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1. Presentation of Barcelona Supercomputing Center (BSC-CNS)

The Barcelona Supercomputing Centre (BSC-CNS), one of the most
important scientific institutions with headquarters in Barcelona, is specialized
in High-performance Computing and Big Data. The centre offers
infrastructures and services of supercomputing simultaneously to local and
European scientific personnel generating technology and knowledge in
service of society. The BSC-CNS was constituted in 2005 and is a public
consortium constituted by the Spanish Government, the Generalitat de
Catalunya and the Universitat Politécnica de Catalunya-BarcelonaTech.

The Barcelona Supercomputing Center-Centro Nacional de Supercomputacion
is the pioneer centre of supercomputing in Spain. Our specialty is High
Performance Computing (HPC) - and our mission is double: to develop our

own research and offer infrastructures and knowledge in supercomputing to

the scientific community and society. 1a Supercomputing Center - BSC

We are a Severo Ochoa Centre of Excellency, we manage the Red Espafiola de Supercomputacién (RES) -
Spanish Network of Supercomputing and we are members of the first level of infrastructure of European research

PRACE (Partnership for Advanced Computing in Europe).

As a research centre, we have professionals of great talent, with a total of more than 400 experts and professionals
in R&D from different countries and cultures developing their professional career in a multidisciplinary, competitive
and international environment in four large areas: computational sciences, life sciences, earth sciences and

computational applications in science and engineering.

These scientists, women and men, develop their own research and participate in projects in collaboration with
other centres, facilitating the use of the HPC with their experience in the development of applications apt for this
type of computer. Both basic and applied research are carried out in collaboration with important companies such

as IBM, Microsoft, Intel, Nvidia, Repsol and Iberdrola.

As a centre of services, we have several supercomputers and data repositories of great capacity. The supercomputer
MareNostrum, with a capacity of more than a Petaflop/s, is the emblem of the centre. MinoTauro is the second
most potent supercomputer and has been recognized for its energetically efficient architecture. We also have Big

Data infrastructures with a total storage capacity of 11 Petabytes.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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2. The culture and corporate philosophy of the BSC-CNS |

OCHOA

The mission of BSC-CNS is investigate, develop, negotiate, and transfer technology and knowledge in the setting
of HPC with the purpose of facilitating progress in different scientific areas, with special emphasis on
Computational, Life, Earth and Engineering Sciences.

The general objectives of the centre are:

Scientific and technical excellence.

o To be an excellence centre at international level. T T e D T T

o To encourage collaboration among interdisciplinary groups.
o To attract and retain national and international talent.

o To lead innovative application of computing in non conventional fields

Support e-science in Spain.
o To provide resources from HPC competitive at European scale.
o To lead support capacity of access to supercomputing infrastructures at Spanish level.
o To actively participate in the scenario of supercomputing at international level.

Creation of wealth.
o Technological transfer.

o To promote the development of the society of knowledge.

o Efficient administration of resources.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad 3
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The corporate values of BSC-CNS are:

| Eticay Honestidad [

| Responsabilidad y Compromiso

| Excelencia y Calidad

| Entusiasmo e ilusion

| Innovacion

| Identidad colectiva y colaboracién en equipo [

Ethics and honesty

To work with integrity and rigour, trying at all times to do the correct thing, demanding the greatest honesty of ourselves and the
people surrounding us. To respect people, the community and the environment. To offer the same opportunities within an

environment whose diversity is a source of incalculable value.

Responsibility and commitment

Applying logic and common sense to look for, analyze and offer the best possible response in all that we do. To make every effort
to contribute with the mission, objectives, high-performance and continuous learning. To be motivated to give the best of ourselves

fulfilling the values of the centre. To aspire and achieve personal and professional leadership in our relationships.

Excellence and quality

To apply effective solutions to achieve optimum results transforms us into people and teams of great credibility. To be
nonconformists and look for the highest quality in information and in the making of decisions with the aim of achieving maximum

effectiveness.

Enthusiasm and Illusion
To understand challenges as opportunities, to apply passion and optimism in everything we do. To pay personal attention to all
those people with whom we relate.

Innovation

The characteristic of our culture is to maintain a creative attitude in all our activities to achieve the greatest possible impact, as
well as to support the development potential of our personnel. To show positivity and flexibility in face of changes, and to encourage

a dynamic setting to overcome all challenges.

Collective identity and team work

To collaborate in building solid and loyal relationships among us, as well as to obtain synergies and alliances that generate
multidisciplinary results. To listen, discuss and share the curiosity necessary for research and discovering new challenges in the
BSC-CNS.

BSC-CNS: Plan de igualdad de oportunidades y gestién de la diversidad
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To highlight that the Barcelona Supercomputing Centre (BSC-CNS) was one of the first research centres to receive
the hallmark of research excellence from the Severo Ochoa programme. The distinguishing characteristic Severo
Ochoa Centre of Excellence and Maria of Maeztu Unit of Excellence, inside the subprogram of Institutional
Strengthening of the National Plan of Technical Scientific Innovation Research has as its purpose the financing and
accrediting of public centres and units of research, in any scientific area that demonstrates scientific impact and

leadership at international level and that collaborates actively with its social and business setting.

Likewise, BSC-CNS is committed to the principles of the European Charter for Researchers and the Code of
Behaviour for recruiting research personnel. BSC-CNS wants to continue shoring up the best references for research

and excellence.

As an aspect of special relevance, BSC-CNS possesses the hallmark "HR EXCELLENCE" that includes principles like
“Non discrimination”: the employers and/or financers will not discriminate against researchers for reasons of
gender, age, ethnic group, nationality or social origin, religion or beliefs, sexual orientation, language, disability,
policy opinion and socio-economic condition or recruitment: the employers and/or financers should make sure of
the existence of clearly specified standards for the admission of researchers, especially in the beginning of their
careers. It should also facilitate access of disadvantaged groups of researchers or professors returning to the
research career. Employers and/or financers should adhere to the principles announced in the Code of Behaviour

for researchers when recruiting or hiring or welcoming researchers.

The BSC-CNS action plan was approved by consensus by the Executive Council in February 2015. It is a wide and

ambitious project in which the following aspects stand out:

§ The creation of advisory committees made up of researchers who will help generate
more effective strategies, policies and procedures closer to the needs of our research

personnel.
§ To promote equality of opportunities and gender policies, providing effective measures.

§  To reinforce the activities of diffusion and public participation, since these activities are
one of the main objectives of the centre and they give us the opportunity of showing

society our work and attracting the non scientific public.

§  The maintenance and improvement of our system of career development.

Another example of the philosophy of the BSC-CNS and its corporate social responsibility brings us to emphasize
that it has, from its beginning, encouraged solidarity with society, special help for exceptional situations that
members of the institution or their families may have and the stimulus for activities promoting the interrelation
and cohesion of the personnel of the centre. As a demonstration of this, every year a plan of social activities is

presented and authorized, as long as funds are available and the current regulations permit.

Incentives can be directed towards:

BSC-CNS: Plan de igualdad de oportunidades y gestién de la diversidad
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§  Activities encouraging mutual intercourse and cohesion among the BSC-CNS personnel, in order to

increase collaboration among personnel of the centre, the creation of added value of the institution and

the setting in motion of interdepartmental projects. For example, activities of a cultural, sport, social or

supportive nature.

s Initiatives contributing a social or supportive value and incorporating some type of cooperation in
collaboration with ONGs or other humanitarian aid institutions. As, for example, solidarity markets to
raise funds and earmark them for a specific project or ONG, or to collectively participate in sports activities

such as trailwalkers with links to an ONG.

§ Momentary aid of an individual character. In case of singular events justifying the need for a special
contribution aid may be awarded in extraordinary personal and unforeseen family circumstances which
seriously and directly affect BSC-CNS personnel or a first level of consanguinity relative including sisters

and brothers.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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4. Organizational structure of the BSC-CNS

Organisation chart of the institution.
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The organs of Government and Management of the BSC-CNS-CNS are:

Extreme Computing

+  The Rector's Council constitutes the maximum organ of government and management of the Consortium
and is made up of representatives from the Ministry of Economy and Competitiveness, the Departament
d'Economia i Coneixement of the Generalitat de Catalunya, the Universitat Politécnica de
CatalunyaeBarcelonaTech and from the BSC-CNS-CNS. Among the functions of the Rector's Council, at
the proposal of the Executive Commission, is the approval of the annual budget of the Consortium, the
annual accounts and the settlement of the budget.

*  The Executive Committee, also made up of members coming from the employers and from the centre was
constituted with the objective of following up and executing the decisions of the Rector's Council and it

acts as recruiting organ as stipulated in the Law of Contracts of the public sector.

+  The Director of the BSC-CNS, Mateo Valero, and the Associate Director, Josep Maria Martorell, are

responsible for the direction and management of the centre.

Furthermore, the consortium counts on the following organs of advice:

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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«  The Scientific Advisory Board is comprised of experts of recognised international prestige in the fields
related to the ends and activities of the centre. Their purpose is to advise the Rector's Council on the
activities, programs and scientific plans of the centre and to propose future action that can improve the

quality and reach of the works.

»  The Committee of Access, comprising prestigious scientists external to the BSC-CNS who are experts in
different areas of knowledge, has as its aim to give access to the scientific use of MareNostrum, evaluating

the proposed improvements presented based on the scientific and technical quality of the projects.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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4. The commitment of BSC-CNS to the Equality of Opportunities nd Management of Diversity.

The equality of opportunities between women and
men is one of the greatest changes that current
society is experiencing. Gradually, in less than thirty
years, women are being incorporated at all levels and
working environments, including those sectors in
which traditionally they had not been able to
participate.

The relationship of women with the world of the
science and innovation has not been easy, nor has the
road undertaken by so many women that have gone
into in those environments dominated by men.

Although many of the obstacles which women

=

L] ]
-

- l

been overcome today, there is still a long road to travel.

pioneers found in science and the technology have

Effective equality of women in all ambits of social life, and in the system of science and technology also, is a
question of great importance. For years’ society has not taken this reality into account, but if we really wish to
advance, we cannot continue not taking advantage of 50% of the available talent (White Book. Situation of Women
in Spanish Science).

The most recent research has demonstrated that in many fields of scientific knowledge, from the humanities, to
medicine, including social sciences and engineering, the variables of sex and gender are still not sufficiently
considered.

Stereotypes and biases persist in research and in technological developments that many times construct as
universal norms what are realities, experiences and expectations of a group of people, mainly males, and it would
also be necessary to say, of the white race and from a certain socioeconomic level, and they consider as deviations

from the norm, the realities of other people.

Stereotypes of gender and lesser social valuation which women are subject to are often translated into stereotyped
and smaller considerations of their specific realities, be they of social order or biological order, in research. Science,
like any other field of human activity is not free from the cultural and social conditions of its time (Universidad de

La Laguna. Interdisciplinary Studies of Gender).

To contribute to the real and effective equality of women and men and the respect for diversity with human teams
in which professionals of other nationalities and cultures participate, the Direction of BSC-CNS has manifested their
commitment and will to foment actions in this ambit as well as to promote new actions in those aspects in which

some possibility of improvement is detected.

Besides achieving equality from a gender perspective, BSC-CNS seeks to consolidate a staff characterized by its

multicultural reality and international nature. More than 30% of our personnel comes from other countries.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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By Management of Diversity we understand not only the
action of accepting, but also of appreciating, taking
advantage of and promoting the multiple cultures
bearing different aptitudes and knowledge that can be
taken advantage of by the centre in order to reach our
objectives. The benefits diversity contributes to
development and advance of the BSC-CNS are

numerous.

Discrimination based on the person's sex, their

nationality, racial or ethnic origin undoubtedly causes a great risk of loss of talent.

The BSC-CNS reiterates therefore, its commitment to the establishment and development of policies that integrate
the equality of treatment and opportunities between men and women, without direct or indirectly discriminating
for reason of sex or other aspects (nationality, race, religion...), as well as in the impulse and development of
measures to achieve real equality in the heart of our organization, establishing equality of opportunities as a
strategic principle of our corporate policy and Human Resources, in accordance with the definition of this principle

established by Organic law, of March 22, for effective equality.

In each and every one of the ambits in which the activity of this institution is developed, from the selection of new
personnel to internal promotion, including training, working conditions and employment, working health, the
regulation of working hours and conciliation or salary policy, we assume the principle of equality of opportunities
between men and women and the principle of diversity, complying specially with indirect discrimination, understood
as “the situation in which a seemingly neutral disposition, criteria or practice, places a person of one sex or another
personal characteristic such as nationality or age in particular disadvantage regarding people of another sex, other

nationalities or ages”.

Regarding communication, both internal and external, all decisions adopted in this respect will be informed of, and

an image of BSC-CNS in agreement with this principle of equality of opportunities will be projected.

The principles announced will be put into practice through the creation of a Committee of Equality and the
development of new measures or positive actions, through the Plan of Equality and Management of Diversity that
signify improvements regarding the current situation, arbitrating the corresponding systems of follow-up with the
purpose of advancing in the attainment of real equality between women and men and from other nationalities and

countries in the institution and by extension, in society as a whole.

10



Barcelona

EXCELENCIA
Supercomputing SIVERO ‘ r
Center OCHOA
Centro Nacional de Supercomputacion

5. Commitee of Equality of the BSC-CNS

For the design, implementation and follow-up and evaluation of the Plan of Equality, a standing committee has
been created in the BSC-CNS that will ensure:

. Gender equality, understood as the attainment of equality of opportunities between women and men, maintaining the
recognition of difference.

. Equality of opportunities, understood as the identical option for the same opportunities and professional resources on the
part of both sexes.

. Equality of opportunities for all people independently of their origin, culture, nationality, religion, sexual orientation,
family situation, etc.

. Non-discrimination, direct or indirect, of the staff in function of their gender, as well as the elimination of barriers, visible
or not, that suppose differences between women and men or for any other reason of a personal nature.

. Eradication in the working environment of any indication of sexual harassment or harassment for reason of sex, as well
as of any other modality of moral harassment.

. The promotion and dissemination inside the company of the values and practices in which equality is based, as well as
the promotion of the balanced representation of both sexes in all organs and positions of responsibility of the company.

. The follow-up and the updating of the Plan of Equality, elaborating proposals of future actions.

The BSC-CNS Committee of Equality is made up of six members, three women and three men, responding to
criteria of representativeness and transversality. A representation of various positions (Group leader, doctoral
student, Postdoc...) is reflected, and areas in the institution (Dept. Computer Aplications, Computer Sciences,
Operations, Earth Sciences HR), with the aim of gathering differential needs and facilitating maximum dissemination

of the process and results. Three of the members of the Committee of Equality belong to the Works Committee.

The members of the Committee of Equality are:

Position Name

Head of Team of the Dept. of Computer Applications - Mauricio Hanzich

Doctoral student of the Dept. Computer Sciences Rizk Allah Touma
Postdoctorate of the Dept. of Computer Sciences Claudia Rosas
Head of Team of the Dept. of Operations David Vicente
Postdoctorate of the Dept. of Earth Sciences Chloé Prodhomme
Technician of the Dept. of HR. Anna Martin

The Committee of Equality has its own Regulations setting out its functions, principles and the methodology of its
work. The Regulations are presented in the annex of the Plan.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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6. Diagnosis.

The Organic law 3/2007, article 46, establishes the concept and contents of a plan of equality in organizations:

"1. Company plans of equality are an ordered collection of measures, adopted after carrying out a situation
diagnosis, aimed at reaching in the company, equality of treatment and opportunities between women and

men and eliminating discrimination for reasons of sex.

Plans of equality will fix the specific objectives of equality to be reached, the strategies and practices to
adopt for their attainment, as well as the establishment of effective systems of follow-up and evaluation

of the objectives fixed”.

During the whole process workers will be guaranteed access to information on the project and attainment of its
objectives, as established by article 47 of the LOIEMH, by means of the habitual communication channels:

intranet, workshops, meetings, etc.
Likewise, the Plan of Equality has been supplemented with aspects linked to the Management of Diversity.
The project is carried out in four phases:

Phase 1: Commitment, planning, communication, diagnosis.

§ Commitment of the organization to the design and implementation of the Plan of
Equality of Opportunities and Management of Diversity.

§  Appointment of persons responsible for promoting the project (Committee of Equality).

Elaboration of a Diagnosis with the collection of quantitative and qualitative information and the analysis from a
perspective of gender of the data and multiculturalism. The quantitative information corresponds to the collection
and analysis of statistical data of the staff that facilitate having a fixed image of the institution in relation to the
situation of women and men, the different nationalities and the culture of the prevailing equality in the moment in
which the diagnosis is elaborated. Analysis of the qualitative information (Regulations, internal protocols,
procedures, etc.) explain, confirm and contrast the data, as well as deepening the common information of the

organization.

Phase 2: Elaboration of the Plan of Equality and Management of Diversity.
s  Definition of objectives and goals to be reached.

§  Positive actions to achieve objectives. Positive actions are measured specific in favour
of women to correct patent situations of de facto inequality regarding men. In this
case, they would also be applied to inequalities identified by questions of nationality,

culture, etc.

S Indicators quantified for the evaluation of the process. Results foreseen.
s Temporary planning.
S Follow-up and evaluation.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad 12
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Phase 3: Supposes the implementation and development of specific positive actions defined in

the Plan of Equality and Management of Diversity.

Phase 4: Follow-up of the process directed at safeguarding the execution of the actions
defined, and guaranteeing both the execution of them, and the establishment of
measures when the objectives have not been reached or when new necessities arise

for which it will be necessary to articulate new actions.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad

13



Barcelona
Supercomputing EXE‘%%SNCM \ r
Center OCHOA
Centro Nacional de Supercomputacion ] )

Analysis of quantitative and qualitative data.
Total staff classified by sex.
Women % Men % Total
104 24,36% 323 75,64% 427
350 323
300
250
200
150 104
100
50
0
Mujeres Hombres

.
‘—_Y

= % Mujeres

0,
e - % Hombres

* Data obtained 30/04/2016 including assigned staff.

According to the global data analyzed, the staff of the BSC-CNS is for the most part masculine with a presence of
76% of men (323) and 24% of women (104).

We consider the distribution by sexes a situation of parity on moving in intervals of percentages of 60-40%.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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Total staff classified by contract type.
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Contract type

Temporary part time

Indefinite on full time

Practice

Women

10 9,

% Men

62% 10

12 11,54% 35

3 2,88% 11

3,10%

10,84%

3,41%

Total

20

47

14

TOTAL 104 100,00% 323 100,00% 427
200
179
180
160
140
120
100
60
60
40 35
19
20 1010 12 11 13
3 . 3 3
0 mm [ —_ —m N
Temporal Temporal a Adscritos Indefinido a Indefinido a Practicas Otros (becas,
tiempo tiempo parcial tiempo tiempo parcial formacion,
completo completo etc....)

B Mujeres B Hombres

* Data obtained 30/04/2016 including assigned staff.

In the typology of contracts, the statistics show parity since similar percentages are observed for example among

personnel of both sexes 57% of women, and 55% of men possess a temporary contract on full time, or 11% of

the women have an indefinite full time contract and 10% of the men.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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Total staff classified by seniority.

Seniority Women Total
;!!!!
From 6 months to one year 9,62% 9,60%
e T I o I
From 3 to 5 years 22,12% 19,81%
T R 0l I O
More than 10 years 6,73% 11,15%

I Il I e

120
104
100
80
60
46
42
36
40
31 28
20
16
i . i :
. L m

Menos de 6 De6mesesaun Dela3afios De 3 a 5 afios De 6 a10afios Mas de 10 afios
meses afio

N
o

B Mujeres ®Hombres

* Data obtained 30/04/2016 including assigned staff

The data show us that especially significant differences do not exist regarding seniority of the staff, the
percentages are similar except for personnel with more than ten years which is slightly superior in the case of the

men.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad 16
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Distribution of the staff by professional categories

MANAGEMENT

Denomination Categories Women % Men % Total
Administrative in Training 3 7,30% 1 10,00% 4
Support Technician Junior 14 34,14% 1 10,00% 15
Support Tecnician Certified 1 2,43% 0 0,00% 1
Administrative Technician Junior 21 51,21% 4 40,00% 25
Administrative Technician Certified 2 4,8% 4 40,00% 6
TOTAL 41 100,00% 10 100,00% 51

25

21

20

15 14

10

5 4

4
1 1 1 2
. 0 [ ]
0 [ | [ | |
Administrativo/a en Técnico/a de Soporte Técnico/a de Soporte Técnico/a Gestidn Técnico/a Gestidn
Formacién Junior Certified Junior Certified
B Mujeres B Hombres
* Data obtained 30/04/2016 including assigned staff.

In the department of Management, the global presence of women (41) is far superior to that of men (10) in spite
being an organization with a greater number of males (75,6%). Women appear in all categories.

The posts of this type of department, with administrative work, have traditionally been occupied by women. We
observe a case of horizontal segregation (difficulty to occupy certain posts or professions in function of the person's
gender) with a smaller male representativity in this department of the institution.

Although the data show us a larger number of women, the posts of Certified Administrative Technician (higher level
and wage), is carried out by the double of men.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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Denomination Categories Women % Men % Total
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* Data obtained 30/04/2016 including assigned staff.

The data shows us that in the area of Research, posts are occupied very significantly by men (191) compared to
women (44) meaning 81,2% of male presence. This information may reflect a habitual fact in the world of science
and technology; lesser female presence which although increasing, we still cannot speak of real equality.
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Certified Operations Technician

Certified Operations Engineer

* Data obtained 30/04/2016 including attached personnel

The data analyzed show that this department is only occupied by men, what would show a clear case of
horizontal segregation from a gender perspective. In many cases, the cause is due to the absence of female

candidacies to occupy the vacancies.

SCHOLARSHIPS

Denomination Categories Women % Men % Total

\ \ s
welw 2 wee 2 | a4
\

\ \ \
s \ e

35 33
30
25
20 19
15 13
10
4 5
5 2 Jnn .
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Becas adscritas Beca Nivel 1 Beca Nivel 2 Beca Nivel 3
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* Data obtained 30/04/2016 including assigned staff.

In the category of Scholarships, the proportion of men is 83,7% and of women only 16,25%. Therefore, there a
clear male prevalence carrying out this position is observed.
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GROUP LEADER

Denomination Categories WOMEN % MEN % Total
Group leader 2 33,33% 10 41,66% 12
Junior Operations Group Leader 0 0,00% 2 8,33% 2
Junior Management Group Leader 1 16,60% 1 4,10% 2
Junior Research Geoup Leader 3 50,00% 9 37,50% 12
Senior research Group Leader 0 0,00% 2 8,33% 2
TOTAL 6 100,00% 24 100,00% 30
12
10
10 9
8
6
4 3
2 2 2
2 . . 1 1 .
0 0
0 I
Jefe de Equipo J.E. de Operaciones J.E. de Gerencia Junior J.E. de Investigacion  J.E. de Investigacion
Junior Junior Senior

B Mujeres B Hombres

* Data obtained 30/04/2016 including assigned staff.

Women appear represented in all categories with the exception of Junior Group Leader Junior and Senior Research
Group Leader.

The proportion of these posts occupied by males is slightly superior to the representation of the male sex in the

organization. Of 30 posts of Group leader, 80% are men when their total presence is around 75% of staff.

DIRECTORS
Denomination Categories Women % Men % Total
Director 0 0,00% 9 100,00% 9

TOTAL 0 0,00% 9 100,00% 9

* Data obtained 30/04/2016 including assigned staff.

Management positions are only occupied by men showing us an outstanding case of vertical segregation (difficulties
to gain access to posts of greater responsibility and power in the organizations).

20



Barcelona &
‘ ¥ 9 SEVERO ‘r

Center

Centro N /de S cacld OCHOA

HR DICELLENCE IN RESEARCH
Distribution of staff by category and level of studies.
Professional category Level of studies Women % Men % Total
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Support Technician University studies 0,30%
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~

Junior Administrative Technician University studies 1,23%
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0,00%
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Junior Operations Technician University studies 4,02%

i

Junior Operations Engineer University studies 0 0,00% 5 1,54% 5
Researcher in Training B University studies 11 10,57% 45 13,9% 56

o)}

5,76%

[
©o

Junior Research Personnel / University studies 5,88% 25

Developer C

Junior Research Personnel / University studies 9 8,65% 25 7,73% 34
Developer A

Senior Research / Development University studies 2 1,92% 16 4,95% 18
Responsible B

Assigned Scholarships University studies 2 1,92% 13 4,02% 15

i
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w
@
w
~

Scholarships Level 2 University studies 3,84% 10,2%

N
=
o
=
N

Group leader University studies 1,92% 3,09%

[
-
N

Junior Management Group Leader University studies 0,96% 0,30%

i

Senior Research Group Leader University studies 0 0,00% 2 0,61% 2
TOTAL 104 100% 323 100% 427

No differences are observed in this ambit since all personnel of the entity possess university studies.

* Data obtained 30/04/2016 including assigned staff.

N
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Distribution of the staff by age.

Ages Women % Men % Total
20- 29 years 30 28,85% 113 34,98% 143
30 — 45 years 62 59,62% 180 55,73% 242
46 years and more 12 11,54% 30 9,29% 42

TOTAL 104 100,00% 323 100,00% 427
200
180

180
160
140
120 113
100

80

60

40 30 30

B =

; ]
20- 29 afos 30 —45 afios 46 y mas afos
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* Data obtained 30/04/2016 including assigned staff.

The data drawn by ages, show us that 90% of staff is located in the fringes inferior to 46 years (88,4% of the
women being potentially in reproductive age) and where both, women and men, may have needs related to
maternity and paternity.

In any event, conciliation policies are important measures to keep in mind to improve staff conditions.
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Distribution of staff by nacionality.

Country People
Argentina

Austria

Bangladesh

Belgium

Brazil

Bulgaria

Canada

Chile

China

Croatia

Denmark

Ecuador

Spain 281
Finland 1
France 11
Germany

Greece

Hungary

India

Iran

Ireland

Italy

Japan

Mexico

Montenegro

Nepal

Nicaragua

Pakistan

Panama

Peru

Poland

Portugal

Republic of Korea
Romania

Russian Fed.

Serbia

Switzerland (Schweiz)
Syria

Taiwan

Turkey

Ukraine

United Kingdom

USA

Venezuela

General total 427
* Data obtained 30/04/2016 including assigned staff.
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The BSC-CNS is made up of personnel of different nationalities, from 42 different countries and from different

continents showing the diversity of nationalities, ethnic groups, races, cultures and religions that contribute with
their talent to the numerous projects of the centre. 68% are made up of national personnel, the rest are foreigners
(32%).

The perception of the staff on being asked: do you believe that the centre safeguards equality of opportunities and
non discrimination by reason of gender, religion, cultural diversity, etc.? 76,7% respond “Yes” and 23.2% respond

|
- X
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The BSC-CNS has a Human resources department that among
other things, guarantees the equality of treatment of
opportunities in the processes of selection and access of new
personnel, avoiding possible cases of horizontal and vertical
segregation and establishing the same contractual provisions
for men and women or people of other nationalities and
origins.

The BSC-CNS adheres to the Code Of Conduct For Recruitment

Of Researchers, sponsored by the European Commission and which is part of the European Charter for research

personnel. The Code Of Conduct For Recruitment Of Researchers consists of a series of principles and general
demands that employers and/or financers should follow when designating or hiring scientific personnel.

These principles and demands should guarantee the observance of principles like transparency in the recruiting
processes and treatment equality among all the candidacies, especially in relation to the development of an
attractive, open and sustainable European labour market for research personnel, and they complement those
described in the Researcher's European Charter for research personnel. Among the counselling precepts of this
code is that of gender balance and equanimity from the moment of selection, and throughout the development of
the professional career and working conditions.

Another aspect to highlight is the possession of the hallmark of quality in the management of human resources
within the framework of the European Human Research Strategy For Researchers, HRS4R whose purpose is to
generate a mechanism to improve transparency and safety for the sake of achieving excellence. The process

evaluates different aspects, among those standing out:

. Ethical and professional aspects.
. Selection / recruiting aspects.
. Working conditions and covers (according to each juridical classification).

. Training.

In the processes of selection of research personnel, a formalised procedure is followed: the description of the
vacancy or job on the part of the Person Responsible or Team leader is received in the department of HR. A job
offer is generated which is published both in the Web of the centre and in other distribution portals both national

and international.

The CVs received are sent to those responsible for the vacancy who technically evaluate the adaptation to the
offered profile and technical interviews are carried out with the candidacies fulfilling the requirements of the
position. The candidacy finalists can be from one to three and in HR a new interview is carried out with the
application of aptitude tests. A report is written with each candidacy and finally the Person Responsible

communicates which person has been selected.

Offers are written in the English language and clear references to the commitment of the centre with the equality

of opportunities appear.
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Center
Centro Nacional de Supercomputacion DISCOVERBSC  RESEARCH & DEVELOPMENT  INNOVATION & SERVICES  JOINUS  EDUCATION NEWS
Home ' Join Us ' Job Offers - Job Offers List
o Jobh Offers List
< Join Us
FILTERING OPTIONS v
v Job Offers
Job Offers List Showing 1-19 results of 19
Jr. Software Engineer
Closing Date:Thursday, 17 November, 2016
Read More
Postdoc on vector processors
Closing Date:Friday, 18 November, 2016
Read More
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Sample offers of the corporate Web
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Job Reference: 175_CASE_HPCSE_Postdoc_R2
Position: Postdoctoral Researcher - R2
Job Description:

About BSC

BSC-CNS (Barcelona Supercomputing Centre-I Centre National of Supercomputing) is the National
Supercomputing Facility in Spain and manages MareNostrum, one of the most powerful supercomputers in
Europe. The mission of BSC-CNS is to investigate, develop and manage information technology in order to
facilitate scientific progress. With this aim, special dedication has been given to areas such as Computer
Sciences, Life Sciences, Earth Sciences and Computational Applications in Science and Engineering.

Context and Mission of the role

The Geophysical Group of the Computer Applications in Science and Engineering (CASE) Department at the
Barcelona Supercomputing Centre is offering a HPC software researcher (post-doc) position to work on an
interdisciplinary project on leading edge geophysical imaging tools for HPC environments. The candidate should
work in close cooperation with other people already working in the subject. The contract will be temporary.

Responsibilities

. Develop HPC systems for the industry.
. Pursuit new research lines on HPC development and optimization.
. Actively participate in national and international project calls.

Requirements

. Education

(o] PhD Degree in Informatics or Engineering

0 Fluent English, both written and spoken

. Knowledge and professional experience

. Knowledge, to some extent, of some HPC programming models such as: MPI, OpenMP, OpenCL, CUDA.
. Extensive experience with tools for measuring HPC applications performance is required

. Proven experience in publishing research work on relevant conferences and journals.

Competences

In order to be successful in this role the candidate should have:

. Great ability for team work

. Natural proactive character

Conditions

o A competitive salary will be provided, matching the cost of living in Barcelona, depending on the value of

the candidate

Applications Procedure

All applications must be made through the BSC website: http://www.bsc.es/about-bsc/employment/vacancies
Including:

1. Motivation letter and a statement of interest, including two recommendation letters or contacts.
2. A full CV including contact details.

Diversity and Equal Opportunity Employment
BSC-CNS is an equal opportunity employer committed to diversity and inclusion. We are pleased to consider all

qualified applicants for employment without regard to race, colour, religion, sex, sexual orientation, gender
identity, national origin, age, disability or any other basis protected by applicable state or local law.
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Barcelona
Supercomputing
Center

Centro Nacional de Supercomputacion

EXCELENCIA
SEVERO
Y OCHOA

Since 32% of the staff comes from other countries and cultures, the needs and problems that may be encountered

in the new incorporations must be kept in mind.

To the characteristic difficulties of gaining access to a new position and new organization, must be added

accommodation scarcity, lack of knowledge of the language, lack of networks and social contacts, etc. The design

and implementation of a welcoming and integrative process that facilitates the person's quick adaptation thus

becomes indispensable.

BSC-CNS has designed a complete Welcome Manual including all aspects to be kept in mind for the personnel

displaced (visas, health system, taxes, accommodation, public transport, etc.) at the disposal of all new personnel.

Incorporations of the last three years.

Year Women % Men % Total
Year 2013 13 25,49% 46 25,56% 59
Year 2014 19 37,25% 71 39,44% 90
Year 2015 19 37,25% 63 35,00% 82
TOTAL 51 100,00% 180 100,00% 231
80
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The data shows the increasing tendency of male incorporations in spite of less female representation. We observe

that women have gained access to the organization in the last three years, thus demonstrating the absence of

barriers in the selection processes. Nevertheless, female access is strikingly less than male which may perpetuate

the lack of parity in the organization from a gender perspective.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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Incorporation of new personnel in the last year.
Women Men Total
19 63 82
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Female incorporation in the year 2015 was slightly inferior (23%) to male (77%).

It would be of interest to analyze the causes of lesser access of women since in the ambit of the NT, female

presence is much more reduced than in other research environments like the health sciences, which leads to male

candidacies being presented in greater proportion than female in spite of the application of the neutral selection

procedures and objectives practised by the BSC-CNS.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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Contract type in incorporations of the last year

Contract type Women % Men % Total
Temporary full time 10 58,82% 35 53,85% 45
Temporary part time 1 5,88% 2 3,08% 3
Practice 1 5,88% 3 4,62% 4
Pre-doctoral 3 17,65% 7 10,77% 10
Other (scholarships, training, etc....) 2 11,76% 18 27,69% 20

TOTAL 17 100,00% 65 100,00% 82
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The contract type is similar and no outstanding differences are observed from a gender perspective.

Personnel training in BSC-CNS is considered a fundamental tool for both appropriate adjustments to the position
and professional and personal development. The BSC-CNS is strongly committed to establishing and maintaining
the appropriate conditions to guarantee permanent access to the knowledge people need for their professional

growth. The values representing corporate competences have been defined within this framework.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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For this reason, the equality of opportunities in the training ambit is guaranteed by the BSC-CNS through the
Training Plan. The training activities to be developed are determined in function of the needs detected in each area

and/or job and not in function of the gender or any other discriminatory aspect.

The BSC-CNS Training Plan includes various types of actions for the development of its own personnel and

improvement of:

« Abilities and necessary personal competencies for the job (leadership, attitude of service, team work,

communication abilities,...).

. Knowledge of languages and communication to facilitate the integration of personnel and to facilitate the

participation in programs of personnel mobility (languages, writing and presentation of works, etc.).
. Specific scientific-technical knowledge, leaders in science and technology.

In this sense the BSC-CNS also offers a program of grants to encourage and facilitate professional progress in the
research career for student personnel and young researchers, through academic-educational actions in
collaboration with universities and other centres of research at international level. Some of these programs are:
Master in supercomputing (High Performance Computing), doctoral studies in the different areas of knowledge of

the centre (PhDs) or specialized courses or seminars of Advanced Training.
Training needs are detected:

*  Through the Professional Development Plan where the employee and person responsible meet twice a year

for the attainment and monitoring of objectives.

«  The manager/person responsible indicates to us a specific necessity on the part of somebody on their

team.
«  The worker's own application with authorization from the person responsible for them.

» There is also a Training Plan that annually and regularly offers office automation courses or languages.
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Training in the last year (2015)

Name of courses Women % Men % Total
Analysis of data. Analysis of data with R 0 0% 1 100% 1
Financial aspects in Horizon 1 100% 0 0% 1
BeeGFS 0 0% 1 100% 1
Cancer Genomics Workshop 0 0% 1 100% 1
Spanish 9 26% 26 74% 35
CFD for Dispersed Multi-Phase Flows V 0 0% 1 100% 1
Communicating BSC-CNSience: Presenting results to an audience 0 0% 9 100% 9
How to write clearly 0 0% 1 100% 1
How to evaluate Quality in Customer Service 1 100% 0 0% 1
Competitive Intelligence & Effective Exploitation of Patents 1 100% 0 0% 1
Communication 4 44% 5 56% 9
HPCKP Congress 1 25% 3 75% 4
Fundraising 1 100% 0 0% 1
Project Management 7 78% 2 22% 9
Project Management Prince 9 69% 4 31% 13
Stress Management 2 25% 6 75% 8
Time Management 6 67% 3 33% 9
Impact & Innovation in Horizon 2020 19 54% 16 46% 35
English 14 27% 37 73% 51
Internal Communications Europe 2015 (Conference Only) 1 100% 0 0% 1
Introduction to Scientific Based. Approach to Market Concepts 10 50% 10 50% 20
Free Workshop Cret@ 2 100% 0 0% 2
Microsoft Visio 6 50% 6 50% 12
Node-Level Performance Engineering@ HLRS 0 0% 1 100% 1
Prevention of Occupational Risks 13 31% 29 69% 42
Reinventing Purchase management 1 100% 0 0% 1
Scientific Writing 3 21% 11 79% 14
Technical session for Management Discountable Credit in 0 0% 1 100% 1
Companies
Training Workshop Cret@ System 1 100% 0 0% 1
Tax Seminar 4 11% 32 89% 36
Slurm Training 0 0% 2 100% 2
Total 116 36% 208 64% 324

In the training of 2015, women participated in a total of 22 training activities of the 31 proposed. 36% of pupils of
the Plan were women, which shows that neither barriers nor obstacles exist for their access to training projects

and therefore to their professional development within the organization.

BSC-CNS: Plan de igualdad de oportunidades y gestién de la diversidad 32



! EXCELENCIA
Supercomputing T \ r
Center OCHOA
Centro Naciona! de Supercomputacin i ‘

Distribution by sex regarding type of training activity.

Type of Training Women % Men % Total
Technical Themes 57 51% 54 49% 111
Languages, computer science 29 30% 69 70% 98
Interpersonal skills 13 35% 24 65% 37
Others 17 22% 61 78% 78
TOTAL 116 36% 208 64% 324

61

69
57
54
29
24
17
13
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The training received by women included all areas, from technical themes to interpersonal skills or languages.
Equality of conditions of access to BSC-CNS training plans is verified independently of the person's gender.
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To know the opinions of staff, the answer given by personnel interviewed to the question “Do women and men have equal access

to the training courses?”, shows the following: 65 % replied “Yes”, 34% “don't know” and 1% No

Series1; No lo
sé; 108; 34%

=

- Si
- No
No lo sé
- Seriesl;

|
1%

In reference to the question: "Do all staff have equal access regardless of age, culture, sexual orientation, etc. to
the training courses?" 65% of the participants respond that “Yes”, 34% manifests that “they don't know it” and 1%

that “No.” The same results before the question outlined from a gender perspective.

No lo sé;
108; 34%

« Si
- No

No lo sé

From the point of view of the implementation of the Equal Opportunities Plan and Management of Diversity, no
specific actions focused on the staff were carried out in order to make them aware and sensitize them to values of
equality. The need to incorporate training aimed at positions of responsibility over people, content involving leading
and negotiating teams composed of personnel of different sexes, nationalities, races, etc. is likewise being

considered.

BSC-CNS: Plan de igualdad de oportunidades y gestion de la diversidad
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The sphere of promotion and professional advancement is another of the outstanding areas of the focus on equality

and management of diversity. Promoting and improving the possibilities of access of women to positions of

responsibility, contributing to reducing inequalities and imbalances that, independently of their origin, could occur

in the centre, is part of the ambits of study in the organization from a gender perspective.

The White Book. Situation of Women in Spanish Science states that
“although nowadays women are the majority among university
students and they finish their studies on average with better academic
records than their fellow male students, certain branches of knowledge
still resist feminine participation. This is the case of engineering and
some experimental sciences where feminine presence is less than 30%

(*).

In the upper echelons of the scientific and business career, the number
of women is practically stagnant and it does not in any way reflect the availabilty of prepared women on the payroll

with enough seniority and merits to accede to these posts.”

The development of a professional career and being able to accede to certain posts at a senior level is, in many
cases, a very complicated situation for women, especially in the sphere of science. We come up against what is

known as “glass ceiling”, that is to say, a veiled limitation to the professional advance of women in organizations.

According to Mabel Burin, this term refers to an invisible upper surface in the working career of women, difficult to
pierce, that prevents continued advancement. Its invisible character comes from the fact that laws do not exist,
nor established social devices nor visible codes that impose such limitations on women, but rather it is built in the

base of other features that are for their invisibility are difficult to detect.

In this aspect, the BSC-CNS maintains a strong commitment with the personnel of the centre so that they can
develop their professional career without barriers owing to questions of gender or nationality.

The professionals incorporated in the centre make a strong commitment to pursue an upward professional career
that must be maintained over time. The policy of equality of opportunities of the BSC-CNS, guarantees egalitarian
treatment in promotion and the access of women or people of other nationalities, races or cultures to other positions

within the organization.

The established system of management of people, includes a system of objectives and annual evaluation of
performance, in which the level of evolution in the role and in the centre will be periodically fixed, to continue linked
to the training plan which must answer the needs of the professionals and those of the BSC-CNS.
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6 different roles have been defined with the characteristics that the Professionals, Group leaders and Management
should contribute to the BSC-CNS to establish themselves in the different levels making up their career and
professional development.

In this context the Career Plan that is being developed seeks to harmonize the aspirations of each collaborator's
professional growth with the objectives of the centre, facilitating the detection of the training needs of personnel
that will contribute to the development of the annual Training Plan of the centre.

In 2015 no type of promotion or advance in the BSC-CNS was carried out due to freezing of salaries for which there

is no recent data to contrast possible feminine promotions.

In this ambit, when the staff were asked, the following results were obtained: 62% considered the BSC-CNS gives
the same opportunity of access to new positions to women and men, 23% responded “I don't know” and the
remaining 15% answered “No”.

No lo sé; 74;
23%

- Si
- No

No lo sé
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The reply to the question "Do you think the BSC-CNS gives all staff the same opportunity of access to new positions
to without regard to age, culture, sexual orientation, etc.?" 57% responded “Yes”, 28% "I don't know” and 15%
answered “No.”

No lo sé; 91;
28%

No lo sé

Although equality of opportunities and diversity in the processes of internal promotion are guaranteed by the formal
procedures implanted in the BSC-CNS, no mention or specific measure aimed at increasing feminine presence in
positions of more responsibility is included.

The perception of doubt or a negative answer is at 38% of staff. In the case of access possibilities for people of
other nationalities, 43% respond with doubts or negation, for which measures to promote neutrality and
transparency in the processes of internal promotion of the BSC-CNS are recommended.

Currently, the holding of high posts by women is significantly reduced in spite of having a presence of 25% in the
staff, which would imply that one out of each four posts of responsibility should be occupied by a woman for us to
speak of a real parity of presence.
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Salary is equal in the BSC-CNS according to job type and being man or woman or from another country of origin
does not determine the type of wage the person receives.

The centre rewards personnel according to category, functions and responsibilities they perform; differences for
reasons of gender in this ambit do not exist.

The data classified by sex relating to salary are the following:

Distribution of staff by salary scale

Salary scale Women % Men % Total
Between 12.000 € y 14.000 € 1 1,04% 4 1,41% 5
Between 14.001 € y 18.000 € 11 11,46% 54 19,01% 65
Between 18.001 € y 24.000 € 18 18,75% 54 19,01% 72
Between 24.001 € y 30.000 € 27 28,13% 53 18,66% 80
Between 30.001 € y 36.000 € 21 21,88% 43 15,14% 64
More than 36.000 € 18 18,75% 76 26,76% 94
TOTAL 96 100,00% 284 100,00% 380
76
54 54 53

43
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I 18

4
1
—

res

* Data obtained 30/04/2016 without including assigned staff.
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The data show us that 26% of men receive more than 36.000€ gross annual income while the percentage lowers
to 18% in women, a situation highlighting weaker feminine presence in positions of responsibility and management.

In the scale 24.000€ to 36.000€ women show a higher percentage and the equality in the scales 18.000 to 24.000€,
and 12.000 to 14.000€ stands out.

These data can be interpreted as showing the existence of equality in the ambit of salary, with the need to promote
the presence of women in senior levels of the institution.

AREA MANAGEMENT/OPERACIONES

Salary scales Women % Men % Total
Between 18.001 € y 24.000 € 7 17.5% 5 13.2% 12
Between 24.001€ y 30.000 € 15 37.5% 15 39.5% 30
Between 30.001 € y 36.000 € 11 27.5% 5 13.2% 16

More than 36.000 € 7 17.5% 13 34.2% 20
TOTAL 40 100% 38 100% 78

* Data obtained 30/04/2016 without including assigned staff and ICREA personnel.

In Management area the data show that men appear in a higher percentage vis-a-vis salary retributions with regard
to their global presence in the department, since 58% of men receive more than 36.000€. while only 17% of the
women do.

In the area of Operations, No woman appears for which no comparison from a gender perspective can carried out.
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RESEARCHERS
Salary scales Women % Men % Total
Between 12.000 € y 14.000 € 1 2.17% 4 2.25% 5

Between 14.001 €y 18.000 € 11 23.91% 54 30.5% 65

Between 18.001 € y 24.000 € 8 17.3% 32 18.07% 40

Between 24.001€ y 30.000 € 8 17.3% 13 7.34% 21

Between 30.001 € y 36.000 € 8 17.3% 22 12.4% 30

More than 36.000 € 10 21.7% 52 29.3% 62
TOTAL 46 100% 177 100% 223

* Data obtained 30/04/2016 without including assigned staff and ICREA personnel.

The salary scales do not offer significant differences in the percentages between men and women with the exception
of the scale 24.001 to 30.000€ where the number of women is 10 % higher than that of their male partners or in
the salary scale of more than 36.000€ in the contrary sense (7.6%).

RESEARCH ENGINEERS

Salary scales Women % Men % Total
Between 18.001 € y 24.000 € 4 36.36% 18 25.71% 22
Between 24.001€ y 30.000 € 4 36.36% 25 35.71% 29
Between 30.001 € y 36.000 € 2 18.18% 16 22.8% 18

More than 36.000 € 1 9.09% 11 15.71% 12
TOTAL 11 100% 70 100% 81

* Data obtained 30/04/2016 without including assigned staff and ICREA personnel.

Highlights some slight differences in the lowest salary scale received by 10% more female researchers and in the
highest salary scale received by 6.6% of male researchers.
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HR EDICELLENCE IN RESEARCH

The staff when asked about this aspect of equality, the perception was the following: when asked if they consider
that salary is equal between men and women in function of job position, 45% replied they do not know, 42%
considered that it is equal and 13% that it is not.

i

No lo sé;
137; 42%

No lo sé
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Questions related to the conciliation of personal, family and working life are one of the most outstanding aspects

when we speak of the difficulties confronted by the personnel of organizations.

One of the causes that explain lesser participation in work by

women compared to men is associated with the greater

difficulty in achieving conciliation between personal, family o

and working life, since most domestic responsibilities, and WOI’|L ere ’*ﬁ. ol
those of care, fall on them. These facts can be accentuated A

/

by difficulties of access on occasions to child care services and
services of attention to other dependent people, which
influences the decision on the choice of professional career,
in a greater use of part time contracts and more frequent

interruptions of the professional career (Institute of Women and Equality of Opportunities).

Using information derived from surveys on the use of the time in various European countries, the evidence shows
that men dedicate more time on average to employment outside the home than women, especially in the case of
the Mediterranean countries with low feminine working participation. The time the care of a family demands, that
professional women continue for the most part to take on, is without a doubt another key factor to take into account
when explaining the difficulties that women face in their scientific careers. However, gender stereotypes also seem
to be working here: women with higher salaries than their couples do not only dedicate relatively more time to the
home than their husbands, but rather in many cases they also dedicate more time to those tasks than other women

whose wages are inferior to those of their husband.

In this ambit, therefore, we find ourselves before one of the main barriers to the professional development of
women, above all those belonging to the scientific area, since in many cases their possibilities for promotion and
professional advance, training, displacements to workshops and congresses, etc. can be diminished, on not being
able to dedicate more time in their schedules to research topics and generate publications which can suppose not
taking advantage of their talent due to the urgent need of the incorporation of more measures in matters of

conciliation.

The empirical evidence also indicates to us that the unequal attention to the family certainly still represents an
added difficulty for women in their careers in the world of science. We should therefore continue to design measures
of conciliation and co-responsibility, to make scientific organizations workplaces where all people, women and men,
are in equal conditions to be able to form a family and develop a full professional career (White Book. Situation of

Women in Spanish Science).

Conciliation of personal, family and working life is a real concern in the BSC-CNS which seeks staff loyalty and
maximum personal and family comfort. Questions relating to conciliation of personal, family and working life are
one of the most outstanding aspects when we speak of the difficulties which the staff face, especially, the

researcher.
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In connection with this ambit of equality, we show the following data which show measures already taken by the

institution to favour conciliation:

§  The working week of the centre is 40 hours weekly, distributed in five working days, from Monday to
Friday, 8 hours daily.

§ The management of each department is able to individually authorize workers of its department so that
the fixed hours of Fridays may be worked continuously from 8:00h. to 15:00h., as long as the 40

established weekly hours are completed and covering the service is guaranteed.

§  The possibility exists of opting for the special summer working day (7 hours daily) established to
facilitate conciliation of family, personal and working life in the support departments (Operations and

Management), extendable to other departments at the discretion of the management of each.

§ The centre also has specified another series of permits for situations of a personal and exceptional

character such as marriage, surgical intervention of a relative, etc.

§  Possibility of a month off without salary which those workers can take with a minimum seniorit