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We are committed to continuing to make a mark positively,
 promoting a working environment where
everyone feels valued, recognised for their merit and where 
diversity is a factor that complements us, brings us closer 
together and enriches our way of thinking, deciding and 
acting.

Carlos
Mota Santos
Chairman and CEO

ά

MESSAGE
CHAIRMANFROM THE

OF THE BOARD OF DIRECTORS
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Our
1

Throughout the course, I've come to appreciate characteristics of my own personality 
that, until then, I considered weaknesses. Over time, I learnt to

face new challenges with ambition, transforming these characteristics into
powerful leadership and personal development tools.

Joana Costa | MEEC Portugal
WoMEn Leaders | 2nd edition

COMMITMENT

ά



PLAN FOR GENDER EQUALITY 2025

Our Commitment
Committ ed to our impact on the Sustainable Development Goals (SDGs) and committ ed to 

perpetuating the legacy of its founder, Manuel António da Mota, with an eye to the 

future, Mota-Engil revisited its purpose and the Building'26 strategic plan.

From this exercise, multiple commitments were reinforced, among which we highlight the 

commitment to promote an attractive ecosystem for our People, based on diversity, 

equality and respect for differences.

Our legacy inspires and commits us 
to build a better world.

ά

01
Our

 COMMITMENT

02
Our

JOUR NEY

03
Stories of

SUCCESS

04

05
Follow up and

MONITORING

06
FINAL

Notes

FUTURE

Paths

5



achieve 75 % local staff in management positions by 2026.

As Mota-Engil is a global company focused on delivering value to its stakeholders in a sustainable way, 

it revisited its Strategic Plan "Building 26" in August 2023, adjusting it to its purpose: "Our legacy inspires 

and commits us to build a better world".

With a view to achieving superior performance and strengthening the business portfolio, Building 26 

presents 5 strategic axes, one of which is sustainabilit y, with its objectives and targets:

ά
Making sustainability a top priority, committing 

ourselves to the Sustainable Development Goals and 
increasing the visibility of efforts.

achieve 30% of women recruited/promoted to management positions by 2026, placing "Gender Equality" at 
the centre of its action;

Specifically in terms of sustainability, and aware of the decisive role that Mota-Engil plays in 

contributing to the SDGs, the Group has incorporated and reinforced the following strategic goals in 

its 2026 Strategic Plan:

StrategicPlan:
Building26
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Local talent in management roles

Reduct ion in accident with lost 
time vs 2020

Reduct ion of GHG emissions (scope 
1, 2 and 3) vs 2021*

Global  Certification
(9001,14001,45001)

Women recruited or promoted as 
manager vs 2021

Cumulative Investment in 
Innovation 22-26 vs 2020

Recovery Waste

Ent ities measuring CSR impact 
based on SDG
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The right to equality between women and men is enshrined in the 

Universal Declaration of Human Rights.

It is fundamental for the development of societies and for the full 

participation of all people ς regardless of their gender ς in the social, 

professional and political life of nations. At the same time, the right to 

gender equality is set out in the Constitution of the Portuguese Republic, 

namely in Article 9(h), and is a legal obligation rather than a simple way 

of being in society.

In 2012, Council of Ministers Resolution no. 19/2012 of 8 March 

strengthened this right, stipulating that an equality plan must be adopted 

by all entities in the state business sector, with a view to achieving equal 

treatment  and  opportunities  for  women  and  men,  eliminating 

discrimination and facilitating the balance between professional, family 

and personal life.

Subsequently, and increasing in scope, listed companies were, in 

a second phase, covered by this obligation, via Law 62/2017 of 1 

August, which approved the system of equal representation 

between women and men in the management and supervisory 

bodies of public sector entities and companies listed on the stock 

exchange, defining the obligation to draw up and display annual 

plans for gender equality.

In this sense, and committing to its implementation, monitoring 

and updating, the Mota-Engil Group has drawn up the 2025 gender 

equality plan applicable to both its employees and the members of 

its governing bodies, under the terms of article 7 of Law no. 

62/2017.

Aware of the multicultural universe and socio-economic differences in which we operate, the Mota-

Engil Group has been at the forefront, complying with and enforcing human rights emanating from 

national and international laws, based on the Universal Declaration of Human Rights.

Framework
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Our
2
JOURNEY

άI realised that all the effort is worth it. Every day is an opportunity to
learning and applying it in my day-to-day life motivates me to aspire to 

leadership in the area in the future.

Lourdes Lopez | Mota -Engil Mexico
WoMEn Leaders | 3rd edition
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The diagnosis, based on this myriad of instruments,

aimed to assess dimensions such as the company's

strategy and commitment to equality, human

resources,the articulation/ conciliation of professional,

family and personal life, respect for the dignity and

integrity, dialogue, communication and external

relations, equal access to employment, equal working

conditions, equal pay, parental protection, init ial and

ongoing training, prevention of harassment at work.

Instruments

CITEGuideand respective guidelines for 

drawing upequality plans

CITESelf-diagnosisQuestionnaire *

CITEIndex*

CITErecommendations

Gender Equality Action Plan *

Organisational ClimateSurvey

Internal

What is it, what is it for?

Support guide provided by CITEto identify guidelines for drawing up equality plans

Questionnaire structured by CITE to assess the company's gender equality practices

Statistical toolprovided by CITEfor monitoring policiest o promote gender equality

Recommendations issued by CITE, with the aim of ensuring the continuous improvement

of the approachadopted by the company

Tool for systematising measures and proposals for action topromote gender equality

Surveydeveloped by Mota-Engil to assesssatisfaction andcollect suggestions from Mota-

Engil employees,on a variety of dimensions, including issues related to respect for equal

opportunities, justice andnon-discrimination.

A tool for monitoring the evolution of Mota-Engil's employees in a number of dimensions,

such as gender, nationality, contractual situation, age group, salary rates, careers, and

others.

Source

External

External

External

External

External/
Internal

Internal

* Instrumentssubmitted directlyto theplatform provided by CITE

Corporate HumanResourcesReporting

State of the art assessment
We summarise below the instruments used to assess and monitor progress in strengthening and promoting gender equality in the 

Group:
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How we're evolving
pp. 12-13

Summary of indicators relating to:

ǐ Headcount
ǐ Gender
ǐ Age group
ǐ Qualifications
ǐ Senioriry
ǐ Nationalities
ǐ Employment
ǐ Mobilisation Status

Diversity and equality indicators
Annexes

Detailsof indicatorsrelating to:

ǐ Gender
ǐ Functional category
ǐ Qualifications
ǐ Age group
ǐ Employment
ǐ Training
ǐ Remuneration
ǐ National minimumwage
ǐ Turnover
ǐ Location

CITESelf-diagnosis
Submitted on the onlineplatform

Evaluation of indicators relating to:

ǐ Equal access to employment
ǐ Equal workingconditions
ǐ Equal pay
ǐ Parental protection
ǐ Reconciliation of professional activity
ǐ with family andpersonal life

CITEIndex
Submitted on the onlineplatform

Evaluation of indicators relating to:

ǐ The company'scommitment to
ǐ Equality betweenwomenandmen
ǐ Human Resources
ǐ Balancing work, family andpersonal life
ǐ Respect for thedignity andintegrity of 

working people
ǐ Dialogue, communication and external 

relations
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State of the art assessment
We present a summarised overview of the instruments and indicators developed as part of the diagnosis carried out to evaluate Mota-Engil's practices regarding gender 

equality between women and men, which form an integrated part of the Equality Plan:



Diversity and equality are central themes in Mota-Engil's purpose 

and strategy and, in this sense, throughout 2024, actions have been 

implemented and reviewed that aim to emphasise their criticality.

In the Strategic Plan ς Building 26, measures have been added and 

reinforced which aim, on the one hand, to promote the 

incorporation of local employees in key positions and, on the 

other, to ensure an increase in the number of women in 

management positions.

The aim of the Equality Plan is to develop actions that constitute 

positive  practices  in  terms  of  combating  discrimination  and 

inequalities between women and men and that stimulate a new 

organisational culture capable of perceiving and valuing (personally 

and professionally) the contribution of both genders, reinforcing 

the principle of equality in its practices and serving as a motto for 

improving competitiveness.

Indicators of diversity in the Group

12

PLAN FOR GENDER EQUALITY 2025

01
Our

 COMMITMENT

02
Our 

JOUR NEY

03
Stories of

SUCCESS

04

05
Follow up and

MONITORING

06
FINAL

Notes

FUTURE

Paths



Operating in areas of activity traditionally perceived as male-dominated, based on the 

guidelines shared by CITE (Commission for Equality in Labour and Employment), Mota-

Engil discussed and identified the measures it considers to be priorit ies for 2025, 

culminating in the drafting of the 2025 Gender Equality Plan.

This was supported by a diagnosis carried out by the Group's Corporate Human Resources 

Strategy Centre, whose findings served as the basis for the measures included in the plan.
Measures have been added to the 

Strategic Plan to promote the 
incorporation of local employees 

into key positions and to ensure an 
increase in the number of women 

in management positions.
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Stories of
3

The WoMEn Leaders course can significantly improve my preparation to 
take on new responsibilities, providing me with the skills, knowledge 

and confidence to excel in leadership roles.

Goje Abdullahi | Mota -Engil Nigeria
WoMEn Leaders | 4th Edition

SUCCESS

ά
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Taking stock of the road travelled
Below we describe the status of the actions implemented/being implemented set out in the Gender Equality Plan 2024:

Strategy, mission and company

Equalaccessto employment

Initial andongoingtraining

Equalworkingconditions

Parental protection

Reconciling work, family and 
personal life

3

2

4

4

8

4

Dimensions Nº measures Status

ǐ Publicising the Gender Equality Plan
ǐ Implementation and monitoring of the Gender Equality Plan
ǐ Implementation and monitoring of the Diversity, Equity and Inclusion Plan

ǐ Definition of the Global HR Policy, reinforcing processes aimed at respecting gender equality and non-discrimination
ǐ Reinforcement of the procedure to ensure that, during the trial period, the company respects the period of actual execution of the 

contract

ǐ Implementation of a training programme aimed at promoting gender equality in the Group
ǐ Start of the WoMEn Leaders programmes, covering a universe of 70 high-potential women

ǐ Implementation of a validation system to ensure fairness in the awarding of performance appraisals
ǐ Publicising the performance appraisal model, ensuring its transparency
ǐ Implementation of a career model, based on objective criteria and free from bias
ǐ Definition of processes and tools for monitoring the wage gap, to support decisions aimed at convergence

ǐ Preparation of a training module on gender equality
ǐ Launch of the WelcoME Back programme, promoting the consultation of women through focus groups
ǐ Implementation of internal procedures to discourage discriminatory measures
ǐ Reinforcement of benefits for women to support parenthood

ǐ Creation of mechanisms to facilitate the reconciliation of family and personal life

ǐ Promotion of an awareness-raising programme through equality training
ǐ Consolidation of the teleworking policy

Actionsimplemented/ongoing

Preventingharassment at work 2
ǐ Carrying out awareness-raising activities on harassment at work
ǐ Implementation of measures to prevent and dissuade the practice of sexual harassment and/or discrimination

7

1

2

3

4

5

6

15
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3 Stories of
SUCCESS

3.1. Attracting a 
new generation of 
leaders based on 
diversity



StartME is the corporate trainee programmewhose main purpose is to integrate young

graduates with high potential, with the aim of rejuvenating the Group and preparing

future generations of leaders.

The 11th edit ion of the StartME programmehad more than 200places available in several

of the Group's marketsand will begin in October 2024. Asa result of the previous edition

of the programme, around 200 young people joined in 2024 after completing their

internship year.

Evolution of high-potential women hired at StartME:

36%
28%

9th edition 10th edition
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2024
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StartME includes 3 intensive weeks of hospitality and training, with a special focus 

on training young people for the different functional areas, but also on raising 

awareness of issues considered critical, such as culture and values, 

sustainability, diversity and gender equality.

3 weeks
Intensivetraining& 
collaboration

12 months
on-the-job internship

4%

96%

Retentionrate
10th Edition

Output Withholding

StartME
2024
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3 Stories of
SUCCESS

3.2. Developing
leaders for 
transformation



Technical Department and Management

Specialisation and Coordination

Operations and Support

Supervision and Techniques

Our learning ecosystem for growth 

[MM] MentorME

[GLP] Global LeadershipPrograME

[TP] Top PerforMErs

[GoMBA] Global Online MBA

[WL] WoMEnLeaders

advise

accelerate

amplify

achieve

advocate
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[MM] MentorME

As part of the brainstorming carried out by MEXT, and being faced with 

as essential for the continuous development of employees, in 2024, 

Mota-Engil created MentorME, the Group's first mentoring programme. 

With the aim of boosting talent and the organisational culture, through 

determined and ambitious people, towards a new paradigm in the 

professional life cycle of each Mota-Engil employee.

Mota-Engil Mentors and Mentees

In order to promote the transfer of knowledge and organisational 

culture between people from different geographies and hierarchical 

levels, Mota-Engil has carefully selected its Mentors, who are 

employees with more experience and knowledge in the company.

In this way, Mota-Engil Mentors guide Mentees, young and/or less 

experienced employees, accelerating their commitment and 

professional growth. At the same time, the programme also aims to 

retain talent in the Group by increasing the feeling of belonging to the 

Organisation and by creating an internal support network that facilitates 

the sharing of experiences and accompanies the individual growth of 

the Mentees within the Mota-Engil Group.

MentorsandMentees
involved

Global

Equity

Diversity 13
Nationalitiesrepresented

Growth 1x
Fullyearof mentoring cycle
developedbetweenMentor 
andMentee

100>

Equalparticipationof women
andmen
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[WL] WoMEnLeaders

As a result of the success achieved with WoMEn Leaders 2023, we 

launched  a  new  edition  of  the  programme  in  2024,  designed 

specifically  for  Mota-Engil,  in  partnership  with  Porto  Business 

School.

So that we can bring about the necessary change and pace towards 

the strategic goal of Bulding'26 (30% of women in management 

and decision-making positions), this course aims to promote the 

acceleration of leadership skills, training around 70 women from the 

Group each year who have the potential and aptitude to take on 

roles with this framework in the short/ medium term.

Based on three pillars ς ME as a Leader, ME as a Manager, ME as a 

Change-maker ς the programme content is incorporated into eight 

courses, totalling 56 hours of training

In line with SDG 5, the WoMEn Leaders programme has received 

numerous compliments, as a result of the recognised added value 

and notoriety perceived by employees with regard to this course.

It should be noted that the 140 female employees who have 

already been included in the programme will be continuously 

followed up by the corporate HR team and the local team, with a 

view to monitoring and supporting their preparation and transition 

to a management career.
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Employees involved in the WoMEn Leaders programme

95% Satisfaction with the WoMEn Leaders programme

31% WoMEn Leaders participants promoted since taking part in the programme

20% WoMEn Leaders participants promoted to management positions, since their 
participation in the programme

100>

[WL] WoMEnLeaders
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[GoMBA] Global Online MBA 

The Global Online MBA is a programme developed by Mota-Engil, in partnership with 

Porto Business School, with the aim of investing in high-potential executives to 

strengthen their skills and/or succession to positions of a higher level of responsibility 

and complexity.

Starting in 2020, this MBA programme is eligible for employees from all of the Group's 

markets and geographies. With limited places and a rigorous selection process, the 

programme promotes the development and professional growth of employees.

As a result of the multiplicity and diversity of Mota-Engil, we have seen a gradual 

increase in the number of applications from female employees, a reflection of the 

heterogeneity of the Organisation and the recognition that has been present in the 

various initiatives of the Group.

38%

62%

% Employees selected 
since the 1st edition

Women Men

26%

74%

% Total applications 
since 1st edition

Women Men
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The principles

Ensuring equality 
access to 

opportunities

Identification of
high-potential

people

Open programme
consolidation in ME



[TP] Top tŜǊŦƻǊa9ǊΩǎ

This initiative is aimed at employees who have stood out for their conduct and 

performance during the year, offering them immersion in a programme with an elite 

business school, with the aim of promoting synergies, knowledge exchange and 

access to state-of-the-art technology.

OWP

In 2024, the programme selected was OWP ς Orchestrating Winning Performance 

Organisations, promoted by IMD, and a group of five collaborators from different 

geographies, backgrounds and business areas was identified.

Profile of the participants

40% 60% < 45
anos

3x
geografias
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The programme is aimed at the Group's senior management, with the aim of deepening leadership 

skills and strategic vision, with a focus on managing high-performance teams, transformation, 

innovation and sustainability.

A truly transformative programme, with an 
immense possibility of sharing, of accessing 
insights at the frontier of knowledge.ñ

80x
participants

12x 
StrategicChallenges

[GLP] Global LeadershipPrograME
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3 Stories of
SUCCESS

3.3. Listening, raising 
awareness and acting 
for inclusion



The MotivE project, which began in 2022, has the main objective of assessing our 

employees' levels of satisfaction and engagement, making it possible to identify both 

strengths and areas for improvement in each market and in the Group as a whole. In 2024, 

we launched the second survey, and the feedback obtained is used to improve the 

experience we offer our people. Since 2022, we have improved in all dimensions, reflecting 

a result of the teams' efforts to continuously improve the employee experience.

In 2024, the Mota-Engil Group achieved overall satisfaction of 78%, an increase of 6 

percentage points compared to 2022.

Our aim is to continue listening to our employees to achieve ever higher levels of 

satisfaction.

SatisfactionSurvey

MotivE

Year 2022 Year 2024

73% 79%

72% 79%

75% 79%

Year 2022 Year 2024

69% 77%

69% 77%

68% 76%

Year 2022 Year 2024

68% 75%

68% 75%

70% 75%

Mota-Engil

Men

Women

Χ
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In my company, people with different 
characteristics (age, education, gender, 
ethnicity, etc.) are treated with respect 

and fairness.

My company offers opportunities and
experiences that help me develop and

progressasa professional.

My managers, through their words 
and attitudes, make mefeel 

important within the company.



Inclusionroute

WorkingGroupsfor DE&I
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WorkingGroup| BCSD

Diversity, EquityandInclusion(DEI)

In line with its commitment to sustainable growth, in 2024, 

Mota-Engil joined the BCSD working group on Diversity, Equity and 

Inclusion, enabling us to align inclusion practices with global 

corporate sustainability standards. Collaborating with other 

companies and experts allows us to exchange best practices, develop 

innovative strategies and tackle common challenges in relation to 

diversity and inclusion.


