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Introduction 

The Universidade de Vigo is an institution that produces and transmits knowledge, and 

therefore it has a great social responsibility to be a model where equality between men and 

women represents the foundation of its structure and operational system. 

Spanish Organic Act 3/200, on effective equality between men and women, introduces 

equality plans as a tool for systematising measures aimed, on the one hand, at avoiding any 

type of discrimination based on sex and, on the other hand, at establishing actions to foster 

equal opportunities between men and women; in particular, the reconciliation of 

professional, familiar and private life. 

In order to comply with this regulation, the Universidade de Vigo has been equipped over 

the last decade with an Equality Unit (a technical body), an Equality Commission (a body 

representing the university community) and two equal opportunity plans. 

The following regulations are to be considered as a reference with this regard, Directive 

(EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019, work-life 

balance for parents and careers and repealing Council Directive 2010/18/EU: Royal 

Decree Act 6/2019 of 1 March 2019 on urgent measures to ensure equal treatment and  

opportunities for men and women in employment and occupation (BOE-Spanish official 

Gazette- No. 57, of 7 March 2019); Legislative Decree 2/2015, of 12 February, regarding 

equality in Galicia; and Act 14/2011, of 1 June, on Science, Technology and Innovation, as 

well as all European regulations affecting our country, such as the Horizon 2020 

programme, of the European Commission, which "will guarantee the effective promotion 

of equality between men and women and of the gender dimension in research and 

innovation"; the recommendations made by The European Institute for Gender Equality 

(EIGE) (2016) and regarding  Gender equality in academia and research. Gear tool; The 

National Plan for Scientific and Technical Research and Innovation (2017-2020), which 

promotes the inclusion of the gender dimension in R&D&I actions; the recommendations 

of the Helsinki Group on Gender in Research and Innovation to improve gender 

mainstreaming in H2020 and in the next framework programme (referred to as FP9): 

«Position paper on H2020 interim evaluation and preparation of FP9»; the gender equality 

accreditation system for research organisations, as part of the European project GENDER-

NET and available at Framework and methodology to set up a joint Award/Incentive on 

gender policies in research institutions; the Sustainable Development Goals (SDGs) of the 

United Nations, being Goal 5 focused on the eradication of any discrimination against 

women and girls; Recommendation CM/Rec (2019)1 of the Committee of Ministers to 

Member States to prevent and combat sexism (adopted by the Committee of Ministers on 

March 27, 2019, at its meeting No. 1342 of the Ministers' delegates, pursuant to Article 

15.b) of the Statute of the Council of Europe); and finally, the State Pact against gender violence, 

which includes measures to be taken by universities in relation to teaching, research and prevention 

of violence against women. 

 

Manuel Joaquín Reigosa Roger 

Rector of the Universidade de Vigo 



Background information 

 

The Universidade de Vigo has always been very concerned regarding gender equality 

promotion between men and women. In this sense, it was a pioneer in creating its Equality 

Unit in 2006, before it was compulsory as stated in the twelfth additional provision of the 

Organic Act 4/2007, of 12 April 2007, which modifies the Organic Act 6/2001, of 21 

December 2001, on universities. The Universidade de Vigo also included as one of its goals 

"to develop its own policy on equality" in the strategic plan. In addition, within the past 

thirteen years, it was observed how the policies of equality between men and women were 

strengthened, both from an institutional point of view and in the university political agenda. 

In 2010, the Universidade de Vigo published a diagnostic report on gender equality at the 

Universidade de Vigo, in order to identify the strengths and weaknesses regarding gender 

equality so the first equality plan between men and women could be drafted. 

In 2011, the creation of the Equality Commission and its operating regulations were 

approved by the Governing Board of the Universidade de Vigo on the 13rd of June 2011, 

representing a new manifestation of the commitment of the Universidade de Vigo to gender 

equality.  

In 2012 and driven by the Equality Commission, the I Equality Plan of the Universidade 

de Vigo was drafted and approved, to be temporarily in force for two years since its approval 

on the 12th of November, 2012. 

In 2015, the evaluation report of the I Equaltiy Plan between Men and Women (2012-

2014) was evaluated and published, which, in addition, presented suggestions for 

improvements towards the second plan. The report was accompanied by a data report on 

the composition of women and men at the Universidade de Vigo (2009-2014) consisting of 

an update of the real quantitative data on the composition of the institution from a gender 

perspective. Subsequently, the Equality Commission launched a small and modest virtual 

survey on gender equality addressed to the whole university community, in order to obtain 

a global feeling on gender equality to help in the elaboration of the second equality plan. 

In 2016, the Equality Commission, at its meeting on the 22nd of February, 2016, agreed 

on the draft of the II Equality Plan to be evaluated by the staff responsible for equality issues 

at the university schools so they can submit any kind of suggestions. Subsequently, it was 

made available to the university community for a period of allegations and observations 

during which none were presented. On the 15th of April, 2016 the Governing Body of the 

Universidade de Vigo approved the II Equality Plan between Men and Women at the 

Universidade de Vigo (2016-2019). 

The Universidade de Vigo is adhered since 2016 to the programme of the European 

Commission HR Excellence in Research. This programme establishes the European 

standards of excellence in research applicable in the European research area; therefore, 

these standards are introduced in this third equality plan. 

Among other aspects, these standards have a special impact on the principle of "non-

discrimination on grounds of sex, age, ethnic, national or social origin, religion or belief, 



sexual orientation, language, disability, political opinion, social or economic status, and also 

on the principle of gender equality». 

In 2019, the Equality Unit started an initial evaluation of the II Equality Plan between Men 

and Women at the Universidade de Vigo (2016-2019), in order to identify the degree of 

compliance of the II Equality Plan, and to indicate the progress made and its objectives, 

with the purpose of initiating the draft of the III Equality Plan. 

During that year, two studies and an analysis of the university's official statistics from a 

gender perspective were carried out in order to understand the situation of equality at the 

Universidade de Vigo: a first qualitative study on the conciliation needs of the entire 

university community; a second qualitative and quantitative study on the assessments, 

perceptions and impacts of equality policies between men and women at the Universidade 

de Vigo regarding the activities carried out within the framework of the State Pact against 

gender violence; and an analysis of the university's official statistics from a gender 

perspective within the framework of the Equality Observatory, with the intention of 

identifying the needs and demands regarding gender equality among the university 

community. 

The evaluation report of the II Equality Plan, together with research reports and analysis 

of official data, concluded that: 

• 50.6% of the II Equality Plan between Men and Women at the Universidade de 

Vigo (2014-2019) has been carried out or is in the process of doing so. Among the four 

thematic lines, which include fifteen strategic objectives distributed in 83 actions, it can be 

assured that 41 activities are still to be carried out; this means that 49.4% of the plan is 

undeveloped. 

• The lack of personnel in the Equality Unit made it difficult to achieve a higher 

implementation level of the plan. 

• Some of the actions were designed and carried out by the Equality Unit in 

coordination with other bodies and services, which indicates the commitment of the 

institution as a whole regarding gender equality policies (Scholarship Service, Secretariat 

General, Vice Rectorate for Communication, Vice Rectorate for Planning, Vice-Rectorate 

for Academic Organisation and Teaching Staff, and the Governing Board), 

• There are strong absences in equality and awareness training for students that 

should be addressed in the third equality plan, 

• Communication and dissemination strategies to raise awareness on equality issues 

shall be reinforced in order to reach students through social networks and other media. 

• The entire organisation must be committed and eliminate reluctance to progress in 

equality, so that it does not depend only on the will of specific individuals and becomes 

normalised in the structures and work dynamics. 

• It was not possible to carry out some of the actions of the plan as they were 

formulated, so it is necessary to incorporate them into the third equality plan, especially the 

measures aimed at promoting work-life balance and co-responsibility of our professionals, 

which were explicitly included in the II Equality Plan between men and women at the 

Universidade de Vigo. 



Drafting process 

 

Through the studies on work-life balance needs, the study on attitudes towards equality, 

regarding the actions developed within the framework of the State Pact against Gender 

Violence and the analysis of official university statistical data from a gender perspective, 

information was obtained on the degree of awareness of gender equality and the needs of 

the university community to promote gender equality were identified. From the analysis of 

the responses, the following general considerations can be noted: 

• The perception that the university is a more equitable space than the rest of society 

is observed. 

• Among the academic staff and the administrative and service staff, there are a series 

of work-life balance needs in their workspace in terms of specific services, flexibility of 

timetables, priority criteria in the choice of working hours or even the time slot for teaching, 

etc., which must be addressed. 

• Gender equality is important for the university community, in general, and among 

students, in particular, so there is a significant interest in incorporating gender training to 

the university activity (postgraduate, undergraduate...) and, in particular, in socio-emotional 

training. 

• The Equality Unit is a barely known body among the students and part of the 

administration and services staff, so communication and dissemination issues must be 

reinforced. 

• There is a need for greater dissemination of the actions and resources that the 

institution makes available to the university community to promote gender equality, 

especially among students, adapting communication strategies to their habits (social 

networks). 

• Awareness on gender issues among the university community has increased, as 

demonstrated by the demand for “purple points” at university festivals, but not every 

member of the university community was reached so resources made available to them by 

the institution were used responsibly.  

Based on the information obtained from the results of the evaluation of the second plan 

and the data analysis research, this third equality plan has been drafted  
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Structure 

 

Similarly to the first and second plans, the III Equality plan between Men and Women at 

the Universidade de Vigo is structured in four thematic lines which, in turn, contain strategic 

and operative objectives. 

Based on these objectives, the twelve actions considered necessary to achieve them are 

listed below. 

 

Line 1. Equality culture: raising awareness, visibility and communication 

 Operational objectives: 

1.1. Giving visibility and raising awareness regarding existing inequalities based on 

gender, and the causes that lead to them, in order to involve the entire university community 

in achieving a fairer environment. 

1.2. Promoting the commitment of university faculties and schools to gender equality. 

1.3. Encouraging women's participation in public spaces and in decision making. 

1.4. Ensuring there is a representative balance between sexes at all levels of the staff, 

including the levels of supervision and management in the field of research. 

Actions: 

1.1.1. Celebrating special days (11F, 8M, 25N) with awareness-raising campaigns. 

1.1.2. Making gender inequalities at the university visible, disaggregating official UVigo 

statistical data by sex and developing an analysis of official data from a gender perspective 

from the Equality Observatory. 

1.2.1. Creating an equality label to promote gender equality in all facilities, faculties and 

schools. 

1.2.2. Promoting teaching and awareness-raising activities with a gender perspective at 

faculties and schools. 

1.3.1. Promoting equal presence of men and women in congresses, committees and other 

university spaces and activities. 

1.3.2. Guaranteeing equality in single-seat bodies, collective bodies, areas of power and 

consultative bodies, and in electoral candidacies. 

1.4.1. Maintaining the current existence of a representative balance between sexes in the 

service chiefs. 



1.4.2. Favouring the existence of an equal gender balance at supervisory and management 

levels in the research area.  

Line 2. Equality related in the university functional and organisational structures  

Operational objectives: 

2.1. Strengthening the institution's commitment to gender equality. 

2.2. Integrating and mainstreaming the gender perspective in university governance, 

structures and operation. 

2.3. Communicating with a gender perspective and transmitting an equitable, plural and 

non-stereotyped image. 

2.4. Promoting the social protection of the Universidade de Vigo with a gender 

perspective. 

Actions: 

2.1.1. Giving visibility and reinforcing the figure of the staff responsible for equality at the 

schools and faculties to ensure compliance with equality commitments and provide new 

activities and gender policies at each school/faculty. 

2.1.2 Providing the Equality Unit with human and economic resources. 

2.2.1. Favouring the design of budgets with a gender perspective. 

2.2.2. Integrating the gender perspective in social responsibility, prevention and 

occupational hazards, quality, cooperation and legal advice, among others. 

2.3.1. Guaranteeing an inclusive institutional communication (web, social networks, 

paper, etc.) at the university. 

2.3.2. Using inclusive and non-sexist language in institutional communications and 

adapting all signs at faculties, schools, facilities, services, units and structures of the 

Universidade de Vigo to this non-sexist and inclusive language.  

2.4.1. Favouring the inclusion of the gender perspective in the selection criteria for social 

action grants 

Line 3. Teaching, research and knowledge transfer with a gender perspective 

Operational objectives: 

3.1. Promoting the inclusion of the gender perspective in teaching. 

3.2. Promoting the inclusion of the gender perspective in research. 

3.3. Promoting research with a gender perspective and its transfer to society. 

3.4. Promoting the presence of women in research and giving visibility and recognizing 

women's contributions to knowledge generation. 

Actions: 



3.1.1. Elaborating training courses on gender issues to train the entire university 

community. 

3.1.2. Designing a UVIGO master's degree in gender training and teaching resources with 

a gender perspective for the teaching community. 

3.1.3. Promoting the elaboration of teaching material with a gender perspective. 

3.2.1. Considering as an additional merit the inclusion of the gender perspective in the 

research actions financed by the Universidade de Vigo. 

3.2.2. Promoting and expanding the training offer in order to boost the inclusion of the 

gender perspective in research. 

3.2.3. Promoting the performance of blind evaluations of the UVIGO calls for grants, 

internships and research projects. 

3.2.4. Promoting an UVIGO publication line on studies and research with a gender 

perspective. 

3.3.1. Promoting research within the framework of gender studies. 

3.3.2. Seeking the extension of the Exeria awards for doctoral theses with a gender 

perspective. 

3.4.1. Promoting the leadership and presence of women as principal investigators in 

research, together with the formation of gender balanced research groups. 

3.4.2. Promoting the balanced presence of men and women in the research commission, 

together with the presence of gender experts. 

3.4.3. Drafting a regulation to guarantee gender balance in the selection of future honorary 

candidates. 

3.4.4. Favouring the coordination of a common regulation for the whole Universidade de 

Vigo regarding Chicago type bibliographic citations, in order to give visibility to the 

authorship of women.  

Line 4. Working and studying at university in equality and promoting social and 

collaborative conditions with a gender perspective 

Operational objectives: 

4.1. Favouring the work-life balance and co-responsibility of professional, family and 

personal life. 

4.2. Detecting, resolving and preventing sexual and gender-based harassment and 

gender-based violence in the university environment. 

4.3. Promoting the involvement of men in the creation of a more equitable society. 

4.4. Promoting the incorporation of the HRS4R standards of the European 

Commission. 

 



Actions: 

4.1.1. Favouring the organisation of professional and academic activities to facilitate the 

conciliation and co-responsibility of personal, family and professional life. 

4.1.2. Promoting the implementation of an occasional playroom programme for specific 

events for the children and grandchildren of teaching and research staff, administrative and 

service staff and university students. 

4.1.3. Assessing the viability of formulas aimed at favouring the care of family members 

up to the second degree of consanguinity or affinity, beyond hospitalisation leave. 

4.1.4. Carrying out a specific campaign among academic and administrative staff and 

students that informs about the importance of life sustainability and the care economy as a 

responsibility of everyone. 

4.2.1 Creating a network of faculty, administrative and service staff and students to support 

victims of sexual harassment, gender-based harassment and gender-based violence, and 

disseminating the protocols for action in these cases. 

4.2.2. Designing multilingual campaigns against sexual harassment, gender-based 

harassment and gender-based violence to be disseminated at student parties and among 

incoming exchange students. 

4.3.1 Carrying out awareness campaigns aimed at men, making visible the benefits that 

women and men obtain with equality. 

4.3.2 Developing awareness campaigns with male social references that respond to 

equitable models of masculinity. 

4.4.1 Promoting, as far as possible, the inclusion of affirmative action measures in the 

university's professional promotion criteria, always respecting the criteria of quality and 

competence. 

4.4.2. Favouring the use of remote communication media for training actions or meetings 

that facilitate the conciliation and co-responsibility of family, personal and professional life, 

ensuring that this does not entail a cost for workers derived from the current care schedul  

 

  

 

 

 

 

 

 

 

 



LINE I. 

Equality Culture: raising awareness, visibility and communication 

Strategic objective: 

Integrating the principle of equal opportunities between men and women as a 

vertebral element of university coexistence. 

The principle of gender equality must underpin all university activity and be incorporated 

in an effective and transversal way in order to create an equitable environment of 

coexistence. The equitable environment, besides being fair and democratic, is undoubtedly 

beneficial for the institution because it will increase its competitiveness by taking advantage 

of all its human capital in equal conditions. Despite the efforts made during the life of the 

first and second plan, there is still a general opinion that there are no inequalities at the 

Universidade de Vigo and that both women and men have the same opportunities to 

develop personally and professionally. In order to create an equitable conscience, it is 

necessary to make visible the existing inequalities and to inform about the need to correct 

them by means of the adopted policies.  

Operational objective 1.1. 

Making visible and raising awareness about the existing inequalities based on gender and 

the causes that provoke them in order to involve the entire university community in 

achieving a fairer environment. 

The absence of effective equality between men and women, the persistence of sexism and 

gender stereotypes linked to the professional, family and personal spheres continues to be 

a reality in our universities. Therefore, it is important to raise awareness in the university 

community about the persistence of these inequalities between men and women, in order 

to contribute to the construction of a society where women and men share, in equal 

conditions and with the same opportunities, all areas of life. For this, it is essential to 

promote the involvement of men in the construction of a more equitable society. 

Actions 

1.1.1. Celebrating special days (11F, 8M, 25N) with awareness-raising campaigns. 

The Universidade de Vigo should give continuity to the institutional awareness campaigns 

around the celebration of February 11th (International Day of Women and Girls in 

Science), March 8th (International Women's Day) and November 25th (International Day 

for the Elimination of Violence against Women). It should also carry out awareness 

campaigns on specific aspects of gender inequalities between women and men, 

1.1.2. Making gender inequalities at the university visible, disaggregating official UVigo 

statistical data by sex and developing an analysis of official data from a gender perspective 

from the Equality Observatory. 

  

 



By strengthening the Equality Observatory to analyse the university statistics from a gender 

perspective, together with the obligation to ensure the systematic inclusion of the sex 

variable in all statistics, surveys and data collection carried out in any area of the university 

and the promotion of the work of developing the system of indicators, we can continue on 

the path of the institution's commitment to ensure that the collection and processing of 

information is disaggregated by sex in order to make visible the possible inequalities 

between men and women in our institution. It is also important to reinforce the studies to 

collect the perception of the university community on specific issues related to equality. 

Operational objective 1.2. 

Promoting the commitment of university faculties and school regarding 

gender equality. 

University faculties and schools are key actors in promoting and encouraging equality 

between men and women in our university. From each of their own academic cultures, 

each faculty/school should apply these gender policies to the needs and the reality identified 

in the closest environment, both for the students and for the teaching staff. 

Actions 

1.2.1. Creating an equality label to promote gender equality in all facilities, faculties and 

schools. 

In order to promote and encourage the promotion of equality between men and women in 

university facilities, an equality award will be created to annually reward the centers that 

stand out for their work in favour of gender equality. In order to decide the awarded 

faculties/schools, it will be taken into account if the study plans of the degrees include 

subjects dealing with gender equality, as well as the number of experts in gender equality 

and feminism that the faculty/school, the number of activities of promotion and awareness 

of equality that take place annually, the parity in the decanal and directive governing bodies, 

the use of inclusive and non-sexist language in the documents of the faculty/school, the 

policies of recruitment and new students with a gender perspective, among others. The 

prize will consist of an amount of money (not yet specified) to be used by the management 

or dean's office to develop gender policies in the faculty/school. 

1.2.2. Promoting teaching and awareness-raising activities with a gender perspective at 

faculties/schools. 

This action aims to reinforce and give continuity to the teaching activities with a gender 

perspective and to the awareness-raising activities with a gender perspective that the Equality 

Unit has been organising every year for several years. On the one hand, the teaching and 

awareness-raising activities provide an opportunity for teachers and the whole university 

community in general, regarding the promotion of equality between men and women in 

each of the areas chosen by the participants. On the other hand, it transfers the actions in 

favour of equality to the closest environment for students and teaching staff: the schools 

and faculties. 

 

 



Operational objective 1.3. 

Encouraging women's participation in public spaces and decision making. 

Many times, women are less willing to exercise representative functions, so the causes of 

this lack of willingness should be analysed to detect if, in addition to inviting them to 

participate, the organisations should make an effort to review their operating dynamics to 

include women and promote a more active participation of women in their bodies. 

Actions 

1.3.1. Promoting the equal presence of men and women in congresses, committees and 

other university spaces and activities. 

Designing effective and concrete actions to guarantee the equal presence of men and 

women in congresses, committees and other university spaces and activities. This measure 

aims to put an end to the reproduction of traditional inequalities between men and women, 

favouring and strengthening the equal constitution to break flawed dynamics between "peer 

groups" and, on the other hand, to make it easier for women to accept this greater burden 

of responsibility by occupying more spaces of power. 

1.3.2. Guaranteeing parity in unipersonal bodies, collective bodies, power and 

consultative spaces, and in electoral candidacies. 

The presence of women in public spaces where the policies of the institution are decided 

is essential to advance in achieving effective equality. The Universidade de Vigo must by all 

means facilitate that the governing and representative bodies reflect the real composition of 

our institution and favour the development of female leadership so that women are active 

participants in the decisions of the organisation. For the same reasons, the appointment of 

the people who represent the institution in external bodies and committees must also 

respect the principle of balanced presence of women and men. 

 Operational objective 1.4. 

Ensuring that there is a representative gender balance at all levels of personnel, 

including supervisory and managerial levels in the field of research. 

It is essential to promote parity at all levels of the university staff, in order to favor real and 

effective equality between men and women. 

Actions 

1.4.1. Maintaining the current existence of a representative balance between the sexes in 

the service management and other working levels. 

The university must promote, as far as possible, the existence of a balance between men 

and women at all levels of work, in order to favour real and effective equality between men 

and women in a concrete way. 

1.4.2. Favouring the existence of an equal gender balance at the supervisory and 

management levels in the research area. 

 



It is essential to promote the presence of women and men on an equal footing in the areas 

of supervision and management of research services, in order to put an end to androcentric 

biases and effectively incorporate the gender perspective in research. 

  



  

LINE II. 

Measures related to equality in the functional and organisational structures of 

the university 

Strategic objective: 

Designing, operating and governing by integrating the gender perspective in a 

cross-cutting manner. 

The Organic Act on Universities considers that the action of the university should not be 

limited to the transmission of knowledge, but should embrace its commitment to social 

progress and be an example for its surroundings. The Universidade de Vigo should strive 

to provide society with a gender-neutral image that serves as a reference model. This is only 

possible if it fully incorporates the gender perspective in its strategies and policies, 

strengthening the necessary structures to be a social reference of good management and 

good practices aimed at achieving effective equality between men and women.  

Operational objective 2.1. 

Strengthening the institution's commitment to gender equality. 

The various diagnoses carried out throughout 2019 at our university show that, on the one 

hand, almost the entire university community (students, academic and administrative staff) 

gives a great importance to the promotion of equality between men and women, but, at the 

same time, they are barely aware of the gender policies promoted within the university itself, 

as it is the case of the Equality Unit. This lack of awareness of the institution's efforts in 

favour of equality may be due to the lack of human and economic structural resources of 

the Equality Unit  so that this weakness does not jeopardize the work done and the future 

continuity of equality policies. The institution has strengthened and expanded its 

commitment to gender equality, but it must be strengthened through concrete actions. 

Actions 

2.1.1. Giving visibility and reinforcing the figure of the staff responsible for equality at the 

schools and faculties to ensure compliance with equality commitments and provide new 

activities and gender policies at each school/faculty. 

Although it is very positive to count on a responsible person for equality in the management 

teams at the schools and faculties, as well as the recommendation in the quality handbook 

stating that they should be part of their quality commissions, it is necessary to give them 

visibility in each faculty/school, provide them with the specific training support they need 

to acquire the necessary competencies to act as "equality representatives" and specify their 

competencies. center, provide them with the specific training support they need to acquire 

the necessary competences to act as "equality liaisons" and specify their competences; and 

in addition, expand their responsibilities at each faculty/school, such as monitoring the 

situations of inequality between women and men within the school/faculty, monitoring the 



use of inclusive language in the official communication of the deans, among other measures, 

in order to expand the culture of equality at the Universidade de Vigo.  

2.1.2. Reinforcing the Equality Unit with socioeconomic resources 

Although equality between men and women is one of the consensus values most 

appreciated by the entire university community, the lack of efforts towards gender equality 

in our university is also very considerable. This lack of progress is due to the lack of human 

and economic structural resources of the Equality Unit, which jeopardises the work done 

and the future continuity of equality policies. It is necessary to provide the Equality Unit 

with more specialised human and administrative resources and an adequate budget so that 

it can effectively carry out its work. 

Operational objective 2.2. 

Integrating and mainstreaming the gender perspective in university 

governance, structures and operations. 

Economic and social policy reflects the commitment of an institution to the welfare and 

human rights of women and men. The situation of inequality between men and women is 

a matter of concern for all public institutions in general. The way in which this inequality is 

treated from the different instances is becoming more and more interdisciplinary, both in 

the structures as well as in the budgets and functioning of these institutions, such as the 

university. The reality shows that inequality between men and women, together with the 

persistence of sexism and gender stereotypes when it comes to work, family and personal 

life, persists in the heart of our university institutions. Only with the incorporation of the 

gender perspective at an integral and transversal level, it will be possible to identify this 

problem and solve it through structural actions that will be inserted in the in the core of our 

university. 

 Actions 

2.2.1. Designing budgets and public procurement with a gender perspective. 

Traditionally, public budgets were always treated as "gender blind", so that their planning, 

execution and implementation supposedly affected women and men equally. Gender 

neutrality in public finances does not exist, since it has been observed that the absence of 

gender analysis in the implementation of budgets results in very different impacts for men 

and women. The situation of inequality between men and women makes it necessary to 

take into account the gender perspective in all economic decisions related to the planning 

and management of budgets: what goods and services to produce, how to produce them 

and to whom to direct this production. 

2.2.2. Integrating the gender perspective in social responsibility, prevention and 

occupational hazards, quality, cooperation and legal advice, among other instances of the 

university. 

Public policies are the tool that management bodies have in order to transfer their priorities 

to the functioning of an institution. Equality between men and women as a fundamental 

priority must be translated into mainstreaming or gender mainstreaming when designing 

actions related to social responsibility and development cooperation, prioritising the 



traditional inequality suffered by women, also, in the design of prevention programmes and 

occupational risks incorporating health and women's issues (feminine hygiene, 

gynecological examinations, endometriosis, etc.). It is essential that the quality service of the 

university includes the gender perspective as an indispensable element when evaluating the 

functioning of the schools and faculties, contents with a gender perspective in the study 

plans, use of inclusive and non-sexist language, etc. Likewise, the legal advice in our 

institution must incorporate the gender perspective in their reports and advisories 

(normalise positive actions, take into account the patriarchal context in their evaluations, 

etc.). 

Operational objective 2.3. 

Communicating with a gender perspective and transmitting an equitable, 

plural and non-stereotyped image. 

The university, in addition to incorporating equality between men and women as a priority 

in its internal functioning, must send a message to the rest of society of commitment to 

equality and human rights. For this purpose, it is necessary to strengthen the necessary 

structures in its communication strategy in order to be a social reference of good practices 

aimed at achieving an effective equality between men and women. The principle of equality 

must be incorporated in the images, speeches and attitudes of the institution itself, as well 

as in the people who represent it, in order to serve as an example and increase its prestige. 

Actions 

2.3.1. Guaranteeing an inclusive institutional communication (web, social networks, 

paper, etc.) at the university. 

Institutional images and speeches must include communication strategies both in traditional 

media and in social networks, an equitable use of images of women and men and the use 

of inclusive and non-sexist language in institutional communication, in order to build an 

institutional narrative made up of messages in favour of real and effective equality between 

women and men. 

2.3.2 Using inclusive and non-sexist language in institutional communications and 

adapting all signs at faculties, schools, facilities, services, units and structures of the 

Universidade de Vigo to this non-sexist and inclusive language.  

The principle of equality must be incorporated in the images, speeches and attitudes of the 

institution itself, in the faculties, schools, facilities, services and units of the university, as 

well as in the people who represent it, through the use of images of men and women on an 

equal basis, the use of inclusive and non-sexist language, in addition to the construction of 

an institutional narrative made up of messages in favour of equality between men and 

women. 

Operational objective 2.4. 

Promoting the social protection of the Universidade de Vigo with a gender 

perspective. 



In order to restore tax fairness and fiscality to put an end to sexist bias and the so-called 

care fiasco in these public policies, both in the area of pensions and other tax and fiscal 

actions, as well as in our university's social action grants. 

Actions 

2.4.1 Favouring the inclusion of the gender perspective in the selection criteria for social 

action grants. Including positive measures to compensate for the care gap in the selection 

criteria for social action grants. 

Expand the scenarios that can be financed by the social action grants of our university, 

incorporating positive action measures taking into account the inequalities derived from 

care and sexism  

  



 

LINE III. 

Teaching, research and knowledge transfer with a gender perspective. 

Strategic objective: 

Integrating the gender perspective in teaching, research and knowledge 

transfer activities in order to achieve university excellence. 

The contribution of women to human development is much greater than historically 

recognised. This invisibility continues to be a current trend from which the Universidade 

de Vigo does not escape, as demonstrated by the fact that only four women have been 

recognised so far as honorary doctors. It is important to give visibility and recognise the 

achievements of women not only for historical justice, but also to reflect the reality of the 

academic world and for new generations to have female role models who are far removed 

from gender stereotypes. It is also fundamental to promote gender equality in the image 

that the institution projects outside its scope. The principle of equality must be incorporated 

in the images, speeches and attitudes of the institution itself, as well as in the people who 

represent it in order to serve as an example and increase its prestige. Despite their higher 

academic performance, female graduates from the Universidade de Vigo enter the 

professional world later and in more precarious conditions than men. On the other hand, 

the stereotyped choice of studies continues to be a hindrance to progress in equality 

between men and women that does not favour either the institution or social progress. 

Operational objective 3.1. 

Promoting the inclusion of the gender perspective in teaching. 

Actions 

3.1.1. Elaborating training courses on gender issues to train the entire university 

community. 

Gender training is one of the main demands among our university's students, academic and 

administrative staff, as can be seen from the results of the research carried out throughout 

2019 on the needs felt by the university community in relation to equality between men and 

women, both in our university and in other areas, specialised in gender equality and 

feminism, adapted to the virtual environment. 

The spatial-temporal flexibility of the online educational action is essential when adapting 

gender to all possible situations of the potential students of this virtual training. 

 

3.1.2. Designing a UVIGO master's degree in gender training and teaching resources with 

a gender perspective for the teaching community. 

The massive demand for gender training among students, academic and administrative staff 

of our university, shown by the analysis carried out throughout the year 2019, requires that 

our university designs a postgraduate training offer taught by experts in gender and 



feminism, both from our university and from other sectors, in order to cover this demand 

felt by the university community. We should remember that the Universidade de Vigo 

already has experience in this sense, since it already offered in the past, for several years, 

the Master in gender, education, equality policies and led with great success, which 

managed to become a nationally renowned reference. 

3.1.3. Promoting the elaboration of teaching material with a gender perspective. 

Favouring the creation of teaching materials with a gender perspective through the 

translation of materials into Galician or by promoting and making those already existing 

visible, in addition to assessing the degree of incorporation of the gender perspective in the 

classroom. 

Operational objective 3.2. 

Promoting the inclusion of the gender perspective in research. 

To increase excellence in the scientific production of our university, it is essential to 

incorporate a gender perspective in research, in order to remove historical androcentric 

biases in the production of scientific knowledge. 

Actions 

3.2.1. Considering as an additional merit the inclusion of the gender perspective in the 

research actions financed by the Universidade de Vigo. 

Designing an additional assessment system to positively evaluate the inclusion of the gender 

perspective in our university research, in order to effectively and truly promote the inclusion 

of the gender perspective in research. 

 3.2.2. Promoting and expand the training offer to promote the inclusion of the gender 

perspective in research. 

To permanently and widely offer training and educational innovation courses and other 

training resources that favour the training of our academic staff, with the purpose of 

favouring the inclusion of the gender perspective in the production of scientific knowledge. 

3.2.3. Promoting the performance of blind evaluations of the UVIGO calls for grants, 

internships and research projects.  

Guaranteeing a fair evaluation, free of sexist approaches, of research projects at the 

Universidade de Vigo, through the anonymity of the sexual identity of the people who apply 

for a research project. 

3.2.4.  Favouring a UVIGO publication line on studies and research with a gender 

perspective. 

Giving visibility to the importance and relevance of gender studies in our university through 

the creation of a specific line of publications on gender and/or feminist studies. 

 

 



Operational objective 3.3. 

Promoting research with a gender perspective and its transfer to society. 

The most recent research has shown that in many fields of scientific knowledge, from the 

humanities to medicine, social sciences and engineering, sex and gender variables are not 

yet sufficiently considered. Stereotypes and partisan approaches persist in research and 

technological developments, which often construct as a universal norm what are the 

realities, experiences and expectations of a group of people, mostly men, and consider the 

realities of other people as deviations from the norm. Science, like any other field of human 

activity, is not free from the cultural and social conditioning factors of its time: gender 

stereotypes and the lower social valuation of women translate into a stereotyped and lesser 

consideration of their specific realities, whether they are of a social or biological nature, in 

research.  

In recent decades, gender studies have contributed to revealing and understanding 

previously unexplored areas of reality, as well as to reducing biases and errors in concepts 

and theories. Gender is a clear area of innovation in science and technology. 

Actions 

3.3.1. Promoting research within the framework of gender studies. 

Scientific knowledge is not an innocuous or objective product but the result of a series of 

decisions traversed by gender biases derived from the social context itself, which determine 

what is decided to investigate, how it is decided to investigate, who decides to investigate 

and why it is decided to investigate. Until now, the universal standard of measurement was 

the man and realities outside this, such as women, were excluded, made invisible or 

undervalued. That is why it is essential to promote research and transfer that includes the 

gender perspective and gender studies understood as an interdisciplinary field focused on 

gender as a central category that includes feminist, women, men and LGBT studies. It is 

recommended to start with a line of gender studies in doctoral programs. 

3.3.2. Seeking the extension of the Exeria awards for doctoral theses with a gender 

perspective. 

The work of the Exeria awards that rewards the incorporation of the gender perspective 

among our students when developing their dissertations and theses is producing very 

significant scientific knowledge without gender bias in its contents. For all these reasons, it 

is important to continue with the annual call for these awards and to extend it to doctoral 

theses with a gender perspective. 

Operational objective 3.4 

Promoting the presence of women in research and to make visible and 

recognise women's contributions to knowledge generation. 

The only way to fight against stereotypes and gender biases in research and technological 

developments is to incorporate the gender perspective in research, and thus reduce biases 

and errors in concepts and theories. At the same time, it is essential to make visible the 

women scientists who contributed to the scientific knowledge of humanity and who, 



unfortunately, suffered the so-called "Matilda effect" that ignored, made invisible or denied 

them as authors of great scientific, social, humanistic and technological discoveries. 

Gender is a clear area of innovation in the exact sciences, social sciences, humanities and 

technology. 

Actions 

3.4.1. Promoting the leadership and presence of women as principal investigators in 

research, together with the formation of gender balanced research groups. 

After a number of years of equality policies at our university, it is pertinent to determine 

their impact on the academic careers of academic staff. Usually, the gender biases in this 

group are visualised through a graph reflecting the so-called "scissors effect", which refers to 

the fact that, despite the fact that at the first stages of the academic and research career there 

is a greater number of women, as responsibilities and positions are higher-such as being 

doctoral students or professors-, the number of men increases and the number of women 

decreases. For all these reasons, the prevalence of women over men as principal 

investigators (PIs) in projects or in other research activities should be reinforced through 

positive actions. 

3.4.2. Promoting the balanced presence of men and women in the research commission, 

together with the presence of gender experts. 

It is essential for the Research Commission to be an equal space and that there are 

researchers characterised by their experience in the subject of gender studies in general, so 

that the issues dealt with in this commission incorporate the gender perspective and gather 

the greatest plurality in the opinion of the people who represent the research community. 

3.4.3. Creating a regulation to guarantee gender balance in the selection of future 

honorary candidates. 

The trajectory of the Universidade de Vigo when awarding honorary degrees, as in many 

universities, has a gender bias in favour of men, so, following the last honorary degrees 

awarded to two outstanding experts in gender studies, it is important to reflect this criterion 

of gender rebalance in the election of the next honorary degree recipients. 

3.4.4. Favouring the coordination of a common regulation for the whole Universidade de 

Vigo regarding Chicago type bibliographic citations, in order to give visibility to the 

authorship of women. 

It is essential to raise awareness in the university community about the lack of effective 

equality between women and men, the persistence of sexism in society and the need to 

contribute to the identification and rejection of all forms of gender discrimination through 

the visibility of female authorship of scientific works referred to in the bibliographies cited 

in various research and scientific transfer. 

  

 

  



 

LINE IV. 

Working and studying at university on equal terms 

Strategic objective: 

Creating an environment for professional and personal development in equal 

conditions for the entire university community. 

The Universidade de Vigo should strive to regulate all situations that may arise in favour of 

professional, family and personal reconciliation among the people who make up the 

university community, in addition to trying to eliminate the existing care gap between 

women and men, which disadvantages the former. The efforts of the institution should be 

oriented to prioritise the "sustainability of life" and the importance of the economy of care, 

incorporating these issues together with the social part so that in future negotiations of 

working conditions conciliation is a priority. 

 Operational objective 4.1. 

Promoting work-life balance and co-responsibility of professional, family and 

personal life. 

The humanisation of university life is a priority that should guide the public policies of our 

university. Due to the existence of a strong care gap, women in our community are the ones 

who suffer the most when it comes to reconciling professional, family and personal life. 

Our university must promote, on the one hand, co-responsibility to reduce this care gap 

and, on the other hand, create a whole series of tools that favour this reconciliation and 

restore the basic injustice due to the patriarchal tradition regarding the use of time in our 

society. 

Actions 

4.1.1. Favouring the organisation of professional and academic activities to facilitate the 

reconciliation and co-responsibility of personal, family and professional life. 

Creating an incentive to male co-responsibility, without this prejudicing those who care the 

most, but trying not to perpetuate sexist roles. In the event that there is the possibility that 

there is more than one caregiver who performs some work remunerated with an equivalent 

recognised right, this right should be exercised alternatively, as they themselves agree, but 

in no case may it be simultaneous. As far as possible, effective formulas shall be identified 

to favour the reconciliation and co-responsibility of professional, family and personal life, 

following the most innovative actions that are being developed in our country. 

4.1.2. Promoting the implementation of an occasional playroom programme for specific 

events, aimed at children and grandchildren of the academic and administrative staff and 

students of the university. 

  

 



This occasional service would try to cover the needs of reconciling work and care of minor 

dependents in conferences, seminars and other activities at the university, by registering in 

advance. It could also be activated on days when there are school vacations and the 

university staff has to work. 

4.1.3. Assessing the viability of formulas aimed at favouring the care of family members 

up to the second degree of consanguinity or affinity, beyond hospitalisation leave. 

In this sense, a study would be carried out on the feasibility of creating a pool of hours to 

favour work-life balance in specific and justified cases, beyond those already included in 

the law or in our university's own regulations. 

4.1.4. Carrying out a specific campaign among academic and administrative staff and 

students that informs about the importance of the sustainability of life and the care 

economy and the responsibility of all of these essential activities for our lives. 

Collecting and disseminating in a systematic way the existing resources in our university 

related to work-life balance and co-responsibility. 

Operational objective 4.2. 

Detecting, resolving and preventing sexual and gender-based harassment and 

gender violence in the university environment. 

The university must be a space free of sexist violence. The fight against gender violence 

must be collective and the university is also responsible for using all its means to help 

improve the lives of women who suffer gender violence, as well as to create attitudes that 

promote maximum respect for all people and affective-sexual relationships in conditions 

of equality to avoid situations of harassment and violence. 

Actions 

4.2.1. Creating a network of academic and administrative staff and students to detect and 

support sexual harassment, gender-based harassment and gender-based violence and 

disseminating the protocols for action in these cases. 

Currently, a small network of support among academic and administrative staff and 

students is informally working to identify, denounce and resolve situations of sexual and 

gender-based harassment at our university. The purpose of this measure is to formalise this 

solidarity network to make more effective communication and the necessary institutional 

support in situations of male violence in the university space. 

4.2.2. Designing multilingual campaigns against sexual harassment, gender-based 

harassment and gender-based violence to be disseminated at student parties and among 

incoming exchange students. 

Continuing with the success of the "purple points" managed by the student delegations of 

our university, it is necessary to go deeper into the prevention of possible situations of sexual 

and gender-based harassment that may occur in recreational and festive spaces in our 

university, with special emphasis on external students within the Erasmus programme 

through the adaptation of multilingual and culturally adapted dissemination materials. 



Operational objective 4.3. 

Promoting the involvement of men in the creation of a more equitable society. 

It is important to develop a new culture of care that receives a central valuation that also 

benefits the male groups of our university, traditionally excluded from the care economy, 

and thus favour the end of real and effective inequalities between men and women, to 

contribute to the construction of a society where women and men share, in equal conditions 

and with the same opportunities, all areas of life. 

Actions 

4.3.1. Carrying out awareness campaigns aimed at the men's collective, making visible the 

benefits that women and men obtain with equality. 

Carrying out awareness campaigns aimed at the men's collective, making visible the benefits 

that women and men obtain with equality. 

4.3.2. Developing awareness campaigns with male social referents that respond to 

equitable models of masculinity. 

Elaborate awareness campaigns where prominent public figures that represent more 

equitable forms of masculinity are made visible. 

Operational objective 4.4. 

Favouring the incorporation of the HRS4R standards of the European 

Commission. 

Actions 

4.4.1 Promoting, as far as possible, the inclusion of positive action measures in the 

university's professional promotion criteria, always respecting the criteria of quality and 

competence.  

Incorporating positive action criteria in professional promotion, without forgetting quality 

and competence criteria, following the HR OTM-R standards, Open, Transparent and 

Merit Based Recruitment. 

4.4.2. Favouring the use of telematic means for training actions or meetings that facilitate 

the reconciliation and co-responsibility of family, personal and professional life, ensuring 

that this does not entail a cost for employees derived from the current care schedule. 

Taking advantage of the facilities the existence of a Universidade de Vigo " digital twin" 

represent to favour, as far as possible, the fact of carrying out permanent training through 

remote working or attending work meetings on line, in order to facilitate the reconciliation 

and co-responsibility of the administrative and academic staff who request it occasionally 

and for a limited period of time, so that this does not represent a burden for the employees 

derived from the current care schedu  

 

 



Monitoring 

To "monitor all equality plans and actions" and to "promote the implementation of equality 

plans, evaluate their application and propose improvement actions" are some of the 

functions of the Equality Commission.  

The Equality Commission will be, therefore, together with the Equality Unit as the 

managing body, in charge of following up the execution of the Equality Plan. 

As in the first and second plan, the monitoring of the III Equality Plan between Men and 

Women at the Universidade de Vigo (2020-2024) will be carried out by means of specific 

files for each of the actions. They will detail the name, description, objective, responsibility, 

target population, resources and time reference. The sheets will facilitate the collection of 

information that will be updated for the final evaluation of the plan. 

A series of indicators will be elaborated to evaluate the degree of implementation of the 

proposed actions in relation to the established objectives, information that will contribute 

to find ways of improvement, as it happened with the first plan.  

Two years after the expiration of this plan, a follow-up report will be made to evaluate its 

degree of execution and propose the adoption of appropriate measures to achieve the 

maximum degree of execution in the final evaluation. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 




