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2022 Gender Equality Plan  
Sirma AI EAD 

Overall Provisions, Roles and Responsibilities 

This Gender Equality Plan (GEP, the Plan) comes into force on January 4, 2022. It is revised and 
approved on annual basis. The Plan extends our Equal Opportunity Policy with actions and 
dedication of resources for the promotion of gender equality. 

The Plan is communicated to all employees and contracting parties including, but not exclusively, 
through: 

● Publication on the corporate website (www.ontotext.com) 
● Upload in the internal Human Resources (HR) management system (BambooHR, 

www.bamboohr.com ) 
● Via e-mail, to all employees 
● Presentation of the Plan during the induction training of all newly hired employees. 

This plan is implemented by HR. HR is also responsible for the communication of the Plan, 
engagement of relevant stakeholders, and for the collection and reporting of gender 
disaggregated data. HR should spend at least 2 full working weeks, annually, on the 
implementation of the Plan. 

HR should also organize at least 1 training, annually, on gender equality and gender bias topics 
for all Sirma AI EAD’s employees. All HR team members should undertake additional trainings on 
gender equality and monitor the trends, reported for the EU member states and worldwide.  

HR should ensure the compliance of all relevant company policies with the goals, topics and 
actions, described in this Plan.  

Gender Equality Reporting, Targets for 2022: 

The table below contains gender disaggregated data considered important for the promotion of 
gender equality in Sirma AI EAD. The following targets will be set for 2022.  

  

https://www.ontotext.com/equal-opportunity-policy/
http://www.ontotext.com/
http://www.bamboohr.com/
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  2019 2020 2021 

Target  

2022 

EU 2020  

(ICT)* 

Bulgaria 2020 

 (ICT)* 

Total headcount:       

Female in % of headcount 32% 30% 27% 30%   

Female on management and team lead roles (% all 
employees on management and team lead roles) 31% 31% 27% 33%   

Female in management, team lead and senior roles (% 
all employees in management, team lead and senior 
roles) 45% 31% 29% 30%   

Female hired (% of all hired) 29% 0% 31% 33%   

ICT headcount       

Female in % of ICT headcount 21% 21% 24% 30% 18.5% 28% 

ICT Female on management and team lead roles (% all 
ICT employees on management and team lead roles) 23% 21% 21% 25%   

ICT Female in management, team lead and senior roles 
(% all ICT employees in management, team lead and 
senior roles) 21% 19% 21% 25%   

 

*Source: Eurostat  

https://ec.europa.eu/eurostat/statistics-

explained/index.php?title=ICT_specialists_in_employment#ICT_specialists_by_sex 

Organizational Culture and Work-life Balance 

“We care” is one of the five corporate values of Sirma AI EAD.   

At Sirma AI EAD, the importance of work-life balance is considered relevant for both female and 
male employees. We aim at encouraging career development alongside with personal 
responsibilities in private life. The COVID – 19 pandemic poses specific challenges, therefore extra 
effort should be invested in sustaining a tolerating, welcoming and responsive working 
environment and arrangements. In addition to the arrangements already in place, the following 
specific actions towards achievement of this goal should be taken: 

● Alignment of the schedules for regular team meetings with slots dedicated to 
parental/dependent care responsibilities; 

● Changes in the distribution of organizational/administrative workload;  
● Workload reduction, in case an employee decides for a change from full-time work to 

part-time work arrangement 
● Collection of information on work-life preferences/choices defined by candidates for 

employment at the stage of recruitment and including those as far as possible in the 
following employment arrangements; 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=ICT_specialists_in_employment#ICT_specialists_by_sex
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=ICT_specialists_in_employment#ICT_specialists_by_sex
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● Psychological support programs for the employees. 

Gender Balance in Leadership and Decision-making 

Sirma AI EAD agrees that the access of female employees to decision making should not be 
measured solely through representation on managerial and team lead roles. Sirma AI EAD 
considers itself devoted to transparency (another one of the corporate culture values) and to 
maintaining a flat organizational culture where everyone’s voice is heard. Therefore, in addition 
to focusing on representation of women in management, we will aim at promoting/ensuring 
gender equality in bottom-up initiatives that may influence important decisions regarding the 
organizational strategy, product development or research agenda. This will be achieved, among 
others, through extensive communication of the formation of working groups/other relevant 
bodies and through monitoring of the gender balance. Related to what has been said above, if 
needed, management should be flexible to accommodate changes in workload distribution.  

Gender Equality in Recruitment and Career Progression 

Sirma AI EAD highly values “merit”, “excellence” and “potential” and agrees that neither of these 
are gender neutral. We recognize that unconscious gender bias may affect both hiring and 
promotion decisions. Gender bias should not lose priority, including when critical, important 
and/or time-sensitive decisions are being taken.  

All decisions related to recruitment and selection at Sirma AI are taken by  hiring juries that 
include at least 1 female representative. Being zero tolerant to discrimination, we interview all 
candidates who have applied and can be considered as matching the selection criteria, regardless 
of the time and effort that might be required. All promotion/assessment decisions are 
transparent and comprehensive not only with respect to performance, but also in relation to soft 
skills, supervision and coaching of more junior colleagues and quality. We do not miss to 
recognize initiative, in particular when related to taking responsibilities outside of the scope of 
the current role.  

In 2022 we plan to take the following additional actions to promote gender equality in 
recruitment and career progression: 

● Blind assessment of CVs will be conducted for entry level roles; 
● Recruiters should attend career events focusing on female talent, to promote roles at 

Sirma AI EAD; 
● Specialized training should be organized for hiring managers to raise awareness of 

unconscious gender bias;  
● Ensuring that assessment process is transparent and comprehensive also in relation to 

soft skills, supervision, initiative, and quality 
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Measures against Gender-based Violence 

As stated in our Equal Opportunity Policy, Sirma AI EAD “aims to create a working environment 
that is free from discrimination and harassment in any form, in which all employees, customers 
and suppliers are treated with dignity and respect”. We will sustain zero tolerance for 
discrimination, harassment and violence from and against all of our employees and from and 
against our customers and contracting parties. Disciplinary action will be taken in case of 
complaint, in compliance with the applicable Laws and regulations. 

 

 

 

 

Approved by: Аtanas Kiryakov, CEO 

4 January, 2022 


