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1. INTRODUCTION 

a. History of the Fondazione IRCCS Istituto Neurologico C. Besta 

The Istituto Neurologico "Carlo Besta", founded in 1918 and classified since 1981 as an 
Institute for Research and Care of Scientific Character (IRCCS), was transformed on 15 July 
2006 into the Fondazione IRCCS with legal recognition under public law, pursuant to 
Legislative Decree no. 288 of 2003. 

The Foundation's activities are governed by the Articles of Association approved by Decree 
of the Ministry of Health on April 28th 2006, and adapted to the reform introduced by D.L.gs. 
200/2022 by resolution of the Board of Directors of July 10th 2023, which defines its mission, 
the powers of the various bodies as well as their composition and establishes its 
organizational, administrative, patrimonial, accounting and technical management 
autonomy. 

The Fondazione IRCCS Istituto Neurologico Carlo Besta (FINCB) is a unique model of a 
Scientific Institute for Hospitalization and Care (IRCCS) under public law dedicated to patient 
care, clinical and preclinical research in neuroscience. For decades it has been a regional, 
national and international reference for clinical and preclinical care and research in 
pathologies included in the areas of neurology, neurosurgery, pediatric neurology and child 
neuropsychiatry. In addition to the prevalent neurological diseases (for which it is able to 
offer excellent diagnosis, treatment and management pathways), FINCB is dedicated to rare 
or particularly complex diseases, which require advanced approaches, and highly qualified 
personnel. The integration of clinical and research activities and the wide range of case 
histories make the Foundation a particularly suitable environment for the identification and 
implementation of personalized diagnostic-therapeutic strategies and gender medicine. 
FINCB also adopts the broader meaning of personalized medicine, which must respond to 
the personal, social and cultural characteristics of the individual patient. 

b. Features and Structure 

Legal headquarters 
 
The Foundation’s legal headquarters are in via Celoria 11, Milan where the main building 
for clinical and diagnostic activities occurs. 

Foundation Locations 

There is a growing need for expansion due to the development of advanced technologies 
for diagnostics and the expansion of research lines. Spaces available at the historic site 
are insufficient and it was essential to identify additional areas for relocation purposes.  

In 2015, redevelopment interventions were started regarding the renewal and humanization 
of the adult neurology hospitalization areas of via Celoria,11.  
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Currently, some of the Foundation's services are located in the municipality of Milan, at the 
following leased branches: 

o via Temolo n. 4, Milan, research laboratories; 

o via Clericetti n. 2, Milan administrative and management offices; 

o via Amadeo n. 42, Milan, research laboratories; 

o via Clericetti n. 22, Milan, clinics; 

o via Puecher n. 7/9, Milan, outpatient clinics. 

The Regione Lombardia has promoted a Program Agreement, which includes the following 
interested parties: the Ministry of Health, the Municipality of Sesto San Giovanni, the 
Municipality of Milan, the Fondazione IRCCS Istituto Nazionale dei Tumori and the 
Fondazione IRCCS Istituto Neurologico Carlo Besta to build in the Municipality of Sesto San 
Giovanni, the City of Health and Research Center, where the two institutes will be relocated. 
The implementation of this project will allow for the full application of the Institute's 
development plans according to the needs imposed on an international research and care 
facility.  
 

Corporate Bodies 

The Foundation's Bodies are: 

· Board of Directors (BoD) 

· President 

· Director/General Manager 

· Scientific Director 

· Board of Directors 

· Board of Statutory Auditors 

The macro-organizational structure is completed with the Administrative Management and 
the Health Directorate, headed by their respective Directors, who together with the General 
Management and the Scientific Director, make up the Strategic Management Direction. 

The Management Departments are divided into Complex Structures (SC), to which the 
Simple Structures (SS) belong, and into Simple Structures with Departmental value (SSD).  
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The Technical-Scientific Committee (TSC) and the Scientific Committee assist in the activity 
of the Scientific Direction. 

Since 2017, the Foundation became part of the Central Campus of the University of Milan 
after signing a framework agreement with the University regarding teaching and scientific 
activities and for regulating related healthcare activities, benefitting a University curriculum 
in the medical/health areas. The agreement also defines the number and type of facilities 
made available by the Foundation in favour of the University of Milan, for the activities and 
management for which it has been assigned to tenured university teaching staff, appointed 
by the Director General in agreement with the Rector. 

Technical-Scientific Committee (TSC) 

The TSC is appointed by the Board of Directors on the proposal of the Scientific Director 
who chairs it. Article 20 of the Foundation's Articles of Association approved by the Board 
of Directors with resolution of July 10th 2023, number V/65, establishes the general principles 
of operation and composition, delegating, in paragraph 5, to a specific regulation. This 
regulation was approved by the Board of Directors at meeting no. 4 of April 24th 2024. Article 
2 of the Regulation defines the appointments and composition of the TSC. The TSC is 
appointed by the Board of Directors, on the proposal of the Scientific Director, taking into 
account gender balance, and is composed of: 

 Scientific Director who assumes the role of President; 
  three external members, appointed by the Scientific Director, from national and 

international institutions, who have scientific and organizational-care skills; 
  an external member, proposed by the Scientific Director, selected by a national 

federation or a patient association; 
  a member from within the Foundation, proposed by the Scientific Director, with 

scientific and organizational-care skills; 
  three members from within the Foundation with scientific and organizational-care 

skills elected, one of whom is from among the health research staff, one from among 
the medical managers and one from among the biologists managers. The voting 
procedures refer to a specific provision. 

Scientific Committee 

The Scientific Committee, according to the POAS 2022-2024 (Strategic Business 
Organization Plan) approved by the Board of Directors in meeting no. 42 of May 25th 2022, 
is composed of researchers from the Foundation representing the Management and  

Functional Departments, including the heads of the Current Research lines. It has advisory 
purposes on planning strategies, achievement of objectives, critical issues, opportunities for 
new investments, evaluation of the performance of researchers, distribution and monitoring 
of the use of current research funds. It meets every six months. 

The relations between the various organizational levels are functional to the achievement of 
the objectives set by the Institute's plans and programs, determined by the Board of 
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Directors, as well as the health care and biomedical and health research guidelines defined 
at national and regional level and the related compatibility, including financial ones. 

Independent Committees 

The Ethics Committee (EC) 

The EC has the task of assessing the lawfulness and ethics of the trial to prevent it from 
being harmful or dangerous to patients and also assesses the ethical aspects inherent in 
experimental clinical research. 

The ethical scientific and methodological evaluation of clinical trials by the Ethics Committee 
is based on the Helsinki Declaration in its most up-to-date version, the Oviedo Convention, 
the rules of good clinical practice, the updated guidelines of the European Agency, as well 
as the regulatory references provided for by Regulation (EU) 536/2014 for pharmacological 
trials, Regulation (EU) 2017/745 (medical devices) and Regulation (EU) 2017/746 (in vitro 
diagnostic medical devices). In the evaluation process, the rights, safety and well-being of 
the people involved in the study take precedence over the interests of science and society. 

From 2024, the FINCB refers to the Lombardy Territorial Ethics Committee 4 "CET 
Lombardia 4" established pursuant to the Ministerial Decree on Health of January 30th 2023, 
appointed by the Lombardy Region with DGR no. XII/1873 of February 12th 2024 and note 
of the Lombardy Region Protocol number G1.2024.0012155 of 03/04/2024. 

The facilities in Lombardy pertaining to CET Lombardia 4 are indicated in Regional Decree 
no. 5208 of April 6th 2023. The reference document is the "Regulations for the functioning 
of the Territorial Ethics Committees (CET) of the Lombardy Region" 
(https://www.istitutotumori.mi.it/documents/848032/3079399/DGR+1292_2023_ALLEGAT
O+REGOLAMENTO+CET.pdf/5367868f-8c4a-d1dc-ce77-0161c96a0d37) 

Evaluation Unit (OIV) 
The Independent Evaluation Body (OIV) is established pursuant to and for the purposes of 
Legislative Decree no. 150/2009 and on the basis of the indications of the Resolution of the 
Council of the Lombardy Region no. XI/4942, of June 29th 2021 on the subject:  
"Implementation of art. 18 bis "Evaluation Units of Public Health Facilities and IRCCS 
Foundations under public law" of Regional Law no. 33/2009". 
The appointment has a duration of three years, renewable only once, subject to public 
notice. 
The Evaluation Unit is composed of three people, one of whom belongs to the staff of the 
Regional Council. One of the three members assumes the function of President. 
The Evaluation Committee normally meets monthly and whenever it is necessary to fulfil 
specific obligations or meet institutional deadlines. 

The functions of the EU are: 

1.  evaluate the methodological correctness of the performance measurement 
and evaluation systems and their effective application, also with regard to consistency 
with the regional planning of the Lombardy social and health service; 
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2.  verify the correctness of the evaluation of staff performance, according to the 
principles of merit and equity; 

3.  verify the correctness of the contractual applications, limited to the institutions 
entrusted to their powers; 

4.  evaluate the methodology and related application of company surveys on 
organizational well-being; 

5.  verify, in agreement with the person responsible for prevention and corruption 
of the reference structure, the implementation of state regulatory provisions on 
transparency; 

6.  to exercise the additional functions provided for in Article 14 of Legislative 
Decree No. 150 of October 27th 2009 (Implementation of Law No. 15 of March 4th 
2009, on the optimization of the productivity of public work and the efficiency and 
transparency of public administrations), as well as those attributed by other State 
provisions to evaluation bodies. 

For points 1 and 4, the EU meets annually with the EGC. 

In order to ensure maximum effectiveness of action, the evaluation team must, at least once 
a year, call a meeting with the Board of Statutory Auditors to verify the application of the 
contractual institutions related to collective productivity and performance remuneration, as 
well as to verify certain processes subject to the risk of corruption involving both bodies. The 
Evaluation Unit collaborates with the company's internal auditing function in order to pursue 
the improvement of the effectiveness and efficiency of the company. 

 

The Equality Opportunity Committee (EOC) for equal opportunities, the enhancement 
of the well-being of those who work and against discrimination  

The EOC under Article 57 of the Legislative Decree March 30th 2001, was established by 
the resolution of the Director General no. 322 of 29/06/2011. The EOC carries out its  

activities towards staff and replaces, unifying the "Equal Opportunities Committees" and the 
"Joint Committees on the phenomenon of mobbing". In accordance with the ministerial 
guidelines, the EOC aims to ensure, in the "work" environment, gender equality and equal 
opportunities, guaranteeing the absence of any form of moral or psychological violence and 
discrimination, directly and indirectly, related to gender, age, sexual orientation, ethnic 
origin, disability, religion and language. 

It promotes the optimization of productivity, improving the efficiency of work performance 
through the creation of a work environment characterized by compliance with the principles 
of equal opportunities, organizational well-being and the fight against any form of 
discrimination and physical, psychological, economic or sexual violence. 
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The EOC is made up of members designated by each of the most representative trade 
unions pursuant to art. 40 and 43 of Legislative Decree 165/2001 and by an equal number 
of representatives of the administration. For each effective member there is a substitute. 

The President of the EOC is appointed by the General Management. Every three years, the 
EOC draws up the Positive Action Plan (PAP), which is approved by the trade unions and 
adopted by resolution of the General Management. The "Code of Conduct of the Fondazione 
IRCCS Istituto Neurologico Carlo Besta for the protection of the dignity of the person" and 
the "Positive Action Plan" approved for the three-year period 2023-2025 are available on the 
institutional website. 

c. Mission 

The fundamental objective of the Foundation's overall activity is to respond to the need for 
health according to quality, ethics, efficiency and scientific innovation criteria, having the 
centrality of the person as a reference value. 

FINCB pursues multiple purposes such as: 

 carrying out healthcare and biomedical research activities, of a clinical type and 
aimed at treatment (translational research); 

 develop and implement professional training and health education programmes; 
 provide support to universities (pre- and postgraduate education and training); 
 to experiment and monitor innovative forms of management and organization in the 

health and biomedical research fields. 

In the regional and national health framework, the Foundation is a center of excellence for 
research and treatment of the most important neurological diseases which, with the 
progressive aging of the population, increase exponentially and will implement an 
increasingly significant care burden in the coming decades. 

Besta synergistically combines scientific research, diagnosis and treatment activities that 
give rise to a continuous improvement of therapeutic efficacy in the field of clinical and basic 
neurology and deals with neurological disorders of adults and children, neurosurgical and 
oncological diseases, chronic and rare diseases. 

The constant commitment to diagnosis and therapy is combined with research aimed at 
cure, with the common goal of promoting knowledge and implementing the treatment and 
prognosis of neurological diseases. 

The Institute is a national and regional reference for numerous ultra-specialized centers for 
the treatment of specific neurological disorders. 
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2. STAFF PHOTOGRAPHY 

As of October 13th 2025, the FINCB staff consists of 735 permanent and fixed-term 
employees, of which 525 women (71%) and 210 men (29%). 

This distribution changes significantly when considering top positions, which are held by 
men, 75% of whom are in senior management (Strategic Management) and 85% at the top 
(Board of Directors). 
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3. Areas of action 

Foreword 

The implementation of a project aimed at achieving gender balance in the workplace is the 
main European strategy for the promotion of equal opportunities between men and women. 
It is a systemic approach that provides for the integration of the gender perspective in the 
design, implementation, monitoring and evaluation of policies, implementation measures 
and spending programmes, promoting equality between women and men and combating 
discrimination. 

The influence that gender has in conditioning the behaviour of citizens is visible to everyone, 
to the point of believing that no programming initiative can be considered gender-neutral. 
Assuming absolute gender neutrality means referring to "standard" people who do not exist 
in reality, but who in the collective imagination are male, middle-aged, without specific 
particularities (e.g. need for aids/supports, cultural characteristics or ethnic origin, etc.). 
Pursuing gender balance means making policies capable of taking into account gender 
differences which, in our society, are transversal to all factors of discrimination (gender 
identity, sexual orientation, disability, age and physical characteristics, civil and social status, 
origin, ethnicity, religious beliefs, political opinions and any other factor protected by law). A 
correct awareness of social reality, which is more complex than is commonly considered, 
must lead us to try to offer a more faithful representation of it, which accounts for the 
differences in behaviour of men and women. This representation is the starting point for all 
policies, with the aim of transforming institutional and social structures and organizations in 
the direction of greater equality for men and women. There is now consolidated evidence 
relating to the advantages of inclusive organizations, both in terms of motivation, 
involvement, and sense of identity of the workforce. 

In the field of research, the heterogeneity and inclusiveness of the working groups fosters 
innovation, through the comparison of different experiences, approaches and perspectives. 
The changes already underway and the rapid evolution in the global labour and research 
market can only reward an open, inclusive organization oriented towards rewarding the 
professionalism and competence of those who work there. Finally, inclusiveness and 
especially gender equality at all levels of leadership are elements of increasing importance 
in the evaluation of an organization's credibility and reputation. The European Community 
also supports the development of gender equality policies through the creation of the 
European Institute for Gender Equality (EIGE), an agency that works to make gender 
equality a reality inside and outside the EU. To this end, it provides research, data and good 
practices. 

The main criticism of projects aimed at achieving gender balance concerned the lack of clear 
objectives and indicators, so as to leave a wide margin of misunderstanding in the transition 
from the theoretical dimension to the implementation of the project strategy. 

Gender Equality Plans (GEPs) represent, at least in part, the answer to these criticisms. The 
GEPs are strategic, operational and individualized tools that make it possible to define the 
legal, organizational, economic and social framework and operational conditions for 
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implementing gender equality in practice. This term does not mean that men and women 
must be equal or equal in number, but that - with the same skills - they have equal access 
to the same opportunities, while retaining their peculiarities. 

In their most effective versions, the GEPs include indicators designed to measure the 
achievement of general and specific objectives and provide for the planning of specific 
training courses on gender skills for the figures involved, to ensure adequate implementation 
of the plan. 

In the context of research organizations and higher education institutions, the European 
Commission has long promoted the adoption of GEPs and defines each plan as a series of 
actions that aim to conduct an impact assessment to: 

· identify the dimensions of gender discrimination in the organization 

· identify and implement innovative strategies to correct any type of disparity 

· set goals and monitor progress through indicators 

GEPs are today the main tool for influencing systematic institutional change through: 

· Identification of human resources development strategies in institutional governance 

· Allocation of research funds 

The FINCB GEP identifies five macro-areas, on which to develop improvement actions with 
short-term (1 year), medium (3 years) and long-term (5 years) objectives. 

 

A. Achieving a better gender balance at all levels of work 

It is now proven that gender balance within a decision-making body leads to greater 
objectivity and decision-making quality and greater operational efficiency. To promote 
gender balance within the Foundation's decision-making bodies, the following actions are 
therefore proposed: 

A.1 TSC 

Increase the representation of women in the Technical Scientific Committee. 

Currently, the TSC is made up of two women and six men. It is proposed that the Scientific 
Director take into account gender balance when proposing the members of the TSC. 

A.2 Examination and Competition Committees 

Prepare appropriate monitoring tools to ensure compliance with the legislation on the 
composition of the Examination and Competition Committees (Article 57, paragraph 5.1, 
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letter a of Legislative Decree no. 165 of March 30th 2001) which provides - when possible - 
that at least one third of the members are women. 

A.3 Conferences organized by the Foundation 

Prepare special monitoring tools based on the recommendations included in the forms used 
for the organization of conferences that invite respect for gender balance in the choice of 
speakers and moderators, with attention to inclusive language. 

 

B. Promoting a culture of support for gender equality and inclusion 

The objectives of this macro-area aims to remove organizational and cultural barriers in 
women's career paths and to try to bridge the existing gender gap in professional, 
managerial or coordination positions (as per POAS). Part of these objectives have already 
been included and approved in the 2023-2025 PAP of the EGC (Resolution no. 384/2023 of 
June 26th 2025). 

The analysis of funding applications submitted between 2022 and 2024 (data available as 
of September 2025) by management staff and research staff, both on fixed-term and 
permanent contracts, shows a significant gender difference in terms of participation and 
success. Over the three-year period, women submitted a slightly higher number of proposals 
(175) than men (148), but achieved a lower success rate, with 42 projects funded compared 
to 49 for men (Fig.2) 

 

Figure 2. Data relating to the total number of projects presented and financed in the three-
year period 2022 - 2024 

However, considering the figure "weighted" on personnel (i.e., in relation to the number of 
workers by gender), a significant disproportion emerges: women, despite being more 
numerous (200 against 97), have a project presentation ratio of 0.88 proposals per person, 
compared to 1.53 for men. The percentage gap between genders in terms of participation 
in tenders, calculated as the difference between the proposals submitted per worker, is 
42.7% to the disadvantage of women. In addition, the gap in projects funded per worker is 
even more marked: women obtained 0.21 loans per person, while men obtained 0.51, with 
a percentage gap of 58.4% to the detriment of women (Fig. 3). These data suggest the 
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need for targeted interventions to encourage greater female participation in competitive 
funding, including through support, mentoring and awareness-raising actions. 

 

 

Figure 3. Data relating to projects submitted and funded on average per person in the 
three-year period 2022-2024 

B.1 Training courses 

In collaboration with the EOC, mentoring courses will organize group seminar activities on 
specific topics (leadership, communication, situational awareness, decision making, 
problem solving, empowerment). These activities will be held both by women present in the 
Institute with top positions, and by external experts based on what is already provided for in 
the PAP in progress. The activities will be monitored by survey tools (descriptive structured 
forms, questionnaires and more) that allow for the analysis and result reporting. The 
expected objectives are: acquisition of a greater degree of awareness of the role and 
functions of each participant, enrichment of skills with respect to the soft skills essential to 
hold roles with high managerial responsibility. 

C. Promoting work-life balance to contribute to organizational well-being 

The general objective of this macro-area is to make the work and personal spheres more 
compatible, making it possible to reconcile individual needs - both in terms of family 
management and private life, and professional growth and satisfaction - with the 
organizational needs of a complex structure such as that of the Istituto Besta. The expected 
result is a significant increase in the quality of life of workers, in conjunction with the 
improvement of work dynamics. 

C.1 "Smart working" project 

The term smart working refers to an organizational solution that allows the partial 
performance of work in a place other than that of assignment. The aim is to facilitate a correct 
balance between life time management and organizational needs. 
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By resolution of the Director General No. 652-2024 of 27/09/2024, the Foundation's 
Regulations on "smart working" were issued for people belonging to the group of 
researchers only. These are workers professionally classified in the category of the health 
sector. The document was the subject of discussion with the trade unions and the RSU of 
the sector which ended on 05/09/2024 and was transmitted to the EOC on 06/09/2024 and 
to the Joint Body for the Innovation of Personnel in the sector on 09/09/2024. This document 
defines the benefits for workers and for the company (art.1) and the target workers (art.3), 
also identifies the activities that can be carried out remotely (art.4), the methods of access 
to agile work (art.5; 6 and 6bis), the agreements between employer and employee, including 
confidentiality obligations, data protection (art.7-10) and the methods of control of the work 
carried out (art.11-12). 

On the basis of the fruitful experience, it was proposed to extend this working method also 
to the categories of medical and health management who have research activity as an 
institutional obligation but can carry out part of it in smart working mode, as also provided 
for by the 2019-2021 CCNL currently in force to the extent of 2 working days per month. 
This possibility was granted and recorded in the trade union meeting of July 3rd 2024, and 
was included in the new "Regulations on working hours for the staff of the Medical and 
Health Management" resolution of the General Manager no. 583 of July 16th,2025. 

Paragraph 5 of Article 5, entitled Working Hours, reads: 

"In carrying out the working hours provided for managers, 4 hours of the weekly working 
time are allocated to non-welfare activities, such as professional updating, CME, 
participation in educational activities, targeted research, etc. This reserve of hours is not part 
of the normal care activity and cannot be subject to separate and additional remuneration. 
It must normally be used on a weekly basis but, also for particular service needs, it can be 
accumulated on a yearly basis for jobs as specified above or, finally, also used for optional 
refresher training in addition to the paid daily absences provided for by Article 33 c. 1 letter 
a). This reservation must in any case be compatible with the functional needs of the structure 
to which it belongs and cannot in any way lead to a mere reduction in working hours. The 
Manager, in agreement with the Head of the Facility, may also use this time reserve remotely 
for the activities concerned for a total of 2 working days per month. The days can be justified 
using the dedicated option on the "employee corner" portal." 

C.2 Project "Long live mothers and fathers!" 

Areas have been set up within the Foundation in favour of parenting: in the waiting rooms 
there are signs with the words "Here the breastfeeding mother is welcome" with the aim of 
welcoming and facilitating visiting mothers. Some waiting rooms have also been set up with 
play and reading areas for children and changing tables have been installed in the restrooms 
for cleaning the little ones. The Foundation, in collaboration with EOC, is committed to 
providing all the restrooms with changing tables and support stations dedicated to children. 

C.3 Standard Hours 

The Foundation is committed to ensuring that meetings and seminars are held during the 
standard working days and hours in defense of the family and parenthood, as well as 
respecting people's private lives. 
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C.4 Accompanying people after prolonged absence 

Returning to work is a delicate moment, which must be faced with the appropriate 
strategies. We therefore want to accompany the return to work of people who have been 
absent for prolonged periods (due to pregnancy, maternity, illness, accidents) by creating 
an interdisciplinary project in order to significantly reduce the difficulties inherent in a 
prolonged absence. 

The phases of the project: 

· Gathering information on what happened in the months of absence. 
(administration of questionnaire); 

· A precise list of people who are about to return, in order to prepare for the 
meetings; 

· Individual training-information meetings with the employee, aimed at improving the 
time of return; 

· Evaluation of individual satisfaction and business impact, with the creation of a 
focus group. 

C.5 Participation in initiatives for psycho-physical well-being 

In 2023, the Equality Opportunity Committee, as part of its propositional functions, 
developed a questionnaire aimed at monitoring the well-being of the staff working in the 
Institute. 

In 2025, in order to experiment with forms of managerial and organizational innovation 
consistent with the statutory purposes of the research and care institutes, an initiative was 
also launched in the field of corporate welfare. As part of the project, an important listening 
action was initially planned, carried out through a questionnaire and focus groups, with the 
aim of collecting the opinions and needs of everyone regarding different aspects of their 
personal and professional well-being. 

As of January 1st 2024, there is an agreement with the CRAL of the Fondazione IRCCS 
Istituto Nazionale dei Tumori. Membership was promoted in favour of staff with and during 
which the CRAL contact person made herself available for any explanations and 
clarifications. Membership of the CRAL INT includes various initiatives, such as: 

- participation in courses for the well-being of the body and mind; 

- possibility of purchasing tickets for theatrical performances at discounted prices; 

- discounted ticket office for concerts; 

- guided tours of exhibitions, museums, etc., 
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At the same time, a review of the active agreements with the commercial activities in the 
area was made. The list of active agreements is available on the Intranet, in the section 
dedicated to the EOC. 

Activities will be monitored and agreements will be constantly implemented. 

D. Combating gender-based discrimination, violence and sexual harassment at work 

The fight against gender discrimination, violence and sexual harassment at work is a central 
objective of this Plan. 

Violence and harassment in the workplace constitute a violation of fundamental human 
rights, poses a threat to equal opportunities and are unacceptable and incompatible with 
decent work. 

Gender-based violence is a manifestation of the historically unequal balance of power 
between men and women and, in view of the structural nature of the phenomenon, it must 
be countered from a perspective that intervenes on the root causes and risk factors, 
including gender stereotypes. 

The purpose of this GEP is to provide tools aimed at spreading greater awareness in the 
recognition of situations of gender discrimination, violence and sexual harassment at work, 
to make the organization as capable as possible in countering such violence and 
harassment, not only thanks to the activation of reporting procedures, but also through an 
effective cultural change in the people of the Institute itself. 

The general objective under D) is accompanied by 5 specific objectives, as indicated 
below. 

The first of these (D.1) provides for the continuation of the formalization of a collaboration 
contract of the Institute - already in place, through the issuance of periodic public notices, 
since 2014 - with a Confidential Counselor, a figure external to the organization whose 
powers and responsibilities are provided for and regulated by the Code of Conduct. 

The construction and maintenance of a recently adopted and renewed Code of Conduct 
against violence and harassment at work (specific objective D.2) constitutes the second 
action of the general objective under D). 

The aim is to prepare, maintain and make more effective a current system that provides 
greater possibilities of protection for reporting persons who decide to undertake this path. 

The identification of the various collectors of the report and above all the indication of the 
bodies responsible for managing and taking charge of these situations, with the precise 
description of prerogatives and responsibilities, is the guarantee of the effectiveness of the 
path to combat harassment and violence in the workplace. 

The specific objective under D.3 provides for an awareness campaign on the issue of 
gender discrimination, violence and sexual harassment, with the design of specific face-to-
face training events on the subject, which together with the implementation of distance 
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learning (specific objective D.4) aims to increase the awareness of the Institute's population 
on the issue of gender discrimination, violence and sexual harassment. 

The objective under D.5) concludes with data collection on the phenomenon. 

With the intention of developing interventions that can be as effective as possible, it has 
decided to develop and periodically administer a survey to all internal staff, in agreement 
with the organization's management. 

E. Introduce the gender perspective in biomedical research and clinical practice 

Gender medicine is an interdisciplinary approach to medicine that studies how biological 
(sex) and socio-cultural (gender) differences affect the state of health, the onset of diseases, 
their evolution, the response to treatments and the access to care of men and women. This 
definition is also recognized by the World Health Organization (WHO). Recently, our 
understanding of gender has evolved dramatically, so much so that today we talk about the 
gender spectrum. Gender roles, in fact, also change considerably according to the 
geographical area and historical and cultural contexts. 

Traditionally, medicine has had an androcentric approach, i.e. centered on the Caucasian 
man of average height and weight. Clinical trials have often excluded women, therapies 
have been developed on male models, women have been studied only in relation to 
reproduction. This has led to biases in diagnosis and treatment (gender bias), with negative 
consequences effecting women's health, so they get sicker, consume more drugs and are 
more prone to adverse reactions. 

In Italy, in 2019, the Minister of Health approved the Plan for the application and 
dissemination of gender-specific medicine on the national territory by signing the 
implementing decree relating to Law 3/2018, thus making Italy the first country in Europe to 
formalize the inclusion of the concept of "gender" in medicine with the aim of personalizing 
care. The plan was drawn up by the Ministry of Health with the support of the Istituto 
Superiore di Sanità and a technical committee which included representatives of all the 
IRCCS including FINCB and approved by the State-Regions Conference. 

The general objectives of the Plan are: 

· Ensure quality and appropriateness of care (take into account sex and gender differences 
in prevention, diagnosis, treatment and rehabilitation. Improve the effectiveness and 
personalization of therapies). 

· Spread the culture of gender medicine (promote the training and professional updating of 
health workers. Raise public awareness through communication campaigns). 

· To promote scientific research (to support studies that analyze gender differences in the 
biomedical, pharmacological and psycho-social fields. Promote gender inclusion as a 
variable in research protocols. 

A National Observatory on Gender Medicine has been established at the ISS for its 
application. 
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In this context, the FINCB has the following objectives: 

E.1 Annual conference on gender medicine 

The Foundation is committed to continue organizing the annual conference "All Heart and 
Brain" inviting national and international experts on gender medicine. 

E.2 Training courses on gender medicine in clinical and research 

Training courses on gender medicine in the neurological field will be organized with experts 
on the subject both in the clinical and research fields. Particular attention will be given to 
preclinical studies using donor cells or commercial cell lines or animal models. The analysis 
of sex differences, still too often neglected in the preclinical setting, is fundamental in this 
context, because different biological responses or different molecular characteristics can 
occur depending on the sex of the cell or animal used in the experiment, while clearly we 
cannot speak of gender in this context. 
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CRONOPROGRAMMA  

 

Objective (macro 
area) 

Action 
Measurements/Stand-

ards 
Subjects Cronoprogramme Responsabilities Indicator 

              

        2025 2026 2027 2028 2029     

A. Achieving a 
better gender 
balance at all 
levels of work 

A.1 Increase the 
representation of 

women in the 
Scientific Technical 

Committee   

Appoint the external 
members and the 

internal member of the 
Foundation, taking into 

account gender 
balance 

  Scientific 
Directorat

  X X x   

   Scientific 
Directorat

F/M ratio in the 
composition of the 
Scientific Committee 

   CUG (Equal 
Opportunity 
Committee)

  

A.2 Promoting 
gender balance in 
the Examination 
and Competition 

Boards 

Monitoring the 
appointments of the 
competition committee 

  Human 
Resources

  X X x   

   Administrative 
Management

F/M ratio in the 
composition of the 
competition committees    CUG

A.3 Increase the 
number of course 

/conference 
speakers organized 
by the Foundation 

Inclusion of  
recommendations of 
forms in use and 
monitoring 

  Training Office

  X X x   

   Training 
Office

Annual monitoring of 
the F/M intake of 

  Scientific 
Conference 
Coordinators

• CUG(Equal 
Opportunity 
Committee) 

training staff 
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Objective 
(macro area) 

 
Measurements/Stand-ards Actors Cronoprogramme Responsabilities Indicator 

      2025 2026 2027 2028 2029     

B. 
Promoting a 

culture of 
support for 

gender 
equality and 

inclusion  

B.1 Organization of 
training/mentoring courses on 
leadership,empower-ment and other 
specific topics 

   CUG
   Training Office

  X X X   

• CUG 

Increase in the F/M ratio in top 
positions at the end of the three year 
period     General 

Management

C. 
Promoting 
work-life 

balance to 
contribute to 
organization

-al well-
being 

C.1 Activation of the possibility of 
carrying out non-assistance activities 
(professional updating, CME, 
participation in educational activities, 
targeted research, etc.)remotely  

   Human Resources
   Facility Managers 

  X X X   

   Human 
Resources

Number of active projects/year 

   CUG
  

C.2 Welcoming and facilitating 
visiting mothers and fathers 

  CUG
  Foundation

  X X X    CUG 
Number of changing tables and waiting 

rooms set up in the areas ”Here the 
breastfeeding mother is welcome”  

C.3 Ensure meetings and seminars 
are held during standard working 
hours 

   CUG
   Foundation

  
 

  X X X   

   Scientific 
Directorat

Number of meetings/semin-ars during 
standard working hours. 

   Health 
Management

   Administrative 
Management

   Directors of the 
OU

C.4 Accompany the return to work of 
staff absent for prolonged periods 

   CUG
   Facility  Managers
   Human Resources

  X X X      Human 
Resources

Questionnaires, meetings and focus 
groups 

C.5 Monitoring activities and 
implementation of agreements    CUG   X X X   

   CUG
Annual monitoring of active 
agreements    Administrative 

Management
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Objective (macro area) 
Measurements/Stand-

ards 
Actors Cronoprogramme Responsabilities Indicator 

                2025 2026 2027 2028 2029       

  D. Combating 
gender-based 
discrimination, 
violence and 

sexual 
harassment at 

work 

D.1 Confidential 
Counselor 

Continuation of the 
formalization of a 
collaboration contract with 
a confidential counselor 

   CUG   X X X   

   CUG

Periodic renewal of the 
Confidential Counsellor 

   General 
Management

D.2 Conduct Code Prepare and maintain of 
conduct code    CUG   X X X   

   CUG

Maintain/update the Code of 
Conduct     General 

Management

D.3 Awareness 
campaign 

Promotion of awareness-
raising events on gender 
discrimination and more 

   CUG   X X X   
  CUG

No. of initiatives planned 
annually 

  Training

D.4 Online learning 
on the topic 

Organization of online 
learning FAD on the topic 
of gender discrimination 

   CUG   X X X   
  CUG

No. of  FAD initiatives 
designated annually 

  Training

D.5 Data collection 
on the phenomenon 

of discrimination 
Staff Survey     CUG     X        CUG Processing and administration 

of surveys to staff 
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Objective (macro area) 
Measurements/Stand-

ards 
Actors Cronoprogramme Responsabilities Indicator 

  2025 2026 2027   2028   

E. Introducing the 
gender perspective 

in biomedical 
research and 

clinical practice  

E.1  
Annual 

conference 
on gender 
medicine 

Maintain the realization 
of the conference “All 
Heart and Brain” 

   Train-ing

X X X   

   CUG

Annual edition of the 
Conference    CUG    Scientific Directorat

   Scientif-ic Direct-orat   

E.2 
Training 

courses on 
gender in 
medicine 

and 
research  

Promotion of seminars, 
training courses both in 
clinical practice and in 
preclinical research 

   CUG

X X X      CUG Number of events 
organized during the year 

   Training

   Health Manage-ment

   Scientif-ic Director-at
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Documents consulted for the drafting of this GEP: 

- Structural Transformation to Achieve Gender Equality in Science: Guidelines: European Institute for Gender Equality 

- Step-by-step guide to structural changes in academia and research organizations: European Institute for Gender Equality 

- Taking A Reflexive approach to Gender Equality for institutional Transformation (www.gendertarget.eu) 
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