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1. INTRODUCTION  

The pursuit of active gender equality policies is a duty that stems from companies’ corporate social 
responsibility and is an obligation of all their employees. 

According to the 2020 EU Sustainable Development Objectives (SDO) Progress Report, which includes, 
for the first time, the individualised situation and progress of each member-State with regard to the 
implementation of the SDOs, the SDO 5 (Gender Equality) is one of the objectives that displays the 
least progress in the last 5 years, in global terms.  

There are also several international studies that prove the link between gender equality and 
productivity and value creation across companies in various areas, namely: 

• Optimising management systems, organisational performance and leveraging retention and 
loyalty of the best human resources; 

• Driving creativity and innovation, the cornerstones of competitiveness, and enabling more 
accurate and cooperative decision-making; 

• Positively correlating the presence of women in management bodies with companies’ 
profitability. 

The gender equality issue must therefore be considered in all aspects of companies’ operations. 

2. FRAMEWORK 

The Portuguese Council of Ministers’ Resolution No. 19/2012, dated 8th of March 2012, established 
that all entities in the State business sector must adopt an equality plan, aiming to achieve equal 
treatment and opportunities between men and women, eliminate discrimination, and enable balance 
between personal, family and professional life. 

This obligation was then extended to publicly-listed companies by Law No. 62/2017 of 1st of August, 
which approves the balanced representation regime between women and men in governing and audit 
bodies of public sector business entities and publicly-listed companies, with Article 7 setting down an 
obligation to draft equality plans every year “to achieve equal treatment and opportunities between 
women and men, promoting the elimination of sex discrimination and fostering balance between 
personal, family and professional life.” 

Law No. 62/2017 came to be regulated by Legislative Order No. 18/2019 of 17th of June 2019, which 
established, namely, the obligation of publicly-listed companies to communicate their equality plans 
in the information dissemination system to the CMVM (Comissão do Mercado de Valores Mobiliários 
[Securities Market Commission) which it forwards on to the Commission for Equality at Work and 
Employment (Comissão para a Igualdade no Trabalho e no Emprego [CITE]) and the Gender Equality 
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and Citizenship Commission (Comissão para a Cidadania e Igualdade de Género [CIG]), as well as 
the production of a guide to prepare the annual equality plans. 

The Portuguese Labour Code, under Subsection III - Articles 23 to 65, stresses the importance of 
Gender Equality, namely through general positions on equality and non-discrimination, prohibition of 
harassment, equality and non-discrimination based on gender and parental status. 

Through Law No. 90/2019 of 4th of September, the Portuguese Labour Code was amended to 
reinforce protection of parenthood, as well as the statutory order that specifically regulates social 
protection of parenting in the social welfare system and in the solidarity subsystem, namely 
establishing a prohibition of discrimination based on workers’ exercise of their maternity and paternity 
rights , in terms of remuneration related to awards for attendance and productivity, as well as 
unfavourable impacts on career progression. 

The Portuguese Parliament has issued several recommendations to the Government on this subject: 

• Resolution No. 116/2012, dated 13th of July, which recommends taking pro-family measures 
that enable balance between family life and work life; 

• Resolution No. 260/2017, dated 30th of November, which recommends the adoption of 
measures ensuring effective compliance with working hours and the balance between work 
and family life. 

Through Law No. 60/2018 of 21st of August, the Portuguese Parliament approved measures to 
promote equal pay between women and men for the same work or work of the same value, through 
four types of information, assessment and correction mechanisms, which will come into force on the 
21st of February 2019.  

3. PLAN GOALS 

Bearing in mind the importance of Gender Equality, as a way of demonstrating Galp’s commitment to 
this issue, and in compliance with Article 7 of Law No. 62/2017 of 1st of August and Legislative Order 
No. 18/2019 of 17 June, Galp presents its Equality Plan for 2022, aiming to achieve effective equality 
of treatment and opportunities between women and men, promoting the elimination of gender 
discrimination, and fostering balance between personal, family and professional life. 

The plan covers the areas included in the above-mentioned order, which are the following: 

• Equal employment access 
• Equality in working conditions 
• Equal pay 
• Protection of parenting 
• Balance between professional activity and personal and family life 
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The plan also covers the following areas: 

• Strategy, Mission and Values 
• Initial and continuous training 

4.  IMPLEMENTED MEASURES AND PRACTICES  

Galp has been incorporating into its management strategy some actions that contribute to make 
gender equality, in its various dimensions, a reality of company life.  

As a way of demonstrating its commitment, in 2014 Galp joined the Business Equality Forum - IGEN, 
within the framework of the Commission for Equality at Work and Employment, a national body that 
promotes equality and non-discrimination between men and women at work, in employment and 
professional training, and has – over the past few years – established some specific commitments. 

As part of its active participation in the IGEN Forum, Galp is part of the working groups which discuss 
measures to promote gender equality in organisations since 2019. 

Galp has been promoting work groups dedicated to discussing and developing actions leading to 
gender equality. In 2016, an in-company work group was set up with a mission to diagnose policies 
and practices in the Galp Group in the fields of Gender Equality and non-discrimination between 
women and men, relating to the legal and regulatory environment and best practices, and the 
resulting analysis of quantitative and qualitative data. During the year 2021, Galp has been reviewing 
the People Strategy and will have one of the workstreams dedicated to the topic of diversity and 
inclusion which includes gender equality. 

In developing and implementing the commitments made by Galp for 2020 and 2021 within the scope 
of the IGEN Business Forum for Equality and included in its 2021 Equality Plan, Galp implemented the 
following initiatives between 2020 and 2021: 

• Continuity of the work carried out by the permanent in-company and multidisciplinary 
taskforce of reflection and action with the mission of promoting the discussion, definition, and 
implementation of best practices on the topic of equal opportunities; 

• Implementation of a set of training actions on the subject, specifically, training on unconscious 
bias across the entire organisation and with all partners on the topics of recruitment and hiring; 

• Implementation of the Well Being transversal program, composed of several initiatives to 
support the reconciliation of personal and professional life, as well as the physical and 
psychological well-being of our people; 

• Initial identification of the female population to be included in a comprehensive development 
program for High-Potential Women, composed of actions such as: 

o Galp global mentoring programme  
o Leadership programme  
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o Career counselling 
o External mentoring programs (e.g., PWN, Women in Tech) 
o Women talks and Get togethers 

• Strengthening partnerships with which Galp works actively and proactively on this topic: 
Promote, Rock in Rio, Nova SBE, CIP, among others; 

• Conducting in-company workshops between employees and their children to enhance work-
family balance; 

• Reviewing and implementing an Employee Engagement Survey with a deeper analysis 
disaggregated by gender, allowing us to understand if there are differences in several 
dimensions related to engagement and enablement levels; 

• Inclusion of data disaggregated by gender in the main management instruments, including in 
the recurring pulses launched to the organisation during the main period of the Covid-19 
pandemic, allowing us to analyse the personal situation of our people and to carry out 
corrective measures which ensure the wellbeing and physical and psychological health of 
everyone, for example: 

o Test of a first version of the Home Office policy at Galp, designed to ensure special 
monitoring of minor dependents during the Covid-19 pandemic period; 

o Creation of a psychological support line specifically intended to accompany our people 
during this period; 

o Creation of a Psychosocial Assistance and Financial Counselling line; 
• Delivering the “Parenting Kit” with information on rights and duties, and with useful contacts 

and procedure; 
• Designing and delivering a physical Parenting kit which includes useful things to new parents 

(e.g., voucher, bag with diapers-change); 
• Continuity of the commitment and work developed in the Flexible Benefits programme that 

gives access to a set of social benefits for our people and their families according to their 
preferences. Among these benefits are Childhood Ticket, Vocational Training, Technology 
Procurement, among others; 

• Constant accompaniment and monitoring of indicators that allow us to work on anticipating 
and improving Galp’s performance on the topic of gender equality. 

 
In the scope of Dow Jones Sustainability Index reporting the performance of Gender Equality 
indicators on 31st December 2020: 
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Gaps Indicators 1 2019 2020 

Increase the % of 
women in 

Management 
positions 

 

Women at Galp (% compared to total employees) 43 43 

Women in Executive/Top Management positions (%) 15 20 

Women in Middle/General Management positions (%) 23 27 
Women in First Line Management/Supervisor 
positions (%) 37 35 

Women in all management positions (%) 31 32 
Women in management positions whose function 
generates value (%) 28 32 

Reduce the pay gap 
between genders, 

reaching an average 
annual W/M wage 

ratio of 1 

Base salary ratio W/M (Executive level) 0.92 0.91 

Base salary ratio W/M (Management level) 0.86 0.89 

Total remuneration ratio W/M (Management level) 0.89 0.93 

Base salary ratio W/M (Non-management level) 0.86 0.86 
1 verified by third party 

Besides the commitments made under the IGEN Forum, the following initiatives were implemented: 

• Renewal of the partnership with PWN - Professional Women’s Network of Lisbon; 
• Galp joined the UN Global Pact’s “Equality means business” initiative as a way of measuring 

gender disparity and alignment of commitments in this area; 
• Recognition in 2020 and 2021 on the Bloomberg Gender Equality Index; 
• Participation in the Girl Move Project, an association that aims to empower young 

Mozambicans to be development agents through a local pilot project in Beira, with UniZambéze 
University; 

• Development of Social Responsibility projects in partnership with Helpo, with the Mozambican 
community, aiming to empower the community with regard to family planning and women’s 
empowerment issues. 

 
In 2020, Galp was also awarded third place in the Leading Together award that distinguishes the PSI-
20 companies that do the most for gender balance in leadership. Galp rose to 3rd place, following 
Sonae Capital and the winner Sonae SGPS.  

With more than 40% of employees in the Group being female, Galp’s management include Teresa 
Abecasis as executive administrator for the Commercial team, which is a fundamental business for 
Galp’s strategy towards energy transition. Galp also maintains Paula Amorim as Chairman of the Board 
of Directors and two female non-executive directors. At this time, 23,5% of Galp’s Board of Directors 
are women, complying with Law No. 62/2017. 
 
Until 2030, Galp will work on an accelerated convergence to gender parity, in all management and 
non-management positions. 
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5. MEASURES TO IMPLEMENT IN 2022 

 

Goals Measures Persons In-Charge Budget Indicators Target

Define and monitor measurable strategic goals for 
promoting equality between women and men People Team Does not involve 

specific costs

Increase the % of women in management 
positions (until 2030, Galp will work on an 
accelerated convergence to gender parity, in 
all management and non-management 
positions)
Women at Galp (% compared to total employees)
Women in Executive/Top management positions 
(%)
Women in Middle/General management positions 
(%)
Women in Firstline management/Supervisor 
positions (%)
Women in management positions (%)
Women in management positions whose function 
generates revenue (%)

Reduce the pay gap between genders, 
reaching a W/M annual average wage ratio of 
1
W/M base salary ratio (executive level)
W/M base salary ratio (management level)
Total W/M remuneration ratio (management level)
Base salary W/M ratio (non-management level)

Total turnover rate (monitor and promote 
balanced talent retention between genders)
differential rate < 1 p.p. between M and W

Participation in the Target 
Gender Equality Program of 
the United Nations Compact 
Network 
Measurable strategic goals 
defined for promoting 
equality between women 
and men

Continuity of the work and monitoring of the 
disaggregation of all data by gender across all company 
management instruments, namely, in diagnostics and 
reports

People Team, Strategy & 
Sustainability

Does not involve 
specific costs

People Analytics / Indicator Dashboard:
- Representativeness
- Salary
- Assessment
- Recruiting & Hiring
- Learning
- Parenting

Inclusion and monitoring of 
data disaggregated by 
gender in key management 
instruments 

To learn about the 2022 Equality 
Plan and its strategic importance 
for the company

Sharing the Equality Plan with all employees People Team, Communication, 
Legal and Governance 

Does not involve 
specific costs

Disclosure on the company’s official website, on 
the intranet and via email
No. of people covered
Number of accesses on the intranet

Disclosure on the company’s 
official website, intranet and 
via email

Ensure respect for the principle of 
equality between women and men 
and non-discrimination in external 
relationships

Create and implement procedure to verify respect for 
the principle of equality between women and men and 
non-discrimination by counterparties/suppliers

Procurement Does not involve 
specific costs

Procedure created and implemented
% of partners covered

Procedure created and 
implemented

Dimension: Company Strategy, Mission and Values

Ensure implementation of the 
Equality Plan, its monitoring, 
tracking and sustainability
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Goals Measures Persons In-Charge Budget Indicators Target

Contribute to a fair and objective 
selection and recruitment process 
between men and women

Conduct training actions for all top and middle 
management levels and people in-charge of selection 
and recruitment interviews on non-gender-biased 
selection and recruitment procedures

People Team 55.000€

Ratio between the number of people 
responsible for the interview process covered 
by the training actions and the ratio of the total 
number of people identified to receive this 
training

80% of people

Counter structural barriers to 
equality between women and men

Maintain and monitor guidance of external selection and 
recruitment bodies to ensure 50% representation of 
each gender in company applications for positions with 
both sexes at 50%

People Team Does not involve 
specific costs % M/W of 2022 job applicants

50% minimum 
representation of each 
gender in job applications 
(with 50% of candidates 
from both genders)

Dimension: Equal Employment Access

Goals Measures Persons In-Charge Budget Indicators Target

Implement a comprehensive development program for 
High-Potential Women People Team 150.000€ No. of people covered/trained

No. of actions implemented

LeadHER Program - For the 
population identified, 
management and 
implementation of 
development actions:
- Internal Mentoring (w/ top 
leaders)
- Career counselling and 
Leadership Development 
(Leading@Galp, Promova 
Program, VdA Women on 
Boards)
- External mentoring (e.g., 
PWN, Women in Tech)
- Get together

Maintain the integration of content on parental 
protection, balance of professional, family, personal life, 
moral and sexual harassment at work in general 
leadership learning actions

People Team Does not involve 
specific costs

Inclusion of subject and No. of people 
covered/trained

Training module in annual 
training plan

Biases and People Relations
Carry out actions throughout the year that involve all of 
Galp in the deconstruction of biases about personal 
relationships (gender, race, age)

People Team Does not involve 
specific costs

No. of people covered/trained
No. of actions implemented

Diversity Talks (w/ internal 
and external guests)

Dimension: Initial and Continuous Training

Promote a culture of equality 
between women and men in the 
workplace, encouraging 
management practices in line with 
it
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Goals Measures Persons In-Charge Budget Indicators Target

Adjust remuneration to the new salary model ensuring 
salary equity and performance based meritocracy People Team Does not involve 

specific costs Decreased % gap of gender salary Decrease of minimum 20%

Create and implement monitoring procedures for basic 
and supplementary remuneration of women and men to 
ensure there are no disparities or, if there are any, that 
these are justifiable and free of gender discrimination

People Team Does not involve 
specific costs

Procedure creation and implementation
% of identified disparities

Optimisation and 
maintenance of in-company 
procedures created and 
implemented 

Dimension: Equal Pay

Ensure principle of equal pay for 
equal work or work of equal value

Goals Measures Persons In-Charge Budget Indicators Target

Encourage balanced participation 
of women and men in decision-
making positions

Create and implement a procedure to identify under-
represented people in top, senior and leading positions 
so that they may have the opportunity in the future to 
be promoted or recruited for those positions

People Team Does not involve 
specific costs

In-company procedures created and 
implemented
Ratio between the No. of persons identified and 
the No. of persons in the aforementioned 
functions

Optimisation and 
maintenance of in-company 
procedures created and 
implemented 

Review of the current performance assessment model 
and possible revision to ensure that it excludes any 
gender-based discrimination and does not penalise 
employees for exercising family responsibilities

People Team Does not involve 
specific costs Measures implemented

Diagnostic report and 
corrective actions taken (if 
necessary)

Maintain disclosure of the performance model by email, 
intranet, digital programs and Employee Relations 
Centre

People Team, Communication Does not involve 
specific costs

Intranet disclosure, via e-mail and via digital 
programme
No. of people covered

Disclosure on the intranet, 
via email, digital 
programmes and Employee 
Relations Centre

Dimension: Equality in Working Conditions

Ensure a fair and objective 
assessment process for women 
and men
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Goals Measures Persons In-Charge Budget Indicators Target

Ensure that all new parents receive the physical 
Parenting Kit People Team 10.000€ Ration between No. of Parenting Kits delivered 

and new parents identified 
At least, in 90% of the kits 
were delivered

Communicate and make accessible all the necessary 
information on parenting (legal regime, insurance, 
records, rights, and duties, among others) in our internal 
platform (g-loud)

People Team Does not involve 
specific costs Intranet disclosure Disclosure on the intranet

Ensure necessary support and clarification of doubts via 
Employee Relations Centre People Team Does not involve 

specific costs No. of tickets on the topic marked as resolved Procedure implementation

Dimension: Parental Protection

Foster a culture of parenting, 
through the organisation and 
disclosure of the company’s 
instruments for providing such 
support

Goals Measures Persons In-Charge Budget Indicators Target

Creation and implementation of an internal procedure 
through flexible working practices, ensuring that the 
company respects the right of employees with family 
responsibilities to work on a part-time basis

People Team Does not involve 
specific costs

Implementation and alignment with all teams 
within the Group and level of satisfaction with 
the smart work model

70% of employees with 
satisfaction level above 4 
(scale 1-5)

Creation and implementation of an internal procedure 
that ensures that, in the event of an unfavorable opinion 
issued by the CITE on the intention to refuse a request 
for flexible working hours or part-time work, the 
company respects the opinion, allowing the worker to 
work the requested hours

Legal Does not involve 
specific costs Procedure implemented Procedure creation and 

implementation

Maintain the possibility of temporary replacement of 
employees on parental leave, through procedures to 
ensure such replacement

People Team Does not involve 
specific costs Measure implemented

Optimisation and 
maintenance of in-company 
procedures created and 
implemented 

Maintain, monitor and strengthen partnerships under the 
flexible benefits program People Team Does not involve 

specific costs % of employees who use the programme
Optimisation and 
maintenance of in-company 
procedures created and 

Promote balance between 
employees’ professional and 

family and personal lives

Dimension: Balance between professional activity and family and personal life
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6. PLAN EVALUATION AND FOLLOW-UP   

The Galp People Team will track and monitor the implementation of the plan, verifying that the 
measures established are being put into practice and the goals are being achieved, and it must 
present the results for internal or external processes and reports requests and to all Galp´s 
government bodies, when relevant. 
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