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Executive Summary 

Women remain significantly underrepresented in Europe’s digital leadership: only 19-20% 

of ICT specialists are women, fewer than 25% hold senior roles, and 10–15% of startups are 

led by women. Structural, cultural, educational, and organisational barriers continue to limit 

leadership access, constraining innovation, competitiveness, and inclusive economic growth. 

Closing the digital gender gap could add €260-600 billion to EU GDP by 2027. 

Existing policies, Gender Equality Plans, STEM initiatives, innovation funding, and inclusion 

strategies are fragmented, often lack leadership-specific focus, and insufficiently address 

intersectional and cultural barriers. The WIDCON Project’s TWG2 convened experts to 

identify actionable solutions across the digital ecosystem. 

Recommendations target five key stakeholders: 

• Education: Leadership practice, mentoring, visible role models, and digital skills 

programs to strengthen self-efficacy and leadership ambition. 

• Innovation and economic ministries: Gender-responsive funding, inclusive hubs, and 

access to networks to expand women-led enterprises and diversify decision-making. 

• Digital regulators: Bias-aware AI, inclusive recruitment, transparent promotions, 

flexible work policies, and anti-harassment measures to improve workplace inclusion. 

• Funding agencies: Embed gender criteria, support mentorship and leadership 

programs, track outcomes, and provide tailored financial instruments. 
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• Regional/local governments: Visibility campaigns, mentoring networks, accessible 

training, centralised support platforms, and family-friendly policies to drive cultural 

change and access. 

Together, these measures aim to increase women’s representation and retention in digital 

leadership, strengthen innovation through diversity, and ensure Europe’s digital 

transformation is competitive, inclusive, and resilient.  
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1. Problem and Possible Impact 

Despite progress in gender equality, women remain significantly underrepresented in 

leadership roles within the digital sector. This underrepresentation is not due to a lack of 

capability, but rather a combination of structural, cultural, educational, and organisational 

barriers. While some women are not interested in, or for different reasons, do not apply for 

leading positions in the digital sector, there are still barriers that prevent some of them from 

being accepted or lead to abandonment of the position after acceptance. The key challenges 

include: 

• Insufficient understanding of diversity as a business driver. 

• Underrepresentation in media and public discourse, leading to fewer visible role 

models. 

• Bias in leadership perception (e.g., assertive men seen as decisive vs. assertive women 

seen as demanding). 

• Lower self-confidence and imposter syndrome, reducing application rates for 

leadership roles. 

• Limited access to sponsorship and networks, especially compared to male-dominated 

“informal power structures”. 

• Organisational biases, such as valuing presence over productivity or penalising 

flexible work. 

Failing to advance women’s leadership in digital risks slowing Europe’s economic growth, 

with unrealised GDP potential of up to €260-600 billion and a persistent shortage of ICT 

specialists. Women remain significantly underrepresented in the digital workforce (~20%), 
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limiting innovation capacity and competitiveness in key sectors such as AI and cybersecurity. 

Without action, talent shortages, biased technologies, and structural inequalities will deepen, 

undermining both the EU’s Digital Decade targets and long-term inclusive growth. 

Key figures, summarising the potential and impact of greater women's inclusion in the digital 

area, could bring to Europe:  

• €260-600 billion: potential EU GDP gain by 2027 from closing the gender gap in 

digital. 

• ~20 million ICT specialists needed by 2030 (EU target), vs. ~10 million today. 

• ~19–20% of ICT specialists are women, which is a major untapped talent pool. 

• +20–30% higher innovation performance in gender-diverse teams (estimated across 

studies). 

• <25% of senior leadership roles in the ICT sector are held by women in Europe, not 

allowing for a different vision for the future. 

• ~10–15% of tech startup founders are women, which illustrates limited influence in 

innovation ecosystems 

Closing leadership gaps is not only about participation; it directly affects who shapes digital 

transformation, influencing innovation priorities, investment flows, and the inclusiveness of 

future technologies. 
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2. Policy Context  

A range of policy instruments and initiatives at European and national levels already support 

gender equality and digital inclusion: 

• Gender Equality Plans (GEPs) in research and innovation frameworks. Under 

European Commission requirements for Horizon Europe, public bodies and research 

institutions must implement Gender Equality Plans as an eligibility criterion. These 

aim to address structural inequalities in recruitment, career progression, and decision-

making (European Commission, 2021). 

• EU Digital Decade targets promoting digital skills and inclusion. The Digital Decade 

Policy Programme 2030 sets targets, including 20 million ICT specialists and gender 

convergence in digital employment. It explicitly recognises the gender gap as a barrier 

to achieving Europe’s digital transformation goals (European Commission, 2021). 

• STEM education initiatives encouraging girls’ participation. EU and national 

initiatives (e.g., European Institute of Innovation and Technology programmes such 

as Girls Go Circular) aim to increase girls’ participation in STEM and digital skills 

development, addressing early pipeline issues (EIT, 2023). 

• Diversity and inclusion strategies within organisations. Many companies adopt 

diversity strategies aligned with frameworks such as the OECD guidelines, which 

highlight the business case for gender diversity and inclusive leadership (OECD, 

2024). 

• Funding instruments for women entrepreneurs and innovators. EU programs such as 

the Women TechEU and European Innovation Council provide targeted support to 
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women-led startups, aiming to reduce the gender gap in innovation and access to 

finance (European Commission, 2023). 

• Media and awareness campaigns promoting women in tech. Campaigns such as the 

Women in Digital Scoreboard and various national initiatives aim to increase the 

visibility of women role models and track progress in digital inclusion (European 

Commission, 2024). 

However, significant gaps remain. Some sources are highlighting the problem and illustrating 

that additional effort is needed: 

• Weak implementation and monitoring of equality policies. While GEPs are widely 

adopted, their effectiveness varies significantly due to limited enforcement, lack of 

measurable indicators, and insufficient accountability mechanisms (European Court 

of Auditors, 2022). 

• Limited integration of leadership-specific measures. Existing policies largely focus on 

participation and access (e.g., skills, employment), but often neglect leadership 

pathways, sponsorship, and decision-making roles, key factors in shaping digital 

ecosystems (OECD, 2024). 

• Insufficient coordination between education, labour, and digital policy domains. 

Policy actions remain fragmented across sectors, reducing their overall impact. 

Reports highlight the need for whole-of-government approaches to address the digital 

gender gap effectively (European Commission, 2023; OECD, 2024). 

• Lack of focus on intersectional and cultural barriers. Structural and cultural issues, 

such as gender norms, bias in leadership perception, and unequal care responsibilities, 
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are insufficiently addressed in current frameworks, despite being recognised as major 

barriers to women’s advancement (European Institute for Gender Equality, 2023). 

In response to these persistent gaps, the WIDCON Project, and in particular its Thematic 

Working Group 2 (TWG2) on Women's Leadership Empowerment, has brought together 

stakeholders across academia, industry, policy, and civil society to systematically analyse the 

underlying barriers to women’s leadership in the digital sector. 

Building on existing evidence and multi-stakeholder input, TWG2 has identified key 

structural, cultural, and organisational challenges, as well as actionable solutions. This 

document presents a concise synthesis of these insights, translating them into targeted policy 

recommendations for decision-makers across various fields. 
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3. Policy Recommendations for Women’s Leadership 

Empowerment in Digital 

3.1. Education systems as a driver for women’s digital leadership 

Education systems are critical in shaping leadership confidence, skills, and aspirations. To 

effectively support women’s leadership in digital, actions must move beyond general 

encouragement toward systemic, measurable, and embedded interventions. 

Considering the importance of the education system, the following recommendations are 

listed: 

• Integrate leadership practice into STEM/ICT curricula. This could include the 

following actions: 

o Introduce mandatory project-based learning modules where girls rotate into 

leadership roles (team lead, presenter, decision-maker). 

o Include leadership assessment criteria (e.g., collaboration, decision-making) 

alongside technical skills. 

o Partner with industry to provide real-world problem-solving projects led by 

female students. 

• Offer clear career frameworks and exposure to leadership pathways: 

o Develop transparent career maps for digital leadership roles (skills, steps, 

opportunities). 

o Facilitate internships, apprenticeships, and job shadowing in digital leadership 

environments. 

o Organise career orientation events focused on leadership roles in tech. 
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• Train educators to address gender bias and different learning needs: 

o Make gender-sensitive pedagogy training mandatory in teacher education and 

professional development. 

o Provide toolkits to identify and mitigate unconscious bias in classrooms. 

o Monitor classroom dynamics to ensure equal participation and 

encouragement. 

• Develop targeted digital skills programs (AI, coding, data science), oriented towards 

girls and women: 

o Fund national and regional coding academies and bootcamps for girls and 

women (e.g., summer schools, re-skilling programs). 

o Provide scholarships and financial incentives for women entering advanced 

digital fields. 

o Ensure programs also attract non-traditional profiles (e.g., humanities 

backgrounds). 

• Introduce structured mentoring systems, concentrating on support from both men 

and women at different education stages:  

o Establish formal mentoring schemes at secondary, tertiary, and early career 

levels. 

o Incentivise participation through recognition, credits, or career benefits for 

mentors. 

o Create cross-sector mentoring networks (education–industry–research). 

• Provide training on self-confidence, personal branding, and application skills, 

boosting the thinking shift on suitability to become a leader: 
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o Integrate career-readiness modules into curricula (CV writing, negotiation, 

leadership communication). 

o Organise application workshops for internships, grants, and leadership roles. 

o Include simulation-based training (e.g., pitching, public speaking, decision-

making under pressure). 

• Increase visibility of women leaders in teaching materials and lectures, illustrating 

role models and possibilities to succeed: 

o Require gender-balanced or even non-standard representation of women in 

digital and leadership in curricula, content and case studies. 

o Invite women leaders from industry and research as guest lecturers and role 

models. 

o Develop digital repositories of women role models accessible to educators. 

• Promote intersectional and interdisciplinary programs: 

o Design programs combining technology with other domains (e.g., arts, health, 

environment). 

o Support inclusive outreach campaigns targeting underrepresented groups of 

girls. 

o Encourage collaborative projects across disciplines, increasing accessibility to 

digital careers. 

Educational institutions' active role in women's leadership empowerment could have a high 

impact on these expected outcomes: 

• Increased self-efficacy and leadership ambition. Measured by higher rates of women 

applying for leadership roles, internships, and advanced programs. 
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• Higher participation of women in digital and leadership tracks. Increased enrolment 

and completion rates of women in ICT, AI, and leadership-oriented programs. 

• Stronger pipeline of future women leaders. Growth in the number of women 

progressing from education into mid- and senior-level digital roles. 

• Improved gender balance in early leadership experiences. Equal participation of girls 

in leadership roles within educational settings (tracked via assessments). 

To achieve lasting impact, these measures must be systematically embedded into education 

policy, adequately funded, and continuously monitored through gender-disaggregated data. 

Education authorities should work in close partnership with industry, research institutions, 

and civil society to ensure alignment with labour market needs and leadership pathways. By 

doing so, education systems can move from awareness-raising to actively shaping a diverse 

and resilient pipeline of women leaders in the digital sector. 

3.2. Opportunities for Innovation and Economic Ministries 

Economic and innovation policies play a decisive role in shaping who creates, scales, and 

leads digital innovation. Ministries can move beyond general support measures by 

embedding gender-responsive approaches into funding, ecosystems, and market incentives. 

Considering the importance of the government, the following recommendations are listed: 

• Establish funding programs for women-led digital startups and scale-ups: 

o Create dedicated funding streams (grants, equity, blended finance) targeting 

women-led or gender-balanced teams 
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o Introduce fast-track application schemes and simplified procedures to reduce 

entry barriers 

o Set clear targets or quotas for women-led projects within existing innovation 

funding programs 

• Support innovation hubs and incubators focused on female founders: 

o Fund specialised incubators and accelerators for women in digital and deep 

tech. 

o Integrate mentorship, business coaching, and investor-readiness programs. 

o Encourage Digital Innovation Hubs (DIHs) to include gender equality 

objectives and tailored services. 

• Link public funding and procurement to gender balance criteria: 

o Introduce gender equality requirements in public procurement and 

innovation funding calls. 

o Reward organisations demonstrating inclusive leadership and diverse teams. 

o Track and publish gender-disaggregated data on funding allocation and 

outcomes. 

• Promote diversity as a business case, backed by data and impact studies: 

o Fund and disseminate research on the economic and innovation impact of 

diverse teams. 

o Develop guidelines and toolkits for companies to implement inclusive 

leadership practices. 

o Launch awareness campaigns targeting decision-makers and investors. 

• Facilitate access to networks, sponsorship, and investment opportunities: 
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o Support platforms connecting women entrepreneurs with investors, mentors, 

and industry leaders. 

o Incentivise venture capital funds to invest in women-led startups (e.g., co-

investment schemes). 

o Promote sponsorship programs where senior leaders actively support women’s 

advancement. 

• Encourage cross-sector collaboration in high-growth digital ecosystems: 

o Foster partnerships between industry, academia, and the public sector to 

integrate women into innovation value chains. 

o Support cluster initiatives and ecosystems with explicit gender inclusion goals. 

o Enable mobility programs (e.g., fellowships, secondments) for women in 

emerging tech sectors. 

Expected outcomes (with measurable indicators) 

The innovation and economic ministries' strategies towards women's leadership 

empowerment could have a high impact on these expected outcomes: 

• Increased number and scalability of women-led digital enterprises. Measured by 

growth in women-founded startups, scale-ups, and funding secured. 

• Stronger innovation performance through diverse teams. Improved R&D outputs, 

patents, and market uptake linked to diverse leadership. 

• Expanded leadership opportunities in emerging technologies. Higher representation 

of women in AI, data, cybersecurity, and deep tech leadership roles. 
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• More inclusive and resilient innovation ecosystems. Increased participation of women 

across the full innovation value chain (founders, investors, decision-makers). 

To maximise impact, innovation and economic policies should embed gender equality as a 

core performance criterion, not an optional add-on. By aligning funding, ecosystems, and 

incentives, ministries can unlock the full potential of women as leaders, founders, and drivers 

of Europe’s digital economy. 

3.3. Policy Priorities for Digital Policy Regulators 

Regulatory frameworks are pivotal in shaping fair, transparent, and inclusive digital labour 

markets. Digital policy regulators can directly influence how organisations hire, promote, 

and retain talent, ensuring that women have equitable opportunities to assume leadership 

roles. 

Different organisations are responsible for the digital policy regulation in each country, but 

the recommendation list for them is the following: 

• Ensure bias-aware AI and algorithmic hiring systems: 

o Mandate regular audits of AI and automated selection tools to detect and 

mitigate gender bias. 

o Provide guidelines for inclusive algorithm design, covering recruitment, 

evaluation, and promotion processes. 

o Encourage organisations to adopt human-in-the-loop checks to complement 

automated systems. 

• Promote inclusive job descriptions and recruitment practices: 
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o Develop standardised templates for gender-neutral job postings. 

o Encourage advertising in diverse channels to reach underrepresented groups. 

o Provide training for HR and hiring managers on unconscious bias. 

• Encourage transparent promotion and evaluation systems based on outcomes: 

o Require performance assessments based on measurable outcomes rather than 

visibility or overtime. 

o Ensure clear criteria for promotions and leadership appointments are publicly 

communicated. 

o Track and publish gender-disaggregated promotion data. 

• Introduce accountability mechanisms for Gender Equality Plans: 

o Make GEPs mandatory for large digital companies and public institutions. 

o Establish monitoring and reporting requirements, with penalties or incentives 

linked to compliance. 

o Support independent evaluation bodies to assess progress. 

• Mandate or incentivise gender balance in leadership and decision-making bodies: 

o Introduce targets or quotas for women in executive boards, councils, and 

advisory bodies. 

o Provide recognition or funding incentives for organisations meeting or 

exceeding gender targets. 

o Encourage co-leadership models where appropriate. 

• Develop anti-harassment and backlash protection frameworks for women leaders: 

o Require formal reporting mechanisms and rapid response protocols. 

o Promote protection against social or professional backlash for women 

assuming leadership roles. 
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o Integrate these protections into compliance audits and corporate governance 

frameworks. 

• Support flexible work policies: 

o Encourage remote, hybrid, and flexible scheduling to accommodate diverse 

needs. 

o Ensure parental leave and caregiving support policies are accessible and 

equitable. 

o Monitor adoption and impact on career progression for women. 

Coordinated activities at the national and even the European level could contribute to these 

outcomes: 

• Reduced systemic bias in hiring and promotion. Fewer gender-based disparities in 

recruitment outcomes and career advancement. 

• More inclusive and transparent digital workplaces. Increased adoption of equitable 

evaluation frameworks, flexible work, and clear leadership pathways. 

• Increased retention and advancement of women leaders. Higher representation of 

women in senior management, boards, and strategic decision-making positions. 

• Stronger accountability and compliance. Organizations are regularly monitored for 

adherence to gender equality standards and anti-bias regulations. 

By embedding gender-aware regulations into the digital labour ecosystem, policy regulators 

can ensure that leadership opportunities reflect merit, not bias, and that women can fully 

participate in shaping Europe’s digital transformation. 
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3.4. Pathways for Funding Agencies 

Funding agencies, including research bodies, Digital Innovation Hubs (DIHs), banks and 

other institutions, serve as catalysts for structural change, shaping both who leads digital 

initiatives and how innovation ecosystems develop. By embedding gender-responsive 

practices into funding and investment strategies, these institutions can directly increase the 

participation and impact of women leaders in digital sectors. 

Recommendations on how different funding institutions could go towards more balanced 

gender equality in digital leadership are the following: 

• Integrate gender equality criteria into funding evaluation: 

o Require proposals to demonstrate gender balance in leadership, team 

composition, and beneficiaries. 

o Include gender-specific impact metrics in evaluation rubrics. 

o Provide additional scoring or priority to projects with strong inclusion 

measures. 

• Fund research on diversity impact and leadership biases: 

o Support studies on organisational performance, innovation outcomes, and 

leadership dynamics linked to gender diversity. 

o Disseminate findings to inform policy, corporate practice, and education 

strategies. 

o Encourage cross-sector partnerships to evaluate digital leadership 

interventions. 
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• Support mentorship and sponsorship programs on gender equality and leadership 

within funded projects: 

o Allocate funding for formal mentoring and sponsorship initiatives embedded 

in research or innovation projects. 

o Encourage pairing of emerging women leaders with senior advisors. 

o Track participation and measure advancement outcomes. 

• Provide grants for women's participation in networks and leadership programs: 

o Fund access to industry associations, women-in-tech networks, and 

international exchange programs. 

o Support attendance at conferences, workshops, and innovation bootcamps. 

o Encourage collaboration and knowledge sharing across regions and sectors. 

• Develop financial instruments targeting women-led digital initiatives: 

o Offer tailored loans, equity, or blended finance instruments for women-led 

startups and scale-ups. 

o Incentivise co-investment with private sector partners to increase available 

capital. 

o Link funding to gender-inclusive business models and leadership 

representation. 

• Track and report gender-disaggregated outcomes: 

o Require regular reporting on leadership roles, promotions, and funding 

allocation by gender. 

o Use data to adjust programs, highlight gaps, and recognise high-impact 

initiatives. 

o Make reporting public to increase transparency and accountability. 
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Funding agencies can have a high potential impact on women's empowerment in digital 

leadership:  

• Evidence-based policymaking. Funding allocation and program design informed by 

robust data on diversity and leadership impact. 

• Increased participation of women in funded leadership roles. Higher representation 

of women as principal investigators, project leads, and startup founders. 

• Stronger ecosystems supporting women innovators. More inclusive research, 

innovation, and entrepreneurship networks that accelerate digital growth. 

• Enhanced return on investment for innovation funding. Diverse leadership teams are 

linked to higher innovation outputs, market adoption, and societal impact 

By embedding gender-conscious criteria into funding decisions, mentorship structures, and 

reporting mechanisms, research bodies, DIHs, and financial institutions can actively shape 

inclusive leadership pathways and strengthen Europe’s digital innovation ecosystem for long-

term growth. 

3.5. Strategic Directions for Regional and Local Governments 

Regional and local governments play a critical role in shaping inclusive ecosystems, 

influencing both cultural norms and practical access to leadership opportunities. By acting 

locally, authorities can accelerate visibility, engagement, and support for women leaders in 

the digital sector. Listed recommendations for local governments are the following: 

• Launch regional campaigns showcasing women leaders in digital: 
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o Develop public awareness initiatives highlighting local women in tech and 

leadership roles. 

o Partner with schools, universities, and community centres to showcase role 

models. 

o Utilise social media, local press, and public events to amplify impact. 

• Support local mentoring networks and women-in-tech communities: 

o Fund community-based mentorship programs connecting aspiring leaders 

with experienced professionals. 

o Encourage peer-to-peer networks to share skills, opportunities, and 

experiences. 

o Facilitate collaborative events, hackathons, and workshops for skill 

development and networking. 

• Collaborate with media to increase visibility of women role models: 

o Partner with local media outlets to feature women in digital leadership. 

o Promote podcasts, documentaries, and interviews that highlight career 

pathways. 

o Integrate storytelling campaigns into regional education and innovation 

programs. 

• Provide accessible training programs and digital upskilling initiatives for women: 

o Develop free or subsidised local programs in coding, AI, data science, and 

leadership skills. 

o Offer flexible schedules and hybrid options to increase accessibility. 

o Partner with Digital Innovation Hubs and vocational institutions to expand 

reach. 
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• Create one-stop platforms for networks, opportunities, and support services for 

women: 

o Establish digital portals connecting women to mentorship, funding, training, 

and professional networks. 

o Ensure centralised access to local innovation resources. 

o Track engagement and outcomes to inform policy adjustments. 

• Promote family-friendly policies and awareness on shared responsibilities: 

o Encourage municipal initiatives supporting childcare, parental leave, and 

flexible work. 

o Run campaigns promoting shared domestic responsibilities to reduce cultural 

barriers. 

o Integrate family-friendly practices into local business support programs. 

• Leverage cultural institutions to drive societal change and normalise women’s 

leadership in digital: 

o Develop exhibitions and installations in science and technology museums 

highlighting women innovators, digital leaders, and historical contributions of 

women in computing and engineering. 

o Create curated book collections, reading lists, and author events in public 

libraries featuring women in STEM, digital ethics, AI, cybersecurity, and 

leadership. 

o Support cultural festivals, film screenings, and public talks that explore gender, 

technology, and leadership through storytelling, art, and interactive formats. 
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o Partner with schools and youth organisations to integrate museum visits, 

cultural workshops, and creative digital projects that showcase women leaders 

and encourage girls’ engagement with technology. 

o Promote travelling exhibitions and pop‑up installations in rural or 

underserved areas to ensure equitable access to inspirational content. 

The expected outcomes possible to achieve by local governments could be the following:  

• Increased local participation and visibility of women in digital leadership. More 

women engaging in leadership events, trainings, and local innovation projects 

• Stronger community support systems. Development of sustainable mentoring 

networks and professional communities. 

• Cultural shift toward inclusive leadership norms. Higher societal recognition of 

women leaders and normalisation of diverse leadership styles. 

• Enhanced regional innovation and economic growth. More inclusive ecosystems are 

driving talent retention, entrepreneurship, and digital competitiveness. 

• Greater public visibility and normalisation of women leaders in digital fields, 

contributing to cultural change and reducing stereotype-driven barriers. 

Regional and local governments can translate policy into tangible cultural and practical 

change, creating environments where women leaders in digital are visible, supported, and 

empowered. By combining awareness, training, and community engagement, local 

authorities help build a resilient pipeline of future leaders. 
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4. Proponents of the Recommendations  

The recommendations were generated in the Connecting Women in Digital (WIDCON) 

project, during Thematic Working Group 2 (TWG2) on leadership empowerment meetings. 

In TWG2, a team of 15 experts and 2 managing persons work on questions of how to increase 

gender equality in digital-area leadership, governance, and innovation ecosystems. TWG2 

focuses on developing policies and tools that enhance women’s participation in decision-

making, strengthen gender-sensitive governance frameworks, and ensure that digital 

transformation processes across Europe are inclusive and representative. 

The contributors to the recommendations are the following: 

• Andrea Schulz – project leader at Pepperl+Fuchs SE, board member 2023-2025 at 

Femtec.Alumnae e.V., Germany. 

• Anhelina Bykova – doctoral and research fellow at CEEAplA, School of Business 

and Economics, University of Azores, Portugal. 

• Claudia Lascateu – senior cybersecurity manager, legal directorate, national 

cybersecurity directorate (DNSC), Romania 

• Claudia Maria Cutrupi – PhD candidate and work package leader of Erasmus+ 

project TechLARP at Norwegian University of Science and Technology (NTNU), 

Norway. 

• Dolores Ordóñez – general director at AnySolution, vice-president of Turistec and 

Gaia-X Spain, president of Planetic, Spain. 
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• Elçin Ada Sayın – NATO STO SAS-HFM-208 chair inclusion of GenZ+ in defence, 

chair of communications & PR at Women’s Wargaming Network, co-founder or 

Radius Defence, Turkey. 

• Grazina Groessiger – director of Academic Support Centre at Vilnius Gediminas 

Technical University, Lithuania. 

• Ingrid Campo-Ruiz – researcher in AI for Social and Environmental Justice in the 

Built Environment at KTH Royal Institute of Technology, founder of Campo Ruiz 

Architect, Less Waste Architecture, board member of the Artificial Intelligence 

Interest Group, Marie Curie Alumni  Association, Sweden. 

• Laurence Renault – head of Finance & Strategic Operations, DEI Lead at FARI - 

Université Libre de Bruxelles & Vrije Universiteit Brussel, Belgium. 

• Lea Schwarz – tech leader at AUDI AG, powertrain & sustainability expert, 

motorsport engineer, E/E architecture & software defined vehicle, Germany. 

• Liliana Domingues – COO at Global STEM Women, founder & CEO at AMARNA 

Vida, Portugal and Ireland. 

• Monica Cerutti – expert in digital and social innovation, gender policies and 

institutional relations, co-founder and board member of UN Women Italy, Women 

in AI ambassador for Italy, Donne 4.0 ambassador, rights activist, Italy. 

• Petra Kotuliakova – founder and CEO of the Slovak NGO “AJ Ty v IT” (“You in IT, 

too”), chair of the DiversIT Charter Working group of the Council of European 

Professional Informatics Societies in Brussels, member of the Board of the American 

Chamber of Commerce in Slovakia, Slovakia. 

• Reine Essobmadje – Co-Founder of Digital Coalition (UN ECOSOC Status) and 

Evolving Consulting, France. 
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• Sabine Kuznik – head of Sustainability Governance at Evonik, Germany. 

• Simona Ramanauskaite – professor and researcher at Vilnius Gediminas Technical 

University, Lithuania. 

• Sofia Tsekeridou – senior research and innovation manager – expert at Research and 

Innovation Development Dept., Netcompany BELUX, Greece. 

 


