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This Gender Equality Plan has been reviewed and approved by the Management of ReSight PC and reflects the company's
commitment to promoting equality, diversity and inclusion in accordance with the principles of Horizon Europe.

The Plan will be reviewed annually to monitor progress and ensure its continued relevance and effectiveness.
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Our steps in developing our GEP

A. Communication and Publication

\

ReSight PC is committed to ensuring that its Gender Equality Plan (GEP) is publicly available, transparent and effectively
communicated to both internal and external stakeholders.

The present GEP has been formally approved and signed by the company's Management and is published on ReSight PC's official
website, where it is freely accessible to employees, clients, partners and all other interested stakeholders. The publication of the
GEP demonstrates the company's commitment to promoting gender equality, equal opportunities and an inclusive organizational
culture, while reinforcing transparency and accountability in its governance practices.

Following its approval, all employees were formally informed of the publication of the GEP through internal e-mail communication,
ensuring that they are aware of its objectives, commitments and implementation principles. In addition, the publication of the Plan
was communicated externally through the company's website in order to inforg the wide i essiop_a\l‘ community and other
external stakeholders of ReSight PC's commitment to gender equality and dive_g§i v '

All published documents and any information collected, processed or reportec ;
this Gend "4 :'allihﬁan are managed in full compliance with the applicable G

R). Personal data i , processed only where necessary, in accordance with,t

1d monitoring of
) 2016/679
ncy and

¢

&

B. Dedicated Resources
A

ght PC is committed to allocating the organizational resources required for the effective imp
"..’ nuous impr&?ment of this Gender Equality Plan (GEP), following a proportionate approach th
a anizational struct
As a | ise nizational structure, ReSight PC does not require dedi
ernance sntation of the GEP. Instead, the PIarNre{ed in

t gender equality is embedded within its stiblished

-

ommittees or separate
y's existing Integrated
nt processes.

-l
on and monitoring of the GEP are entrusted to the | ed Management System
nating the company's Integrated Man@mer%yiste , covering five management
ors the implementation of the Plan, main relevant documentation, follows

odic revi ovement process.

s part of the company's continuous

sight of the Gender Equality Plan and acts as its i tor. Through regular
g Director ensures that its objectives remain ali he company's values,
updates or revisions when required.

ation of the GEP relies primarily on the active in\&vlvement of its people rather
’lan is supported through existing management processes, the commitment of
ipation of all employees in fostering an inclusive, respectful and equitable

-




C. Data Collection and Monitoring

ReSight PC recognizes that evidence-based monitoring is essential for assessing the effectiveness of gender equality measures and
identifying opportunities for continuous improvement. The company is therefore committed to collecting, maintaining and
periodically reviewing relevant organizational data, in full compliance with the applicable data protection and confidentiality
requirements.

Considering the company's limited size, monitoring activities follow a proportionate approach and are based on the systematic
collection of both qualitative and quantitative information that supports the evaluation of the Gender Equality Plan. ReSight
periodically monitors organizational indicators that reflect its workplace culture, employee experience and the effectiveness of the
measures adopted to promote equality, diversity and inclusion. The results of this monitoring process are reviewed regularly to
assess progress, identify areas for improvement and support evidence-based decision-making.

To establish a baseline understanding of the current workplace climate and employees' perceptions regarding gender equality,
diversity and inclusion, ReSight PC conducted an internal staff questionnaire as part of the development of this Gender Equality
Plan. The survey was designed to capture employees' views on key aspects of the working environment, organizational culture and
equal opportunities, providing valuable qualitative input for the preparation of the Plan. The findings of the questionnaire
complement the organizational data collected by the company and contribute to the identification of strengths, potential
challenges and opportunities for continuous improvement. Similar employee surveys may be conducted during future reviews of
the Plan to assess progress and support the continuous improvement of the company's equality and inclusion practices.

ReSight PC recognizes that awareness and continuous learning play an important role in promoting an inclusive, respectful and
equitable working environment. The company is committed to ensuring that all employees are informed about the principles of
gender equality, equal opportunities and non-discrimination, while fostering a workplace culture based on mutual respect and
inclusion.

As part of the implementation of this Gender Equality Plan, ReSight supports participation in awareness-raising and training activities
related to gender equality and diversity. Depending on organizational needs and available opportunities, these activities may be
delivered through internal discussions, external seminars, webinars or other learning initiatives.

Training and awareness activities may cover topics such as gender equality principles, inclusive workplace behavior, prevention of
discrimination and harassment, unconscious bias, inclusive communication and, where relevant, the integration of the gender
dimension into its everyday activities.

T

“An inclusive workplace is built
through awareness, respect and
continuous improvement.”




Commitment to Gender Equality

ReSight in numbers

ReSight PC is a micro-enterprise currently employing five permanent employees. Established in 2023, the company
presents workforce data for the reporting years 2024 and 2025, which serve as the baseline for monitoring gender equality
indicators.

Throughout both reporting years, women represented the majority of the company's workforce. In 2025, women
accounted for 83% of ReSight PC's employees. While these figures reflect the company's current workforce composition,
ReSight's commitment is not to achieve a specific gender balance, but to ensure equal opportunities, fair recruitment
practices and an inclusive working environment in which employment, development and participation are based solely on
merit, qualifications and professional competence.

2024
25%
2025
17%
75%
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Chart 1. Gender distribution among employees

ReSight PC extends the principles of its Gender Equality Plan beyond its permanent workforce by applying them to the
selection and supervision of university students undertaking internships within the company. Through its collaboration
with local universities, ReSight offers internship opportunities that provide students with practical experience in
sustainability, energy and environmental consulting while ensuring equal opportunities throughout the selection process.

The selection of internship candidates is based on objective and transparent criteria and is carried out through an
individual interview. Candidates are evaluated exclusively by their academic background, their fundamental knowledge
relevant to the internship position, their motivation to learn and develop professionally, and their willingness to actively
engage in the company's activities. Gender or any other personal characteristic plays no role in the selection process.
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Through fair and inclusive opportunities, ReSight
supports the next generation of professionals
and promotes a workplace culture built on
equality, respect and diversity.
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Chart 2. Gender distribution among interns
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Chart 3. Average number of employees by business area during the
reporting period

Considering the company's size and organizational structure, ReSight adopts a proportionate approach by promoting
targeted learning opportunities that respond to the needs of its employees and organizational objectives. These activities
may include internal discussions, awareness sessions, participation in external seminars and relevant learning initiatives that
strengthen employees' understanding of equality, diversity and inclusion.

Each new employee follows a defined onboarding methodology that introduces them to ReSight PC's organizational
structure, values, internal processes, working practices and relevant management procedures. The onboarding process
follows the same principles for all employees, while the specific technical content and training areas are adapted according
to the individual's role, responsibilities and professional background.

Average Training Hours per Employee by Gender

Female Male

24.9 8.5



Work-Life balance

At ReSight, a healthy work-life balance is considered an important element of creating a sustainable and inclusive working
environment. The company recognizes that employees perform best when they are supported not only in their
professional development but also in maintaining a balanced relationship between their professional and personal
responsibilities.

The company seeks to maintain flexibility in its daily operations, taking into consideration the needs of its employees while
ensuring the effective delivery of its activities. Work organization is based on mutual respect, responsibility and a results-
oriented approach rather than solely on physical presence or working hours.

Our recent internal survey reveals encouraging insights into how our team members perceive work-life balance within the
organization. These results highlight the strengths of our current practices while also pointing to areas where we can
continue to improve.

The survey results showed that all employees are satisfied with the balance between their work and personal lives,
reflecting ReSight's people-oriented working culture.

When it comes to flexible working arrangements, 75% of respondents stated that they are satisfied with the company's
current approach. This is mainly because remote working is not part of ReSight's standard way of working, except in cases
where it is necessary. At the same time, the company understands that flexibility is not limited to remote work. Whenever
possible, working hours can be adjusted to accommodate employees' personal needs, if business operations continue to
run smoothly. This everyday flexibility is one of the reasons why employee satisfaction in this area remains high.

Recruitment, Career Progression and Professional Development

At ReSight, equal opportunities are embedded throughout the employee journey, from recruitment and internship
opportunities to career development and professional growth. All employment-related decisions are based on objective
criteria, ensuring that every individual is treated fairly, consistently and without discrimination.

The company recruits new employees through two pathways: direct recruitment and university internship programmes.
As part of its collaboration with local universities, ReSight welcomes students undertaking internships, providing them
with the opportunity to gain practical experience and develop their professional skills. Internship placements also serve
as a valuable pathway for future employment, and where organizational needs align, interns may be offered permanent
positions within the company.

To ensure equal opportunities throughout the recruitment process, ReSight PC monitors gender distribution at each stage
of candidate selection. The following data presents the number of applicants, candidates invited to interview and
successful hires, providing an overview of gender representation throughout the recruitment journey.

WIS Female

Job Applicants 22|15 I ¢ o
Male

Candidates invited to interview 12 8 59,5%
Hires 2 4

I -o.0%
Female

40,5%

The gender balance of the applicant pool was
maintained throughout the initial screening B Gender Distribution of Interviewed Candidates

process. Gender Distribution of Applicants
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Regardless of the recruitment pathway, every candidate follows the same structured interview process. During the
interview, candidates are assessed against the requirements of the position, with emphasis placed on their educational
background, relevant knowledge, technical and interpersonal skills, motivation and willingness to learn. Recruitment
decisions are based solely on merit and the candidate's suitability for the role, ensuring that gender or any other personal
characteristic has no influence on the selection process.

Career progression is supported through an annual performance evaluation process, which is carried out individually for
every employee. The evaluation is based on predefined criteria relevant to each employee's role and responsibilities,
focusing on professional performance, development, collaboration and contribution to the company's objectives. The
outcomes of this process may lead to salary adjustments, performance bonuses or the identification of further
development opportunities, ensuring that career progression is transparent, merit-based and applied consistently across
the organization.

ReSight also recognizes that continuous learning is essential for both individual and
organizational growth. All employees have equal access to company-wide training

activities covering topics of common interest, such as occupational health and 100%

safety, communication, teamwork and other soft skills. In addition, employees employee participation in
participate in role-specific technical training tailored to the knowledge and training activities since
competencies required for their position, supporting their professional ReSight PC's establishment.

development and enabling them to continuously strengthen their expertise within
their respective fields.

Measures Against Gender-Based Violence

ReSight is committed to maintaining a workplace where every employee is treated with dignity, respect and fairness. The
company has a zero-tolerance approach towards any form of gender-based violence, harassment, bullying, discrimination
or inappropriate behavior, and is committed to providing a safe, inclusive and respectful working environment for all
employees.

This commitment is reflected in the company's Health and Safety Policy, which explicitly states that discrimination,
harassment and any form of inappropriate workplace behavior are not tolerated. The principles of equality, mutual respect
and professional conduct are expected to be upheld by all employees, regardless of their role or position within the
organization.

To ensure that any concerns can be raised safely, ReSight has established an internal

ZERO reporting mechanism through which employees can confidentially report incidents
reported incidents of harassment, or concerns related to harassment, discrimination or other inappropriate
discrimination or workplace workplace behaviors. The same reporting channel is also used for reporting health
violence since ReSight PC's and safety incidents, providing employees with a familiar and accessible process for
establishment in 2023. raising concerns.
100%
All reports are treated confidentially, handled with impartiality and reviewed of employees perceive ReSight as
promptly to ensure that appropriate actions are taken where necessary. ReSight an inclusive workplace and feel
is committed to protecting individuals who raise concerns in good faith from comfortable reporting gender-

any form of retaliation or adverse treatment. related concerns.
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Developing a Gender Equality Action Plan

Gender Equality Objectives and Actions

Building upon the existing practices and commitments presented in the previous chapters, ReSight PC has developed this
Gender Equality Action Plan to further strengthen an inclusive, respectful and equitable working environment. The Action
Plan has been designed in accordance with the principles of Horizon Europe and reflects the company's size, organizational
structure and operational activities, following a proportionate and practical approach.

The Action Plan translates ReSight PC's commitment to gender equality into a set of measurable objectives and actions,
supported by clearly assigned responsibilities, implementation timelines and monitoring indicators. Rather than introducing
standalone initiatives, the Plan builds upon the company's existing management practices and organizational culture,
ensuring that gender equality principles remain embedded in everyday operations and decision-making processes.

The implementation of the Action Plan is coordinated by the Integrated Management Systems (IMS) Officer, while the
Managing Director provides the overall strategic oversight and approves any significant updates to the Plan. Progress is
monitored through the company's existing management processes using the monitoring indicators defined for each
objective. A formal review of the Action Plan is conducted annually to evaluate implementation progress, assess the
effectiveness of the proposed actions and identify opportunities for improvement. Where necessary, objectives, actions or
monitoring indicators are revised to reflect organizational developments, employee feedback and evolving legal or
regulatory requirements, ensuring the continued relevance and effectiveness of the Gender Equality Plan.

o .
Promote equal Apply objective recruitment and 1007 GrE AL

iy : . assessed using the same Ongoing
opportunities internship procedures . .
interview methodology

100% of employees
complete at least one

Provide equal opportunities for (PUSE= ' By 2027
Enhance employees' employees to participate in training cerUﬁc@on—onented
skills and professional activities and support skill training by 2027
growth development based on role
requirements Average training hours
Annual
per employee by gender
Monitor gender representation Share of women and
Promote gender- : "
. throughout the recruitment men among applicants,
balanced participation : . . . \ ) Annual
. | process, including applicants, interviewed candidates
in recruitment ) . . ’
interviewees and hires and hires
Monitor gender Review workforce data and
g Workforce KPls Annual

equality progress calculate representative indicators
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Action Plan Methodology

The Gender Equality Plan of ReSight PC was developed through a structured assessment of the company's current practices
and organizational culture. The development process included the following key steps:

e Review of the regulatory framework, including the relevant European and Greek legislation, Horizon Europe
guidance and international standards related to gender equality.

e Assessment of the company's existing practices, covering the areas presented throughout this Plan,
including governance, communication, dedicated resources, data collection and monitoring, training,
recruitment and career progression, work-life balance, and measures against gender-based violence.

e Employee consultation through an anonymous Employee Perception Survey on Gender Equality and
Inclusive Workplace Culture, providing valuable feedback on employees' experiences and supporting the
identification of improvement opportunities.

e Development of the Gender Equality Action Plan, including the definition of SMART objectives, practical
actions, monitoring indicators (KPlIs), implementation timeframes and assigned responsibilities to ensure
effective implementation and continuous monitoring.

The outcome of this process is a practical and proportionate Gender Equality Plan, tailored to ReSight PC's organizational
context and designed to support the continuous integration of gender equality principles into the company's everyday
operations.

Monitoring & Review

ReSight PC is committed to ensuring that this Gender Equality Plan remains a practical and effective tool, evolving alongside
the company and its people. Progress is monitored through the company's existing management processes by reviewing
the implementation of planned actions, relevant gender equality indicators and employee feedback, where applicable.

A formal review of the Gender Equality Plan is carried out annually to assess progress, evaluate the effectiveness of the
implemented actions and identify any areas requiring improvement.

Where necessary, the Plan may be updated to reflect organizational changes, new legal or regulatory requirements,
feedback from employees or lessons learned during its implementation. This approach ensures that the Gender Equality
Plan remains relevant, proportionate to the company's needs and aligned with the principles of continuous improvement.
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Appendix |- Regulatory Framework

The current Gender Equality Plan is based on and influenced by the following guidelines and legislative frameworks.

Provisions and obligations from the European legislative framework

Legislation Description

Treaty on the Functioning of the European Establishes the principles of gender equality, equal opportunities and equal pay
Union (TFEU) — Articles 8, 10, 19 and 157 for equal work.

Article 21(1): “Any discrimination based on any ground such as sex, race, color,
ethnic or social origin, genetic features, language, religion or belief, political or
any other opinion, membership of a national minority, property, birth,
disability, age or sexual orientation shall be prohibited”.

Charter of Fundamental Rights of the

European Union : : .
P Article 23: “Equality between women and men must be ensured in all areas,

including employment, work and pay. The principle of equality shall not
prevent the maintenance or adoption of measures providing for specific
advantages in favor of the under-represented sex”.

Supports work-life balance through parental, paternity and carers' leave and

DirecllGIEY JERL5 oS flexible working arrangements.

Directive (EU) 2023/970 Establishes measures promoting pay transparency and equal remuneration.

Directive 2000/78/EC Prohibits.discrimination in employment based on religion, disability, age or
sexual orientation.

Directive 2000/78/EC Prohibits‘discri.mination in employment based on religion, disability, age or
sexual orientation.

Directive 2000/43/EC Establishes equal treatment regardless of racial or ethnic origin.

Governs the processing and protection of personal data, including equality-

e | e related information collected by organizations.

Equal opportunities and equal treatment of women and men in employment

Directive 2006/54/EC T

Protection of pregnant workers, workers who have recently given birth and

Council Directive 92/85/EEC e A o

Protection of personal data, including equality-related data collected for

QR a5 CHHER 201G/ 672 (SDRR) monitoring and reporting purposes.

Establishes Horizon Europe requirements, including the Gender Equality Plan as

Regulation (EU) 2021/695 Tt e : St )
an eligibility criterion for certain participating organizations.
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Provisions and obligations from the Greek legislative framework

Legislation Description

Article 4(2): Greek men and women have equal rights and obligations.

Article 22(1)(b): All workers, irrespective of sex or other distinctions, have a right to
equal pay for work of equal value.

Constitution of Greece
Article 116(2): Positive measures aiming at promoting equality between men and
women do not constitute discrimination on grounds of sex. The State shall take
measures to eliminate inequalities existing in practice, in particular those detrimental
to women.

Provides measures for the protection of labor, introduces provisions on the prevention
Law 4808/2021 and management of violence and harassment in the workplace, and strengthens work-
life balance rights.

Promotes substantive gender equality, equal opportunities and the elimination of

Law 4604/2019 gender-based discrimination in employment and social life.

Establishes the principle of equal treatment irrespective of race, ethnic origin, religion

Law 4443/2016 : s ' L g
AL or belief, disability, age or sexual orientation in employment and occupation.

Implements the principle of equal opportunities and equal treatment between women

Law 3556/2088 and men in employment and occupation, in line with Directive 2006/54/EC.

Implements Regulation (EU) 2016/679 (GDPR) within the Greek legal framework and

s RS governs the processing of personal data.

Introduces provisions relating to maternity protection, parental leave and work-life

e balance, implementing relevant EU legislation.

Ratifies the Council of Europe Convention on preventing and combating violence

w1200 against women and domestic violence (Istanbul Convention).

Granting of Parental Leave and Leave of Absence to Workers under a Contract of
Presidential Decree 80/2012 Maritime Work on Vessels Bearing the Greek Flag, in accordance with Directive
2010/18/EU.

Measures for the Improvement of the Safety and Health at Work of Pregnant Workers
Presidential Decree 176/1997 and Workers Who Have Recently Given Birth or are Breastfeeding in Compliance with
Directive 92/85/EEC.

Implementation of the Principle of Equal Treatment of Men and Women Regarding
Law 3488/2006 Access to Employment, Professional Training and Evolution and Terms and Conditions
of Work.

Implementation of the Principle of Equal Treatment of the Sexes in Employment
Relationships.

Law 1414/1984

Law 1483/1984 Provides for the protection and facilitation of workers with family responsibilities.

Ratifies the Council of Europe Istanbul Convention on preventing and combating

Law 4531/2018 . ? Ny
violence against women and domestic violence.
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Appendix II- Guidelines

& European Institute for Gender Equality (EIGE)- Gender Equality in Academia and Research (GEAR) Tool

https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide

& Science Europe- Practical Guide To Improving Gender Equality in Research Organizations

https://www.scienceeurope.org/media/ubbllodu/se gender practical-guide.pdf

% Collecting and using equality data in full compliance with EU General Data Protection Regulation and national data
protection rules

https://commission.europa.eu/document/download/d2f03827-8169-4141-877b-
0b790fd4c9de en?filename=collecting%20and%20using%20equality%20data%20in%20full%20compliance-DS0124013ENN.pdf

% GENDER EQUALITY TRAINING — EIGE

https://eige.europa.eu/sites/default/files/genderequalitytrainingtoolkit.pdf

& Sustainable Development Goals (SDGs)- United Nations

ReSight PC's Gender Equality Plan has been developed in alignment with the United Nations 2030 Agenda for Sustainable
Development, with reference to the following Sustainable Development Goals.

GENDER DECENT WORK AND 1 REDUCED
EQUALITY ECONOMIC GROWTH

INEQUALITIES



https://eige.europa.eu/gender-mainstreaming/toolkits/gear/step-step-guide
https://www.scienceeurope.org/media/ubbllodu/se_gender_practical-guide.pdf
https://commission.europa.eu/document/download/d2f03827-8169-4141-877b-0b790fd4c9de_en?filename=collecting%20and%20using%20equality%20data%20in%20full%20compliance-DS0124013ENN.pdf
https://commission.europa.eu/document/download/d2f03827-8169-4141-877b-0b790fd4c9de_en?filename=collecting%20and%20using%20equality%20data%20in%20full%20compliance-DS0124013ENN.pdf
https://eige.europa.eu/sites/default/files/genderequalitytrainingtoolkit.pdf
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Appendix Ill- Topics Considered Not Applicable or Not Material

Considering the current workforce composition and operational context of ReSight PC, some indicators commonly used
for larger organizations cannot provide meaningful conclusions at this stage. These topics have therefore been reviewed
and are briefly explained below, including the reasons why they have not been further developed within this Plan.

Gender Pay Gap

ReSight PC recognizes the importance of monitoring equal pay and remains committed to the principle of equal
remuneration for equal work and work of equal value. However, gender pay gap indicators have not been presented within
this Gender Equality Plan due to the specific characteristics of the company's current workforce structure and the
requirements of data protection.

Given the small size of the organization and the limited number of employees, the disclosure of detailed salary-related
information could potentially lead to the identification of individual remuneration data.

Furthermore, throughout the company's operation, employees have not occupied identical or directly comparable positions
across different genders. As a result, there is currently no homogeneous group of employees performing the same or
equivalent roles that would allow for a meaningful comparison of remuneration between genders. For this reason, a gender
pay gap analysis would not provide representative or meaningful conclusions at the current stage of the company's
development.

Nevertheless, ReSight PC continuously applies fair and merit-based remuneration practices, with salary-related decisions
being based on role responsibilities, professional experience, qualifications, performance and contribution to the
organization, without any consideration of gender or other personal characteristics.

Parental Leave and Family-Related Leave

ReSight PC fully recognizes the importance of supporting employees in balancing professional and personal responsibilities
and is committed to respecting all statutory rights related to maternity, paternity, parental and family-related leave.

Throughout the company's operation, no cases of parental leave or maternity/paternity leave have occurred. Therefore, no
internal statistics or specific measures related to the use of such leave have been included in this Gender Equality Plan.

The absence of reported cases to date should not be interpreted as a lack of commitment, but rather as a reflection of the
company's current workforce profile and operational history.

Gender-disaggregated Decision-Making and Leadership Indicators

The company operates through a collaborative structure, where employees contribute within their respective areas of
expertise and decision-making is supported through direct communication and cooperation across the team. The Managing
Director holds the overall strategic oversight of the company, while no additional hierarchical management levels or
separate leadership positions currently exist within the organization.

As a result, traditional indicators related to the representation of women and men in managerial positions would not provide
meaningful insights at the current stage of the company's development.
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