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VAA – Vista Alegre Atlantis SGPS, S.A. 

Gender Equality Plan 2021 

 

PREAMBLE 

VAA – Vista Alegre Atlantis SGPS, S.A. is a group developing its activity within the ceramics and crystal 

sector, whose historical path since it was founded on the 1st of July 1824 has always been guided by a 

vision focused on innovation and on the quality of its products. Its development has been based on 

attracting, taking in and retaining talent as well as promoting equality for human resources, aiming at 

creating the best conditions for its employees to achieve professional (in terms of training and creating 

the best working conditions) and personal (promoting an environment that may ensure employees have 

social and family conditions, which include housing, culture, sports, leisure, health, leisure and 

education) goals. 

Its head office, located at Lugar da Vista Alegre, is a mirror of this policy by joining together the factory, 

the employees’ neighbourhood, the theatre, the chapel, the museum, the sports club and all other 

characteristics that make up the world of Vista Alegre. 

 

INTRODUCTION 

Within the context of expertise spanning nearly two-centuries which the company will celebrate in 

2024, it has always embraced the desire for innovation, which Grupo Vista Alegre Atlantis always 

brought together the essential pillars for its dynamics, such as ensuring personal, social, cultural and 

professional conditions within its world, favouring themes such as equality and well-being. 

Thus, gender equality is one of the fundamental principles of the Grupo Vista Alegre Atlantis and of the 

companies which are part of it.  The company has been laying out guidelines and measures to be 

adopted in compliance with the Código de Ética [Code of Ethics], the Código de Boa Conduta para a 

Prevenção e Combate ao Assédio no Trabalho [Conduct for the Prevention of Harassment at the 

Workplace] and the Política de Diversidade [Diversity Policy]. 

The promotion of gender equality in the workplace context currently must be welcomed under the legal 

framework adopted, specifically, under the Resolution of the Council of Ministers no. 19/2012, 8 of 
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March 2012, which firstly decided on the mandatory adoption of a plan for equality in all entities of the 

state's business sector to achieve equal treatment and opportunity between genders, eliminating 

discrimination and facilitating the balance between personal, family and professional life. 

This obligation was subsequently extended to companies listed on the stock exchange through Law no. 

62/2017, of the 1st of August, which approved the balanced representation regime between genders in 

the administrative and supervisory bodies of public sector entities and listed companies, defining within 

Article 7 the obligation to prepare and display annual equality plans. 

Law no. 62/2017 also established the representation percentage of both genders in the aforementioned 

management and supervisory bodies. The initial quota of 20% for companies listed on the stock 

exchange, in force as of the first elective general meeting taking place after the 1st of January 2018 is 

currently 33%, since the first elective general meeting held after the 1st of January 2020. Taking into 

account the adopted legislative framework, VAA -Vista Alegre Atlantis SGPS, SA prepared the present 

Gender Equality Plan to be in force in 2021, which defines the purposes, measures and targets to be 

reached for promoting equality between women and men, identifying the organisational aspects in 

which it is necessary to intervene and introduce changes, eliminating any causes of gender 

discrimination and implementing practices that facilitate harmony between professional, personal and 

family life. 

This Gender Equality Plan was based on the internal diagnosis carried out in terms of characterizing 

gender in the workplace and the organisation's practices with regard to equality between women and 

men, identifying the strengths and weaknesses, thus allowing an objective and measurable definition of 

the priorities on which it is necessary to act. 

To carry out the diagnostic process in order to identify policies and practices regarding gender equality, 

we used the support diagnosis provided by the Commission for Equality in Labour and Employment 

(CITE), portraying the status quo of the organisation, specifically, portraying these areas: Equality in 

employment; Initial and Continuous Training; Equality in workplace conditions; Parental Rights; 

Reconciliation of professional, personal and family life and Prevention of harassment at workplace. 

The results obtained in the analysis of the different dimensions and respective sub-dimensions are 

shown below. 

It is therefore notice that the commitment of Grupo Vista Alegre Atlantis to the promotion of gender 

equality and diversity is enshrined in the corporate management and supervision bodies, being now 
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formally endorsed in a document that was approved at the Board of Directors’ meeting on the 4th of 

December 2017, whereby “VAA - Vista Alegre Atlantis SGPS, SA intends to adopt and implement a 

diversity policy aimed at promoting suitable gender and age diversity, as well as complementary 

education and professional skills and diversity of experience within their respective corporate bodies, 

based in particular on the following principles: (i) diversity of knowledge, experience and know-how, as 

well as of gender, both at a national and international level; ii) an appropriate balance between age and 

seniority for thoughtful, innovative, sustainable and faster decision-making processes; iii) a suitable 

combination of education qualifications; iv) varied mastery in the different areas of knowledge and 

professional experience within different sectors; regular monitoring of the implementation of principles 

that are the basis of the diversity policy adopted, reviewing it on an annual basis.” 

Within this context the concerns and principles underlying this diversity policy have been presented in 

the successive elections of the Company's corporate bodies, including, in particular, in the Board of 

Directors and in the Supervisory Board, with particular emphasis on the ongoing 2020 mandate, people 

of varying ages, genders and qualifications as well as different professional experiences so as to not only 

promote greater balance and performance within these bodies, but also strengthen decision-making 

and control processes. 

In turn, the Corporate Governance Committee approved at a meeting on 10th March 2020 

recommendations regarding the process of appointing members of the corporate bodies to carry out 

their functions within the scope of this process, implementing the Diversity Policy and complying with 

the legal standards and recommendations applicable and adequate by the Company in this field. 

According to such recommendations, to the extent of its powers and/or when requested by the 

Shareholders, the Corporate Governance Committee issues an appraisal report of the candidates for 

members of the governing bodies to enhance the effective performance of their functions, with 

reference to the legal standards and Instituto Português de Corporate Governance (“IPCG”) 

Recommendations applicable as well as individual skills and diversity requirements considered relevant 

and provided by the Corporate Governance Committee, what actually occurred in relation to the 

elective process for the 2020 mandate. 

To this extent, the Company considers establishing criteria and requirements related to the profile of 

new members of the appropriate corporate bodies and having adopted good practices in order to 

promote the idea that the proposals for the election of the members of the corporate bodies may have 

a reasoning process regarding the adequacy of the profile, knowledge and curriculum to the role to be 

played by each candidate. 
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From the diagnosis made, regarding “Equality in Access to Employment”, it was shown that Grupo Vista 

Alegre Atlantis complies with subsection III (Equality and non-discrimination) of the Labour Code, 

specifically, with the rights protected in article 24 of the Labour Code. This ensures that the recruitment 

of male and female employees, specifically, from the announcement of job vacancies or other forms of 

advertising related to pre-selection, selection, and recruitment, comply with the law regarding equality 

and non-discrimination based on sex, in accordance with the provisions of Article 30 of the Labour Code; 

Regarding recording recruitment processes, the procedure's compliance with the provisions of Article 32 

of the Labour Code is ensured. 

With regard to the duty of information towards the workers provided for in article 106 of the Labour 

Code, this is also fully complied with. 

With regard to ensuring the safety and health of pregnant workers, breastfeeding mothers who have 

recently given birth, in accordance with the provisions of article 62 of the Labour Code, and of section III 

of Law 102/2009 of 10 September, specifically, in articles 50 to 60 of the aforementioned diploma 

(activities prohibited or limited for pregnant workers, mothers who have recently given birth or 

breastfeeding employees) the Grupo Vista Alegre Atlantis also fully complies with the law. 

Regarding the trial period, compliance with the provisions of article 111 of the Labour Code is ensured. 

Regarding “Initial and Continuous Training”, despite the optional character of the approach of this 

theme in the present diagnosis, it was understood to be pertinent to carry it out, in order to better 

reach a diagnosis that portrays the company's reality across the board. 

In this regard, it is important to mention that Grupo Vista Alegre Atlantis prepares its training plans, 

bearing in mind the principle of equality and non-discrimination, thus ensuring the opportunity for 

women and men to have access to the number of hours of certified training established by law, 

complying with the provisions of article 24 and paragraph 3 of article 30 of the Labour Code on this 

matter. 

However, with regard to access to employment, professional activity or training, there was a need to 

implement measures to fully comply with the provisions of no 3 of article 30 of the Labour Code. As 

research showed that in regards to professional training courses were shown to aim towards jobs 

predominantly carried out by one genre, there was no policy of promotion, whenever justified, giving 
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preference to these cases: employees of the lesser representative gender, employees with less 

education, employees without qualifications, employees responsible for a single-parent family, or 

employees on parental or adoption leave. 

It has also been shown that the company has not implemented a procedure to compensate for possible 

imbalances regarding the number of men and women in the company, namely by encouraging the 

participation of men and women in training courses aimed at jobs/functions in which one of the genders 

is under-represented. 

 

With regard to “Equality of Working Conditions”, set out in subsection III, division I, of the Labour Code, 

it was verified that the Grupo Vista Alegre Atlantis also complies with the provisions in the law. The 

company guarantees equal working conditions in accordance with the provisions under article 31 of the 

Labour Code, specifically those regarding our duties as an employer, under article 127 of the Labour 

Code, ensuring the rights of the female and male employees under the regime of leaves and absences, 

provided for in article 65 of the aforementioned document, as well as ensuring compliance with the 

provisions of articles 270 and 278 of the Labour Code regarding the criteria for determining 

remuneration. 

It is important to highlight as well that Grupo Vista Alegre Atlantis complies with the obligation to 

provide annual information on the company's social activity provided for in art. 32 of Law 105/2009, of 

the 14th of September and in Ordinance 655/2010, of the 21st of January. 

With regard to “Parental Rights” foreseen in subsection IV, articles 33 to 65 of the Labour Code, it was 

verified that Grupo Vista Alegre Atlantis complies with the rights of female and male employees, 

ensuring leaves and absences, in accordance with the provisions under article 35 of the Labour code, 

ensuring the right to leave under the following circumstances: - clinical risk during pregnancy, provided 

for under paragraph a), of no. 1 of article 35 and article 37 of the Labour Code; leave for termination of 

pregnancy, provided for in paragraph c) of no. 1 of article 35 and article 38 of the Labour Code; the right 

to leave for whatever situation provided for in paragraph d) of no. 1 of article 35 of the Labour Code, 

specifically, in articles 40 (Initial parental leave), 41 (Period of exclusive maternity leave), 42 (Initial 

Parental Leave to be taken by one parent in the event of the impossibility of another), 43 (Paternity 

leave), 45 (Adoption leave), 46 (Leave for adoption evaluation); also ensuring leave for adoption, 

provided for in paragraph e) of no. 1 of article 35 of the Labour Code;  complementary parental leave 
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provided for in paragraph g) of no. 1 of article 35 and article 51 of the Labour Code; ensuring absence 

for prenatal appointment, provided for in paragraph i) of no. 1 of article 35 and article 46 of the Labour 

Code; absence for breastfeeding or nursing, provided for in paragraph k) of no. 1 of article 35 and article 

52 of the Labour Code; the enjoyment of the leave for childcare, provided for in paragraph n) of 

paragraph 1 of article 35 and article 52 of the Labour Code; leave to assist children with disabilities or 

chronic illness or cancer, provided for in paragraph o) of no. 1 of article 35 and article 54 of the Labour 

Code; the exemption from some forms of organising working hours, provided for in article 58 of the 

Labour Code; the exemption from providing additional work, provided for in paragraph q) of no. 1 of 

article 35 and article 59 of the Labour Code; ensuring training for social inclusion, under the terms 

provided for in article 61 of the Labour  Code; ensuring protection in case of dismissal, pursuant to 

article 63 of the Labour Code; guaranteeing the rights provided for in article 65 of the Labour Code 

regarding the regime of leave, absences and lay-offs and providing information to employees regarding 

fixed-term employment contracts, under the terms set out in article 144 of the Labour Code. 

Regarding “Reconciliation of professional, personal and family life”, the diagnosis highlighted that 

Grupo Vista Alegre Atlantis ensures compliance with the law in regards to part-time work by an 

employee with family responsibilities, provided for in articles 55 and 150 of the Labour Code, as well as 

in terms of flexible hours for employees with family responsibilities, pursuant to the provisions of article 

56 of the Labour Code, provided it is compatible with the activity, taking into account the specifics of 

organising working hours, as well as the extension of rights attributed to parents, under the terms of the 

provisions of art. 64 of the Labour Code. 

With regard to teleworking, as provided for in Article 166 of the Labour Code, it has been explained that 

no appeal has been made to use this model. This not unrelated to the fact that the overwhelming 

majority of Grupo Vista Alegre Atlantis employees are factory workers, immediately ruling out the 

possibility of using teleworking. 

However, Grupo Vista Alegre Atlantis does not oppose implementing this regime, whenever feasible. 

Regarding drawing up a working hours schedule, the Grupo Vista Alegre Atlantis ensures compliance 

with Article 212 of the Labour Code, emphasizing the need to facilitate the reconciliation between the 

professional, personal and family lives of female and male employees when organising working shifts, 

under the regime provided for in articles 220 and 221 of the Labour Code. 
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Finally, “Prevention of harassment in the workplace” is addressed, which is legally described under 

subsection III (Equality and non-discrimination), specifically, in Divisions I and II of the Labour Code, 

among other separate legal provisions. 

In this regard, Grupo Vista Alegre Atlantis fully complies with the legal provisions on this matter, namely, 

preventing harassment under article 29 of the Labour Code, embodying this policy in the Código de Boa 

Conduta para a Prevenção e Combate ao Assédio no Trabalho [Code of Good Conduct for the Prevention 

of Harassment at the Workplace], in compliance with the provisions of section k) of no. 1 of article 127 

of the Labour Code. 

In order to promote the effectiveness of the harassment prevention policy, under the Código de Boa 

Conduta para a Prevenção e Combate ao Assédio no Trabalho adopted by Grupo Vista Alegre Atlantis, it 

is important to disclose this information to all female and male employee in in view of proper awareness 

of this reality, namely, what is meant by harassment, what procedures employees must undertake when 

they are victims of harassment, or when they are aware of the harassment situations, as well as the 

complaint procedure to follow. 

The creation of the Equality Committee thus represents a fundamental instrument, which VAA - Vista 

Alegre Atlantis SGPS, SA will implement, as detailed below. However, it is important to note that a 

substantial part of the responsibilities assigned to the equality committee have been ensured by a pre-

established task force, made up of a director of the human resources department, in coordination with 

the members of the commercial and industrial area managers. Nevertheless, the aforementioned task 

force did not evolve earlier to formalize as an equality committee due to the Covid-19 pandemic, 

resulting in a situation with exceptional and unpredictable characteristics never before experienced. 

 

SOCIAL CHARACTERISATION INDICATORS 

After the diagnosis was carried out, it was also considered relevant to disclose, prior to presenting the 

Gender Equality Plan, some of the main indicators related to the current gender distribution in the 

organisation. After the diagnosis was carried out, it was also considered relevant to disclose, prior to 

presenting the Gender Equality Plan, some of the main indicators related to the current gender 

distribution in the organisation. 
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GENDER EQUALITY PLAN 

Scope: Strategy, Mission and Values of the Company 

PURPOSE MESURES 
DEPARTMENT/ 

RESPONSIBLE UNIT 
BUDGET INDICATORS GOAL 

Ensure 
implementationof 
the Gender 
EqualityPlan for its 
monitoring, follow-
up and sustainability. 

Creation of an internal 
body - Committee 
forEquality between 
women and men and 
formalizing  
their responsibilities. 

The Committee will 
incorporatea person 
responsible for the 
company's operating 
areas, taking into 
account the equal 
representation of both 
genders, specifically,1 
director, 1 person 
representing the human 
resources department, 3 
people representing 
production and 1 person 
representing the 
commercial area. A total 
of6 members, ensuring 
equal representation of 
both genders. 

Time spent by 
members and 
respective cost. 

Replacementof the 
current task force by the 
committee, withthe 
compositionand 
responsibilities already 
defined,to promoteand 
implement the Gender 
Equality Plan. 

Committee to be 
created  
by 31.01.2021 

Raise awareness on 
the Gender Equality 
Plan and its strategic 
importance for the 
company. Involve all 
female and  
male employees in 
implementing  
the Gender Equality 
Plan. 

Disclosure of the 
Gender Equality Plan, 
respective measures 
and purposes, through 
internal 
communication 
channels. 

Equality Committee, 
Human Resources 
Department. 
 

Time spent by 
members and 
respective cost. 

Information should be 
conveyed through 
internal communication 
channels in the reporting 
year. 

100% of female 
and male employees 
in the reporting 
year.   
Disclosure made 
through internal 
communication 
channels in the 
reporting year. 

Recognizeand 
associate the equal 
visibility of women 
and men in all forms 
of language, 
internally and 
externally. Deny the 
perpetuation of 
gender stereotypes 
and reinforce a 
culture of equality 
between women and 
men. 

Use inclusive language 
(verbal and non-
verbal) in all company 
documents as well as 
management and 
communication 
instruments. 

Equality Committee, 
Human Resources 
Department. 

Time spent by 
members and 
respective cost. 

Documents,management 
and communication 
tools from the company 
must use inclusive 
language (verbal and 
non-verbal), in the 
reporting year. 

All documents, as 
well as management 
and communication 
instruments must 
use inclusive 
language (verbal and 
non-verbal) 
by the end  
of the reporting 
year. 

Encourage female 
and male workers to 
promote equality 
between women and 
men. 

Promote participation 
of female and male 
employees in gender 
equality conditions. 
Collection of 
suggestions regarding 
gender equality across 
all levels of the 
organisation. 

Equality Committee, 
Human Resources 
Department. 

Time spent by 
members and 
respective cost. 

Suggestion mechanisms 
created in the reporting 
year. 

Mechanisms created 
by the end  
of the reporting 
year. 
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Scope: Initial and Continuous Training 

PURPOSE MESURES 
DEPARTMENT/ 
RESPONSIBLE 
UNIT 

BUDGET INDICATORS GOAL 

Promote equality 
between women and 
men in the 
workplace, favouring 
management and 
work practices in line 
with it. 

Integrate a module on 
equality between 
women and men in the 
annual training plan, 
namely on: gender 
stereotypes; inclusive 
language; among 
others. 

Equity Committee 
Human Resources 
Department 
Training 
Department. 

Time spent by 
the teams 
assigned to 
the measure. 

Training on equality between 
women and men integrated into 
the annual training plan, in the 
reporting year. 

Training on 
equality 
between women 
and men 
integrated into 
the annual 
training plan, in 
the reporting 
year. 

Promote greater 
balance between 
women and men in 
the company. 

Elaboration and 
implementation of 
internal procedure such 
that vocational training 
courses aiming certain 
jobs predominantly 
towards employees of 
one of the genders, be 
granted, whenever 
justified, preference to 
employees of the less 
representative gender 
in the respective 
profession. Moreover, if 
appropriate, preference 
may be granted to 
employees with less 
education, without 
qualification or 
responsible for a single 
parent family or in the 
case of parental leave 
or adoption. 

Equity Committee 
Human Resources 
Department 
Training 
Department. 

Time spent by 
the teams 
assigned to 
the measure. 

Internal procedure elaborated 
and implemented in the 
reporting year. Number of male 
and female employees with less 
representation in the profession, 
covered by vocational training, 
who attend these training 
courses, in the reporting year. 
Number of employees with less 
education covered by vocational 
training courses, in the reporting 
year. Number of unskilled 
employees, covered by 
professional training courses, in 
the reporting year. Number of 
employees with single-parent 
families covered by vocational 
training courses, in the reporting 
year. Number of employees who 
have taken parental or adoption 
leave covered by vocational 
training courses,in the reporting 
year 

Internal 
procedure to be 
elaborated and 
implemented by 
the end of the 
reporting year. 

 

Ílhavo, 14th of September 2020
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