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1 Introduction

deltaVision GmbH is a forward-thinking SME committed to fostering an inclusive
workplace where all employees can thrive, regardless of gender. This detailed
Gender Equality Plan outlines our strategic initiatives, objectives, and actions
aimed at enhancing gender equality within our organization, ultimately driving
innovation and enhancing employee satisfaction.

2 Objectives

Promote Equal Opportunities in Recruitment and Career Progression
Enhance Work-Life Balance for All Employees

Cultivate an Inclusive and Respectful Workplace Culture

Support Continuous Learning and Development

Establish Effective Monitoring and Evaluation Mechanisms
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3 Action Plan

3.1

311

3.1.2

Promote Equal Opportunities in Recruitment and Career Progression

Recruitment Strategies

Diverse Job Advertising: Ensure job postings are placed on platforms that
cater to diverse audiences, including women in tech, STEM-focused
groups, and minority organizations.

Blind Recruitment Practices: Implement blind recruitment techniques to
reduce unconscious bias, removing identifiable information (e.g.,
names, gender) from applications.

Training for Recruiters: Provide training on gender biases and equitable
recruitment practices for all staff involved in the hiring process.

Promotion and Career Advancement

Transparent Promotion Criteria: Clearly define and communicate
promotion criteria to all employees to ensure fairness and transparency.
Regular Talent Reviews: Conduct biannual talent reviews focusing on
gender representation at various levels, identifying potential barriers for
underrepresented genders in advancement.



3.1.3

Internal Job Postings

Mandatory Communication of Positions: Require all positions to be
communicated internally before external recruitment, encouraging
internal mobility and career growth.

3.2 Enhance Work-Life Balance for All Employees

3.2.1

3.2.2

3.2.3

Flexible Work Arrangements

Flexible Hours and Remote Work: Develop policies allowing flexible
working hours and the option for remote work to accommodate
personal responsibilities.

Job-Sharing Opportunities: Promote job-sharing arrangements,
especially for leadership roles, to encourage participation from those
who require reduced hours.

Parental Leave Policies

Gender-Nevtral Parental Leave: Implement a gender-neutral parental
leave policy that encourages both parents to take leave, normalizing
shared parental responsibilities.

Return-to-Work Programs: Offer tailored reintegration programs for
employees returning from parental leave, including mentoring and
training updates.

Support for Caregivers

Caregiver Resources: Provide information on external support services for
caregivers, including counseling, elder care resources, and childcare
assistance.

3.3 Cultivate an Inclusive and Respectful Workplace Culture

3.3.1

3.3.2

Diversity and Inclusion Training

Mandatory Training Programs: Implement mandatory training for all
employees on diversity, equity, and inclusion (DElI) to foster
understanding and respect.

Workshops on Unconscious Bias: Conduct regular workshops to raise
awareness of unconscious bias and its impact on workplace dynamics.

Employee Resource Groups (ERGS)



3.3.3

Support ERGs: Establish and support ERGs for women, LGBTQ+
employees, and other underrepresented groups, providing a platform for
networking and advocacy.

Regular ERG Meetings: Encourage regular meetings and events to
promote community building and knowledge sharing.

Anti-Harassment Policies

Clear Reporting Mechanisms: Develop and communicate clear anti-
harassment policies with accessible reporting mechanisms to ensure @
safe workplace.

Regular Policy Reviews: Review and update policies regularly to ensure
they reflect current best practices and legal standards.

3.4 Support Continuous Learning and Development

34.1

3.4.2

3.4.3

Training and Professional Development

Leadership Training for Women: Offer targeted leadership development
programs specifically designed for women and underrepresented
groups.

Mentorship Programs: Establish mentorship programs pairing junior
employees with senior leaders to support career growth and
development.

Skill Development Workshops

Workshops on Negotiation and Self-Advocacy: Provide workshops
focused on negotiation skills, self-advocacy, and personal branding,
specifically targeting women and minority groups.

Performance and Feedback Systems

Regular Feedback Mechanisms: Implement a continuous feedback
system where employees receive regular input on performance and
areas for improvement, ensuring equitable opportunities for all.

3.5 Establish Effective Monitoring and Evaluation Mechanisms
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Key Performance Indicators (KPIs)



3.5.2

3.5.3

Set Gender Diversity Metrics: Establish KPIs for gender diversity at all
organizational levels, including hiring rates, promotion rates, and
retention rates.

Track Participation in Development Programs: Monitor participation rates
in fraining and development programs by gender to assess engagement
and identify gaps.

Annual Gender Equality Audit

Conduct Annual Audits: Perform an annual audit of gender equality
initiatives to assess progress, identify challenges, and refine strategies.
Employee Feedback Surveys: Conduct anonymous surveys to gather
employee feedback on gender equality initiatives and workplace
culture.

Reporting and Accountability

Publish Annual Gender Equality Report. Create and share an annual
report detailing progress, initiatives undertaken, and future goals to
maintain fransparency and accountability.

Assign a Gender Equality Officer: Designate a senior leader responsible
for overseeing gender equality initiatives and reporting on progress to
the management team.

4 Conclusion

deltaVision GmbH is dedicated to implementing this Gender Equality Plan to
create a workplace where everyone has the opportunity to succeed. By
fostering an inclusive environment, we aim to enhance employee satisfaction,
drive innovation, and maintain our competitive edge in the industry. Through
continuous monitoring and a commitment to improvement, we will strive to be
a leader in gender equality within the SME sector in Germany.



