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PORTUGAL | General Information

Mainland + Madeira Island + Azores Island

Area 92 212 km²

Population

Total: 10 344 802 | Madeira 250 769 | Açores 236 440 

47,6%52,4%

Population by sex



Asymmetries between women and men in the labour market in Portugal 
Main indicators

Employment rate (20-64 years old)

Unemployment rate

Share of part-time in the total employment by sex

Source: Statistics Portugal, Labour Force Survey



Asymmetries between women and men in the labour market in Portugal 
Gender Pay Gap

Gender Pay Gap in 2019 was:

• 14.0% in basic wages

• 17.1% in earnings

€223/ month

is the amount that women lose relative to 
men (earnings). 

Source: GEP/ MTSSS, Barometer of Pay Differences between Women and Men, 
2021, 3rd edition.



Asymmetries between women and men in the labour market in Portugal 
Gender Pay Gap

Pay differences between women and men in average basic wages and earnings, by level of education - 2019

Source: GEP/ MTSSS, Barometer of Pay Differences between Women and Men - 2021, 3rd edition

Basic wages Earnings

Tertiary Education

Secondary and 
post-secondary 

education 

Basic education or less



Asymmetries between women and men in the labour market in Portugal 
Decision-making

Members of executive boards of enterprises of Portuguese Stock Index - PSI20, by sex

Source: INE, System of integrated company accounts

Management positions in Public Administration, by sex 

Source: DGAEP - SIOE (data available on 2022-01-21)



Asymmetries between women and men in the labour market in Portugal 
Unpaid / Paid working time

Average time of unpaid work on the last working day by sex (hours:minutes)

Average paid working time by sex (hours:minutes)

Source: The Use of Time by Men and Women in Portugal, CESIS/CITE, 2016



Public Policies on Gender Equality in the Labour Market in Portugal

Gender Equality and Combating Discrimination  - XXIII Government 
Programme 

➢ Promote the realisation of gender equality in employment, wages and working conditions

➢ Assess the impact of the law on equal pay between men and women and the progress:

✓ deepen measures for a more transparent wage policy;

✓ procedures for comparative analysis of wages and earnings;

✓ identify situations of discrimination and solutions for correction.

➢ Ensure compliance with gender parity laws in the management bodies of public companies
and listed companies and ensure a balanced representation in the management positions of
the Public Administration



Public Policies on Gender Equality in the Labour Market in Portugal

Gender Equality and Combating Discrimination - XXIII Government Programme 

➢ Promote equality in the provision of care and the sharing of domestic and family tasks

between women and men

➢ Reinforce the mainstreaming of policies to promote gender equality, namely by expanding the

experience of gender equality budgeting in different government areas

➢ Combat all forms of violence, in particular against women, with an emphasis on domestic

violence



Public Policies on Gender Equality in the Labour Market in Portugal

The Agenda for Equality in the Labour Market and Business

Five strategic areas of intervention:

➢ Fighting inequalities and wage disparities

➢ Fighting segregation in occupations

➢ Parenting

➢ Reconciliation between personal, family and professional life

➢ Parity in decision-making positions



Reporting Duties for Employers | Addressing the Equality Plans

Law no. 62/2017 establishes the Regime of the balanced representation between women and men in 
the administrative and supervisory bodies of the entities of the public sector and listed companies.



Balanced Representation between Women and Men

From 2018 onwards, it is mandatory to fulfil a minimum share of the less represented sex on the
boards of directors and supervisory bodies of the state-owned companies and listed companies:

➢ In state-owned companies at least 33.3 % of the positions on the boards of directors and
supervisory bodies have to be filled by women

➢ In listed companies, the minimum is 20 % in 2018 and rises to 33.3 % in January 2020

If the minimum threshold of women and men in boards is not met, the law provides for

sanctions



Balanced Representation between Women and Men

Proportion of women on the Boards of Directors and Supervisory Bodies of Listed Companies 2017-2021

Number of listed companies

2017 46

2018 40

2019 39

2020 39

2021 38

Source: CMVM - Data as of December 31 of each year

Women on the boards of directors (%) Women on the supervisory bodies (%)



Balanced Representation between Women and Men

Proportion of women on the Boards of Directors and Supervisory Bodies of State-owned Companies 2017-2021

Source: DGAEP - Data as of December 31

Women on the boards of directors (%) Women on the supervisory bodies (%)

No. State-owned companies

2017 167

2018 181

2019 179

2020 168

2021 183



Balanced Representation between Women and Men

Women on the Boards of Directors of the Local State-owned Companies 2017-2021 (%)

Source: DGAL - Data as of December 31

No. Local 

State-owned 

companies

2017 186

2018 158

2019 173

2020 177

2021 181

Women (%)



Equality Plans

The law also requires state-owned companies and listed companies to draw up annual Equality 
Plans and publish them on their websites.

The Equality Plans must follow what is foreseen in the document “Guide for the elaboration of

equality plans”.📂Equality Plans

This Guide includes:

a) Diagnostic support matrix;

b) Support matrix for monitoring of the equality plan;

c) Matrix to verify the implementation of the equality

plan and the compliance with CITE’s recommendations.

This Guide covers the following areas:

a) Equal access to employment;
b) Equality in working conditions;
c) Equal remuneration;
d) Protection in parenting;
e) Work-life balance.

Equality plans must include a section on monitoring their implementation.

https://cite.gov.pt/documents/14333/137054/Planos_Igualdade_Guiao.pdf


Equality Plans

The annual Equality Plans have to be sent to the Commission for Citizenship and Gender Equality (CIG)

and to the Commission for Equality in Labour and Employment (CITE)

CITE may issue and publish recommendations on the Plans.

Can address:

➢ The equality plan structure;

➢ The set out of the equality plan objectives and strategies;

➢ The coherence and adequacy of the measures, actions and practices adopted to achieve the
objectives.📂Equality Plans

https://cite.gov.pt/planos-para-a-igualdade


Equality Plans

The Portal for Equality at Labour and Companies

➢ Aims to facilitate the preparation and submission of

the annual Equality Plans.

➢ To have access companies need to register

➢ Gives guidance to prepare equality plans, complying

with the requirements and deadlines in force.

📂 Equality Plans

https://planosigualdade.cite.gov.pt/pt-PT/Account/LogOn


Equality Plans

Sector Entities Equality Plans  2020 Equality Plans  2021 Equality Plans  2022

State-owned companies 242 14 68 49

Local state-owned companies 179 20 45 65

Listed companies 39 27 31 31

Total 460 61 144 145

27 108 66CITE’s Recommendations

Equality Plans submitted and CITE’s Recommendations



Equality Plans

Key challenges in this measure:

➢ Make companies to draw up their equality plans since there are no sanctions for non-

compliance with the law.

➢ Show companies that carry out a self-diagnosis in terms of gender equality and draw up an

equality plan with strategies and actions to intervene in various dimensions of the company is

an opportunity for improvement.

➢ Make companies look at equality plans as a strategic instrument for promoting gender equality

in companies and for improving human resources management.

➢ Companies to effectively take in CITE’s recommendations.



Reporting Duties for Employers | Addressing the Gender Pay Gap 

Law no. 60/2018 on measures to promote equal pay for women and men 
workers for equal work or work of equal value



Equal Pay for Women and Men 

This law contains four types of mechanisms that enforce the principle of equal pay for equal work and of
equal value

➢ Annual availability of data about pay differences, both by sector of activity (barometer) and by
company (balance sheet)

➢ Companies have an obligation to ensure a transparent wage policy based on objective and non-
discriminatory criteria

➢ Companies are required to have a transparent pay policy, based on the objective evaluation of job
components and if pay discrimination is alleged, companies are notified by Labour Inspectorate to
submit a plan that evaluates their pay disparities. The plan should be presented in 120 days
implemented in the course of one year. After implementation, the company shows results:
justification of pay disparities and/or correction of pay discriminations

➢ Workers may request the Commission for Equality in Labour and Employment to issue an opinion on
the existence of pay discrimination based on sex.



Barometer on Pay Disparities

Improving data

➢ The law requires the production of regular data on pay disparities by sector and company
level (including disaggregated data by occupation and qualification level)

➢ The information is prepared by the Strategy and Planning Office of the Ministry of Labour,
Solidarity and Social Security, on the basis of information (already) provided by companies
on an annual basis (Quadros de Pessoal)

➢ It includes sector-level data on the adjusted gender pay gap. The adjusted GPG used in the
Barometer is similar to the factor weighted GPG used by the ILO (Rosalia Vazquez-Alvarez,
2018), i.e. by “grouping” women and men in homogenous groups according to pre-
determined factors, and taking the weighted average of these groups in total population



Barometer on Pay Disparities

Improving data on pay disparities

Going beyond the gender pay gap

The Barometer is an instrument for employers  
understanding  the individual evaluation of pay 

disparities. It includes general and sector-level data on 
the factor-weighted GPG, thus it provides an 

innovative source of information on this subject. 

The Barometer is meant to:

➢ Improve statistics

➢ Raise awareness

➢ Promote a wide-ranging debate on equal pay in the Portuguese society

➢ Provide employers with updated, reliable and detailed data that enables them to

better understand how their respective economic activity sector is positioned in

terms of pay disparities

http://www.gep.mtsss.gov.pt/trabalho#igualdade+e+n%c3%a3o+discrimina%c3%a7%c3%a3o


Balance on Pay Disparities

➢ Is generated by companies on the basis of the information on pay included in the Quadros de Pessoal

(mandatory annual submission of information, about companies and workers, by the employer to the

Ministry of Labour) with the help of an app developed by the initiative of GEP/MTSSS. In this sense, since

information about the company and its response is a legal obligation, it is available for consultation only

by the company itself and, for inspection purposes and/or preventive activity, by Labour Inspectorate;

➢ Is aligned, in terms of indicators and results, with the information that is made available on the Barometer 

(macro level, national statistics).



Complaints on Pay Discrimination

Information
requests

Complaints

5 2

➢ CITE had issued binding opinions where it
concludes that there is evidence of wage
discrimination based on sex.

➢ CITE notified the workers and the
employers of its binding opinion, so that
the latter can justify the evidence of
discrimination or present corrective
measures adopted, within 180 days



PROJECT Equality Platform and Standard

OBJECTIVES:

➢ Design a platform to monitor 
the implementation of public 
policies and compliance with 
legal instruments within the 
framework of the Agenda for 
Equality in the Labour Market 
and Business

➢ Prepare the Portuguese 
Reference Document for an 
Equal Pay Management System

➢ Mapping public policies already in force and new ones

➢ Linking the indicators already used, as well as others to fill
existing gaps and that can be identified as useful

➢ Taking as an example, and in the framework of the exchange
of best practices with the Icelandic project partner, the
Icelandic Standard ÍST 85:2012 - Equal wage management
system - Requirements and Guidance. This Standard served as
a reference for the discussion and elaboration of the
Portuguese Standard for an Equal Pay Management System,
by the Technical Committee constituted under the scope of
the project.
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Commission for Equality in Labour and Employment

Rua Américo Durão, n.º 12-A – 1.º e 2.º 
1900-064 Olaias
Lisboa - Portugal 

Tel.: + 351 215 954 000
geral@cite.pt

www.cite.gov.pt

mailto:geral@cite.pt
http://www.cite.gov.pt/


Promoting gender equality in the labour market across 
borders

09:15 – 09:45 Portuguese outlook 
“An Initiative-taking approach to 
equality planning and equal pay”
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Ministro and Anita Sares
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“Equality plans for companies and 
institutions”
By Jón Fannar Kolbeinsson



Equality plans

Jón Fannar Kolbeinsson
jonfannar@jafnretti.is



Equality plans

• Article 5 of the Act on legal Status and Rights Irrespective of 
Gender provides the grounds for Equality plans

– All companies and institutions that employ 25 or more people 
must make an equality plan or intergrate equality matters into
their personnel policies.

– The Equality plan must uphold the rights that are stated in art. 6, 
12, 13 and 14 of the Act.

34www.jafnretti.is



• What are those rights?

– Art. 6: General provision regarding pay equality

– Art. 12: Vacancies, vocational training, retraining and continuing education

– Art. 13: Reconciliation of work and family life

– Art. 14: Gender based violence, gender based harassment and sexual harassment

35www.jafnretti.is



Art. 6 General provisions regarding pay equality

• Women, men and persons whose gender is registered as 
neutral in Registers Iceland shall be paid equal pay and 
enjoy equal terms of employment for the same jobs or jobs 
of equal value. 

• “Equal pay” means that pay shall be determined in the same 
manner for all persons regardless of gender. The criteria 
based on which pay is determined shall not involve gender 
discrimination. Workers shall always be permitted to 
disclose their pay terms, should they so choose.”

36www.jafnretti.is



Art. 12: Vacancies, vocational training, retraining 
and continuing education

• “Employers shall take necessary measures to ensure that 
women, men and persons whose gender is registered as 
neutral in Registers Iceland have equal opportunities 
regarding retraining, continuing education and vocational 
training, and to attend courses held to enhance vocational 
skills or to prepare for other assignments occupations.”

37www.jafnretti.is



Art. 13: Reconciliation of work and family life

• “Employers shall take the measures necessary to enable 
their employees to reconcile their professional obligations 
and family responsibilities, irrespective of gender. Such 
measures shall, inter alia, be aimed at increasing flexibility in 
the organization of work and working hours in such a way as 
to take account of both employees’ family circumstances 
and the needs of the labour market, including facilitating the 
return of employees to work following maternity/paternity 
or parental leave or leave from work due to pressing and 
unavoidable family circumstances.”

38www.jafnretti.is



Art. 14: Gender based violence, gender based harassment
and sexual harassment

– “Employers and the directors of institutions, civil society 
organizations and sports and youth organizations shall take special 
measures to protect their employees, students and clients from 
gender-based violence, gender-based harassment or sexual 
harassment in the workplace or institution, social activities or 
schools. If a superior is charged with alleged gender-based 
violence, alleged gender-based harassment or alleged sexual 
harassment, he or she shall be non-competent to take decisions 
regarding the working conditions of the plaintiff during the 
examination of the case, and the next superior shall take such 
decisions.”

39www.jafnretti.is



Equality plans ensure active equality work in the 
labour market

– An Equality Plan is primarily intended to analyze and evaluate the 
present situation in the workplace and tear down the obstacles 
that may stand in the way of employees. Informed staff is a 
prerequisite for active equality work in companies and 
institutions.

– It is in interest for the labour market that employees are 
enthusiastic and happy, and that everyone’s knowledge and 
experience can be utilized. Investing in employees does not only 
deliver an improved work environment but also improved 
competitiveness.

40www.jafnretti.is



Projects and actions in Equality plans

• Creating a just environment where equality prevails among all genders, is no different
than any other project. It demands preparations, goal setting, decisions on methods
and last but not least, the will to follow up on those decisions.

• It’s important that the projects/objectives are well defined from the beginning and
that they are presented to the staff in a sufficient way, this needs to happen both as
the Equality Plan is in the making and, as it’s put into use.

• A Project Execution Plan must follow the Equality Plan and ways to reach
predetermined goals need to be defined. In the project execution plan, it needs to be
clear who is responsible for what and how to follow up on projects/objectives.

41www.jafnretti.is



• One of the “pre” conditions when obtaining equal pay 
certification is to have a valid Equality plan

• The Directorate of Equality must review the equality plan 
and approve it for it to become valid

– This ensures that the Equality plans meet the legal requirements 
set forth in legal Act no. 150/2020

42www.jafnretti.is



Morning break until
10:45



Promoting gender equality in the labour market across 
borders

10:45-11:30 Norwegian outlook:
What are the barriers for women in 
the labour market in Norway?
By Mari Teigen, Research professor 
and director at CORE – Centre for 
Research on Gender Equality

11:30-12:00 Norwegian outlook: Activity and 
Reporting Duty: Promoting equality 
and prevent discrimination in the 
Norwegian labour market
By Thomas Jahren, senior advisor at 
the Ombud





LDO EEA seminar



Gender equality in Norway:

Progress, challenges, policies



Some examples of gender equality 

progress

48
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www.likestillingsforskning.no www.samfunnsforskning.no

Closing the gender gap in political representation: 

The Norwegian Parliament

99 98 99

95

95 95 93 91 92 91

84

76 74

66 64
61

64 64 62 60 60 60
55

12 1

5 5 5 7 9 8 9

16

24 26

34 36
39

36 36 38 40 40 40
45

0

20

40

60

80

100

1
9
3

0

1
9
3

3

1
9
3

6

1
9
4

5

1
9
4

9

1
9
5

3

1
9
5

7

1
9
6

1

1
9
6

5

1
9
6

9

1
9
7

3

1
9
7

7

1
9
8

1

1
9
8

5

1
9
8

9

1
9
9

3

1
9
9

7

2
0
0

1

2
0
0

5

2
0
0

9

2
0
1

3

2
0
1

7

2
0
2

1

Men Women



www.likestillingsforskning.no www.samfunnsforskning.no
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Remaining challenges

- Labour market segregation

- Part-time work 

- The gender pay-gap

- Male dominance in top-positions

52



Labour market segregation



www.likestillingsforskning.no www.samfunnsforskning.no

Kilde: Arbeidskraftundersøkelsen, Statistisk Sentralbyrå https://www.ssb.no/befolkning/nokkeltall/likestilling

The gender segregated the labour market



www.likestillingsforskning.no www.samfunnsforskning.no

The gender segregated labour market
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Part-time work

58
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www.likestillingsforskning.no www.samfunnsforskning.no

· Part-time, at first an adjustment to family obligations and small 
children

· Today, women with small children work part-time to a little 
degree

· Part-time positions needs to better understood institutionally and 
structurally

Part-time work



The gender pay-gap
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#1 HOURLY WAGES: 

MEN AND WOMEN WITH BACHELOR DEGREE
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www.likestillingsforskning.no www.samfunnsforskning.no

Equal-Pay: Egalitarian Inequality 

· Norway is characterized by relatively small wage differences, but 
wage differences between women and men are maintained by 
female-dominated occupations being payed less than male-
dominated occupations

· But, these are occupations where there is great need of personnel 
in the years to come

· Pay is important for status and probably for the recruitment of 
men 



Male-dominance in top-positions

67
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Percent women in top-management 
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22 19 18 17 14 16 17

0

20

40

60

80

100



www.likestillingsforskning.no www.samfunnsforskning.no

40 35 30 27 22
10

0

20

40

60

80

Proportion women in top 

positions by sectors in 

Norway



www.likestillingsforskning.no www.samfunnsforskning.no

The gender segregated labour
market

71



Policies

72



www.likestillingsforskning.no www.samfunnsforskning.no

· Equality legislation

· Gender Mainstreaming / activity duties

· Work-life balance policies

· Gender quotas and preferential treatment

Main pillars of Norwegian/Nordic 

gender equality policy



Equality and Anti-Discrimination

legislation



www.likestillingsforskning.no www.samfunnsforskning.no

· Important features:

· Equal treatment (promote the position of women)

· Activity duties (public authorities, employers, industrial relations)

· Preferential treatment (positive action)

· Gender quotas / regulation of gender balance

Equality and Anti-discrimination

legislation



Gender mainstreaming



www.likestillingsforskning.no www.samfunnsforskning.no

· Main strategy for gender equality policy to integrate equality
perspectives into all policy-making

· Legally anchores in Equality legislation , as well as in EU and UN 
equality policies and directives

· Sweden in the for-front, still most evaluations are negative

Gender mainstreaming



Work-family policy



www.likestillingsforskning.no www.samfunnsforskning.no

· Parental leave, including «daddy-quota»

· Public subsidized child-care institutions

Work-family policy
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Gender quotas



www.likestillingsforskning.no www.samfunnsforskning.no

Type Adoptions Procedure

Party politics Voluntary Left party 1974

Socialist left party 1975

Labour party 1983

Centre party 1989

Christian democratic

party 1993

Every second man 

and women

Minimum 40 % 

internal party 

bodies

Public commissions Legislation:

Equality- and Anti-

Discrimination Act

Aim of both gender 1981

Minimum 40 % each

gender 1988

Included in municipal

legislation 1992

Minimum 40 % 

Corporate boards Legislation:

Company’s Act

2003 – 2008/2009 Minimum 40 % 



Why gender equality?

Because it is right, fair and profitable
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• Norsk økonomis vekst pga

kvinners yrkesaktivitet

• Mange kvinner jobber deltid. 

Hva om menn og kvinner 

jobbet like mye? 





Promoting gender equality in the labour market across 
borders

10:45-11:30 Norwegian outlook:
What are the barriers for women in 
the labour market in Norway?
By Mari Teigen, Research professor 
and director at CORE – Centre for 
Research on Gender Equality

11:30-12:00 Norwegian outlook: Activity and 
Reporting Duty: Promoting equality 
and prevent discrimination in the 
Norwegian labour market
By Thomas Jahren, senior advisor at 
the Ombud



The activity and 
reporting duty



Equality?



General duty
Promote quality
and prevent
discrimination

Extended duty, 
in addition

Duty to reportWorking
method

Activity and reporting duty

Private 
<20

(156817
)

Private 20-50 
(13384)

Private >50 
(5210)

Public 
(29032)



1

2

3

4

Investigate for 

risks of

discrimination and 

barriers towards

equality

Analyse 

causes of

identified

risks

Evaluate

results

Implement

meassures

Review Part time Review Equal pay



The reporting duty



Duty to issue a statement (§ 26 a)

In annual report or other 
publicly available 
document

The Anti-Discrimination
Tribunal enforces this
section of the act

the actual status of 
gender equality in the 
undertaking

what the undertaking is 
doing to comply with the 
activity duty pursuant to 
section 26



Our role

Follow up on the sections§§
26 and 26 a
Review of equality reports. 
Both that undertakings have 
a report and that it meets the
requirements
The review is supposed to 
contribute to the equality
work
Can bring reports in for the
equality tribunal



Requirements



Minimum requirements – part 1 (Q)

Anually:

The number (share) of men and women

Share of men and women in part time positions

Share of men and women in temporary positions

Parental leave for men and women

Bi-anually

The results from the equal pay review

The results from the involuntary part time work review

Not an exhaustive list!



Minimum requirements part 2 (q)

The employer must give a description of and information about planned and 
implementetd measures for all grounds of discrimination across the entire HR-
policy

The report must encompass information about guidelines, principls, precedures
and standards the employer uses to safeguard equality i the daily running of the
business and the HR-policy

The employer must inform about how the undertaking works in order to 
operationalise equality policies to action, including how the manadtory working
method has been used. 

The employer must make an evaluation of results and inform about expectations
to results in the future



What hav we done?

Review of
3 municipalities (Horten, Nordre Follo og Karmøy kommuner, 
approx 50-60 000 inhabitants)

3 large private comapnies (Equinor, Telenor Norge, Hydro) 

3 from the central administration (The Police og Ministry of
agriculture and food, The directorate of education)

None of the 9 fullfills the minimum requirements. However –
variations. 

Follow-up meetings

New review 2022

Bring in for the Tribunal? 



What did we learn? 

Employers need guidance. Still, some of them finds out everything
on their own

Part 1 (Q) is relatively straight forward, also including the reviews
of salary and part time work

Everyone struggle with the duty across all grounds of
discrimination and across all HR-areas

Must have a plan spanning years.
Standard risk-assesments tools will lead to some groups never making it

Big complexity in big organisations (public and private)
Still: similar organisations can deal with the duty differently



From here, and on

We are looking for the willingness to take advice

If the report does not meet the minimum criterias
And no willingness to take advice

And yet another poor report

Increased likelihood for the report being brought in for 
the Tribunal



Resources

www.ldo.no/arp

www.bufdir.no/arp

http://www.ldo.no/arp
http://www.bufdir.no/Inkludering/arp/


Vi hjelper deg
Gratis juridisk veiledning

Finn oss på nett: www.ldo.no

Ring oss: 23 15 73 00

E-post: post@ldo.no



Lunch break until
13:00



Practical examples: External presenters from the 
Norwegian context

13:00-13:45 Mesta: Equality, diversity, and inclusion
Silje Marie Rosenlund, Head of Sustainability

14:00-14:45 Oslo Economics: How has public employers 
followed up on the equal pay mapping? Findings 
from new Report
Nina Skyve Falch, senior manager and Alexander 
Huth, senior economist

15:00-15:45 KPMG: How has medium and large enterprises 
dealt with the new legal criteria in the activity and
reporting duty?
Kathrine Moe Boye, Head of Sustainability



Equality, diversity 
and inclusion
Silje Marie Rosenlund
Head of Sustainability and environment



Content
• About Mesta

• Sustainability in Mesta
• Gender equality
• ARP – four step method

• What now?

01.06.2022



We build, maintain and develop Norwegian 
infrastructure on behalf of both public and private 
customers. 

We are 1700 employees who work every day to 
ensure safe and open infrastructure throughout the 
country.

We are owned by the Norwegian state, under the 
Ministry of Trade, Industry and Fisheries

About Mesta



Mesta 
gets you

there

Building road
infrastructure

Maintance of
airport 
infrastructure

Securing mountains
and tunnels

Electrification of
road
infrastructure

Development and 
maintenance of rail
infrastructure

Road 
maintenance, 
snow plowing
and salting

New construction and 
maintenance of 
bridges and docks



Sustainability in 
Mesta

01.06.2022



Tema til diskusjon 

• Ahead of customer and 
societal demands/expectations

• Invest in external collaboration 
projects

• Take a position in industry initiatives 
and on several topics within 
sustainability (i.e diversity)

• Have several interdisciplinary 
projects that focus on sustainability

• Utilise ambassadors to promote 
sustainability and spread the good 
stories

• Sustainability in everything we do

Ambition – front 
runner





«Diversity, equality and inclusion is 
important to Mesta. We work hard to 

ensure a work environment where 
everyone

experience equal opportunities, can use 
their competencies, and feel secure»

- CEO Marianne Bergmann Røren

01.06.2022



Mesta knows that diversity
can

01.06.2022

• Create magic with the right structures 
for cooperation, a culture of inclusion and 
sharing and learning
• Contribute to making the company more 

profitable
• Increase the innovation capacity of 

companies

• Lead to better team satisfaction

Harvard business review
Harvard business review & McKinsey 2021



01.06.2022

44 %
Women in top
management

17 %
Of new hires were women
(goal 15 %)

Annual report 2021



Only 11 % women in Mesta in total

01.06.2022



Goal 2022

18 % 
of all new hires are women

01.06.2022



Activity duty of public authorities 
and duty to issue a statement 

(ARP)

01.06.2022



Mesta - Best in class! :)

6/1/2022

Mesta best in class :)



ARP - Four 
step 
method

6/1/2022

1. Examine risks and obstacles

2. Analyze

3. Implement actions

4. Evaluate results



Risks and obstacles

01.06.2022

• Work life balance not in balance

• Recruitment base is too small – need of more girls and 
young women to choose vocational education/training

• Internal recruitment – not enough candidates

• Still male-dominated and not diverse

• Differences related to promotions and salaries



Analyze - How we worked

01.06.2022

• Interdicsiplinary teamwork (HR, union representative, 
sustainability, communication)

• Close collaboration with both union and safety representatives

• Structured and detailed work following Bufdirs tools and 
recommedations and good guidance from The Equality and 
Anti-Discrimination Ombud

• The report included a detailed description of area/topic (i.e
Recruitment), risk, congruent descriptions of actions, responsible 
for action and status for 2021, including follow up plans for 2021. 
For 2021 Mesta made a separate report.



6/1/2022

Detailed work - Example from the report



Examples of actions

01.06.2022

Active BoD Include and 
develop leaders

Founders of
Diversitas

network

KPI on Gender
equality

Collaboration 
committee

Sustainability
forum

Involvement
of working

environment
committee

Actions on
whistleblowing

Evaluating
wardrobes

Evaluating equal
salary and 

compensations

Inclusive
reqruitment

Campaign for 
Diversity



We include and develop
leaders

01.06.2022

• We focus on developing inclusive leaders. Building diversity, equality 
and inclusion in the workplace starts with inclusive leaders, not just at the top but
at every level of the organization.

• Inclusive leaders are able to inspire an inclusive mindset in others
and leverage the diversity within their teams to achieve better performance.

• In 2021 all leaders went through a workshop to enhance their understanding of 
why diversity is important and understanding their own unconscious bias. 
Unconscious bias training has been dominating DE&I training in almost all major 
corporations.

• Received funding from IMDI to develop a course in inclusive recruitment. We have 
started developing the training course which will be mandatory for all leaders in 
Mesta.

• In 2022 the top management is planning certification in Diversity-Management



Whistleblowing

01.06.2022

• We want employees to report matters of concern within Mesta. We 
use an external provider of whistleblowing services: BDO AS. The 
whistleblowing process applies to all employees and board members

• Instructions a are in the company's Personnel and Management 
Handbook. The CEO has approved the notification routine and 
appointed HR as responsible for managing the whistleblowing 
process.



More inclusive recruitment processes

01.06.2022

Course in inclusive recruitement

• Awarded NOK 660,000 from the Directorate for Integration and Diversity (IMDi) to 
develop a course to increase the diversity of the organization.

• Will help leaders become aware of unconscious bias and understand the value of 
diversity in the workplace. After completing the course, the leaders should be 
better equipped to recruit in a more inclusive way.

Recruitement on applicant's terms

• Traditional recruitment often requires substantial effort from the job seeker.

• Reduced the threshold for applying, as well as reduced the risk of discrimination by 
removing the application letter and replaced it with relevant questions.

• Tested removing the resume and application via mobile phone. The result was an 
increased number of applicants.



01.06.2022

• Mesta was a contributor to the digital course "Campaign of 
Diversity", developed by EBA – The Construction contractors' 
association

• Mesta plans to include this training course in our onboarding of new 
employees.

Campaign for Diversity



Evaluation after ARP

01.06.2022

• The organisation, especially leaders, is more aware of and feels a responsibility
towards equality, diversity and anti-discrimination

• Resulted in a more structured way of reporting equality, diversity, inclusion and anti-
discrimination in Mesta

• Established more concrete actions which are followed up closely

• Everyone is led in the right direction



What now?

01.06.2022

Diversity courses in internal e-learning system MestR

Planning for certification in Diversity Management

Course in Inclusive Recruitment

Clearer criteria related to promotions

New internal survey on salary (2.5 per cent difference in salaries between women 
and men in 2021)

Insufficient wardrobe facilities. It is assessed whether there is a need to rebuild or 
purchase new in accordance with the requirements for separate facilities.

Ongoing work on ARP





Practical examples: External presenters from the 
Norwegian context

13:00-13:45 Mesta: Equality, diversity, and inclusion
Silje Marie Rosenlund, Head of Sustainability

14:00-14:45 Oslo Economics: How has public employers 
followed up on the equal pay mapping? Findings 
from new Report
Nina Skyve Falch, senior manager and Alexander 
Huth, senior economist

15:00-15:45 KPMG: How has medium and large enterprises 
dealt with the new legal criteria in the activity and
reporting duty?
Kathrine Moe Boye, Head of Sustainability



Afternoon break until
15:00



Practical examples: External presenters from the 
Norwegian context

13:00-13:45 Mesta: Equality, diversity, and inclusion
Silje Marie Rosenlund, Head of Sustainability

14:00-14:45 Oslo Economics: How has public employers 
followed up on the equal pay mapping? Findings 
from new Report
Nina Skyve Falch, senior manager and Alexander 
Huth, senior economist

15:00-15:45 KPMG: How has medium and large enterprises 
dealt with the new legal criteria in the activity and
reporting duty?
Kathrine Moe Boye, Head of Sustainability







































Closing remarks
Ann-Helen Hopland
the labour market section at the Ombud


