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1. Top Management Commitment
This Gender Equality Plan (GEP) is formally adopted by the Executive Board of InuaVerse ApS. It constitutes a public governance document available on the company website. The
Executive Board is unequivocally committed to advancing systemic gender equality, eliminating structural biases, and allocating the necessary resources to ensure objective

recruitment, a sustainable work culture, and inclusive strategic advisory.

2. SAGE Methodology & Mandatory EU Requirements
2.1 SAGE Institutional Self-Assessment & Baseline In accordance with the SAGE methodology, InuaVerse ApS utilizes its strategic advisory body, the Founders Group ("Den
Indre Kreds"), as the SAGE Institutional Self-Assessment Team (SISAT) . The baseline assessment identified the necessity to counteract the male-dominated technical ralent pool of
the global gaming industry, the need to explicitly protect Inuit cultural representacion from gendered stereotypes, and the imperative to eliminate industry-standard "crunch”
culture to support diverse retention .
2.2 Dedicated Resources 8 Governance
e  Stratcgic Responsibility: The statutory Executive Board (Co-CEOs) holds the ultimate legal and strategic responsibility for the company and the GEP .
e  Financial & Commercial: The Studio Head manages the operational budger (Opex) and is responsible for fully funding GEP initiatives, including outreach and training.
e  Operational Execution: The Producer enforces the company's work-life balance policics, including the 4-day work week, across daily production and agile teams.
2.3 Darta Collection and Monitoring To ensure an evidence-based approach, the SISAT (Founders Group) annually collects and evaluates sex-disaggregated data to monitor :
e  Gender distribution in applicant pools versus actual hires during scaling phases.
e  Gender representation across production teams, technical Leads, and the advisory Founders Group.
e Salary audits to verify strict adherence to the company's flat, parity-based compensation structure.
e  Utilization of work-life balance provisions and absence rates.
2.4 Training and Capacity Building Mandatory capacity-building and unconscious bias training are required for all personnel with recruitment responsibilities and all members of

the advisory Founders Group prior to full production scaling (Stage 2) .




3. SAGE Gender Equality Action Plan (GEAP)

SAGE Objective 1: To remove barriers to recruitment, retention, and career progression
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SAGE Objective 2: To address gender imbalances in decision-making processes
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SAGE Objective 3: To strengthen the gender dimension in research programmes and content
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