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1. FRAMING 

The concept of gender equality is reflected in equal rights, freedoms and opportunities between men 

and women, with the aim of providing equal appreciation, recognition and participation in all areas 

of public and private life. It is a fundamental human right for the development of society and for the 

full participation of all people, regardless of their gender. 

It should be noted that this issue has been given particular attention and relevance by the main 

international and national organizations. Equality between men and women is a right established in 

the Universal Declaration of Human Rights, the European Union Treaty, the European Pact for Gender 

Equality, the Constitution of the Portuguese Republic (articles 9 and 13), as well as the Labor Code 

(articles 23 to 65). It constitutes one of the Sustainable Development Goals (SDGs), established by 

the United Nations (UN) Agenda 2030.  

On this matter, it should be noted that the European Union has a well-established regulatory 

framework, including directives, which apply in all sectors of activity. This commitment was largely 

reinforced by the European Commission through the publication of the Strategy for Gender Equality 

2020-2025, with recommendations on the adoption of Plans for Gender Equality by Public 

Organizations. 

In Portugal, this issue has been assuming greater prominence, namely the growing awareness of 

organizations for the pressing need to adopt and implement measures to overcome gender 

discrimination. At national level, the Program of the XXIII Constitutional Government (2022-2026) 

established the commitment to adopt new promotion strategies for gender equality. 

Thus, in compliance with the recommendations and bearing in mind the importance of gender 

equality, the National Institute of Health Doutor Ricardo Jorge, IP (INSA), presents its Gender Equality 

Plan for the year 2022 onwards. 

The objectives that guide this Gender Equality Plan are the following: 

 Disseminate gender indicators at INSA and identify existing actions, to date, in promoting 

equality between men and women; 

 Integrate the gender and diversity perspective into INSA's strategic planning, aiming at 

establishing measures to promote its pursuit; 

 Encourage measures that harmonize the organizational culture with the conciliation of 

professional, family and personal life; 

 Identify potential improvement actions, where there is a need to intervene and introduce 

changes, taking into account the context and activity of the organization; 

 Promote the dissemination of the internal rules of the Code of Ethics and Professional 

Conduct, of good conduct for the prevention and combat of harassment at work and gender 

violence; 
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 Define and adopt good practices in promoting equality between men and women, in 

compliance with existing regulations and relevant international benchmarks. 

 

2. INSA MISSION, VISION AND VALUES 

The National Institute of Health Doutor Ricardo Jorge, IP, hereinafter referred to as INSA or simply as 

the Institute, is a public organization integrated in the State's indirect administration, under the 

supervision of the Ministry of Health, with scientific, technical, administrative, and financial 

autonomy and its own assets. 

Founded in 1899 by the medical doctor and humanist Ricardo Jorge (Porto, 1858 – Lisbon, 1939), as 

the laboratory arm of the Portuguese health system, INSA has a triple mission as the State laboratory 

in the health sector, national reference laboratory and national health observatory. 

INSA achieves its mission and attributions through the development of various activities within the 

scope of its core functions, listed in the following figure: 

 

Figure 1 - INSA’s Core Functions  

 

INSA has operational units in Lisbon – which include its headquarters building, the Health Museum 

(located at the Hospital de Santo António dos Capuchos) and the Doping Analysis Laboratory (located 

at the University Stadium in Lisbon); in Porto (Public Health Center Doutor Gonçalves Ferreira); and 

in Águas de Moura (Center for Vector and Infectious Diseases Studies Doutor Francisco Cambournac). 
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MISSION 

 
INSA's mission is to contribute to Public Health gains through research and 
technological development activities, reference laboratory activity, health 
observation and epidemiological surveillance, as well as to coordinate the 
external evaluation of laboratory quality, disseminate scientific culture, 
foster capacity building and training, and ensure the provision of 
differentiated services in these areas. 

VISION 

 
Invest in INSA's competences as a reference entity in the health system, 
seeking to ensure governability, innovation and quality systematically and 
sustainably for the benefit of the entire population. 

 
VALUES 

 
The institutional values that the Institute advocates, to strengthen and give 
objective meaning to the principles for which it intends to be recognized, 
are the following: professionalism and collaboration, commitment, 
innovation and engagement. 
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3. INSA HUMAN RESOURCES 

To carry out its activities, the Institute had 552 staff members on its payroll on 31 December 2021. 

Some indicators regarding the distribution of workers by gender are presented below. 

 

3.1 Distribution of employees by gender 

 

3.2 Distribution of senior and intermediate managers by gender 

 
Table 1 shows the distribution of INSA's senior 
and intermediate managers (n=6) by gender. 
Regarding the members of the Board of 
Directors, there is an equal percentage of men 
and women. This is in line with the national 
recommendations applicable to the composition 
of senior management positions. 
With regard to intermediate managers, the 
female gender is predominant. 
Graph 2 represents the percentage of men and 
women in leadership positions at INSA. 
 

 

Leadership positions Men Women 

BOARD OF DIRECTORS 1 1 

SERVICE DIRECTORS 1 3 

Total in % 33% 67% 

Table 1 - Distribution of senior and intermediate managers, by 
gender 

 

Graph 2 -  Percentage of senior and intermediate managers, by 
gender 
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Graph 1 shows that the majority of the 
employees, 82% (n=452), are female. While only 
18% are men (n=100). 
 
 

 

Graph 1 - Percentage of employees, by gender 
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3. 3 Distribution of coordinators of technical-scientific departments by gender 

 
Regarding the coordinators of the technical-
scientific departments (n=6), as shown in Graph 
3, the female gender is more represented, with 
67% (n=4). 
 

 

Graph 3 - Percentage of coordinators of technical-scientific 
departments, by gender 

 

3.4 Distribution of professional groups by gender 

With regard to the distribution by professional group, as in the majority of Public Administration 

entities in Portugal1, there is a greater representation of the female gender in the various professional 

groups (Graph 4), with only one exception, the Computer Technicians professional group, in which 

the majority of workers (67%) are male. 

 

Graph 4 - Percentage of men and women, by professional group 

                                                           
1 Source: Directorate-General for Administration and Public Employment (DGAEP) – Public Employment Statistical Bulletin No. 21/2021 
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PROFESSIONAL GROUP MEN (N) MEN (%) 
WOMEN 

(N) 

WOMEN 

(%) 
TOTAL 

DIRECTORS 2 33% 4 67% 6 

RESEARCHERS 15 22% 52 78% 67 

MEDICAL DOCTORS 2 29% 5 71% 7 

NURSES 0 0% 3 100% 3 

SENIOR HEALTH TECHNICIANS / PHARMACISTS 11 13% 77 88% 88 

SENIOR TECHNICIANS 23 18% 106 82% 129 

SENIOR DIAGNOSTIC AND THERAPEUTIC TECHNICIANS 14 14% 86 86% 100 

COMPUTER TECHNICIANS 4 67% 2 33% 6 

TECHNICAL ASSISTANTS 9 11% 75 89% 84 

OPERATIONAL ASSISTANTS 20 32% 42 68% 62 

TOTAL 100 - 452 - 552 

Table 2 - Distribution of professional groups, by gender 

 

 

3.5 Distribution of age groups by gender 

 
An analysis by age group shows that the 
proportion of men and women in the 
various groups is in line with the general 
representativeness of each gender. 
In younger age groups, gender distribution 
is becoming more equitable. 

 

Graph 5 - Distribution of age groups by gender 
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3.6 Distribution of academic qualifications by gender 

 
Regarding academic qualifications, there 
is a balance between employees 
proportional to the representativeness of 
each gender. 
 

 

Graph 6 - Distribution of academic qualifications, by gender 

 

 

3.7 Distribution of service time by gender 

 
With regard to seniority at INSA, the 
proportion of men and women in the 
various groups reflects the general 
representativeness of each gender, 
although there is a slight increase in the 
number of men in the most recent hires. 
 

  

Graph 7 - Distribution of service time by gender 
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4. DIAGNOSIS OF THE PRACTICES IMPLEMENTED AT INSA 

In its management practices, INSA includes actions aimed at contributing to making gender equality, 

in its different domains, a reality in the organization. 

In this sense, and as a way of demonstrating its commitment to gender equality, an assessment of 

the current situation and existing practices in this matter was previously carried out, using the 

“Diagnosis Support Matrix” of the Guide for the preparation of Equality Plans, available on the 

institutional websites of CITE - Commission for Equality in Work and Employment. 

In this way, existing practices in the field of gender equality were analyzed and areas for improvement 

were identified. 

A summary of the self-diagnosis is presented below for each of the analyzed dimensions. 

 

4.1 Strategic planning 

The analysis of this dimension allows the assessment of whether the organization's policy is 

committed to the gender equality principle in its mission and strategic values, thus considering 

gender equality in its organizational development. 

Concerning management instruments, namely the Institute's performance assessment framework, 

the Assessment and Accountability Framework (QUAR) integrates operational objectives related to 

the good management of workers, with the inclusion of indicators related to the promotion of gender 

equality. It should be mentioned that resources have been allocated for the implementation of 

measures/actions in this area. Regarding the activities to be developed in 2022, it should be noted 

that the preparation of this Gender Equality Plan and its implementation have been included. 

 

4.2 Human Resources Management 

This dimension allows knowing the human resources management policy, regarding recruitment and 

selection, continuous training, career and remuneration management, social dialogue and 

participation, respect for the dignity of women and men in the workplace, conciliation between 

professional, family and personal life, direct benefits to workers and their families, maternity and 

paternity protection, as well as family assistance. 

At INSA, all recruitment and selection processes make explicit reference to the principle of equality 

and non-discrimination based on gender in accessing employment, according to legal and regulatory 

requirements. 

 

In preparing its training plans, INSA considers the principle of equal opportunities among employees 

in accessing training, which are made available to all interested parties. INSA encourages and 
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facilitates continuous training for its employees, both in terms of professional training and of 

obtaining new academic qualifications or degrees, seeking to meet their expectations and 

motivations. 

At the Institute the salary policy of “equal pay for equal work or work of equal value” is guaranteed 

among workers. All decisions on promotions and progressions are made considering the principle of 

equality and non-discrimination based on gender, in accordance with the ruling legal terms for Public 

Administration. 

Performance evaluation is based on objective criteria, common to both men and women, in order to 

exclude gender-based discrimination. 

Regarding the duty to respect the dignity of women and men in the workplace, INSA guarantees this 

through attitudes and behaviors that do not jeopardize the dignity of workers, defining and 

implementing standards and mechanisms for this purpose. 

In this sense, INSA established a Code of Ethics and Professional Conduct, as well as a Code of Good 

Conduct to Prevent and Combat Harassment at Work, documents that are disclosed and published 

on the Institute's website, which reflects a set of principles of action that should guide the activities 

of its employees. 

 

4.3 Work-life balance 

Within the scope of work-life balance, INSA promotes several measures made available equally to all 

workers, including the adoption of flexible working hours arrangements, which constitute one of the 

most important indicators in this area. 

INSA promotes and treats the exercise of maternity and paternity rights of its workers in the same 

way, respecting parental leave in the various situations foreseen by law. 

 

4.4 Communication 

The analysis of this dimension allows the assessment of whether the organization's policy is aligned 

to the gender equality principle in internal and external communication. 

INSA is careful to use gender-based non-discriminatory language and images in advertising and 

promoting its activities, products and services. 
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5. ACTIONS TO BE IMPLEMENTED AT INSA 

Based on the diagnosis made, INSA has the prerogative to develop actions promoting gender 

equality. In a perspective of continuous improvement, structured measures in this area should be 

implemented/promoted. 

Thus, for the current Plan, action areas were prioritized that intend to establish themselves as 

sustained foundations through the definition of concrete actions. Therefore, focal areas of 

intervention were identified: 

 Strategic planning; 

 Human Resources Management; 

 Work-life balance; 

 Communication. 

The actions that constitute this Plan have a logical execution sequence and include a set of measures 

for each of the aforementioned areas, which are presented below: 

 

5.1 Actions in Strategic Planning  

OBJECTIVE: PROMOTE THE PRINCIPLES OF GENDER EQUALITY IN INSTITUTIONAL DEVELOPMENT 

 ACTION SCHEDULE 

ST
R

A
TE

G
Y
, M

IS
SI

O
N

 A
N

D
 V

A
LU

ES
 

Disseminate the Gender Equality Plan to all workers Yearly 

Disclose the Gender Equality Plan on the institutional website (in Portuguese and 

English) 

2nd semester - 

2022 

Create a Working Group for monitoring, evaluation and review of the Plan 
2nd quarter - 

2022 

Ensure the implementation of the Plan and its annual monitoring through the 

preparation of a report 

1st quarter - 

Yearly 

Include the express mention of equality between women and men in management 

and communication instruments (internal and external) 
Yearly 

Include this topic in satisfaction surveys addressed to workers Yearly 

Develop and disseminate procedures for reporting gender discrimination situations 

(keeping these procedures available on the intranet) 
Periodical 

Create an internal email address to send/receive suggestions 2022 

Disseminate the Code of Good Conduct to Prevent and Combat Harassment at 

Work 
Yearly 
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OBJECTIVE: PROMOTE THE PRINCIPLES OF GENDER EQUALITY IN INSTITUTIONAL DEVELOPMENT 

 ACTION SCHEDULE 

Review the current Code of Ethics and Professional Conduct in order to include 

measures to promote gender equality and combat discrimination 
2022 

Gender recognition and integration in Research and Innovation Yearly 

Table 3 - Actions in Strategic Planning  

 

5.2 Actions in Human Resources Management 

OBJECTIVE: GUARANTEE THE CONDITIONS FOR GENDER EQUALITY IN HUMAN RESOURCES MANAGEMENT   

 ACTION SCHEDULE 

H
R

 M
A

N
A

G
EM

EN
T
 Develop procedures ensuring the principle of gender-based equality and non-

discrimination when assigning workers to management or coordination positions 
Yearly 

Ensure fair gender representation on selection boards or teams Yearly 

Ensure that notices of the opening of tender procedures for recruitment and 

selection of staff assure compliance with the principle of gender-based equality and 

non-discrimination 

Yearly 

OBJECTIVE: PROMOTE GENDER-BALANCED PARTICIPATION IN THE QUALIFICATION OPPORTUNITY FOR THE TRAINING OF 

WORKERS 

TR
A

IN
IN

G
 Develop and implement training plans considering the need to ensure equal 

qualification opportunities 
Yearly 

Perform awareness-raising and training actions on gender equality Yearly 

Undertake gender-disaggregated treatment in monitoring the execution of training 

plans 
Yearly 

OBJECTIVE: PROMOTE GENDER-BALANCED PARTICIPATION IN MATERNITY AND PATERNITY PROTECTION AND FAMILY 

CARE 

FA
M

IL
Y
 

Disseminate workers' rights in parenting protection Yearly 

Disseminate workers' rights in the context of family care Yearly 

Table 4 - Actions in Human Resources Management 
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5.3 Actions in Work-life balance 

OBJECTIVE: PROMOTE THE PRINCIPLES OF GENDER EQUALITY IN WORK-LIFE BALANCE 

 ACTION SCHEDULE 

C
O

N
C

IL
IA

T
IO

N
 

Dissemination of approved and ongoing actions in the context of work-life balance Yearly 

Listening to workers' needs regarding issues concerning a better work-life balance 2022 

Promote and register in QUAR new actions in the scope of work and personal life 

conciliation  
2023 

Table 5 - Actions in Work-life balance 

 

5.4 Actions in Communication  

OBJECTIVE: PROMOTE INCLUSIVE LANGUAGE IN INTERNAL AND EXTERNAL COMMUNICATION 

 ACTION SCHEDULE 

C
O

M
M

U
N

IC
A

TI
O

N
 

Promote inclusive language in internal and external media Yearly 

Ensure the use of non-discriminatory language and images according to gender, in 

advertising and promoting INSA's activities, products and services 
Yearly 

Promote the inclusion of the gender perspective in institutional documents Yearly 

Raise awareness on the gender equality issue among the community at large Yearly 

Table 6 - Actions in Communication 
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6. EVALUATION, MONITORING AND REVIEW  

This Gender Equality Plan will be monitored annually by the Working Group created for this purpose, 

in order to develop the necessary steps/proposals that ensure gender equality and non-

discrimination. 

The evaluation of the implementation of the objectives and measures defined in the plan will be 

presented in an annual report, in which the need to update or review the plan, or some specific 

measures, should be recommended. 

The annual report should include, among other aspects, in addition to the general characterization 

of the employees, their gender distribution relatively to management and technical-scientific 

coordination positions, by professional group, age group, academic qualifications and seniority, as 

well as as an analysis by gender regarding the frequency of training actions and progression in the 

various careers. This analysis should present the evolution of the various indicators over time. It 

should also include the identification of suggestions received (through the email address created for 

this purpose or in the satisfaction surveys) and also the initiatives developed each year, among the 

measures proposed in the Plan or others that may prove relevant. 
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7. IMPLEMENTATION 

This Plan takes effect on the date of its approval by the Board of Directors. 

 

 

 

 

 

Approved on June 29, 2022 
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