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1. Introduction 

Gender equality constitutes a fundamental value of humanity, essential to peace and 
social justice. As a principle established in international and European human rights 
instruments a goal for Human Development highlighted in the 2030 Agenda (5: 
“Achieve gender equality and empower all women and girls) gender equality emerges 
(…)”, gender equality emerges as a strategic guiding principle for the development and 
progress of societies at a global scale. 

Although gender inequalities have gradually diminished in recent decades, with more 
equitable access to education and career choices for girls and women, they endure in 
many other ways, in work-family balance, career progression, access to leadership, and 
salary equity. 

Embracing inclusivity and diversity is crucial for creating thriving communities where 
everyone feels valued and respected. By acknowledging and honouring differences in 
race, ethnicity, gender, sexual orientation, religion, and abilities, inclusive practices 
ensure equitable access to opportunities, resources, and representation for all 
individuals. When diverse voices are empowered, innovation thrives, and collective 
progress becomes achievable. Therefore, promoting inclusivity and diversity is not only 
a moral imperative but also a strategic investment in building a more harmonious and 
equitable world. 

Recently created, with its bylaws published in February 2024, the NOVA Institute for 
Medical Systems Biology (NIMSB) aims to become a reference in biomedical research 
in the coming years. The excellence in research that NIMSB aspires will only be 
achieved through a strong human resources strategy and an attractive, collaborative 
and supportive work environment that will prime through Equity, Diversity, and 
Inclusion, allowing all individuals to thrive. 

This document constitutes NIMSB’s commitment to gender equality and includes a set 
of measures aimed at addressing that commitment while recognizing that this is an 
ongoing task that must be continuously improved. 

2. Framework – Policies and guidelines 

Established as a multidisciplinary strategic platform of NOVA University Lisbon 
(NOVA), NIMSB is the result of a partnership between NOVA and the Max Delbrück 
Center for Molecular Medicine, Berlin, Germany, funded by the European Research 
Executive Agency (REA) through the Horizon Europe - Teaming for Excellence program, 
with the support of the Portuguese Government and the Oeiras Municipality. 

Hence, as an integral part of NOVA, NIMSB adopts the “NOVA´s Gender Equality Plan  
2021-2025” (NOVA GEP) , comprising adjustments to the unique context of NIMSB as 1

an R&D institution. 

 - Gender Equality Plan, 2021-2025, NOVA University, 2021 1
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NOVA's GEP, following SPEAR guidelines , adheres to the international and national 2

frameworks that address gender-based inequalities and discrimination, namely the 
United Nations Sustainable Development Goals 2030 Agenda , the European Union 3

Gender Equality Strategy 2020-2025  and, at a national level, the Portuguese National 4

Strategy for Equality and Non-Discrimination 2018-2030 “Portugal+Igual” (ENIND) . 5

Within this framework, we identify cross-cutting measures to address and eliminate 
gender-based discrimination and promote equal opportunities for women and men, 
and inclusion of all individuals in general, that can be briefly summarize, as follows:  

i. foster a culture of gender equality and promote an unbiased social 
environments; 

ii. reducing gender-based inequalities and discrimination on employment;  

iii. encouraging equal opportunities in leadership and decision making;  

iv. eliminate gender pay gap;  

v. promote the reconciliation of professional, family and personal life;  

vi. ensure equal access to training and education; 

vii.combatting stigma and discrimination based on gender, disabilities, and age;  

viii.promote inclusive and future-oriented scientific and technological 
development;  

ix. combat gender-based violence and harassment.   

Additionally, the European Commission emphasizes its commitment to gender equality 
in research and innovation, designating it a pivotal cross-cutting priority, enhanced 
through provisions implemented by REA. Specifically, the Horizon Europe programme 
for research and innovation urges research projects to adopt a gender-sensitive 
approach, by promoting equal opportunities for researchers of all genders, considering 
gender perspectives in research content, and addressing gender-based challenges in 
scientific careers, aiming to rectify historical gender imbalance. 

 - Suppor@ng and Implemen@ng Plans for Gender Equality in Academia and Research (SPEAR). NOVA Gender Equality Plan 2
(GEP) was developed with the financial support of SPEAR project. Funded by the European’s Union H2020 Research and 
Innova@on Programme, Grant Agreement No 824544 (H2020-SwafS-2018-2020). 

 - Transforming our world: the 2030 Agenda for SuWainable Development, A/RES/70/1, United Na@ons 20153

 - A Union of Equality: Gender Equality Strategy 2020-2025, European Commission 20204

 - Na@onal Strategy for Equality and Non-Discrimina@on 2018-2030 - “Portugal + Equal” (ENIND 2018-2030)5
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3. Gender Equality Plan of NOVA University Lisbon (NOVA’s GEP) 

Since the NIMSB does not have yet the necessary critical mass to conduct gender-
based diagnostics, thus making it impossible to initiate a comprehensive data 
collection, we provide below a gender-based overview of the selected research data 
coming from NOVA’s GEP, in 2017 and 2019, complemented with recent updates from 
2022 and 2023. 

It can be asserted that NOVA’s scientific community, constituting a quarter of the total 
university staff, maintains the gender balance observed during the period from 2017 to 
2019, with a marginal increase in the representation of women. Specifically, there was 
a slight increase from 58%-59% to 60%-61% in the years 2022-2023. 

In terms of competitive R&D projects approved for funding in 2017 and 2019, the 
majority of Principal Investigators were women, with 109 projects (53%) approved, 
while men had 98 projects (47%). However, during the period of 2022 and 2023, 
although the total number of approved projects decreased, there was a notable 
increase in the percentage of women's projects approved, reaching 58%. 

One of the most competitive calls for funding in Europe is the European Research 
Council (ERC) Grants. Since 2007, NOVA has been awarded 34 ERC Grants, with the 
majority being awarded to women researchers – 23 in total, representing 68% of the 
recipients. 

NIMSB, as NOVA’s Center of Excellence in Systems Biology and Precision Medicine, 
aims for these and other indicators to produce similar results and, therefore, intends to 
implement an effective policy to promote gender equality through a comprehensive 
and systematic approach. 

4. Commitment on Gender Equality/Equal Opportunities 

NIMSB complies with EU framework strategy and policies for gender under the Horizon 
Europe Program and NOVA’s GEP, by addressing gender equality as a key standard for 
an inclusive research and innovation environment.  

As part of its implementation strategy, the NIMSB affirms its commitment to create 
and develop an inclusive organizational culture based on Equity, Diversity and 
Inclusion. Recognizing these values as fundamental pillars for promoting excellence in 
Scientific Research, NIMSB is engaged in the holistic development of all collaborators, 
and compromises to create the conditions that will allow them to reach their 
professional and personal fulfilment without obstacles regarding gender, culture, 
nationality, religion, physical, psychological or sexual orientation differences. 

NIMSB’s strategy for Gender Equality/Equal Opportunities (GE/EO) comprehends an 
approach on three axes: 
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Axis 1- Organizational structure and management, aiming to: 

• Implement and monitoring GE/EO dimension throughout organization levels; 

• Develop GE/EO dimension on HR policies encompassing recruitment, 
management, and career progression; 

• Promote gender balance in leadership and decision-making. 

Axis 2 - Organizational culture and communication, aiming to: 

• Implement a GE/EO sensitive organisational culture and communication 
strategy; 

• Promote work-life balance; 

• Prevent gender-based violence, discriminatory behaviour, and sexual 
harassment.  

 Axis 3 – Research, Education and Training, aiming to: 

• Integrate GE/EO dimension into education and training;  

• Promote individual progression through comprehensive training and 
education; 

• Incorporate gender dimension into research and teaching content. 

By addressing these three axes, NIMSB aims to create a comprehensive and inclusive 
approach to Gender Equality within its organizational framework to promote equal 
opportunities (EO) between men and women, and a culture of respect for gender 
equality, diversity and inclusion. 

Lisbon, 28th February 2024 

Principal Investigator, 

António Jacinto, Ph.D. 
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