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What can you find in this publication?

This publication focuses, above all, on inequalities between women and men and
on the eradication of sexism, a phenomenon that cuts across all societies and that
affects, above all, women. This does not mean the absence of recognition or the
devaluation of the multiple discriminations that exist in society and youth
organizations: depending on sexual orientation, gender identity, social class,
ethnicity, nationality, etc.

In the first part of this publication, we present some facts and data that reflect the
inequalities that persist in our society, including youth organizations, and we offer
some explanations about the root of these inequalities. In the following sections, of
a more practical nature, we propose a path of self-analysis and transformation for
organizations that want to become more egalitarian. It is a step-by-step guide.

We challenge organizations to take the \\ explore concrete examples of

following steps: practices of youth organizations,
Portuguese, ¥ Romanian  and

: : : Spanish, that we consider
\\ do a selfsdiagnosis regarding gender inspiring and promising towards

equality, based on a set of questions; the construction of equality:

\\ identify a set of actions and measures \\ develop your own getionmpian

that contribute to youth organizations for equality:

becoming capable of reducing or

eliminating inequalities and promoting \\ implement the action plan,
equality between women and men/girls ensuring continuous monitoring
and boys; and evaluation.

This publication also includes a glossary that explains fundamental terms and
concepts in the context of gender equality. We have tried, whenever possible, to
share the definitions proposed by international and European institutions.




About OBLIO...

The name of the project - OBLIO - was given because of the main
character of the ‘70s animated cartoon “The Point”, called Oblio.
Oblio was born with a round head in a kingdom where everything,
the houses and the carts, the bridges and the barns all had points
on them. In fact, even the people had triangle shaped heads. Even
more so, the main activity of the village was making points. The
round-headed Oblio had to wear a pointed hat since birth to
conceal his "pointless' condition from his pointy-headed peers.

The message of the movie is an important one being about
accepting diversity, following one's own intention, and realizing
that everyone in society has a unique role to play.


https://www.imdb.com/video/vi3146171161/?playlistId=tt0067595&ref_=tt_pr_ov_vi

In  short, this publication
provides data on inequalities
between women and men,
raises questions that aim to
stimulate reflection and aware-
ness of gender discrimination in
organizations and provides
practical tips and ideas to
promote equality.

We hope that this publication
will be useful to all those who
seek to reflect and transform
their organizations, their prac-
tices and their communities,
with the horizon of building
fairer realities: where it is
possible to live, in freedom,
diversity, where all people see
their rights and dignity respec-
ted.

We hope you enjoy and act on
what you'll read next!

Recognize and
understand gender
inequalities

What is gender inequality? Does it really exist?

It is common to hear that gender inequality doesn't exist anymore, and that today
women have the same rights as men. Sometimes we come across the idea that
inequalities are something reserved for the older generations and that between
young people they dont happen, and that as time goes by they will naturally
disappear.

Despite advances in reducing gender inequalities in terms of rights, responsibilities,
and opportunities between men and women in the public and private sphere, we
are still far from the elimination of all forms of discrimination against women
and girls. In fact, no country in the world has achieved equality (United Nations,
2020). Gender discrimination is present everywhere!



Notice that...

Women are in disadvantage in access to resources and employment:

\\ There’s a disproportionate number of women at risk of poverty (Eurostat,
2021a), especially if we talk about single mothers, elderly pensioners, immigrant
women and women with disabilities.

\\ Unemployment rates for women are the highest in the most European Union
(EU) countries (Eurostat, 2021b) and women are also the ones who work part-
time the most, because they take more responsibility for household chores
(more than a quarter of the women (29%), compared to 8% of men).

less per hour than men (Eurostat, 2022).
In Romania, only 5.9% of people in

\  Women contnue to be CEO positions in listed companies
underrepresented in economic decision are women; 7.1% in Portugal, and
positions and in the highest paid jobs. 2.9% in Spain (EIGE, 2022).

\\ Women are underrepresented in technology jobs. In Europe, for example, the
percentage of men working in this sector is three times higher than the
percentage of women. In 2020, only 18.5% among specialist people employed
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| The fragility of the women'’s position in the labor market is particularly shocking
I when we confront the fact that women are, nowadays, the majority of qualified
| people. According to Eurostat data (2021c), in the EU, the percentage of young
I women (aged between 25 and 34 years) that have higher education degrees is
| bigger than the percentage of men (46.8% of women compared to 37.7% of men).
I
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I
I
I
I
I

The data are even more asymmetrical in other
countries like: Spain (women: 54.4% and men:

43.1%), Portugal (women: 56.5% and men: 38.3%)
and Romania (women: 46.8% and men: 35.7%).

There are inequalities in access to political power:
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Women are still being kept out of decision-making centers, and are in the minority |
in leadership positions at local and national level. Even though there has been |
obvious progress in most EU countries, especially since the adoption of positive |
action measures (such as the Parity Law), equality is not guaranteed! Even today, |
there is no country in the EU that doesn't have more men than women in the |
national parliament (European Parliament, 2023). |
|
|
I
I
|
|
I
I
|
|
I
I
|
|

In Portugal, out of every 10 mayors, about 9 are men
and 1 is a woman. In Romania, only 4.5% of mayors’
seats are occupied by women. In Spain, numbers are
more encouraging, although far from parity: 22.03%
(EIGE, 2022b).
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Women are more exposed to all forms of gender based violence:

Poor security and violence against women remains in our society, reaching
worrying numbers, constituting one of the most serious expressions of unequal
power relations between women and men. Historically, violence has worked as a
mechanism to place and keep women in a subordinate position, imposing barriers,
sometimes difficult to overcome, to the enjoyment of their rights and freedom.

Violence against women takes many forms and is observable in different life
contexts. For example:

In intimate relationships. Obviously, domestic violence disproportionately
affects women, and the numbers of deaths and complaints that occur each year
are worrying. In the EU, 22% of women have experienced violence from their
partners (European Commission, 2020).

involving adult people, are against women (EIGE, 2019).
In 2022, in Portugal, 22 women were murdered by their
partners or ex-partners (OMA, 2022). In Spain,
meanwhile, 49 women were murdered at the hands of

their partners or ex-partners (Spanish Ministry of
Equality, 2022).

Numbers related to dating violence are also worrying because of the
prevalence and social tolerance that exist for abusive behavior. Girls are more

likely to be victims of sexual violence and several more forms of violence
(Tomaszewska & Schuster, 2021).

Sexual harassment and other ways of shame of a sexual nature mainly affects
women and girls, including sexual harassment in the workplace, in universities,
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| In Romania, 92.6% reported domestic violence cases,
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I in public spaces, onling, etc.
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In Romania, it is estimated that 32% of the women have been
sexually assaulted (EIGE, 2022d), even though many of the cases go
unreported (KAS, 2023). In Spain, 85% of women have experienced
some form of sexual harassment on the street, on public transport
and in other spaces (Spanish Ministry of Equality, 2019), and 26% of
the young women aged between 16 and 24 have experienced
stalking and recurrent online harassment.

In Portugal, 9 out of 10 rape victims are women, with the rapists
being men (Gabinete do Secretario Geral do Sistema de Seguranca
Interna, 2021). 79% of Portuguese women have been victims of
harassment in the workplace (FFMS, 2019).

Women are underrepresented in leadership positions in youth
organizations. Despite the fact that the majority of people involved in youth
organizations are women (60%), the leaders tend to be men: around 53.6% of
the organizations involved in the study were led by men. This tendency was
identified in the three countries.

To a certain degree, the distribution of tasks between women and men
appears to be biased. When asked about whether there are gender specific
tasks in their organizations, the majority of the respondents say no.
Nonetheless, 17% consider there are gender specific tasks in their
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organizations (men tend to do tasks that require technical skills or physical |
S N strength, programming and sound systems and women tend to do the cleaning |
Let's not forget that objectification of female bodies is so frequent and present and cooking, marketing materials, human resources, etc.). |
in social interactions, but also in advertising, communication, art, prostitution, I
pornography. In terms of communications, organizations still have a lot of work to do in |
order to eliminate ways of communication that perpetuate stereotypical |
ideas of what being a woman and a man is. For example, regarding the content |
on their platforms, 34% of the organizations do not always use images free |
|
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from gender stereotypes.

In youth organizations: Sexism exists in the youth sector and the organizations are not entirely

prepared to deal with those situations. 17% of the respondents know
someone who has experienced sexism or gender-based violence in their
organization and only 34% have specific measures to address incidents that
might occur in the organization.

|
|
|
|
As part of this project, we conducted an inquiry process to get to know youth I
organizations' perspectives and practices regarding gender equality. Even though |
it was a short study that involved 125 youth organizations (from Romania, Spain |
and Portugal) from different fields of intervention [find more here], our analysis |
reveals signs of the persistence of inequalities. These inequalities become clearer |
when we look deeper into the answers given: |
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https://www.graal.org.pt/wp-content/uploads/2023/02/Survey-Results-20-12-3.pdf

Before we move on...

We want to underline that women aren’t a homogeneous group, and that some
of them suffer multiple and intersectional forms of discrimination. Migrant,
racialized, romani, trans, lesbian, elderly and poor women suffer various other
forms of discrimination, such as xenophobia, racism, classism, transphobia,
homophobia, ageism, that should deserve our full attention, vigilance and solidarity,
and also indignation!

Moreover, it is also important to underline that the fight for gender equality is not
a fight of women against men. Gender equality concerns men and women, and
we believe that it can benefit both.

In the case of women, the benefits of equality are obvious, because historically
women have been relegated to secondary and disadvantageous positions. Despite
men’s condition of power and privilege, we can’t ignore the negative impact of
dominant models of masculinity on their lives.

Men:

\\ are more at risk of having an accident;

\\ are three times more likely to commit suicide
than women;

\\ have a shorter life expectancy than women;

\\ are over-represented in the criminal world;

\\ are the main agents and victims of peer violence,
especially in public spaces: in schools, on the
streets; in nightlife establishments, etc,,

\\'in Europe, they are the early school leavers;

\\ have more worrying consumption habits of
alcohol and illicit substances.

15

Moving beyond hierarchies and social expectations, that are based on cultural
models and determine gender-based roles, will make men and women freer,
will multiply their personal and professional choices, and will enable new
opportunities, rights and experiences that have historically been denied to

each other.

Where do we find the roots of gender inequality?

The inequality and violence that we have been talking about, have a double root:

Patriarchal power relation-
ships based on the idea of
superiority over

The dominant sociocultural
representation of what men
and women are, which men’s

become gender stereotypes; women.

Let’s stop, briefly, at each of these roots of inequality!
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We can say that stereotypes are organized sets of beliefs about the
characteristics of individuals who belong to a group. These shared beliefs
result from the processes of simplification and abusive generalization.
Stereotypes are, so to speak, exaggerated, caricatured and often reflect
negative images about groups.

Example: girls are sensitive and boys competitive.

As far as gender stereotypes are concerned, it is necessary to consider their
normative function, since they describe the supposedly "natural"
characteristics of men and women, and their prescriptive function, in the
sense that they inform individuals of what behaviors are appropriate for
men and women.

In a very simple way, gender stereotypes are shared ideas about what we're
supposed to be or do, depending on whether we are men or women. They
are present throughout the socialization processes, from an early age (for
example, girls are educated for care and boys for domination).

The problem with stereotypes is that they work as corsets: there are different
expectations for girls and boys, women and men, with regard to the various
dimensions of their lives, which condition the paths of both. Men and
women are assigned to different spaces, positions, attitudes, behaviors,
aptitudes, and aspirations.

Dealing with stereotypes is particularly painful when people don't "fit" the
stereotypes, when they don't meet what is expected of people of their
gender. There are added social pressures on these people to conform, and
that creates a lot of suffering!

y N



It is proposed you question the organizations’ dynamic, considering different
dimensions, in order to identify “critical fields” in which makes sense to promote
changes. On the following pages, you can find a set of questions that intend to
guide this self-reflection exercise in the optics of gender.

At the end of this first step, it is expected for you to be able to identify the

practices, attitudes and actions that lead to inequalities and imbalance between
young women and men in the organization and to mapsthesprioritizedsproblems

that require your attention.
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Questions for a
self-diagnosis

21

Recognition of the topic’s relevance

© O

Are there explicit references to gender equality and non-discrimination
on the organization’s official or public documents?

Such as statues, mission, values, activities plans and reports, code of
conduct, website, etc.

Do you usually collect and analyze data separately for women and men?

For example, when you analyze the number of young men and women that
integrate the organization, that participate in the activities, that express
satisfaction towards the activities, etc.

Are the narratives / discussions / comments characterized by gender
stereotypes and roles disapproved in the organization?

For example, that women have more conflicts and are more competitive
between each other, that men are rougher and have difficulty multitasking.

Have the organization’s members participated in trainings / awareness

activities on the topic of gender equality, promoted by the organization
or external entities?

Is everyone in the organization aware of the existence of gender
discrimination in society?



Leadership and speaking time

1

As a general rule, are the number of men and women in the board of
directors of your organization proportional to the number of members /
employees / volunteers, when it comes to their gender?

As a general rule, are the number of men and women in project or
activity coordination positions proportional to the number of members /
employees / volunteers, when it comes to their gender?

Is the responsibility of coordinating meetings / assemblies ensured
proportionally by young men and young women?

Do women and men find it equally easy to assert their perspectives?

Are men’s “patronizing” speeches and behaviors towards women
disapproved of within the activities of your organization?

To explain something in a condescending way, assuming the
woman/women’s ignorance (mansplaining — see glossary) is an example of
patronizing.




Activities

Has the organization developed initiatives and projects with the main
goal of promoting gender equality and / or to combat gender-based
violence?

Has there been a concern to invite a balanced number of male and
female speakers when it comes to initiatives, such as conferences,
lectures or debates, that are promoted by the organization?

Do you avoid promoting activities aligned with gender stereotypes for
young men and young women?

Examples: sports tournaments for boys, dance and beauty contests for girls.

Are conditions intentionally created so that men and women who
participate in the organization's activities have equal visibility, levels of
participation and recognition?

Does the organization collaborate with other entities that are active in
the area of gender equality, in order to reinforce the fight for equality?

Examples: take part in manifestations, invite for lectures, subscribe petitions,
develop projects in partnership.




Human resources

1

©

Do you prioritize the recruitment of the underrepresented gender during
any recruitment processes?

When recruiting employees, volunteers, interns, members, etc.

When distributing tasks, do you avoid conforming to gender roles and
traditional expectations of gender?

Examples of a gendered division of tasks: girls tidy up and clean the space,
cook, etc.; boys assemble sound equipment.

When it comes to benefits, rewards, salaries, is there equality between
women and men?

Are there measures aimed at a balance between work life and personal
and home life?

For example: adjusting schedules so that people can better answer their
domestic and family responsibilities; measures for protecting motherhood,

fatherhood and family support, etc.

Has the progression of men and women in your organization evolved at
the same rate?




We suggest that you draw the grids that are on the next pages and answer
“yes” or “no” to each of the questions that are organized around 6 dimensions
(recognition of the topic’s relevance; leadership and speaking time; communication;
moral and sexual harassment; activities; human resources).

|deally, you should answer “yes” or “no” to all questions. However, sometimes it
will be difficult to place your answers in a dichotomous logic. In cases where the
answers are in “gray areas’, identify the strongest tendency and mark the answer
that best expresses your reality.

A “no” doesn’t always mean that you are doing something wrong. It is also
possible that not all questions fit the reality of the organization: for example, if your
organization has never promoted events with speakers, question 2 of the
“activities” dimension is not appropriate. In that case, simply don't consider the
question.

After having answered, you must count the number of “yes” in each dimension,
which corresponds to the score you obtained in each one.

A practical example:

Imagine that in the “Leadership and
speaking time” dimension, you
answer three questions with “yes”
and two questions with “no”, then
you would get a score of 3 points

(3/5).

29

After that, and according to the scores you
got, fill out the chart (see pages 41 and 42),
which will give you a visual image of the
dimensions where there is still work to be
done when it comes to gender equality.
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Yes
Mostly yes

No
Mostly no

1. Are there explicit references to gender equality and non-discrimination on
the organization’s official or public documents?

2. Do you usually collect and analyze data separately for women and men?

3. Are the narratives/discussions/comments characterized by gender

Recognition _ . e
stereotypes and roles disapproved in the organization?

of the topic’s

relevance 4. Have the organization’s members participated in training / awareness

activities on the topic of gender equality, promoted by the organization or
external entities?

5. Is everyone in the organization aware of the existence of gender
discrimination in society?

Score (hnumber of “yes”/number of answers): __/__
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Yes
Mostly yes

No
Mostly no

Leadership
and
speaking
time

1. As a general rule, are the number of men and women in the board of
directors of your organization proportional to the number of members /
employees / volunteers, when it comes to their gender?

2. As a general rule, are the number of men and women in project or activity
coordination positions proportional to the number of members / employees /
volunteers, when it comes to their gender?

3. Is the responsibility of coordinating meetings / assemblies ensured
proportionally by young men and young women?

4. Do women and men find it equally easy to assert their perspectives?

5. Are men’s “patronizing” speeches and behaviors towards women
disapproved of within the activities of your organization?

Score (humber of “yes”/number of answers): __/__
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Yes
Mostly yes

No
Mostly no

1. Does the organization publicly undertake a commitment towards the
promotion of gender equality?

2. Do the organization’s communication tools and platforms use parity
language?

3. Is there content and positioning related to equality published in the
communication tools and platforms (website, social media, emails, etc.)?

Communications

4. |s there a concern to not reproduce gender stereotypes through texts
and images in your materials?

5. Has the organization been developing or disseminating campaigns /
pedagogical materials on the topic of gender equality?

Score (number of “yes”/number of answers): __/__
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Yes
Mostly yes

No
Mostly no

Moral and
sexual
harassment

1. Are sexist jokes disapproved of in your organization?

2. Do you assign severity to behaviors that ridicule and inappropriate
comments on looks, clothes and skills aimed at young women?

3. Are you confident that there are no sexual harassment situations in your
organization?

4. Are “catcalls”, libidinous looks and unwanted physical contact with a
sexual connotation reproved in the setting of the organization, if they
happen?

5. Are there specific measures to deal with situations of gender based
violence that might occur in your organization?

Score (number of “yes”/number of answers): __/__
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Yes
Mostly yes

No
Mostly no

Activities

1. Has the organization developed initiatives and projects with the main goal
of promoting gender equality and / or to combat gender-based violence?

2. Has there been a concern to invite a balanced number of male and female
speakers when it comes to initiatives, such as conferences, lectures or
debates, that are promoted by the organization?

3. Do you avoid promoting activities aligned with gender stereotypes for
young men and young women?

4. Are conditions intentionally created so that men and women who
participate in the organization's activities have equal visibility, levels of
participation and recognition?

5. Does the organization collaborate with other entities that are active in the
area of gender equality, in order to reinforce the fight for equality?

Score (number of “yes”/number of answers): __/__
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Yes
Mostly yes

No
Mostly no

Human
Resources

1. Do you prioritize the recruitment of the underrepresented gender during
any recruitment processes?

2. When distributing tasks, do you avoid conforming to gender roles and
traditional expectations of gender?

3. When it comes to benefits, rewards, salaries, is there equality between
women and men?

4. Are there measures aimed at a balance between work life and personal
and home life?

5. Has the progression of men and women in your organization evolved at
the same rate?

Score (number of “yes”/number of answers): __/__
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Recognition of the
topic’s relevance

Leadership and
speaking time

Communications
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Moral and sexual
harassment

Activities

Human resources
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(example)

Recognition of the
topic’s relevance

Leadership and
speaking time

Communications

45

Moral and sexual
harassment

Activities

Human resources

46



We hope that the previous exercise
has been helpful in identifying the
dimensions in which it is worth it to
invest so that your organization can
become more inclusive and
egalitarian.

This way, to ease this task of
elaborating the plan, we present

some concrete measures and gooa
praetiees, organized around the
same  dimensions that we
contemplated in the self-diagnosis.

We hope that this might inspire you
and can be used on the road as
references to build equality.




Recognition of the
topic’s relevance — \

Men continue to earn
more than women.

IS
7
Only 1in 10

mayor is a }|
woman.

This year, dozens of
women have died from
domestic violence.

/ Nowadays there are no
| inequalities between women
and men. In fact, if we are not
careful, women will be in
charge of all of it before we
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The first step in solving a problem is to promote awareness of its existence and
its negative implications. Recognizing the problem of inequalities is an
indispensable impulse to the commitment in the construction of strategies and
measures to solve or, at least, minimize it.

Therefore, our first recommendation is to promote awareness about the problem
of inequality, which is so often avoided or even denied.

There are several ways to contribute to the recognition of gender inequality inside
your organization. For example: get informed about the problem, gather and
analyze statistical data, organize discussions, watch documentaries on the subject,
invite experts, design campaigns and information leaflets, etc.




Discourses that convey gender stereotypes are very generalized and naturalized in
our daily lives. It is not uncommon to hear speeches about the "nature" of women
and men, that attribute sensitivity to the first ones and rationality to the second
ones. They are likely to appear in your organization. When this happens, take
responsibility for reporting and questioning them.

It is very important that, in our daily interactions, in the face of these “incidents” we
are able to take the opportunity to raise awareness about equality, deconstructing
discourses that stop its advancement.




Par - Respostas Sociais

Par - Respostas Sociais has as its target audience young people with whom and
for whom it develops projects in the areas of Education for Development and
Global Citizenship, community intervention, training, and consulting.

Although gender equality is not the main focus of their work, Par shows:publicly:
“ in their Statutes, one of the
objectives is to "promote equal opportunities and gender equality and also on
their website and social networks this commitment is explicit.

As a team, they often reflect and debate on the issue of equality between

women and men, they mature and consensualize their positions and seek to
mainstream equality issues in the initiatives they promote. They are alert to and
fight against sexist and discriminatory speeches and practices that may arise in the
course of the organization's activities.

They make possible the training in the topic of equality of the people who

collaborate in the organization (whether they are members, workers, or
volunteers), encouraging them to participate in workshops, webinars, and training
courses on various subjects related to gender issues.

In addition to all this, Parshassdevelopedsprojectsiimitherareanofigendernequality;

and recently collaborated in the development of a platform for young people to
deepen this theme. You can find it here.



https://peersforequality.eu/
http://par.org.pt/

Leadership and speaking time oy

Are the president
girls in another

FORMER PRESIDENTS OF THE ASSOCIATION
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Guarantee an equal representation of women and
men In the decision-making charges iIn the
organization

In many organizations it happens that women are underrepresented in decision-
making positions. An organization that wants to be egalitarian must be
proactive in ensuring effective parity.

In this sense, it will be important to encourage women to take leadership
positions in the organization. It is essential that more women and girls look at
themselves as potential leaders and take seriously the possibility of occupying
positions of power, just as boys/men do.

When difficulties appear in this involvement, it will be important to listen to the
women and girls about the barriers they encounter, so that we can look for ways to
overcome them.

Positive action measures can also be taken to increase the participation of
women in leadership positions, for example, by making it mandatory to have
parity lists for the organization's governing bodies, with a minimum percentage for
each gender.

In addition to ensuring that the composition of the lists is balanced, from a gender
perspective, it is important to make sure that this balance is also visible in the
positions with more power and visibility. That is, that there are women and girls at
the top of the lists. We often observe that as we move up the hierarchy, the
number of women decreases.

59

Have women as a spokesperson and representatives
of the organization

Although there are many dynamic women in youth organizations, they are rarely
the spokespersons or the representatives of the organizations. They are not the
ones who give interviews, who participate in local meetings, in youth councils, etc.
It is usual, even in very feminized contexts, where the institutional representation is
male. If you observe this happening in your organization, it is important to rethink
and ensure that women's voices have equal space, recognition and impact!
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Men often use more speaking time during meetings, assemblies, and public
sessions. In addition, some studies provide evidence that women are more often
interrupted when they are presenting an idea.

Sometimes their male colleague repeats the idea presented by the female in other
words, giving the image that the female colleague was not able to explain it. It also
happens that the same idea has more acceptance and adherence when it is
expressed by a man, than by a woman.

It is equally recurrent for a man to explain in a simple way to a woman something
over which she has mastery. This repeated phenomenon has even been given a
name: mansplaining (see glossary).

Observe whether this happens and if so, don't have a passive attitude. There are
small things that can contribute to women becoming progressively more confident
in their use of the word and to a greater balance in speaking times.

Some examples of what you can do:

\\ Actively ask for women's input, ask
questions directly, and value their
interventions;

\\ When a woman is interrupted,
propose that she finish her reasoning;

\\ When a woman is underestimated,
through mansplaining, point out that
the explanation is unnecessary;

\\ Have both women and men

coordinate meetings and assemblies;
\\ Etc.
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GASNova

GASNova was founded by a group of students from Universidade Nova de Lisboa.
Today, it is an association that uses Education for Development as a way to
transform young people and the world.

The association is led by both- women and men: in the last years, throughout the
various mandates, women have assumed an important role in the leadership of the
organization. The current board has parity and is chaired by a woman. Also in the
departments and in the coordination of activities, leadership is shared.

Internal dynamics are also favorable to women's leadership and speaking up.
Meetings are usually moderated by two people, at least one of whom is a woman.
In these meetings, using participatory dynamics, there is a concern to ensure that
the participation levels of men and women are equivalent.

GASNova is a youth organization that promotes the leadership of women and the
valuing of their contributions.
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There are different ways to give visibility to the identification and commitment of

organizations to the values and principles of equality and non-discrimination.
Giving visibility to official or public documents of the organization (codes of
conduct, regulations, mission) in which these values are stated is one of the ways
to do it! Developing and disseminating campaigns, awareness-raising materials
and other equality-related content (concrete actions, positions...) on platforms and
social networks is another way to make public the organization's adherence to
these ideals.




It makes no sense to the cause of equality to use visual content that includes boys
and girls, if the representations we convey of each are stereotyped. When
choosing the visual elements to include in your communication, avoid aligning
them with what is traditionally considered "appropriate' for women and men.

Stereotypes are perpetuated, even if in a subtle and unconscious way, when, for
example, we mostly use images of boys in leadership positions, in sports
competitions, using new technologies, and when we represent girls performing
domestic and caring activities, paying attention to their appearance, or in situations
where they are passive and "watching" or listening.

It is important to diversify the images: to have boys and girls performing the same
activities and cooperating with each other, and to include images that challenge
stereotypes, in which girls and boys are in activities, contexts, and roles that are not
usually associated with their gender. These less conventional representations
stimulate new ways of thinking about the world and the emergence of new, more
egalitarian, and emancipating models.

Care must also be taken to use images that dignify women. \We draw particular
attention to the use of images where women are objectified, presented as objects
of male desire. We also leave a note about photographs of women with assault
marks to raise awareness of the problem of violence against women. These
impactful and emotionally charged images present women in a situation of
extreme vulnerability, which does not empower the victimized women, and should
be avoided.







Feminist Lorca

Feminist Lorca is a Spanish organization that focus on promoting citizen
participation and equality. Through different activities throughout the vyear,
Feminist Lorca raises awareness for gender equality, sensitizing the local
population. To give a more concrete example: the organization of the 8M (March 8
- International Women's Day) and 25N (November 25 - International Day of the
Elimination of Violence against Women), framed in marches and rallies attended
by students and young women, in coordination with other local entities and the
city council. On the days close to these dates, various communications are made
through social networks and the media, which makes it reach more people.
Gatherings and sorority workshops are also organized, to raise their voices and to
achieve a society free of violence and with real and effective equality between men
and women, demonstrating how necessary feminism continues to be. The most
notable effect of their work is the increasing adherence and support of the
population to the feminist movement.



https://www.instagram.com/lorcafeminista/
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Pay attention and stop harassment

It is important that the organization becomes a safe environment, where no one
can humiliate or adopt an abusive treatment, where any moral and sexual
harassment behavior is repudiated.

Moral harassment takes the form of behavior such as: humiliating, ridiculing,
despising, shouting, ignoring, systematically isolating someone, defaming,
constantly criticizing... As far as sexual harassment is concerned, let’s take the
example of behaviors such as: inappropriate comments about appearance with a
sexual meaning, insistence on unwelcomed invitations, physical contact, unwanted
looks and conversations, unwanted explicit sexual proposals, and offensive sexual
jokes.

It is common that in organizations there are people who suffer, episodically or
continuously over time, behaviors such as the ones that we mentioned before,
which affect their dignity and place them in a vulnerable position. It should be
noted that women and girls are disproportionately exposed to sexual
harassment. Unfortunately, it is also common to underestimate the seriousness of
these behaviors and, frequently, “normalize” and tolerate them.

It is fundamental to interpret the signs and react. The idea is that, as an
organization, you move towards a zero-tolerance level for sexual and moral
harassment!
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Raise awareness of the reality of harassment

Promoting a culture based on respect, equality, cooperation, and harassment-free
may involve creating spaces for reflection and learning (awareness-rasing actions,
lectures, training lessons, conferences, etc.).

It is essential that everyone in the organization has the opportunity to learn how to
identify abusive behaviors and recognize the harm resulting from moral and
sexual harassment. It is also important that they recognize the different
experiences of girls and boys.

In addition to recognizing and understanding the problem, it is essential to equip
people with the tools to actively prevent and respond to situations of harassment
that they experience or witness.

These awareness-raising processes are very important as they create conditions
for victims of harassment to feel more protected and encouraged to report and talk
about their experiences. At the same time, it promotes greater involvement and
accountability of witnesses.
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Not being aware of any situation of harassment in your organization does not
mean that none has ever occurred. Moral and sexual harassment is not a subject
that arises organically, and even less so, the reporting of specific episodes. It is a
taboo subject, which makes people uncomfortable and is often experienced in
silence.

That's why it is important to find ways to continuously evaluate the quality of
relations in the organization, between members, and also between the people
participating in the activities. These listening mechanisms can "set off alarm bells"
regarding cases of harassment.

Concretely, consider doing:

\\ Periodic satisfaction questionnaires to association members, where they include
the relational dimension;

\\ Evaluation forms of the activities, sent afterward to the people who participated,
questioning the group environment, the attitude of the people who participated
and who are part of the organization, leaving space for reports of incidents that
may have occurred.
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Establish rules and procedures

It could be an important step to elaborate a document with reference to the
problem of moral and sexual harassment, for example, a code of conduct. It

should:

\\ Contain a clarification of what is meant by moral and sexual harassment;

\\ Make explicit the disapproval of sexual and moral harassment behaviors and the
firm commitment of the organization to prevent these situations;

\\ Clarify how harassment situations can be reported and denounced, guaranteeing
that there will be no reprisals for those who file a complaint (for example, by
providing a specific form for this purpose, defining a specifically trained team to
which people can turn to, and providing for the denunciation by witnesses);

\\ Explain the mechanisms for investigating and resolving situations;

\\ Describe the consequences for those who dont comply with the code of
conduct;

\\ Define the forms of support for victims (for example, facilitating access to
services of psychological support or legal aid).

Establishing rules and procedures in this area is a very responsible exercise, so it's
important that you contact other entities, specialized in the subject, which can
support you during the process. The elaboration of a document like this should
include women’s perspectives and be led by women, the people most affected
by the phenomenon.

This resource should be known by all the people who are part of or are related to
the organization and, that way, they should make an active effort to publicize it.
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E-Romnja

E-Romnja is a Roma feminist, a-political and non-profit organization that fights for
the rights of Roma women and girls. Through their activities, they introduce the
gender perspective in all projects and programs designed for Roma. Moreover,
they work together with local and national authorities to improve policies:and
measures taken in the areas of the labor market, education, health, justice, culture
or any other field that could bring security and protection for Roma women and not
only. Most of their work is taking place within the Roma community, where they
address issues such as violence and:sexual harassment: towards women.
Through discussions, workshops and public events with both men and women
they tackle aspects on gender equality that creates a safer environment for women
within their communities.
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Even if the organization's main objective isn't to promote equality and combat
gender violence, it may be within your reach to develop initiatives, more or less
punctual, small or larger, that contribute to this goal.

Awareness-raising actions; conferences; debates; photo exhibitions; flash mobs;
online and offline campaigns; games/quizzes, are examples of initiatives you can
promote to raise awareness about the problem of discrimination and gender
inequalities.

Themes like domestic and dating violence (psychological, physical, sexual and
online); harassment in public spaces; inequalities in political power, employment
and school; inequalities in the distribution of domestic and care work; pornography;
prostitution; human trafficking, are examples of themes that make sense to
deepen!

These kinds of initiatives are very relevant at any time of the year, but there are
specific days that shouldnt go unnoticed, particularly: the International Women's
Day (March 8), the International Day of the Girl (October 11), the International Day
for the End of Violence Against Women (November 25), the International Human
Rights Day (December 10) or the European Equal Pay Day (which varies from year
to year).

When you are thinking about your action plan for the next year or semester,
consider promoting activities for equality!
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Collaborate with organizations for equality

One way to contribute to the strengthening of the fight for equality is to join forces.
That is why we propose to collaborate with other active organizations in
promoting equality. Partnerships with feminist organizations can be especially
helpful if you are just starting out in the area of equality and feel that you do not
have enough knowledge on the subject yet. But even if you already have some
background of intervention in this area, these collaborations can be beneficial, as
they increase the visibility and impact of the initiatives.

All the activities proposed in the previous point can be developed in collaboration
with other organizations, for example, inviting speakers and disseminating their
campaigns, developing projects in partnership, among others. Sometimes,
strengthening the feminist struggle can simply mean participating in rallies or
marches, signing a petition or an open letter from another organization that
demands more rights or action on a certain issue.
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https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/equal-pay/equal-pay-day_en#:~:text=This%20is%20why%20the%20European,less%20than%20their%20male%20colleagues.

When Iinviting external people to speak at the
organization's events, make sure that a balanced
number of men and women are involved

Often, at conferences, lectures and debates, the panel of speakers is quite
masculinized. There are more men than women speaking on a wide variety of
subjects, and we often see panels consisting exclusively of men.

This imbalance raises several problems. First, the absence of women's
contributions makes the reading of the issues biased, as they are always read
through the male gaze, which invisibilizes the perspectives, experiences, and
knowledge of women, who are the other half of society. Second, the girls and
women who attend don'’t see themselves represented. And finally, it perpetuates
the idea that only men have competence and something relevant to say.

It is worth striving to promote initiatives that take this balance into consideration,
inviting women and men to speak and take the floor. It may be more difficult to
mobilize women, since, as we explored in chapter 1, they often have less time
available because they are responsible for most of the domestic and care work.
Also, culturally, women are less encouraged (and feel less comfort) to be in places
of prominence and visibility. If you have the experience that it is more difficult to
listen to women, you need to invest more to make it possible!
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Avoid promoting gender stereotyped activities for
boys and girls

Frequently, we see activities where only boys or only girls participate: football
tournaments or programming workshops with only boys, or dance tournaments
and make-up workshops with only girls. Usually, the activities are not gender
exclusiver but, in fact, only boys or only girls participate.

It is important to go against this tendency and make active efforts so that
everyone feels invited and encouraged to participate in the activities. This effort
can be made at the time of dissemination, by making explicit reference to the
participation of all people, by using images that include the usually
underrepresented gender, or by establishing more personalized contacts. Perhaps,
more girls would even like to participate in a video game tournament, because
traditionally only boys participate, and they may never have the opportunity to do
so. And maybe more boys would like to participate in a session on fashion design,
but because it is a context associated with the feminine, they don't. Encouraging
their participation can go a long way to making it more organic in the future.

If you should avoid promoting activities aligned with gender stereotypes, that
doesn't mean you should not create exclusive spaces for girls and others for
boys. For example, a conversation circle with boys about masculinities may be a
good way to raise awareness and capacitate them for equality; just as a session
about sexual and reproductive rights may be much more meaningful if it takes
place in a space exclusively for women.
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Ensure that the participants get involved equally,
have the same visibility and recognition in the
initiatives promoted by the organization

In @ mixed group of participants, it often happens that boys speak more, intervene
more and for longer periods of time, and girls adopt a more listening attitude and
are less proactive in intervening. At the same time, when there are activities in
which it is necessary to distribute space maintenance tasks (such as tidying up the
room, washing the dishes, etc.), the girls assume more quickly these functions as
their responsibility, and a less active participation of the boys is noted.

These differences reflect the dynamics of our society, in general. They are a
socialization product of boys and girls, who are stimulated to assume different
roles in the public and private space. This makes boys and girls participate
differently in the activities and, if these dynamics are not questioned and
opposed, there is the risk that the initiatives you promote contribute to
solidifying the social roles that limit these boys and girls.

That’s the reason why it is worth creating the conditions for equal participation
of boys and girls, for example:

\\ In some activities, divide participants \\ Provide a moment for distribution of
into small groups, in order to reduce tasks for the care of the space, creating
the level of exposure (as opposed to groups for this purpose that include
speaking in plenary), and propose that  everyone;

two people be elected as \\If, even so, the distribution of tasks is
spokespersons; unequal, face the issue and ask people
\\ If the discussion is monopolized for who are less involved to assume
some of the participants of the group, concrete tasks.

you should moderate it, asking directly

questions to other people that aren't

participating that much;
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Federacion de Organizaciones de Mujeres de Lorca

Federation of Women's Organizations of Lorca aims to represent and join every
women'’s organizations in Lorca. Nowadays, 45 organizations are part of the
federation. They carry out activities throughout the whole year both for its
belonging associations and for the general public, focused on the search for real

equality.

In the last 3 years, the federation has been carrying out a projectiinthigh:schools
called "Opening doors, closing taboos" that focus on talks related to equality,
violence and mental health. It was implemented once the need for an education in
egalitarian values in adolescence was detected, due to the normalization of various
dangerous dynamics at that stage. This practice is based on various proposals for
talks, where the educational center chooses what topics they want to deal with
and at what educational level they want to implement it.

These activities provided a current vision of adolescence in Lorca and of the gender
equality issues in the community. The results of this project showed that there is a
need for action and to continue holding these talks because, although certain
concepts are already known, they should be internalized from an early age.
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When recruiting new employees or volunteers, it must be ensured during the
process that the same evaluation criteria are applied to women and men. These
criteria, which should be clear and objective, should be discussed and established
before the recruitment processes.

Also, the interview script should be the same for both women and men, ensuring
that there is no discrimination in the course of the interview. We often hear from
women who have been asked whether they intend on having children in the near
future, for example... These kinds of questions are unacceptable and in most
countries illegal, so make sure that the person or team responsible for conducting
the interview and reviewing the applications is capable and gender sensitive.

However, in some cases you may need to take positive discrimination measures.
For example, if your organization has only girls as volunteers, or if your staff are all
men, you may need to consider prioritizing the recruitment of people of the under-
represented gender, or even setting quotas.




Predicting and implementing measures to simplify the lives of people that work in
your organization by making it easier for them to balance their personal and
family lives, is a measure that contributes to the promotion of equality. This is
because, as we know from statistics everywhere, women are the ones who
assume most care responsibilities (of the house, of family, of dependent people,
etc.), which prevents them from participating as actively in the public sphere as
men do.

The inexistence of measures that promote work-life balance tends to increase the
asymmetries between men and women in organizations. Therefore, we present
concrete proposals that could facilitate this balance:

\\ As much as possible, workers and volunteers should have the autonomy to
manage their working schedule, in order for them to be able to balance the family
with the organization’s requirements. Hours Banks, flexible schedules, aggregation
of the week of work, are examples of methods that can be adopted,;

\\ Where possible, give the chance to work part-time can also be a good solution in
certain phases of life, that are particularly demanding in personal or family life;

\\ The possibility to work remotely may also facilitate this balance;

\\ Support and encourage the use of maternity and paternity leaves and adopt a
supportive and understanding attitude, especially in this phase of life that requires
particular dedication to family;

\\ Finding solutions so that people with dependent children can participate in
initiatives outside of conventional schedules: for example, organizing a “children’s
corner’ at a meeting in the evening or on a weekend,;

\\ Fight against a widespread culture that associates productivity with long
working hours and physical presence and that sees family responsibilities as
constraints;

\\ Respect break times, by avoiding making phone calls or sending messages and
emails outside working hours. Avoid making excessive work hours a common
practice.




Voluntari pentru Idei si Proiecte (VIP)

Volunteers for ldeas and Projects is a student association that was established in
1998 in Bucharest. Each member of the association is part of a single community:
Business Club, Econosofia, International Affairs or Leadership Development and
can be part of more than one working department from the following: Human
Resources, Business Development, Public Relations, Marketing, Creative.

One of the core values of VIP is Ethics, alongside Professionalism, Initiative,
Leadership and Teamwork. These values are being reflected in the way new
volunteers are recruited and how each community and each department is
managed. During the recruitment period that takes place every year in October, the
human resources department together with the marketing department are

focusing on ensuring gender equality, by reaching-and recruting both-men-and
women students.

Moreover, each community and department chooses a leader for every year and

since it has been established the managementsofsthissstudentrassociationshas
been represented equally by men and women.

VIP's culture shows a great example of how both male and female members can
be recruited and can access leadership positions.



https://vipromania.ro/
https://vipromania.ro/
https://vipromania.ro/

We now propose a more systematic planning exercise: wensuggestrthatayou

“ This plan should be the result of a collective
process. it is important that several people get together to decide what changes

they want to see happen in the organization. More heads think better and those
who are involved in planning are more likely to be more committed to the actions
and changes to be implemented.

The organization's management cannot be exempted from participating in the
conception of this plan. It is very important that they are involved in this project
from the very beginning and that they make a consistent commitment to this
action plan.

The plan should be developed from the gapssandmneedsnidentified in the self-

diagnosis. Pay special attention to the "no" answers and consider whether it
makes sense to actively seek measures/actions to turn those "no's" into "yes's" in
the future.

For example, if you answered "no" in the self-diagnostic to the question "Are there
specific measures to deal with gender-based violence situations that may occur in
your organization?", you could integrate the measure "Establish rules and
procedures" in the plan.

To facilitate this task of developing the equality plan, we share with you a very
simple matrix that you can use in this exercise.




Dimension of
analysis

Action / measure
What?

Procedures /
stages
How and when?

People responsible
and people who are

involved
Who?

Financial, technical and
logistical resources
What do we need to
implement this
action/measure?

Evidence/outcome
indicators

How can we know if
the implementation
was successful?
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In the first column you should
include the intervention dimension
(recognition of the importance of the
problem, leadership and speaking
time, communication, activities,
sexual and moral harassment or
human resources).

In the fourth column you should
write the name(s) of the person /
people who will take responsibility for
coordinating the implementation of
the measure / action and of other
people that will be needed in the
implementation of the measure /
action.

In the second column you can
describe the measure/action that
you have decided to implement.

I A fifth column follows, where you
| can list the resources to be
I mobilized (financial,  technical,
| logistical) in the implementation
| process of each measure/action.

In the third column you should
describe, in some detail, the steps
and diligences you will take to
implement this measure, drawing a

There is a final column where you
should put the result indicators. The
idea is to answer the question: how

timeline.

can we see that the measure/action
was successfully carried out?

We share an example that we hope will help you understand the action plan process!
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Recognition
of the
problem

Awareness-
raising action
on gender
equality for
members of the
organization

Procedures / stages
How and when?

- Contact NGO specialist in
the area (Sept)

- Prepare dissemination
materials (Oct)

- Publicize the session

- Manage registrations
(Oct and Nov)

- Ensure logistical aspects
(Dec)

- Evaluate the session
(Dec)

- Sarah and Richard
coordinate the action
- Everyone in the
organization is invited
to participate.

- The communication
department will
spread the word and
mobilize the members

- Budget for coffee
break

- Room for the action

- Budget to pay for
travel and meals for the
people from the

invited NGO

- Projector and
computer

(example)

- Awareness
action carried out
- Participants
identify learnings
and changes

- Speeches of the
organization's
members more
egalitarian
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A plan works like a road map. Resistance, difficulties and unforeseen events wiill
probably arise along the way, which condition and require deviations from the
route inscribed on the "map". For all these reasons, it is essential that regular
moments are set aside to jointly analyzethe progress of the plan's
implementation. It is important to identify deviations and obstacles as early as
possible and to develop strategies to overcome barriers and ensure the
implementation of the plan.

We recommend that you ensure clear and consistent communication: everyone
in the organization should be aware of the Equality Action Plan and the measures
it contains. It is important that you communicate the progress in the
implementation of the plan, making visible the added value brought by the
implemented actions and measures. It is also important to celebrate the
achievements!

It's crucial to say that in addition to implementing the concrete and specific
measures to promote equality that are included in the plan, we need to be able to

mainstreamequality vissues (see the glossary for the concept of gender

mainstreaming).

The concern for ensuring equality and non-discrimination must be present in
everything that is done and in everything that happens in the organization!




1. Direct discrimination: where one person is treated less favorably on grounds
such as sex and gender, age, nationality, race, ethnicity, religion or belief, health,
disability, sexual orientation or gender identity, than another person is, has been or
would be treated in a comparable situation. (EIGE, 2023)

2. Domestic violence: All acts of physical, sexual, psychological or economic
violence that occur within the family or domestic unit, irrespective of biological or
legal family ties, or between former or current spouses or partners, whether or not
the perpetrator shares or has shared the same residence as the victim. (EIGE,
2023)

3. Empowerment of women: process by which women gain power and control
over their own lives and acquire the ability to make strategic choices. (EIGE, 2023)

4. Equality: ensuring that every individual has an equal opportunity to make the

most of their lives and talents. (Equality and Human Rights Commission, 2018)

5. Feminism: movement for social, cultural, political and economic equality of
women and men. It is a campaign against gender inequalities and it strives for
equal rights for women. Feminism can be also defined as the right to enough
information available to every single woman so that she can make a choice to live a
life which is not discriminatory and which works within the principles of social,
cultural, political and economic equality and independence. Feminism can be also
defined as a global phenomenon which addresses various issues related to
women across the world in a specific manner as applicable to a particular culture or
society. Though the issues related to feminism may differ for different societies and
cultures, they are broadly tied together with the underlying philosophy of achieving
equality of gender in every sphere of life. So feminism cannot be tied to any narrow
definitions based on a particular class, race or religion. (Christodoulou, 2005.
Revised 2009)




9. Gender identity: Each person’s deeply felt internal and individual experience of
gender, which may or may not correspond to the sex assigned at birth, including
the personal sense of the body (which may involve, if freely chosen, modification of
bodily appearance or function by medical, surgical or other means) and other
expressions of gender, including dress, speech and mannerisms. (EIGE, 2023)

10. Gender mainstreaming: the (re)organization, improvement, development and
evaluation of policy processes, so that a gender equality perspective is
incorporated in all policies at all levels and at all stages, by the actors normally
involved in policy making. (EIGE, 2023)

11. Gender Pay Gap: Percentage of men’s earnings and represents the difference

between the average gross hourly earnings of female and male employees. (EIGE,
2023)

12. Gender perspective: is a way of understanding how gender may be addressed
or related to a particular issue, and applying this to the design, planning,
implementation and evaluation of policies and programs. It is the notion that
problems and solutions should be examined with sensitivity to the implications of
gender in mind. (Organization for Security and Co-operation in Europe, 2006)

13. Gender relations: constitute, and are constructed by, a range of institutions
such as the family, legal systems, or the market. Gender relations are hierarchical
relations of power between women and men and tend to disadvantage women.
These hierarchies are often accepted as “natural” but are socially determined,

culturally-based relations, and as such are subject to change over time. (Khosla &
Barth, 2008)

14. Gender roles: social and behavioral norms which, within a specific culture, are

widely considered to be socially appropriate for individuals of a specific sex. (EIGE,
2023)




15. Gender stereotype: generalized view or preconception about attributes or
characteristics, or the roles that are or ought to be possessed by, or performed by
women and men. A gender stereotype is harmful when it limits women'’s and
men’s capacity to develop their personal abilities, pursue their professional careers
and make choices about their lives. (United Nations, 2023)

16. Gender-based violence: Violence directed against a person because of that
person’s gender, gender identity or gender expression, or which affects persons of
a particular gender disproportionately. (EIGE, 2023)

17. Glass ceiling: artificial impediments and invisible barriers that militate against
women’'s access to top decision-making and managerial positions in an
organization, whether public or private and in whatever domain. (EIGE, 2023)

18. Harassment: Unwanted conduct related to the sex of a person occurring with
the purpose or effect of violating the dignity of that person, and of creating an
intimidating, hostile, degrading, humiliating or offensive environment. (EIGE, 2023)

19. Horizontal segregation: concentration of women and men in different sectors
and occupations. (EIGE, 2023)

20. Indirect discrimination: where an apparently neutral provision, criterion or
practice would put persons of one sex at a particular disadvantage compared with
persons of the other sex, unless that provision, criterion or practice is objectively
justified by a legitimate aim, and the means for achieving that aim are appropriate
and necessary. (EIGE, 2023)
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21. Intersectionality: a tool for analysis, advocacy and policy development that
addresses multiple discriminations and helps us understand how different sets of
identities impact on access to rights and opportunities. It is about recognizing that
women experience discrimination and violations of human rights not only on the
basis of their gender, but also due to other unequal power relations due to their
race, ethnicity, caste, class, age, ability/disability, sexual orientation, religion, and a
multiplicity of other factors including whether they are indigenous or not. (Khosla &
Barth, 2008)

22. Mansplaining: the act of explaining something to someone in a way that
suggests that they are stupid, used especially when a man explains something to a
woman that she already understands. (Cambridge, 2023)

23. Nonviolent communication: it guides us to reframe the way we express
ourselves and listen to others by focusing our consciousness on four areas: what
we are observing, feeling, and needing, and what we are requesting to enrich our
lives. NVC fosters deep listening, respect, and empathy and engenders a mutual
desire to give from the heart. (Rosenberg, 2015)

24. Patriarchy: social system of masculine domination over women. (EIGE, 2023)

25. Positive actions: special measures aimed at accelerating de facto equality
between men and women. (United Nations General Assembly, 1979)

26. Prejudices: attitudes and feelings — whether positive or negative and whether
conscious or nonconscious — that people have about members of other groups,
which may be based on preconceived ideas and influenced by elements such as
gender, race, class, personal characteristics or other factors. (EIGE, 2023)

116



31. Sexual harassment. any form of unwanted verbal, non-verbal or physical
conduct of a sexual nature occurs, with the purpose or effect of violating the dignity
of a person, in particular when creating an intimidating, hostile, degrading,
humiliating or offensive environment. (EIGE, 2023)

32. Vertical segregation: concentration of women and men in different grades,
levels of responsibility or positions. (EIGE, 2023)

33. Violence against women: violation of human rights and a form of
discrimination against women including all acts of gender-based violence that
result in, or are likely to result in, physical, sexual, psychological or economic harm
or suffering to women, including threats of such acts, coercion, or arbitrary
deprivation of liberty, whether occurring in public or in private life. (EIGE, 2023)
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