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“To be truly transforma�ve, gender equality policies
and programmes need to eliminate gender stereotypes 
through educa�on, change social norms, promote 
posi�ve role models of women scien�sts and build 
awareness at the highest levels of decision-making.
We need to ensure that women and girls are not only 
par�cipa�ng in STEM fields, but are empowered to lead 
and innovate, and that they are supported by workplace 
policies and organiza�onal cultures that ensure their 
safety, consider their needs as parents, and incen�vize 
them to advance and thrive in these careers.”1

Audrey Azoulay & Ms Phumzile Mlambo-Ngcuka (2021)

1 h�ps://en.unesco.org/commemora�ons/womenandgirlinscienceday
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Achieving gender equality in the various areas of society is an inherent and common purpose of the various 

poli�cal, economic, and social ins�tu�ons that make up civil society. Its pursuit is essen�al to the economic, 

human, and sustainable development of the country.

Research and technological development ins�tu�ons have an added responsibility in crea�ng measures that 

promote gender equality in the areas of Informa�on and Communica�on Technology (ICT), ensuring the 

crea�on of technologies that understand diversity and promote equality. Direc�ng strategies for integra�on 

and equality at work, ensuring the same du�es, rights and opportuni�es regardless of gender, ethnicity, 

religion, ideology or social posi�oning, will contribute to the crea�on of a fairer technological world. This is the 

main objec�ve of this plan for gender equality, which will be implemented with the support of the Department 

of Human Resources, the Communica�on Office, the Administra�on Board and all areas of INOV, under the 

responsibility of the Head of Equality.

The first sec�on of the document - "Gender equality in INOV" - summarizes the main findings of the previous 

data collec�on and analysis disaggregated by gender, and of the interviews with the INOV employees, which 

sought to explore possible unconscious gender biases that may or may not be revealed in the processes of 

hiring, opportuni�es, career progression and interpersonal rela�ons.

This is followed by the "Plan for Gender Equality", where key ac�ons to promote gender equality within the 

ins�tu�on are iden�fied. These ac�vi�es have been structured to ensure discussion, targe�ng the following 

areas:

     work-life balance and organiza�onal culture;

     gender balance in leadership and decision making;

     gender equality in recruitment and career progression;

     gender mainstreaming in research content;

     measures against gender-based violence, including sexual harassment.

The last sec�on describes the methods of monitoring and evalua�on of the ac�vi�es carried out, ending the 

document with a brief conclusion.

Introduc�on
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Figure 1. Number of employees by gender and their level of education, in 2022, at INOV.

To address the issue of gender equality in INOV, gender disaggregated data on people and their ac�vity and 

posi�on in the organiza�on was collected, according to the direc�ves of the European Commission, from 2020 

to 2022. Graph 1 depicts the number of employees by gender in office, as well as their level of educa�on, in 

2022.

Field research was conducted to ascertain the existence of conscious and unconscious gender biases, to study 

the day-to-day organisa�onal culture and to collect evidence on inclusion, well-being and produc�vity, 

including gender-based violence or sexual harassment. The following conclusions can be drawn from the field 

research:

a) A culture of gender discrimina�on is not detected in INOV;

b) There are no records of gender-based violence or sexual harassment at INOV. The procedures and measures 

to be taken in the situa�on where there may be some kind of sexual harassment or gender violence are descri-

bed in the INOV code of ethics and conduct;

c) The INOV culture of flexibility and community is seen as an added value in the task of balancing professional 

and personal/family life, as well as in produc�vity and well-being at work;

d) Great value is given to networking for inclusion, produc�vity and evolu�on in the various areas of INOV;

e) Equal value is given to the incen�ve for career progression, namely through training and upda�ng in the 

areas;

f) INOV employees intend to progress in their career within INOV.
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The data collected and analysed allow poin�ng out direc�ons to be followed to promote gender equality in 

INOV. Based on the analysis carried out, two axes of ac�on (Recruitment and Reten�on) were outlined, with 

defined objec�ves and respec�ve measures to be implemented over the next three years (2022-2025). The 

axes defined support the path of each person from recruitment (a priori), through the mechanisms of inclusion 

and career progression, culmina�ng in reten�on (a posteriori). It should be noted that these axes are interde-

pendent and must be consolidated in a holis�c approach.

The Gender Equality Commission (GEC) is a consulta�ve, mul�disciplinary and independent body, whose ac�vi-

ty is governed within the scope of this document - Plan for Gender Equality - and whose mission is to ensure 

the full implementa�on of the proposed measures, their monitoring and evalua�on. The ac�vi�es of GEC are:

  Ensure the full realiza�on of the proposed measures;

  Monitor the implementa�on of the measures through data collec�on, interviews and informal conversa�ons 

with people working in INOV, ensuring their par�cipa�on in the evalua�on of the plan

  Evaluate the impact of the implementa�on;

  A�end to new INOV gender equality issues that may arise.

The GEC shall meet annually in order to define its form of ac�on and ac�vi�es under the plan for Gender Equali-

ty and propose them to the Administra�on Board. The Commission is made up of a diverse body of agents, with 

representa�ves from the most important areas for the development and implementa�on of the plan:

  Ana Abel: Head of the Human Resources Department

  Catarina Valente: Responsible for the Plan for Gender Equality and Researcher of Gender Issues

  António Gomes Leal: Execu�ve Board Member

The Commission has as basic values transparency and commitment, being governed within the framework of 

conduct and ethics of INOV.

Ac�on Axes for the Gender Equality Plan
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Gender Equality Commission



One of the main challenges iden�fied in the analysis of gender equality in INOV is associated with the recruit-

ment process. INOV presents a low female applica�on rate in the areas of technology, development and resear-

ch, a situa�on that mirrors the low rate of female ICT graduates in Portugal and in Europe. This dimension 

a�ends to the need to design measures to achieve a higher rate of female applica�ons in the areas of research 

and technological development.

Objec�ve:

  Ensure gender parity in selec�on procedures for candidates with equivalent competence and experience.

Measures:

  Ensure that job adver�sements are published on pla�orms that reach a high number of people and that they 

are published, with special a�en�on, on pla�orms targe�ng women in technology;

  Ensure, through trainings, that job adver�sements present inclusive and non-discriminatory language and 

ensure that hiring is done by the skills the person presents and not by their gender, ethnicity or class;

  Recording indicators on the gender, skills and experience of all candidates in recruitment processes;

  Ensure that, during the recruitment interview, inclusive and non-discriminatory language is used, ensuring 

that selec�on - and consequent hiring - is done on the basis of competence and not by their gender, ethnicity 

or social stratum.

a) Inclusion and produc�vity

Inclusion is among the main factors for produc�vity, so this dimension is integrated here to ensure the con�nui-

ty of the work that has been developed in that direc�on. Regarding produc�vity, a study conducted in 2020 on 

gender equality in scien�fic research reveals that the level of produc�vity among male and female researchers 

is the same, with women presen�ng higher levels of disengagement throughout their career, regardless of the 

professional level they are at. In order to avoid this trend, a�en�on should be paid not only to the processes of 

ini�a�on of careers with younger female researchers, but also to the follow-up carried out throughout the 

career of each researcher, taking into account their upda�ng and training needs, and concilia�on between 

personal/family and professional life. The interviews conducted for this plan reveal the importance of 

networking for both inclusion and increased produc�vity because they promote sociability, the exchange of 

knowledge and experience, the crea�on of partnerships or joint projects and, ul�mately, contribute to profes-

sional development.

Recruitment

Reten�on
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Objec�ve:

  Ensure that INOV employees feel that there is space and �me for their capaci�es to be analysed, enhanced 

and realised to the fullest, taking into account their professional and personal ambi�ons;

  Con�nue to ensure an inclusive non-discriminatory environment in all areas of INOV.

Measures:

  Use inclusive language - IEGE provides a toolkit2 on how to use gender sensi�ve language.

  Implement a sensi�sa�on and awareness raising campaign on conscious and unconscious types of gender 

discrimina�on, aiming at deconstruc�ng possible associated gender stereotypes. Gender stereotypes (cons-

cious or unconscious) can lead to gender preferences, discrimina�on, discredit and consequent lack of female 

par�cipa�on in decision-making processes or even technological implementa�on;

  Promote trainings/ par�cipa�on in talks/ workshops on gender equality and gender issues;

  Con�nue to promote, on a regular basis, events whose main objec�ve is the crea�on of contact networks and 

spaces where researchers and technicians can share experiences, exchange knowledge and foster mul�discipli-

nary work.

2 h�ps://eige.europa.eu/sites/default/files/20193925_mh0119609enn_pdf.pdf
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b) Work-life balance

Through semi-structured interviews with INOV employees it was possible to understand that one of the main 

barriers to the produc�vity of women in scien�fic research and technological areas is directly related to concer-

ns associated with family. Ensuring flexibility in the various areas to fully reconcile professional life with family 

and personal life is impera�ve for the produc�vity of all people working in INOV. The building of human labour 

rela�ons is also a factor pointed out for inclusion at work, a dimension already exis�ng in INOV. Because INOV 

already has a culture that favours interpersonal rela�onships and flexible working hours in order to facilitate 

the concilia�on between personal/family life and professional life, this dimension is addressed here more as a 

reinforcement exercise in posi�oning, than as a call for change. An effort will, however, be made to ascertain 

how INOV can work on this dimension in greater detail.



Objec�ve:

  Ensure that the policies to support reconcilia�on between family/personal life and professional life respond to 

the needs pointed out by the people working at INOV.

Measures:

  Analyse the percep�on of the employees regarding their ability to reconcile professional life and family/perso-

nal life, seeking to point out ways for INOV to improve its performance where necessary.

  Development of awareness campaigns/ par�cipa�on in conferences or conversa�ons to deconstruct stereo-

types associated to gender roles or/and support mechanisms to conciliate professional and family life.

c) Career progression and gender balance in leadership and decision making

The gender equality dimension in career progression is leveraged by the implementa�on of the previous 

dimensions and by the opportuni�es to implement the person's cogni�ve and intellectual abili�es, combined 

with a space that promotes par�cipa�on, the development of ideas and career monitoring.

Through the interviews carried out it was possible to conclude that special importance is given both to contact 

networks and to upda�ng and training people in their areas of knowledge. Inves�ng in people's training is an 

asset for the ins�tu�on because, in addi�on to bringing value and internal knowledge, it accelerates produc�vi-

ty and the desire for progression within the ins�tu�on. Another factor that contributes to these situa�ons is 

the existence of a space (not necessarily physical) where people feel they can share their ideas and ambi�ons, 

with a view to progress and the crea�on of synergies for the implementa�on of those ideas. Whenever training 

needs are iden�fied, they are taken into account within each area and an internal evalua�on and approval 

procedure is carried out.

Objec�ve:

  Ensure people's skills development and ensure their visibility within the organisa�on.

  Achieve greater gender parity in decision-making and research and development posi�ons.

Measures:

  Raise awareness among the directors of the various technological areas of the importance of crea�ng space 

(not necessarily physical) for the sharing of ideas, ensuring that they are heard and considered.

  Promote trainings/ par�cipa�on in talks/ workshops on gender equality and gender issues for decision makers 

and team leaders;
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d) Gender dimension in research

This axis is targets at a more equitable future, where the achievement of gender equality in the various 

domains of society is possible through the integra�on of the gender dimension in the contents and objec�ves 

of scien�fic research. The gender dimension will be present, whenever per�nent, in research and technological 

development.

Objec�ve:

  Integrate the gender dimension, where relevant, in research contents by 2024.

Measures:

  In a joint ac�on with the INOV Scien�fic Council, create and publicly promote direc�ves that point to the 

integra�on of the gender dimension in research and development contents.

In order to monitor and evaluate the implementa�on of the measures proposed in the plan, Table 1 considers 

a set of progress indicators, which allow to follow the progress of the measures and act according to the difficul-

�es encountered. The final evalua�on will be done through the collec�on and analysis of gender disaggregated 

data used for the design of this plan, by comparison and through informal interviews with the people working 

in INOV, in order to find out if the objec�ves were achieved or not. This evalua�on will allow the construc�on 

of a second edi�on of the plan for gender equality, with new goals to be achieved and changes in strategy 

where necessary.

10
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Objec�ves Progress Indicators
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Ensure gender parity in selec�on procedures 
for candidates with equivalent competence 
and experience.

Ensure that INOV employees feel that there 
is space and �me for their capaci�es to be 
analysed, enhanced and realised to the 
fullest, taking into account their professional 
and personal ambi�ons;

Con�nue to ensure an inclusive non-discrimi-
natory environment in all areas of INOV.

Ensure that the policies to support reconci-
lia�on between family/personal life and 
professional life respond to the needs 
pointed out by the people working at INOV.

Integrate the gender dimension, where 
relevant, in research contents by 2024.

Ensure people's skills development and 
ensure their visibility within the organisa�on.
Achieve greater gender parity in decision-
-making and research and development 
posi�ons.

To have, by the end of 2023, adver�sements 
published in strategic media, with inclusive 
and non-discriminatory language.

Are there, by 2023, more women hired in the 
development and support areas?

Yes No

Is inclusive and non-discriminatory language 
used in INOV documents and common spaces?

Yes No

Was the awareness campaign implemented
in 2023?

Yes No

Have trainings/ par�cipa�on in talks/ etc. 
taken place?

Yes No

How many events were organised to promote 
networking?

Yes No

Were there events on gender equality and 
gender issues for decision-makers and team 
leaders?

Number of scien�fic publica�ons with the 
gender dimension.

Yes No

Have awareness-raising campaigns/ par�cipa-
�on in conferences or talks been held to 
deconstruct stereotypes associated with 
gender roles or/and support mechanisms for 
reconciling work and family life?

Yes No
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The present document contains the proposed GEP to be implemented at INOV, built through empirical research 

based on the collec�on and analysis of quan�ta�ve data (sta�s�cal data disaggregated by gender) and qualita-

�ve data (through semi-structured and informal interviews with INOV employees). The analysis of these data 

allowed establishing a set of measures appropriate to the challenges faced by INOV regarding gender equality 

issues.

The plan understands and values the intersec�onality inherent to gender issues, seen as a complex set of social 

dynamics where historically specific contexts intersect axes of economic, poli�cal, cultural and psychological 

differen�a�on. The present plan understands that in addi�on to gender issues, ethnic, religious, age and social 

status dimensions are also associated, which are more accentuated among women in access to training and 

employment opportuni�es (UNDP, 2019).

The plan sought to establish measures that address the interdependence of the various dimensions of work, 

from recruitment - seeking to promote inclusive communica�on prac�ces - to talent reten�on - promo�ng 

work-life balance; gender balance in leadership and decision-making; mechanisms that promote gender equali-

ty in career progression.

INOV values the integra�on of the gender dimension in the contents of technological research for a more 

equitable future. This plan also provides for gender mainstreaming in the contents and objec�ves of scien�fic 

research.

Conclusion




