is proportionate to the size, structure and operational model of the organisation and will
be progressively updated according to the evolution of its activities, projects and partnerships.




3. Public document and formal adoption

This Gender Equality Plan is a formal institutional document adopted by organisation and
published on the official Blue Marina Awards® website.

The organisation ensures that the Plan is:

publicly accessible online;

communicated internally to all staff and collaborators;
shared with project partners where relevant;

reviewed periodically and updated when necessary;

available as evidence in the context of EU-funded projects, calls, grants or institutional
assessments.

Previous versions of the Plan, where applicable, will be archived and made available upon
request or published on the website.

4. Dedicated resources and responsibility

BMA commits to allocating adequate human, organisational and, where needed, financial
resources to implement this Gender Equality Plan.

The implementation of the Plan is coordinated by a designated GEP Responsible Person
appointed by the organisation.

GEP Responsible Person: Walter Vassallo, President BMA

The responsibilities include:

coordinating the implementation of the Plan;
monitoring gender equality measures and indicators;
collecting and reviewing relevant data;

supporting awareness-raising and training activities;

ensuring that gender equality principles are reflected in events, communication, project
activities and stakeholder engagement;

involving external expertise on gender equality, diversity and inclusion when necessary.

The organisation may rely on external experts, consultants or qualified partners to support
training, awareness-raising, policy review and monitoring activities.

A dedicated annual resource allocation may include, where applicable:

internal coordination time;
training and awareness-raising activities;
external expert advice;



e monitoring and reporting activities;
e communication and dissemination measures;
e tools and procedures supporting inclusive participation.

5. Data collection, monitoring and reporting

BMA commits to collecting and monitoring sex/gender-disaggregated data, where legally and
practically applicable, in compliance with privacy and data protection rules.

The monitoring system may include indicators related to:

e gender composition of staff, collaborators and project teams;

e gender balance among speakers, moderators, experts and panel participants;
e gender balance in leadership, coordination and decision-making roles;

e participation in training and awareness-raising activities;

e recruitment, selection and appointment processes, where applicable;

e reported cases or concerns related to discrimination, harassment or inappropriate
conduct;

e inclusion of gender perspectives in project, research, dissemination and evaluation
activities where relevant.

Monitoring will be carried out at least every two years and, where possible, annually. A short
internal monitoring report will be prepared and reviewed by top management. The report may
include data, progress against objectives, corrective measures and updated priorities.

No personal data will be published in a way that allows identification of individuals. Aggregated
data will be used whenever possible.

6. Training and awareness-raising

BMA commits to promoting awareness-raising and training activities on gender equality,
inclusion, non-discrimination and unconscious gender bias.

Training and awareness-raising actions may target:

e staff and collaborators;

e top management and decision-makers;

e project coordinators and operational teams;

e event moderators, speakers and communication teams where relevant.

Training may cover:

e basic principles of gender equality and equal opportunities;
e unconscious gender bias;



e inclusive language and communication;
e gender balance in panels, events and public representation;
e prevention of discrimination, harassment and gender-based violence;

e integration of the gender dimension in research, innovation, dissemination and
stakeholder engagement activities.

Training may be delivered through internal briefings, external experts, online courses,
workshops, project meetings or dedicated guidance documents.

Evidence of training and awareness-raising activities may include agendas, attendance lists,
invitations, training materials, presentations, contracts with external experts or internal records.

7. Thematic areas, measures and targets

7.1 Work-life balance and organisational culture

BMA promotes an organisational culture based on respect, flexibility, equal opportunities and
inclusion.

Measures:

e promote flexible working arrangements where compatible with operational needs;

e avoid scheduling meetings or events in ways that systematically disadvantage people
with care responsibilities;

e encourage respectful, inclusive and non-discriminatory communication;

e promote balanced participation in meetings, panels, events and decision-making
processes;

e ensure that organisational culture supports dignity, mutual respect and equal access to
opportunities.

Targets 2026-2028:

e maintaininclusive and flexible working practices where applicable;
e include gender equality and inclusion principles in internal coordination practices;
e monitor participation in key organisational and project activities.

7.2 Gender balance in leadership and decision-making

BMA recognises the importance of gender balance in leadership, representation and decision-
making.

Measures:



e promote gender balance in advisory, project, operational and event-related roles;

o seek balanced representation among speakers, moderators, experts and institutional
participants;

e encourage women’s participation in leadership and high-visibility roles within Blue Marina
Awards® activities;

e monitor gender composition in panels, events and working groups.

Targets 2026-2028:

e progressively improve gender balance among speakers, experts and moderators involved
in public events;

e aim, where possible, for balanced gender representation in panels and public-facing
activities;

e review gender balance data at least every two years.

7.3 Gender equality in recruitment, selection and career progression

Where recruitment, appointment or selection processes are carried out, BMAcommits to
promoting transparent, merit-based and non-discriminatory criteria.

Measures:

e useinclusive and non-discriminatory language in calls, invitations and professional
opportunities;

e evaluate candidates, experts, suppliers and collaborators on the basis of competence,
experience, quality and relevance;

e avoid gender stereotypes in role allocation and public representation;
e encourage access to professional opportunities regardless of gender;
e monitor gender balance in recruitment and appointment processes where applicable.

Targets 2026-2028:

e apply equal opportunity principles in recruitment and professional selection processes;

e include gender equality considerations in the selection of experts, speakers and
collaborators;

e keep basic monitoring records where feasible and compliant with data protection rules.

7.4 Integration of the gender dimension into research, innovation, training and
dissemination content

Blue Marina Awards® operates within the fields of blue economy, port tourism, sustainability,
innovation, accessibility, safety, ESG, territorial development and marina management. Where



relevant, the organisation commits to integrating the gender dimension into research-related,
dissemination, assessment, training and project activities.

Measures:

e consider gender and inclusion aspects in project design and dissemination activities
where relevant;

e promoteinclusive language in public communication, reports, events and training
materials;

e encourage the participation of women and underrepresented groups in blue economy
and marina-related discussions;

e include gender, accessibility and inclusion perspectives where relevant to tourism, port
services, safety, innovation, sustainability and stakeholder engagement;

e support the visibility of women professionals, researchers, entrepreneurs, managers and
experts within the blue economy ecosystem.

Targets 2026-2028:

e include gender and inclusion considerations in relevant EU project activities;

e promote balanced and inclusive representation in Blue Marina Awards® events and
communication;

e review communication and dissemination materials to avoid stereotypes and
discriminatory language.

7.5 Measures against gender-based violence, including sexual harassment

BMA adopts a zero-tolerance approach to discrimination, harassment, sexual harassment,
gender-based violence, intimidation, retaliation and inappropriate conduct.

Measures:

e communicate clear expectations of respectful conduct in professional, project and event
settings;

e provide a contact point for concerns, complaints or reports;

e handle reports confidentially, promptly and fairly;

e protect individuals from retaliation when reporting concerns in good faith;

e take appropriate corrective action where misconduct is identified;

e extend the principles of respectful conduct to events, meetings, public activities and
online communication.

Reporting contact: Walter Vassallo, President BMA




8. Implementation timeline

BMA will implement this Gender Equality Plan in a proportionate and progressive way, taking into
account the size, structure and operational model of the organisation.
The implementation of the Plan will be coordinated by the appointed GEP Responsible Person,
with the support of top management and, where necessary, external expertise.
The organisation will monitor progress through relevant indicators, where applicable and
compliant with data protection rules, including:
e gender composition of staff, collaborators and project teams;
e gender balance among speakers, moderators, experts and public event participants;
e gender balance in leadership, coordination and decision-making roles;
e participation in gender equality, inclusion and unconscious bias training or awareness-
raising activities;
e integration of gender equality and inclusion principles in communication, dissemination,
project and stakeholder engagement activities;
e anyreported cases or concerns related to discrimination, harassment or inappropriate
conduct, handled confidentially.
Monitoring will be carried out at least every two years. The results will be reviewed by top
management and used to update measures, priorities and actions where necessary.
This Gender Equality Plan will be reviewed and updated whenever significant organisational,
legal, operational or project-related changes occur, and in any case at least every two years.




