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Context
Gender Equality Plans, Gender Action Plans and other related instruments are the result of 
institutions' efforts in response to legal requirements or voluntary initiatives; they are defined as 
strategic and adapted initiatives to determine the framework and operational conditions for 
implementing gender mainstreaming and putting it into practice in the workplace at every level 
(European Parliament, 2017).

According to Oliveira and Villas-Boas (2012, p.123), a gender equality plan is a set of corrective 
measures, drawn from a situation diagnosis and aimed at achieving equality in a given institution, 
eliminating discrimination based on sex. These plans should identify strategic actions for gender 
equality for a defined period of time. They may include indicators to measure their success and 
therefore require monitoring and evaluation; they are also expected to contribute to changing practices 
and behaviours in institutions as well as stimulating parity cultures.

In Research and Higher Education institutions, plans and related instruments and approaches 
promoting gender equality are diverse since they depend on the type of organization, the institutional 
context in which they are designed and implemented, and the type of disparities identified.

Within the framework of organizations of this nature, the European Commission, in collaboration with 
the European Institute for Gender Equality (EIGE), supports the adoption of Gender Equality Plans, 
following its evolution and evaluating the European Commission Communication on "The Reinforced 
European Research Area for Excellence and Growth" (COM (2012) 392 final) and 
http://eige.europa.eu/gender-mainstreaming/toolkits/gear ].

European Commission

Communication on “A 

Reinforced European

Research Area Partnership

for Excellence and Growth” 

(COM (2012) 392 final) 

http://eige.europa.eu/gender-

mainstreaming/toolkits/gear



Context
The European Commission hopes that at least 3 objectives are achieved in terms of 

gender equality in research institutions:

1) to promote equality in scientific careers;
2) ensure gender balance in decision-making processes and bodies;
3) integrate the gender dimension into research and innovation, taking into account the 
biological and social characteristics of both women and men.

There are not many research and higher education institutions in Portugal that have a 
Gender Equality Plan, a Gender Action Plan or other similar instruments. However, in a 
national university context, the University of Beira Interior (Gender Equality Plan, UBIgual, 
2011) and the University of Trás-os-Montes and Alto Douro (Plan for Equality, 2016-17) are 
pioneers among Portuguese public universities concerning principles of equality and 
elaboration of documents of this nature.

To this date, within University of Lisbon (UL), there are no known guidelines for the 
promotion of gender equality. Nevertheless, the Institute for Geography and Spatial 

Planning (IGOT), one of UL’s 18 organic education and research units, which has its own 
government bodies, has adopted a gender mainstreaming strategy as part of a broad 
agenda for the promotion of equal opportunities in the "IGOT community" (Teaching Staff 
and Non-teaching Staff, with a contractual link to IGOT as well as Students).



Context

In 2016, a working group was named responsible for the Diagnosis and Strategy
for Gender Equality at IGOT.

This group includes representatives of the IGOT community, namely students, 
teaching and non-teaching staff and researchers.

Multiple idiosyncrasies prevented a continued work for this group. 
Nevertheless, it arrived at a diagnosis and a strategy, in july 2018.



Methodology

The elaboration of the Diagnosis and Strategy

Step 1. Benchmarking.

Step 2: collecting context data 

from subsidiary information

sources.

Step 3: conception, design and 

launch of a questionnaire on 

attitudes and perceptions.

Step 4: treatment and 

manipulation of information 

collected from the 

questionnaires.

Step 5: cross-referencing the 

data previously collected with 

the results of the 

questionnaires.



I. The IGOT 
Community

W 
(nº)

M 
(nº) Total 

Teaching staff and researchers 15 30 45

Administrative staff 11 5 16

Total 26 35 61

Staff at IGOT 

Source: IGOT, 31 dec, 2017

Staff at IGOT (%)

Staff (teaching and 
non-teaching) 

Staff: non-teaching

Staff: teaching & 
researchers

MW



II. Online 
Questionnaire
to the IGOT 
Community

The questionnaire sought to identify and understand the perception of the 
various forms of discrimination. The questionnaire accepted that each 
respondent identified more than one form of discrimination.

A Questionnaire was developed (and tested) to detect discrimination, seeking to 
include ‘factual questions’, and ‘opinion questions’ that assessed attitudes and 
preferences.

The Questionnaire was 
launched on January 
16 and ended on 
March 2, 2017

The data was treated with the procedures and the guarantees of security and 
confidentiality, required by the legal framework alluding to the protection of 
personal data. 

The Questionnaire did not establish whether the situations identified 
correspond to multiple or combined discrimination or simply to isolated or 
direct discrimination. 

Discrimination can result either from de jure or de facto practice and refers to unfair 
or prejudiced treatment, especially on the grounds of age, sex, nationality, ethnicity, 
religion, disability, gender identity, etc.



Participants
nº %

Women 118 54,6
Men 98 45,4
Total 216 100

Participants in the online questionnaire

Source: Online 
Questionnaire, IGOT 
2017

Total 

nº

Women Men

nº % nº %
Under 24 91 52 44,1 39 39,8
25 - 39 63 37 31,4 26 26,5
40 - 54 48 19 16,1 29 29,6
55 or + 14 10 8,5 4 4,1

Total 216 118 100 98 100

Age structure

II. Online 
Questionnaire
to the IGOT 
Community



Summarising
the results

Synthesis of the 
discrimination that 
most felt and 
witnessed

>10 = ++ | 5-10 = + |   1-4 = • 

The online questionnaire 
was answered by 216 
people, but only 25 
affirm that they have 
suffered discrimination, 
while about 50 have 
detected discrimination.

Students Teaching Staff and Staff

F M F M

TYPE OF DISCRIMINATION
Prepotency of the person in charge ++ ++ + •

Sexual orientation + + •

Nationality + +
Gender (Female/Male) + • • •

Disability + • •

Age + • • •

Ethnicity • • • •

HOW

Verbal harassment ++ ++ + +

Unfair evaluation + ++
Harassment • + • •

Access to facilities + • • •

Physical abuse • • •

Abuse of power •

WHERE DISCRIMINATION OCCURRED
Classroom ++ ++ • •

Outdoor spaces + + • •

Offices of governing bodies (IGOT) • • • •

Services (IGOT) • • • •

Cafeteria + • • •

Students Association • • •

Library + • •

Faculty staff offices • • •

WHO DISCRIMINATED
Students ++ ++
Teaching Staff ++ ++ • •

Staff + •

IGOT Board of Directors •

WHO WAS DISCRIMINATED
Students ++ ++ • +
Teaching Staff • • + •

Staff + • •

Researchers •



III. Working 
group’s 
informal 
consultation 
on students 
and staff’s 
perception of 
inequality and 
discrimination

¾ Recognized the importance of the University's societal functions to promote the integration of certain 

disadvantaged groups and gender balance, improving mechanisms to denounce situations of inequality by 

age, disability, gender, ethnicity, religion or belief, sexual orientation, etc. .

¾ Mentioned the need to increase knowledge about inequalities in University of Lisbon, extending this type 

of studies to the University of Lisbon, in order to better understand the challenges, obstacles and barriers 

faced by its different schools.

¾ Identified specific situations of apprehension in responding to the online questionnaire given the distrust 

about the possibility of identification of the respondents and possible "retaliations".

¾ It points out the IGOT marketing that uses a language with discriminatory / non-inclusive feminine 

tendencies (”estás orientado") and frequent use of stereotyped images of young people.

¾ Noted the importance of including the gender dimension in written language (inclusive language), 

especially in print, official publications, official social networks, documents and websites, and their 

services (IGOT and CEG).

¾ Recognized the the gender perspective’s invisibility in the syllabus of IGOT's teaching / training offerings, 

especially in graduating years.

¾ Perceived by certain groups, comments and non-inclusive forms of treatment revealing a tendency 

towards autocratic and coercive power relations, with these being much more differentiated than the 

degree of difference of ages and between genders in IGOT.

¾ The difference in treatment by age and time of integration in IGOT, by "belonging" / "non-belonging" to 

certain research centers (detected a conviction of superiority / elitism and, consequently, a different 

treatment between people and research groups).

Suggested ideas 
(discussed in team 
headquarters) for future 
development



IV. The
strategy
(general 
guidelines)

1) to implement - with equal representation - two Ombudsman for Gender Rights and 
Equality, nominated by the School Council

2) to create specific procedures / mechanisms for the identification, presentation of 
complaints and solutions to situations of discrimination

3) to encourage the visibility of the gender perspective and equal opportunities

4) to reduce the gender imbalance and, where appropriate, to increase the 
balanced proportion of women and men among the teaching and research staff

5) to promote good practice in reconciling work and private life and, where appropriate, 
to rethink the forms of work organization



6) to raise awareness for gender equality and fight discrimination among younger groups, 

creating equal conditions for undergraduate and graduate students

7) to promote student recruitment campaigns that encourage more female students, 

especially those in the graduating years, to join IGOT

8) this institution should be guided by a conduct code that penalizes acts that lower 

self-esteem, such as gestures, words and attitudes that affect the dignity of a person

9) to focus on the prevention of forms of abuse of authority, through dissemination, 

information, communication and training

10) this document needs to be monitored, evaluated and, if considered appropriate, made 

public

IV. The
strategy
(general 
guidelines)
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