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Preface
The project
This publication is part of the project “G.L.A.D. – Growth Looking At Diversity” funded
by the European Commission Initiative EQUAL phase II.
The purpose of international cooperation in Equal projects is the sharing of experiences
and of the know-how among important stakeholders in the area of equal opportunities
from both old and new European Union member states. This provides the opportunity
for organizations and institutions to network on a European level, to draw from available
good practices and to present their work to a wider arena of interested parties.
The stakeholders and the participants in the G.L.A.D. transnational project include
NGOs, training institutions and regional development agencies. The basic objective
of this partnership is to achieve a full-fledged participation of women in the economic
organisational context. In fact, although 2007 was declared the European Year of Equal
Opportunities for All, the present-day situation is far from ideal. Women and men still do
not have the same conditions on the labour market. Discrimination occurs both directly,
for example in the discriminative hiring of employees or unequal payment for the same
work or work of a similar value, and indirectly, for example through the segregation of the
education paths of girls and boys. The causes of this unequal treatment are complex and
interwoven, they inf luence countless aspects of social life. The G.L.A.D. project responds
to the needs of long-term action for change and the challenges of a modern society.
For this reason, it actively promotes and implements the equal participation of women
and men especially on the labour market.
Through international exchange the partners strive to enhance the services offered by
unions, companies, career advisors and HR specialists, enhancing the concept of corporate
social responsibility. The latter should lead to the optimisation of human resources
management, especially by responding to the needs of male and female employees in
terms of the conciliation of their work and private lives. In this way, the creation of a
climate favourable to gender equality in the labour market and in society in general is
supported.

The partnership
The G.L.A.D. partnership has three members:
• the Czech organisation Open Society p.b.a. (Otevřená společnost, o.p.s.) with CZ-77
“Breaking the Waves” (Prolomit Vlny) project contributes to the consolidation of the
civil society in the Czech Republic through the development of principles and the
implementation of policies based on the culture of law and the legal state, democratic
forms of state administration and the protection of human rights. It is the coordinating
member of the proEquality coalition, which has also had an active role in the G.L.A.D.
transnational project, as a think-tank that generates analyses and methodologies,
provides consultancy and also lobbies in the areas of equal opportunities for women
and men on the labour market;
• the Italian development agency Società Consortile Langhe Monferrato Roero with
ITG2- PIE 036 SFIDE!!! project – has a wide experience in EC-projects, in which it
worked as the promoter and manager at both national and local levels, focusing on
the issues of equal opportunities for women and men. Hence, LAMORO offered its
expertise to work on strategies for promoting the culture of equality, for supporting
female resources on the labour market and for the dissemination of know-how in the
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sphere of corporate social responsibility, i.e. how to turn this concept into added value
for competing on the free market;
• the Finnish organisation JAKK with FI-90 “Female energy to transport and logistics –
NaisWay” project – has a great experience in life-long learning as well as in E-learning
programmes. In fact, JAKK is a multi-discipline education centre for adults, which
offers specifically tailored training to meet the needs of private companies and their
personnel, as well as individuals and public institutions. Its main areas of training and
co-operation expertise are Transport and Logistics, Industry, Information Technology,
Business, Automotive, Building and Construction, and Earth Construction.

The common aims of the G.L.A.D. partnership
While each partner has implemented a specific project, in order to respond to the issues
of each local context, as it will be widely explained in the case-studies which follow, there
were also common transnational aims and activities.
The aim of the partnership was to have an effect on the intermediaries between employees
and employers, i.e. on social partners, career advisors, personnel advisors etc. This model
of work has encouraged all those entities to mobilise the human capital of women and
to increase its quality, thus enhancing the competitiveness of companies and social
development in individual countries. The aim was to develop methods of promoting
corporate social responsibility.
The joint activities have resulted in:
• The e-Agila multi-media platform – a virtual platform designed for sharing information,
experience, examples of good practices, opinions and views on the promotion of
corporate social responsibility. It is a basic tool created for intermediaries, i.e. unions,
trade associations, career advisors, personnel managers, etc. There is also a virtual
library and a virtual coffee shop serving for communication among the partners.
E-Agila is an E-learning tool, i.e. for education through the Internet, which has a great
future ahead of it in today’s globalised world, and the potential to effect desirable
social change;
• Guidelines of examples of good practice – especially in gender mainstreaming and
gender audit;
• Exchange of experience with a gender auditing tool – each partner tested the tool for
analysing the needs of male and female employees at national and international levels
- this experience has been shared and compared and it has led to innovation and
modification of this tool to achieve its full efficiency and quality;
• Means of communication and products;
• Shared methodology;
• Closing conference – the presentation and dissemination of the results; the conference
was held in Prague as it was desirable for the concept of corporate social responsibility
to spread to new European Union member states.
What it follows is a collection of the activities which have been carried out together with
their outcomes in each of the partner countries involved in the project. The aim is to
present a number of specific measures or strategies leading to the elimination of gender
discrimination which are, we hope, transferable to other cultural, social and economic
contexts.
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Part I
The experience in Czech Republic: Breaking
the Waves- ProEquality
Gender Audits: Methodology and Practice
by Petr Pavlík
Abstract: Implementing gender equality has been one of the Czech government’s
priorities since 1998, acknowledging its international obligations in this area towards
the United Nations and the European Union and its responsibility towards its citizens.
However, only a declaration of priorities and formulation of strategies is not sufficient for
effective implementing of gender equality. We need specific methods and tools.
This paper presents one of the tools, which is a gender audit for inspecting and evaluation
of gender equality programmes and plans on municipal and regional levels.
The methodology for evaluating the gender aspects of policies, strategies, programmes
and projects has developed at a great rate over the past decade, and the same applies to
the methods for examining the organisations which implement and execute these policies,
strategies, programmes and projects (Moser, 2005). After a period of searching how to
best achieve the recommendations, conclusions and aims of the World Conference on
Women in Beijing (1995), as incorporated in the Beijing Declaration and the Beijing
Platform for Action, mainly women’s non-profit organisations in different countries began
to actively develop tools with which to advance so-called gender mainstreaming, i.e. the
integration of the gender perspective in standard everyday matters, at all levels of decisionmaking and in all areas of policy. As Caroline Moser (2005) points out: “In the past
decade, the majority of development institutions, national governments and international
NGOs have adopted the terminology of gender equality and gender mainstreaming and
have developed and endorsed gender policies that share common objectives, goals and
strategies” (page 9).
One of the tools created for the evaluation of how institutions/authorities acquit themselves
in asserting gender equality is the socalled gender audit, which involves an
analysis of personal and institutional
barriers that could put the brakes on
the implementation of a given policy.
At the centre of attention here are the
institutions as such rather than the
impacts of their activities, although
attention is also paid to these.
Due to the fact that this is a tool that is
not yet used in the Czech context, we
decided as part of the “Prolomit vlny”
(Breaking the Waves) project, Policy work programme, to compile two methodologies to
serve as a guide on how to implement gender audits of regional authorities and municipal
authorities. In this context, research was first conducted in relevant literature, resulting in
two pilot studies through which the gender sensitivity of selected regional and municipal
authorities was analysed. These were then used as the basis for creating methodologies.
However, the creation of methodologies proved to be more complicated than it f irst
appeared. Background research in literature revealed that the hurried development
mentioned above has resulted in an accumulation of terminological and conceptual
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ambiguities, whereby different authors give expressions such as gender mainstreaming,
gender audit or gender evaluation different meanings and use them in very different
ways. Such a situation complicates things for everyone trying to find their way around the
said issue and/or carry out their own gender audits. There are fundamental conflicts to
be faced in the existing literature as regards conceptual foundations, the methodologies
used, the area of application and specific methods for undertaking gender audits.
For example, the expression “gender audit” is used in very diverse contexts, is mentioned
in relation to a wide spectrum of analyses and is applied to different objects of investigation.
It is therefore possible to come across gender audits of entire countries in the literature
(Mackay and Bould, 1997), of budgets (Swirski, 2002), of individual documents (Floro,
2001), of European funds (Sokačová, 2005) or of individual institutions/authorities (Moser,
2005; ILO, 200 4; Llorca et al, 2003). Moreover, the different concepts of the gender
audits of institutions/authorities reserve different roles and different levels of participation
for their employees. They are sometimes ascribed a more passive role and are used
only as a source of information (e.g. Llorca et al, 2003; Gender Audit, 2003), while at
other times efforts are made to actively involve them in the whole process and create
participating partners from them (Moser, 2005; ILO, 2004).
A concept that means everything in actual fact means nothing and is useless. For this
reason, it became necessary to introduce a certain order to the terminology used.
We inclined towards the approach of Moser (2005), according to which gender audits
draw on so-called social audits that allow institutions to evaluate their scope of activity
in regard to fulf illing the values and objectives they set out, to understand the impacts of
their own activities, to comply with declared obligations towards selected target groups
and to put together plans of action for the purpose of increasing their own performance
eff iciency. They usually start with evaluations of the aspects of the functioning of a
given institution that are in written form: programme and strategic documents, reports,
regulations, handbooks etc.; but it does not end here. There follows an examination of
whether what has been written down is also actually applied in practice, why tasks are
performed the way they are, how well they are performed and with what effect, etc.
The opinions and experiences of employees and clients are also of key importance.
Possibilities for improvement are
then evaluated, recommendations
formulated and a plan of action for
further procedures possibly drawn up.
Gender audits specifically focus on
evaluating the gender sensitivity of a
given institution/authority, which can
be defined as follows: “the capacity of
a person, institution, organisation, etc.
to recognize and accept the presence
of the gender dimension in all spheres
of society“ (Llorca et al, 2003, page
83). This subsequently allows for the identif ication of problem areas and the proposal
of a suitable strategy for asserting the policy of gender equality. At the same time, the
individual characteristics of employees and the authority as a whole are examined.
The latter isn’ t simply a summary of the gender sensitivity of the individuals. At the same
time, however, attention is paid to other contextual factors such as the external support
for a given policy, for example in the form of resources from special-purpose European
structural funds.
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This starting point was taken into consideration in the analyses of gender sensitivity
mentioned above at selected regional and municipal authorities.
Both showed that:
• the assertion of gender equality is not seen to be a priority at either an individual or
institutional level;
• awareness of the gender issue, openness to gender topics and the ability to recognize
gender inequality is at a very low level;
• there is no education or training in the gender issue;
• there is no gender expertise; none of the known instruments of gender mainstreaming
are used; and the gender perspective is not ref lected in internal or external
communication at authorities;
• so far, no supportive structures for asserting the policy of gender equality have been
put in place, not even for dealing with problems such as sexual harassment.
The methodologies (Pavlík, 2007a, 2007b) compiled on the basis of these documents
recommend structuring a gender audit according to the following areas, which are further
specified using clusters of questions that help direct the analysis:
A broader framework for asserting gender equality
The social, political and economic context in which an authority operates and which
structures its activity.
The aims and structure of an authority from the gender perspective
The aims of an authority, both explicit and implicit, as relating to the assertion of gender
equality and its consideration in human resources policies.
The mechanisms and processes of life at the authority
The norms and values of socialisation within the authority as relating to the assertion of
gender equality.
The adoption of the requirements of gender equality
Perceiving and asserting the gender issue within the authority.
They also present relevant methods for collecting and analysing data and offer practical
advice regarding the implementation of a gender audit. They are intended primarily
for regional, municipal and local authorities which take their human rights obligations
seriously, endeavour to fulfil government priorities and are aware of the fundamental
importance of gender equality for the social and economic development of the region,
town or village. However, their use could be far more widespread (e.g. within the nonprofit sector or at government level).
Sources
• Floro, M., S. 2001. Gender Audit of the Facilitator’s Draft Outcome document of the
International Conference on Financing for Development. Copenhagen: KULU –Women
and Development, 2001. URL:«http://www.kulu.dk/Financing/Gender%20Audit/
gender_audit.htm» [Downloaded 11. 5. 2006]
• Gender Audit. Ministry of Agriculture, Sugar and Land Resettlement. 2003. Suva:
Ministry for Women, Social Welfare and Poverty Alleviation.
• ILO. 2004. An ILO Participatory Gender Audit Manual. Geneva: International Labour
Organization.
• Llorca, A. C., Valls, L. N., Llorente, N. M., Amado, P. G., Vincenti, A., Schreyörg, F. 2003.
Good practices and gender audit: Tools for local policy. Barcelona: Gutenberg.
• Mackay, F., a Bould, Ch. 1997. Gender Audit 1997. Edinburgh: ENGENDER.
URL:«http://www.cityshelter.org/13_mobil/engenderaudit-scotland.pdf#search=’gen
der%20audit » [Downloaded 11. 9. 2006]
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• Moser, C. 2005. An Introduction to Gender Audit Methodology: Its Design and
Implementation in DFID Malawi. London: Overseas Development Institute.
• Pavlík, P. 2007a. Metodika genderového auditu krajského úřadu (Methodology of the
Gender Audit of a Regional Authority). Prague: Otevřená společnost, o.p.s. (Open
Society n.p.o.)
• Pavlík, P. 2007b. Metodika genderového auditu městského/obecního úřadu
(Methodology of the Gender Audit of a Municipal/Local Authority). Prague: Otevřená
společnost, o.p.s. (Open Society n.p.o.)
• Sokačová, L. 2005. “Gender audit of funds distributed in the Czech Republic” pp. 5-9
in L. Bíziková, J. Filadelfiová, A. Králíková and L. Sokačová. Gender audit of the EU
pre-accession funds 1999-2004. Prague: Gender Studies, o.p.s.
• Swirski, B. 2002. What is a Gender Audit? Jerusalem: Adva Center, Information on
Equality and Social Justice in Israel.
Information about the author
Ing. Petr Pavlik, Ph.D. is the chair of the Institute of Master Studies of Charles University‘s
Faculty of Humanities and a member of the Department of Gender Studies. In his teaching,
he focuses on methodological issues in gender studies and methods of promoting gender
equality. His main research interests concern the implementation of gender-equality
policy in the Czech Republic and gender analysis of the media. Outside academia, he
takes part in activities (projects, training seminars etc.) aimed at promoting gender equality
and gender-sensitizing state and media employees.

The Role of Trade Unions in promoting Equal Pay For
Women And Men
by Pavla Boučková
Abstract: This paper deals with the issues of promoting the equal pay and the key role
of trade unions in this field. The author describes the individual stages and results of the
Breaking the Waves project, aimed at developing positive practical steps to be taken
against pay discrimination.
One of the rather effective preventive measures proposed by the project in order to
promote equal pay is the model draft of equality provisions, which should become part
of collective agreements.
The Czech Republic indeed cannot pride itself with a long tradition of antidiscrimination
protection. The specific provisions promoting equality and non-discrimination were
introduced to the Czech general legislation only recently.
Still, an average salary of women represents only 75% of an average salary of men, but
the fear of subsequent victimization at work and loss of a job holds most complaints back.
The role of trade unions (TU) in promoting equal treatment at work must interconnect the
efforts aimed at supporting equality legislation and at developing and introducing good
practices. One of the project’s aims was to explore ways of how it would be possible
to increase the involvement of TU in f ighting discrimination at work, especially in the
area of equal pay for women and men. The initial research included legal analysis and
exploring experiences and good practices in other EU countries. The f irst phase of the
project revealed that collective agreements, widely used by employers and TU in order to
conclude on pay and wages issues, are of crucial importance in promoting equality in pay
in the establishment. In the second phase, the project designed model draft of principles
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of equal pay for collective agreement which should be offered for the use of TU.
Effective enforcement of the principle of equal pay is undermined by the heavy
involvement of TU. The equal pay clauses in collective agreements would supplement
the two existing prerequisites available to TU in order to combat discrimination at work:
legislation and outstanding competence of TU in out-of-court settlement in labour
disputes. They both are essential for strengthening the vulnerable position of victims of
discrimination on labour issues in general. One of the further concerns is to secure parity
of women and men in the collective bargaining process. Women and men can develop
different approaches, and create diversity environment that can improve the effectiveness
of collective bargaining process and bring new ideas and approaches.
1. Entitlements of TU, set up by Czech labour legislation in order to control and
enforce the principle of equal pay
The EU accession brought new provisions to Czech legislation, strengthening the position
of TU with respect to the right to equal pay regardless of sex. Inserting the definition of
equal pay in the new Labour Code employed the TU with an effective tool aimed at
promoting equal pay in the establishment. Besides that, the provisions of Labour Code1
do authorize Trade Unions to assert control of all duties imposed on the employers by
labour legislation, including the provisions on equal opportunities, non-discrimination,
equality at work and equal pay, in both the Labour Code and the Law on Employment2.
Section 287 of the Labour Code imposes a duty on the employers to inform TU about
the development of pay, average pay, individual elements of pay and its diversif ication
according to concrete working professions.
2. The role of TU in providing mediation and arranging for out-of-court settlements
The genuine competence of TU could be used to advocate for amicable solutions.
Their task is especially important because the Czech draft of anti-discrimination law does
not contain provisions on any mediation procedure. The TU can become inf luential
mediators between discriminated women workers and their employers, and assist
in solving pay discrimination disputes by out-of-court settlements. In cases involving
pay discrimination, mediation can
be offered to bring just solutions
everywhere when the discrimination
victims would not chose to bring up
any court action.
3. Incorporation of equal pay clauses
in the collective agreements
The project researched one of rather
unexplored ways of how to improve the
enforcement of Equal Pay legislation
and to strengthen the position of victims
of discrimination in pay in the Czech Republic. The idea was to propose inserting detailed
equal pay provisions into the text of collective agreements. Although even in the Czech
Republic, the collective bargaining is widely appreciated in concluding agreements with

1
2
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employers on pay issues3, the research conducted by the project revealed that the
collective agreements indeed contain provisions, which would guarantee equal pay for
women and men, on solely marginal basis. In most cases, the provisions are limited to
clauses prohibiting discrimination at work and in working conditions, including pay.
All this may lead to the assumption that the legislation is effective enough and that there
perhaps is no real need of more detailed clauses concerning equal pay, which should
become part of collective agreements. However, analysis of the existing legislation and
knowledge of practical obstacles as well as the disadvantageous position of victims of
discrimination in pay showed that this is not the case.
As it was found by the Court of Justice of the European Communities (ECJ) in the Royal
Copenhagen case4, the principle of equal pay for men and women also applies where
the elements of pay are determined by collective bargaining or by negotiation at local
level. The Czech Republic is a country where the position of TU in asserting workers’
rights is not as inf luential as in many old member states of the EU. However, since the
collective agreements do apply to all workers regardless of their membership in TU, the
existence of equal pay provisions in collective agreements may have profound effect
on the entire establishments with respect to equal opportunities. The TU in the Czech
Republic can play more influential role with respect to equality in pay between women
and men. Practical use of their powers in this field would contribute to combat especially
the structural discrimination in pay.
During the research, four major issues were identified which shall be dealt with in
collective agreements in order to fully utilize the entitlements of the TU for the benefit
of victims of pay discrimination at work. The topics selected for regulation do involve
elements of structural discrimination of women in pay:
• The definition of equal pay in the Labour Code does not include all elements of pay
that are part of the broad definition of Art. 141 para 2. of the EEC Treaty, as interpreted
by the extensive case law of the ECJ. The detailed definition of collective agreement,
extending the scope of pay for the purposes of equality between sexes in accordance
with the European legislation, would therefore contribute to making the duties of
employers with respect to equal pay transparent and easy to control and the rights of
employees more easily enforceable.
• Czech Labour code does not
contain specif ic provisions on the
remuneration for the same work,
corresponding to the provisions of
Art. 141 para 2. Although Art. 141 is
directly applicable, it is useful to have
specific provisions in the collective
agreement in order to be able to
react to specific needs and situations
in a particular establishment.

3

4

The possibility to contract on pay and remuneration issues is explicitly reserved for collective agreements
concluded by Trade Unions in Sec. 23 of the Labour Code, Zákon č. 262/2006 Sb., Zákoník práce [Law
no. 262/2006 Coll., Labour Code (Collection of Laws 2006, no. 84/2006, p. 3146), further referred to as
Labour Code 2007].
C-400/93, Specialarbejderforbundet i Danmark v. Dansk Industri acting for Royal Copenhagen A/S [1995]
ECR I-1 275, Sec. 45
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• Issues relating to the remuneration of work performed on the basis of part time
contracts. It is very often women who choose part time work in order to make their
careers compatible with family responsibilities.
Many issues relating to discrimination in remuneration for part time work were
subjected to interpretation by the ECJ and were further specif ied by the EU secondary
legislation. It is essential that structural discrimination of part time workers could
be dealt with on the basis of collective agreements. They could contain suff iciently
detailed provisions on claims of part time workers, corresponding to the concrete
situation in the establishment.
• Issues relating to equal remuneration for work of equal value. Especially in workplaces
with the predominance of female professions and female staff, an effective system of
identifying work of the same value should be put into the operation in order to disclose
pay gaps resulting from the structural discrimination. The collective agreement is an
important tool which can set the process of establishing and adjusting such system into
motion.
The project designed a f lexible draft which is adjustable to different types of collective
agreements. It must be stressed that the discrimination of women in pay is deeply
embedded in discriminatory stereotypes that are maintained by all strata of the Czech
society. The pay discrimination therefore cannot be uprooted within the span of days,
months or even years, but rather decades. Projects striving to promote equality can
help to mainstream good equality practices and make people think different about the
discrimination of disadvantaged individuals. Despite the many establishments without the
existing TU organization in the Czech Republic, we believe that TU can actually do much
in fulfilling this aim, and that their efforts in this area will bring wide acknowledgement
and respect for their role and tasks throughout the Czech society.
Information about the author
Mgr. Pavla Boučková is a graduate in law at the Faculty of Law at Charles University
in Prague. She is an acting director of the Counselling Centre for Citizenship, Civil and
Human Rights, where she specializes in the problems of statehood, equal treatment and
equal opportunities. In the years 2001 and 2004 she participated in the working group at
the Czech Governmental off ice for human rights preparing a draft of antidiscrimination
law. During the years 2004 and 2007 she was a member of the European Network of legal
Experts in the non-discrimination field project team. The project prepared independent
reports on discrimination and equal treatment for European institutions.

Tailor-made Counselling or Helping Specific Disadvantaged
Groups to Integrate into the Labour Market
by Jana Wasilová
Abstract: This paper deals with the issue of disadvantaged groups on the labour market
and primarily people who want to enter the labour market during or after a period of
caring for a child/children or a relative/relatives.
The author describes the current progress and results of a project that is currently underway
and that is attempting to help the said target group of people through counselling
tailored to their issues and needs. One of the specific features of this type of counselling
is sensitivity to the gender aspects of their situation.
One way of making it easier for disadvantaged groups to integrate into the labour market
is counselling. A new type of counselling known as proEquality counselling is currently
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being tested (from June 2007 to November 2007) as part of the EQUAL Community
Initiative project entitled “Prolomit vlny” (Breaking the Waves), the Employees work
programme. The concept of this counselling and its focus on people wanting to find a job
during or after a period of caring for relatives (children or people requiring special care
due to serious illness or disability) make it all the more specific.
The principal starting point in clarifying the concept of proEquality counselling was the
compilation of an analysis of the needs of the target group and an analysis of selected types
of counselling which the people in question are able to use when looking for a job on
the labour market in the Czech Republic5. The conclusions and recommendations of the
Analysis indicate the main direction appropriate for profiling proEquality counselling.
Before we further def ine the prof ile of proEquality counselling, it is important to point
out a number of fundamental facts in order to understand the situation of both target
groups (parents and persons caring for relatives) within the Czech context. Most of all,
it is important to take into consideration that under Czech conditions we are talking
almost exclusively about women6 and, as a rule, a long-term absence from the labour
market. As for parents, it is usually the mother that remains at home with a child, mostly
until the child reaches the age of three or four7. In the event that two or more children
are born one after the other, a parent (again usually the mother) remains out of the
labour market for a longer period of time, in many cases until such time as the youngest
child reaches three or four years of age. Therefore, the total period of time spent out of
the labour market for such people commonly reaches six to eight years (or even more).
It is more difficult to calculate the period of time spent out of the labour market for people
caring for relatives with serious illnesses, as this depends on the situation of the dependent
person for whom they are caring. Nonetheless, here too the period of time spent out
of the labour market is often signif icant. Where people from the said target group are
successful in finding work after a period of care, this is usually full-time employment8,
something in which we differ greatly from most of the old EU member countries. “... the
economic activity of mothers of children over the age of four is one of the highest in
this comparison, with the “family friendly” approach less common among employers...”

5

6

7

8

“Analýza dostupných informací o fungujícím poradenství osobám vracejícím se na trh práce a výzkum
jejich potřeb”. (An analysis of available information on the functioning of counselling for people returning
to the labour market and a survey of their needs.) (Čurdová, Wasilová, Zajíčková, 2007)
“Only in isolated cases does the man take parental leave. Men on parental leave make up approximately
1 – 2%.” (Čurdová, Wasilová, Zajíčková, 2007:10). “The group of people caring for children up to 15
years of age or for a seriously disabled or ill member of the family accounted for a total of 14 % of the
total number of job applicants registered at labour offices, with women making up 96.9 % of this group.”
(VÚPSV - Research Institute for Labour and Social Affairs in Wasilová, 2007:38).
A parental contribution is paid on the condition of proper, personal and full-day care provided by a parent
until the child reaches four years of age. The original employer is obligated by law to reserve for a parent
on parental leave his/her job until the child reaches three years of age (if the employee has a contract for
an indef inite period and if other conditions set out by law are met).
The total percentage of employed persons in part-time work in the Czech Republic is considerably lower
than in other EU countries. Most people in this country work full-time (91% of women and 98% of men).
4.9% of employed persons (8.6% of women and 2.1% of men) worked part-time in 2005. ... This figure is
around 20.2% in the original EU countries... We find the largest percentage of people working part-time
in Holland (46%), where 3⁄4 of working women work part-time. This figure for the EU is 1/3.” (Kotrusková,
2006:4).
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(Čurdová, Wasilová, Zajíčková, 2007:10). Part-time work and f lexitime are not such
common phenomena in the Czech Republic as, for example, in a number of countries
in Western Europe9.
On the one hand, this does not force such people (mainly women) into marginal positions
on the secondary labour market, but on the other it places often unreasonable demands
on combining family and work roles, thus creating another barrier to entering the labour
market (it is particularly difficult to combine an eight-hour working day and other possible
work commitments with caring for a child or children).
The problem is rather that families in the Czech environment often come up against the
insufficient capacity (or insuff icient opening hours) of financially accessible childcare
services (crèches and nursery schools) (VÚPSV - Research Institute for Labour and Social
Affairs, STEMMARK, 2005) (Čurdová, Wasilová, Zajíčková,2007). Carers are also faced
with the lack of relief (respite) services for the sick or disabled and their high cost.
Although the factors mentioned (defining the conditions for a longer period of time out
of the labour market, the lack of suitability and range of the part-time jobs on offer,
problems with f inding care for children or the disabled) testify to the need for system
change, which a number of experts consider to be necessary in certain aspects (VÚPSV
- Research Institute for Labour and Social Affairs in Čurdová, Wasilová, Zajíčková, 2007),
there are also a number of reasons as to why other types of help are legitimate for the
target groups in question, including counselling that concentrates on the individual her/
himself and on revitalising or supplementing her/his qualities for successful application in
work. It is often a demanding task to return to the labour market after several years spent
looking after a child/children or another relative/relatives, a task that is accompanied by
doubts about one’s abilities, fears about the new demands of the labour market and often
fears about how to combine work with a family.
A large number of people require help in f inding their way around the changes in the
labour market and the current needs of employers, but also however as regards their
rights and options in relation to certain deep-rooted stereotypes held by employers about
people who also have parent or carer roles outside their work.
Many of them need to understand their own qualities and possibilities or need to add to
their qualif ications, promote their selfconf idence and clarify the direction
they want to head in life in general and
at work.
As previously mentioned, one of the
main aims of the Analysis10 was to
produce recommendations for the
direction to be taken by counselling for
the said target group.

9

Among the main reasons as to why part-time work does not function in the Czech Republic are the low
wages offered by part-time work, which are not really worth it (even in relation to social benefits). There
is also a lack of interest among employers, who in most sectors are not willing to consider part-time work.
Neither is there any support for part-time work from the state, as is the case in a number of other countries.
(Kotrusková, 2006).
10
Analýza dostupných informací o fungujícím poradenství osobám vracejícím se na trh práce a výzkum jejich
potřeb. (An analysis of available information on the functioning of counselling for people returning to the
labour market and a survey of their needs.) (Čurdová, Wasilová, Zajíčková, 2007)
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The Analysis provided (among others) the following conclusions relating to the content
and parameters of proEquality counselling:
• A more sensitive approach to the individual and more complex requirements of
clients (including the gender context of their needs) is required but not fully available
on the counselling market for the target groups.
• For this reason, emphasis on a detailed identification of the specific individual needs
of the client through personal diagnostics has proved to be effective.
• The creation of an individual plan for a client would appear to be a suitable and
inherent part of assistance in relation to such diagnostics. This plan defines an
objective and the specific steps needed to achieve the required working application.
Counselling involves ongoing support for the client in executing this personal plan
or assistance in modifying this depending on the situations that will occur at particular
times on the path to the labour market11.
• Given the emphasis placed on satisfying the more complex needs of the client, it
would appear that we need to broaden the overview of the client and direct her/
him towards available sources of help other than those which a counsellor can
provide.
• Given these basic starting points, it would be a good idea to place emphasis on an
individual approach to clients.
Although the points mentioned above are hardly new methods of working with clients,
it has been shown in practice that this fundamental support is not usually offered
to clients or not provided to a sufficient extent or quality. The points stated above
and the focus on the specific target group marks proEquality counselling out from the
approach which prevails at labour offices in particular - an approach which does not focus
greatly on the individual, is not sensitive, is one-sided and panders to gender stereotypes.
This is of particular importance as it is precisely such labour offices that these groups of
people are most commonly able to use when trying to find a place on the labour market.
However, that is not all: the ideal situation involves a “f ield-based style of counselling”12
provided by qualif ied counsellors. Given the aspiration of providing counselling at a
qualitatively higher level than is usually provided, there is a need to ensure this quality
from a number of sources. It should
not only be about qualified counsellors
from the perspective of their education
and training13, experience and interest
in the issue at hand (also within the
context of a gender-sensitive approach)
or with good facilities at an institution
that deals with similar target groups.
11

The path of a counsellor accompanying a client
need not lead directly to f inding a specif ic
job. Not all clients actually need this and it is
not actually a realistic aim for a counsellor for
all clients. However, a counsellor should at least point the client in the direction of a realistic target based
on diagnostics and the creation of an individual plan, and help the client determine specific steps to help
her/him along the way. Ideally, a counsellor ought to offer continual support to the client, inspire her/him
and encourage her/him when the client fails in spite of her/his efforts.
12
The provision of services as part of personal contact at the home of the client or at another suitable place
acceptable to the client and the counsellor is currently being tested (for example, at a maternity centre
etc.), including at various institutions.
13
Social workers or psychologists with experience of an individual and sensitive approach to clients would
appear to be good counsellors (or people with university education focusing on the humanities with
experience working with clients).
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It is also necessary to provide them with quality training14 and continual support in the
form of supervision and further education and training. It is not possible to achieve
the set objectives in the long term without continual feedback and regular work on
maintaining and improving the quality of this service. However, this is mainly something
to keep in mind for the future of this profession. The aim of the pilot scheme is at least to
use instructors who have taken part in the education and training programme to ensure
feedback and advice for existing counsellors.
It is the ideal version of the work of a counsellor which we describe above: how it could
look in the future. The current pilot scheme involves a somewhat simpler form.
To be more specific, a total of 8 proEquality counsellors have been selected and trained
so far, and their counselling activities are at the trial stage between June and November
2007. Each counsellor is limited to three clients at this stage of work. Meetings will take
place between the counsellor and the client up to a maximum of 10 to 11 hours per
client, including the maintenance of documentation. Basic diagnostics are carried out
at meetings with clients with respect to the client’s application on the labour market.
An individual plan that determines the steps to be taken along the road to finding work
is then created in cooperation with the client. This is usually the basis for further steps
that aim to support the client on her/his path to finding work. Throughout the process,
feedback is continually and carefully collected, documented and evaluated and is used as
the basic resource in creating a Methodology for proEquality Counselling, which should
define proEquality counselling in more detail and more competently so that it can be best
applied in practice to help specific target groups enter the labour market. The planned
deadline for finalising the Methodology for proEquality Counselling is April 2008.
Sources
• Čurdová, K., Wasilová, J., Zajíčková, D. 2007. Analýza dostupných informací o
fungujícím poradenství osobám vracejícím se na trh práce a výzkum jejich potřeb. (An
analysis of available information on the functioning of counselling for people returning
to the labour market and a survey of their needs.) Prague: Euro Profis, s.r.o.
• Kotrusková, M. 2006. Paper from the conference entitled “Komplexní rodinná politika
jako priorita státu aneb je ĆR státem přátelským k rodině?” (Comprehensive family
policy as a state priority or is the Czech Republic a family-friendly state?) in “Flexibilitou
v zaměstnání k větší harmonizaci rodinných a profesních rolí” (Using flexibility at work
to achieve greater harmonisation of family and professional roles), Práce a sociální
politika (Work and Social Policy), noviny MPSV ČR (Journal of the Ministry of Labour
and Social Affairs of the Czech Republic), Volume 4, Issue 4, Page 4.
• VÚPSV (Research Institute for Labour and Social Affairs), STEMMARK. 2005. Research entitled
“Harmonizace rodiny a zaměstnání” (Harmonising a family and work) and “Zaměstnání a
péče o děti” (Employment and childcare) in “Dostupnost služeb péče o děti předškolního
věku” (The availability of childcare services for pre-school children), Práce a sociální politika
(Work and Social Policy), noviny MPS V ČR (Journal of the Ministry of Labour and Social
Affairs of the Czech Republic), Volume 4, Issue 1, Page 3.
• Wasilová, J. et al 2007. Metodika pro realizaci vzdělávacího programu proEquality
poradců a poradkyň (Methodology for implementing an education and training
programme for proEquality counsellors) Prague: Euro Profis, s. r. o.
14
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The education and training programme set out by the document entitled “Metodika pro realizaci
vzdělávacího programu proEquality poradců a poradkyň” (Methodology for implementing an education
and training programme for proEquality counsellors) (Wasilová, 2007) builds on the Analysis and outlines
a system of training for proEquality counsellors as advanced-type training for experts.
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Educational Counselling at Schools from a Gender
Perspective
by Irena Smetáčková
Abstract: The equality of women and men in education is an important topic that is an
essential part of democratic education. However, not enough attention has been paid
to the subject in the Czech Republic even though equal opportunities for women and
men are seen as a priority within the European Union. Thus, the Czech Republic has
been forced to respond to this during its preparations for accession to the EU and now
as member. Obligations for individual schools clearly ensue from this; they must, for
example, observe the methodological instructions of the Ministry of Education, Youth
and Sport from the year 2000. Still, the information level of those working in education
as regards gender equality is not sufficient and ought to be greater. This paper presents
results of a survey performed among educational counsellors within the Education work
programme of the Breaking the Waves
project. It poses key questions regarding
the educational system and its gender
dimensions and tries to give answers
to them. The umbrella question is:
do young people choose occupations
based on their abilities or according to
deep-rooted gender stereotypes?
Gender–oriented
research
into
educational counselling is lacking in the
Czech environment. For this reason,
such research has been made part
of the Education and Training work
programme. The programme aims to help make sure that every child has all opportunities
open to him/her throughout the entire duration of their school education; to make
sure that the school supports them in developing all their talents, abilities and interests
regardless of whether these are usually associated with men or women. It focuses on
three target groups: 1) educational counsellors, 2) school management and 3) pupils
coming to the end of primary and secondary school.
A questionnaire survey mapped out the work of educational counsellors (hereinafter
referred to as “ECs”), the predominant approaches used in vocational guidance
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counselling, the personal characteristics perceived by ECs as prerequisites for successfully
performing an occupation and their positions on gender. A total of 206 ECs completed
the questionnaire (84% women and 16% men). 115 ECs came from primary schools
(57%) and 88 from secondary schools (43%). The higher quality the vocational guidance
counselling, the more likely it is that a pupil will choose a career in which he/she can
achieve success and satisfaction. One condition of quality vocational guidance counselling
is gender sensitivity.
What did we find out?
It was confirmed that the most common issues dealt with in educational counselling
are issues associated with studies. In second place were pupils’ disciplinary problems.
Problems outside school mainly remained in the background. There are considerable
differences between the content of educational counselling at primary and secondary
schools. Choice of occupation is most often dealt with at primary school.
However, the topic of choice of occupation is understood very formally.
The main agenda involves the preparation of application forms and providing information.
Help in actually deciding on future education and a career path is more of a secondary
issue. For example, pupils at secondary schools do not see ECs as people who could
help them make decisions; they link the role of the EC exclusively with the provision of
information. However, ever greater emphasis is currently being placed on supporting the
decision making process (particularly at primary schools).
It also appears that ECs at primary schools also devote more time to specific learning
disorders than those at secondary schools. This information is interesting due to the fact
that these disorders are unbalanced from a gender perspective in that they are diagnosed
more often in boys than in girls. Disciplinary misdemeanours, problematic relations with
schoolmates, bullying and aggression are also the domain of primary schools.
Truancy is typical of secondary schools.
We also see a difference when comparing schools in Prague and in other regions.
Problematic relations within the family and with teachers are typical for Prague, which
probably relates to the different demographic conditions (higher rates of divorce, the
economic standard). Problems with alcohol and drugs predominate outside Prague.
Boys are more often clients of educational
counselling, in particular with regard
to disciplinary misdemeanours and
learning problems. Girls seek more
assistance in dealing with problems
within the family, in relationships with
partners and in relationships with
teachers. They take more initiative in
terms of contacting ECs, whereas boys
reach ECs due to specif ic problems,
for example at the recommendation of
class teachers.
Research shows that the initiative of individuals in groups differs depending on whether
the groups are gender-specific or mixed. Adolescent girls in mixed groups tend to be
more passive, but are suff iciently active in girl-only groups. By contrast, boys are less
inclined to aggressive behaviour in mixed groups.
Assistance in choosing an occupation
Most attention in the questionnaire was paid to vocational guidance counselling.
The provision of information materials is part of the basic tools available to an EC (93%).
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Lectures and debates with pupils on the subject of choosing an occupation are also
relatively frequent (70%), but excursions and other tools appear less often.
ECs use a relatively limited range of methods for selecting an occupation.
Activities through which pupils f ind out about specific occupations, i.e. excursions and
discussions with people from the occupations in question, are less common.
ECs generally adopt a liberal stance in the case of an “unusual” choice of occupation
for a particular gender (e.g. when girls are interested in a job mostly done by men and
vice versa). They would not dissuade pupils from making such a choice, instead perhaps
pointing out the practical impacts of this choice and recommending the pupil to get as
much information as possible.
According to half of the ECs, when choosing an occupation pupils consider it important if the
occupation they are considering is dominated by men or women. The other half assumes
that pupils do not consider this aspect when making their choice. The representation
of women and men in an occupation is more important for pupils in schools outside
Prague (53%). This ref lects the greater rigidity of gender stereotypes and the stronger
inf luence these have in the regions outside Prague. The majority of respondents ascribe
the uneven representation of women and men in individual occupations to tradition and
stereotypes.
More than half the ECs agreed that an ability to communicate with pupils (55%) is most
important. Having an insight into a problem and being able to identify it correctly came
second, and being able to empathize with others third. The three most important factors
did not differ with the sex of the respondents, although their percentage selections
were different. An assessment of required prerequisites from the perspective of their
commonness among women and among men proved to be relatively traditional.
Can we talk of purely female or male qualities?
From the way in which ECs assigned different qualities to women and men, it ensues that
traditional concepts of gender still prevail for certain characteristics. These develop as a
combination of generally existing gender stereotypes and personal experiences.
This mainly concerns greater care and deeper empathy for others, which are characteristics
perceived as being unambiguously
closer to women. The most distinctive
characteristics assigned to men include
being able to take a bird’s eye view
of things and impartiality. Greater
authority is also associated with men
and easier coping with administrative
obligations with women.
How can the femininity of educational
counselling manifest itself? Social skills
were the highest ranked prerequisite
for educational counselling according
to the ECs. Women and men perceive individual prerequisites as closer to their own
sex. For example, 83% of women but only 40% of men assume that empathy for others
is a more female characteristic, with 3% of women and 13% of men seeing it as more of
a male quality. Traditional gender concepts appear in assessments of the prerequisites
required for educational counselling and in a wider perspective of women and men.
The assessment of qualities from the perspective of their commonness for women and
for men corresponds to initial expectations. Typical female qualities included caring,
emotionality, thoroughness, empathy and adaptability. By contrast, a quality that is
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unambiguously associated with men is aggression. Women and men seem to concur in
this assessment on the whole. Both sexes stated intelligence as a quality typical of both
sexes.
Ascribing characteristics to women and men is important from the perspective of evaluating
specific people as we view their behaviour with certain expectations. If it is expected that
girls will be caring, then any “uncaring” behaviour is perceived as diverting from the norm
and is thus seen as negative.
This is ref lected in dealing with pupils, which are either supportive or the opposite.
Administrative work, sales, teaching, medicine, economics etc. were most commonly
given as being equally appropriate for both sexes. Certain ECs stated that practically all
occupations are appropriate for women and men.
Physically demanding occupations were assumed to be more suitable for men (miner,
foundry worker, mason, etc.). The argument here was that “men are physically stronger”.
Also appearing here were driving cars and technical activities (engineering), only this time
without the justification of physical strength.
The most common occupations mentioned as being more appropriate for women
included beautician work, nursing, teaching at nursery schools, general social work and
cleaning. The appropriateness of the occupation was justif ied by a greater inclination to
care and deeper empathy.
Materials and seminars for ECs will be prepared based on the results obtained. Emphasis
will be placed on those aspects of educational counselling which are currently of peripheral
interest, but which hide the potential to disrupt the gender-traditional conceptions of
pupils. At the same time, they will concentrate on the gender conceptions of ECs.
The aim of the Education and Training work programme is to disrupt gender stereotypes
that encroach on the choice of occupation and to provide a new view of the Czech school
system that is not subject to stereotypical concepts of women and men. All opportunities
must be open to all children, girls and boys alike, throughout the period of education.
The school ought to support children in the development of their talents, abilities and
interests regardless of whether these are usually associated with women or men.
The target groups are educational counsellors, school management and pupils coming
to the end of primary and secondary
school. Work with each group will focus
on increasing awareness of the gender
issue, creating awareness of the risks
of gender stereotypes and achieving
change in activities associated with
choosing an occupation.
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The experience in Finland
Equal Opportunities in Finland: an overview
Naisway – Female Energy – Transportation and Logistics
by Leena Teräs
Abstract: This paper presents a NaisWay (Female energy - transport and logistics) project
coordinated by JAKK adult education centre. It provides some insights into the problems
we are dealing with, mainly the segregation of Finnish labour market as well as obstacles
women face when entering traditionally male dominated professions such as transport
and logistics. It outlines major training trends in the f ield of adult education especially
those pertinent to desegregation of the labour market and achieving gender equality in
employment.
The aim of the NaisWay project is to encourage women to become trained in the
professional fields that are largely male dominated, and to support their competence in
order to help them progress in their careers.
The professional fields selected for this particular project are transportation and logistics.
The aim of the project is twofold: f irst, it seeks to promote the desegregation of transportation
and logistics by supporting women to become trained and to f ind employment in these two
fields, and second, it focuses on encouraging women active in the fields of transportation
and logistics to progress in their careers by offering them management training and to
help them arrive at executive posts in their companies.
In addition, the entrepreneurial training also serves to promote female entrepreneurship
in non-traditional professional fields.
The fields of transportation and logistics are characteristic of heavy segregation. According
to the Statistics Finland, the proportion of female transport entrepreneurs has been below
6 per cent. According to the Transport Workers’ Union, the current number of female
drivers in 2006 is 10.8 percent in passenger traffic, and only 2.0 percent in cargo traffic.
The impact of family in the business is especially strong in those f ields where deep
segregation is a norm. The encouraging atmosphere and positive role models are important
as soon as women start thinking about male dominated professions. A daughter of a
transportation entrepreneur thus has a good “pass” for her later entrepreneurship.
Equal Opportunities projects in Finland
The JAKK model of practice has become quite notorious in Finland, i.e. in a country
where development projects focused on supporting equal opportunities have been
launched almost three decades ago. The essential question asked in the framework of
the nationwide research and networking project, entitled Desegregating Labour Markets
(Equal National Thematic Work 2002–2004), was, “Why are we still dealing with equal
opportunities projects which are of the same content and encompass the same actions?
What happened to the dissemination and mainstreaming of their results?” The data
received departed from almost two hundred projects, which were carried out in the
course of the past three decades. The results of the research were the following:
1 An action plan of an equal opportunities project shall always take into account the
awareness resulting from the construction of a gender and the awareness of how this
construction inf luences all social strata.
2 Organisations involved in a project also shall tend to the awareness raising processes
and shall proceed towards internal evaluation and development of equal practices.
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3 Projects should be long-termed, since processes develop throughout a considerable
span of time.
4 Desegregation of labour markets is a problem of the entire society, and it thus shall be
accompanied by a simultaneous and ongoing evaluation and constant development
in all segments of society.
5 It is necessary to take into account that the segregated labour markets and the many
commonplace social practices (such as pay gap, short term employment, internal
migration) are strongly interconnected.
6 People involved in the equal opportunities projects usually f ind themselves in a
marginal position and in the lack of support from the organisations which they work
for; this may thus inf luence both the schedules and the effectiveness of the given
projects and to degrade the results of mainstreaming.
Segregation of labour markets represents an immensely diverse problem, which influences
many social strata, and it moreover further contributes to the status quo as concerns the
inequality as well as the division and the established perception of tasks and duties, and
thus also preserve the polarization of hierarchy and power between sexes.
In Finland, desegregation occurs almost exclusively amongst women and girls: 90%
boys aged 15 choose male dominated professions and f ields, while 78% girls choose
professions that are female dominated (see Kolehmainen 1999). This can be explained
by the existing gender hierarchy.
Males entering female dominated professions have thus chosen something that is
perceived to be of a lower value. This is especially true if we view the problem from the
aspect of work conditions, and mainly wages. The position of males in female dominated
organizations, however, strikingly differs from the position of females in organizations and
conditions dominated by males.
Finland even ran several campaigns and strategies aimed at preventing a certain position
to switch from male to female dominated. The repeated arguments in support of this
were that such a process would diminish the respect and the value of the given profession
and that it would freeze the positive rise of wages. This, e.g., could have been observed
in a particular case of a physician’s career from the late 1980s.
The impact of traditional gender
roles
The problems of labour markets divided
according to gender cannot be simply
solved by trying to change women and
girls. The attitudes of females towards
male dominated professions are not
the reason for the gender segregated
working life. They rather ref lect the
cemented attitudes towards culturally
segregated gender socialization, gender
based expectations and gender based exclusions, in whose shadow girls (and boys as
well) grow from babyhood and live their everyday lives (Teräs 1/2005). This can be clearly
seen in the period of life when one makes a choice about his or her future career. At
the age between 15 and 16, young people are moreover in puberty, i.e. a period when
subjective gender identity enters the stage of re-def inition. This is seen as the second
round of identification constructing process.
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Gender identity begins to develop between second and third year of life. A child at
that age enters the stage where she/he definitely knows her/his own sex and is capable
of making exact observations of the people around. The perception of self develops
through the interaction with the closest people. The baby has very limited means of
communication, and her/his reactions are thus interpreted on the basis of expectation of
gender-related behaviour. The child gradually adopts the accepted behaviour and her/his
performance of the gender gets f lawless.
In the second round of the identification process, in puberty, it is vital that the relation
to opposite sex is defined. This is due to the heteronormative nature of the society (i.e.,
heterosexuality is perceived as the primary and the only sexual orientation). In the core
of gender identity is a concern whether the opposite sex indeed approves me as my way
of how I perform the gender that I represent. For a youngster forming her/his identity,
gender stereotypes work as guidelines.
Stereotype behaviour tends to increase in the state of re-def inition, and the entertainment
industry with its excessive emphasis laid on sexuality steers in this direction as well.
As concerns the school system, there comes the choice of career during this immensely
turbulent stage of personal development. The traditional orientation in career choice
is boosted by the traditional gender roles, heteronormativity, and the media. (Teräs
2/2005).
In the core of desegregation
The situation on labour markets will never change without the changes made in our
educational system and traditions. Impact of development work in working life is solely
reconstructive, almost cosmetic. If we want at least some permanent results, we must
focus on the system of education and its traditions. In Finland, school represents a major
implementing factor for traditional gender roles. School subjects such as handicrafts and
PT are divided according to gender, and their content thus tends to vary accordingly.
Several other subjects are labelled as girlish or boyish as well – for example language
studies, math and science. It is therefore in no way rare that a girl in her puberty suddenly
loses interest in math. Mathematical talent is not part of the feminine role.
Classroom practices are also rather
gendered. Boys are allowed to talk
without permission, wander around
the classroom and stand up against the
teacher, whereas girls are supposed to
be nice, quiet and orderly, be supportive
to a teacher and even calm down their
peer classmates. The performance
of the pupils is also interpreted in
gendered way: a girl is hard-working, a
boy is intelligent. (Teräs 2/2005)
The WomenIT project carried out local
experiments when curricula were re-organised and single-sex groups attended subjects
dominated by opposite sex. Girls alone in a classroom were thus able to expand their
knowledge in, e.g., science, without the domination and interruption of boys. This very
favourably inf luenced both pupils and teachers. Teachers much more easily avoided
favouring of and focusing on boys. Moreover, examples selected to explain certain
phenomena to girls were focused on their life and interests. (Teräs 2004).
In the 1970s, the Finnish Ministry of Education introduced a model of Comprehensive
School and its nationwide curriculum, whose central value was equality. Back then, there

23

Part II
was a belief that equality can be achieved through written curriculum in a gender-neutral
way. “If gender is invisible, we are equal.” Although the goal was fantastic, the means to
achieve it were inadequate. What happened in Finland was that we ended up in believing
that we really have succeeded to arrive at the equality of gender, and our society was
labelled “a role-model country of Equality”. Due to the belief in this myth, researches
which were developed in the course of several decades were overlooked. The Finnish
society, however, had to face a new situation when Finland became member country of
the European Union, and to confront itself with those many countries that were ahead of
in terms of gender equality. The process has been painful, but we are gradually more and
more willing to take the real, essential steps leading to the equality of genders. Gender
must be made visible and its impact in all practices and decisions must be evaluated.
That is the true – and only – way to achieve gender equality.
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• Leena Teräs et al. (eds.), WomenIT – projektit ja hyvät käytännöt [Introduction to
WomenIT Local Development Projects and Best Practices]. Painotalon Seiska, Iisalmi
2004.
• Teräs 1: Leena Teräs (ed.), Koulutus, sukupuoli ja teknologia – näkökulmia segregatioon.
Rannikon laatupaino, Raahe [Abstracts of articles published in English: Education,
Gender Socialisation, and Technology – the Perspectives of Segregation], 2005.
• Teräs 2: Leena Teräs, “What are Girls and Boys Like – the Impact of Gender Stereotypes
on the Perception of Self and on Equality”, in: Eija Leinonen (ed.), Equal Practices in
Education, Guidance and Working Life. Painotalo Seiska, Iisalmi 2005.
Information about the author
Leena Teräs is managing Director of the SINNI Women’s Resource and Empowerment
Centre, established in 2005. The SINNI centre is a regional development agency focused
on creating gender-aware models for regional development and segregation of labour
markets as well as for entrepreneurs. The SINNI centre also provides training, consultancy
and coordinates networking of activists in the third sector (NGOs), policy makers (the
public sector) and researchers as well as actors in the private sector in the following fields:
desegregation of labour markets, work-life balance, training of entrepreneurs, equal
planning, issues of multiculturalism and diversity, women’s culture, networking, and
project management. The centre closely cooperates with JAKK - one of Finland’s leading
multidisciplinary adult education centres. JAKK provides trainings tailored to the needs
of both private companies and their personnel and individuals and public institutions.
JAKK’s areas of expertise encompass developing companies and their business along with
improving the know-how of their staff and management while contributing to regional
development throughout Finland.
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Naisway project’s best practices
The NaisWay project is smoothing the path for women’s careers in the traditionally
male-dominated professions of transport and logistics. It supports entrepreneurship
and career advancement through training and mentoring and by boosting women’s
self-confidence. The eStation, a virtual service station and transport café, has proved
to be a great way for women in the transport business to help each other.
Finland’s transport industry is dominated by men: women run only one in 16 transport
firms, and provide only one in nine bus drivers – and only one in 50 lorry drivers15.
Yet transport is a major economic activity, and one where women have a major
contribution to make. The NaisWay project, operated by the Jalasjärvi Adult Education
Centre (JAKK), is helping to redress the gender balance. With the support of the EU’s
EQUAL programme it is developing training courses for women employees, supervisors
and entrepreneurs in the transport and logistics sector.
“One of our main objectives is to encourage future entrepreneurs and to support women
who have already taken that step,” says project manager Auli Toivonen. The most
successful training programme so far has been the specialist vocational qualification for
female entrepreneurs in the transport and logistics sector. Seventeen women started this
training in 2006, and are now ready to take the final exam.
JAKK encourages women already working as transport entrepreneurs to pursue further
training, with a choice of options including the specialist vocational qualif ication of
entrepreneur or management and supervisory qualifications.
Roadshow
Founded in 1959, JAKK has seven training sites, in Jalasjärvi, Jyväskylä, Oulu, Tampere,
Turku, Vaasa and Vantaa. It serves companies, public bodies and individuals, covering
manufacturing, commerce, transport and logistics, information technology, the
automotive sector, building and construction. NaisWay co-operates on a national level
with the Central Association of Women Entrepreneurs and Rahtarit ry, the Association for
Professional Drivers.
In the summers of 2005, 2006 and 2007, NaisWay went on the road, with the aim of
improving the self-esteem of women on the field of transport and encouraging them to
pursue their own dreams. The goal was to accumulate happy experiences with the added
bonus of a chance to test-drive a lorry or bus. “The tour exceeded all our expectations,
says Ms Toivonen. “We organised events in nine towns, including Helsinki, Turku and
Tampere. They attracted women who have always dreamt of working as professional
drivers, as well as those who have passed the heavy goods test but who are not working
in this f ield. The tour got a great deal of publicity and we received over 1200 visitors
during this time.”
See you at the eStation
The women trainees meet their trainer face-to-face each month, but one of NaisWay’s
most successful inventions has been a virtual meeting place called the eStation.
This enables women working in the transport and logistics industry to share skills and
solve problems. It provides students with tutor support and offers easy interaction with
others. A female driver can even log on to eStation while waiting to be loaded, from a
terminal in her cab.
15

Sources: Statistics Finland, Finnish Transport Worker’s Union
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The users are enthusiastic. One says: “The eStation functions like a service station.
We meet friends and other women with the same profession or interests. We can discuss
various themes in a virtual café. We use it like a virtual library, classroom and information
desk. Sometimes we also use it to get psychological help. Some people might think of it
as an eLearning platform, but it is much more.
When two or more people meet, they exchange not only words but also feelings.
We have built in the eStation an atmosphere that is full of eLaughing, eEnjoying and also
eArguing. Our eFeeling is captivating!”
Inside the eStation, the members share their experiences and knowledge. It is a very
useful place to make tacit knowledge visible, and is also a place where users can get
mental support. The eStation has seen laugh and tears, struggle and debate.
All that’s missing is the smell, users say!
Mother of four children, Eveliina has her hands full with her family plus her studies.
She started training for the professional transport manager’s qualif ication during her
maternity leave.
“I’ve worked in the transport industry all my life. When other 15-year old girls were using
make-up and dating I was cleaning motorbikes and cars. As soon as I got my driving
licence I got into the business. The vagabond element in my nature has always made
me love my profession, and I have tried nearly every possible thing during my 15-year
career,” she says. “When my time at the wheel was up owing to a work accident, I had
to find something new.”
For Eveliina, eStation has become a lifeline: “At eStation you encounter the whole
spectrum of human existence. It’s a place where women can talk to other women about
the transport business, share experiences and information, receive peer support and find
a tutor to help them with their studies. You can let off steam when you’re having a bad
day, and also offer or receive crisis support in the various problems related to life and
work. During my maternity leave, eStation has been my window on the rest of the world.
It’s an electronic service station open 24 hours a day, and I visit it constantly.”
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The Italian experience
The project SFIDE!!!
The Italian project SFIDE!!! (“CHALLENGES”) was born out of the local need to contribute
to the diffusion, over the territory of the Province of Alessandria, Asti, Cuneo and Vercelli,
of the culture of equal opportunities in the management practice of both public and
private enterprises. In fact, employed women have often to face problematic situations,
linked, first of all, to the fact that they are working women with a family of their own.
In this way, they f ind themselves to be in the diff icult position of having to conciliate their
job duties with, on the one hand, their role of mothers with young children, together with
their role of being daughters of aged parents, on the other. Women usually have to face
this situation on their own, without any help from their partner and with very little help
from the local services and structures for conciliation. This situation causes demotivation
and it pushes women to give up their career and even their job.
For these reasons the project has set as an objective to strengthen and consolidate the
role of employed women, by individuating and experimenting specific interventions to
valorise the potentialities as well as the diversities operating within the enterprises (e.g.
gender diversity, and more).
The CHALLENGES (SFIDE) have consisted in:
• making the equal opportunities jargon understandable to the enterprises’
management;
• increasing the professional competitiveness of women;
• facilitating the work-family/private life conciliation;
• making enterprises more willing to listen to their employees’ needs;
• enabling employees (both women and men) to make their conciliation needs as well
as their professional satisfaction’ s needs explicit;
• enabling social parties to propose to enterprises concrete models to manage women
working in an enterprise and to improve the enterprise’s climate.
The project has been carried out by a partnership composed of the
following partners:
• Local Development Agency LAMORO;
• the Province of Vercelli;
• CIRSDE – the Interdisciplinary Centre of Research and Studies
of Women;
• the consortium API Formazione – training consortium of the
association of SMEs;
• the Cooperative S.C.A.T.A.;
• the C.S.S.- Social Synergies Consortium Soc. Coop. a r.l.;
• the Cooperative Nuova Cesare Delpiano Soc.Coop. a r.l.;
• the Territorial Labour Union CISL Cuneo;
• Confcooperative Provincial Association of Cuneo.
The experimentation of the project SFIDE!!! has been carried out
in both the public and the private partner enterprises, and it has
involved the management and 30 employed women, who have
been accompanied towards a path to raise their awareness and to valorise their role.
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The Tool-kit

The TOOL-KIT is the way through which the SFIDE!!! partnership transfers and makes
its know-how, built over three years of work, available to many different actors. Among
the f irst potential users there are those bodies in charge of the production of positive
actions and both public and private enterprises. This TOOL- KIT describes the model of
intervention, the methodologies and the instruments used and experimented throughout
the SFIDE!!! project, funded by the EC EQUAL Phase II Initiative – Equal Opportunities.
The most signif icant and relevant chapters of the tool-kit have been reported herewith, in
order to disseminate and share this useful method experimented throughout the project
SFIDE!!!

The Toolkit content has been designed, tested and defined
in SFIDE!!!
The problem faced by SFIDE!!!
Small and medium enterprises are often involved – directly and indirectly – by sudden
changes in demand, competitors and market in general.
They are not always able to cope with the changes arising at all market levels, in terms of
structure, labour force (gender, ethnic group, language, religion, ability, age, job, etc.) and
leading to an increase in both internal and external complexity and diversity.
New economy, information society, new media, net economy, flexibility, lifelong learning,
learning organization, these definitions translate into a single reality for the companies:
the need to balance between current organization (products, customers, services, knowhow, etc.) and the reorganization for future planning (entrepreneurial vision).
This reality requires continuous improvements in terms of competitiveness, by a very
high investment on human capital, for companies often having no specif ic function in
personnel management.
In this scenario, women, foreigners, aged people are more subject to under-employment
and potential waste. In particular, women face diff iculties in their role of workers, mothers
and daughters and organizations are in daily contrast with care
activities involving working men and women.
NO WORKING MAN OR WOMAN CAN FULLY EXPLOIT HIS/
HER POTENTIAL IF WORRIED ABOUT THE MANAGEMENT AND
CARE OF HOME AND FAMILY
Solutions adopted by SFIDE!!!
SFIDE!!! has conceived a CUSTOMIZED service for public and
private companies to:
• support and suggest methods or tools, without replacing
anybody;
• help supporting the management system for persons;
• stimulate a picture of corporate reality, culture and organization
structure;
• lead to the recognition of existing differences, problems and
opportunities arising thereof;
• lead to the conception of an internal equality plan scheduling the gradual introduction
of Diversity Management, as well as the development of reconciliation tools and
services;
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• develop managerial competences for people, especially aiming at finding and making
the most of personal talents, as well as harmonizing any difference;
• support companies and individuals in f inding any professional development
opportunities, starting from the analysis and exploitation of personal meta-competences
to build a logically and chronologically articulated joint action plan;
• support companies and working women through processes aiming at covering new
roles;
• support women and/or ‘diverse’ persons with family burdens and high function to
ensure the preservation of their roles.
The approach
In order to provide for sustainable-in-time and effective actions, it is fundamental to
start from CULTURE. The RVA methods starts from this remark: the company is fully
influenced by CULTURE.
MARCEL PROUST WROTE:
A TRUE DISCOVERY JOURNEY DOES NOT IMPLY SEARCHING FOR NEW LANDS,
BUT HAVING NEW HORIZONS
It is necessary to act on CULTURE to effectively Recognise, Making the most and
Harmonize (RVA) diversities.
Each organization can be divided into two parts: a HARD one and a SOFT one. The HARD
part concerns structure, processes, rules and hierarchical roles existing in a company,
while the SOFT structure includes everything that “is behind”, i.e. languages, models and
competences.

HARD
STRUCTURE
TECHNOLOGY
POSITION
WORKING PROCESSES
RULES
TIMETABLES
HIERARCHICAL ROLES
BENEFITS AND ASSESSMENT SYSTEMS
LANGUAGE
POWER
COMPETENCES

SOFT

STEREOTYPES
LEADERSHIP STYLES AND MODELS

They are both inf luenced and defined by the corporate culture.
Any innovation introduced in the organization must be pursued by adopting methods
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and tools impacting on the corporate culture, to ensure effectiveness and sustainability.
The RVA method conceived by SFIDE!!! staff is not a prepacked standardized product,
but an introductory programme by Diversity Management to be def ined together with
the organization, on the basis of what is considered as appropriate and useful for the
organization itself.
For example, an action which aims at limiting the organization and personal costs of
a maternity leave, ensuring continuity and preserving the link between the company
and the working woman through the creation of communications and information
exchanges between parties, before and after the maternity leave, becomes ineffective
if... the corporate culture dealing with the respect of the working woman, her personal
environment and privacy are in contrast with a HR management secretary being reticent
at the time when one or more meetings are to be scheduled with the working woman
during the leave!
The program has a circular trend, each step is fundamental to the success of the whole
path and the completion of the last step is the basis for restarting the whole process,
within a continuous improvement. For the program to be successful, it is necessary that
goals are shared and trusted by the company.
Globally, within the scope of the program and its steps, the organization contact persons
must play an active role, also when external export consultants are involved, in order to
define customized actions.
The different steps along this path are to be scheduled: diversity management mechanisms
are to be gradually introduced according to a specif ic timing, consisting of quick and slow
paces, action and reaction times.
The rhythm is fundamental to have mechanisms absorbed by the organization and
becoming part of its culture.

The process
ORGANIZATION CHECK-UP
EXAMINING THE CULTURE OF CORPORATE DIVERSITIES
DATA COLLECTION

PERSONAL INTERVIEW
FOCUS GROUP

COMMITMENT CONSOLIDATION
INTERNAL SPONSORSHIP
COMMUNICATION

Divulging messages and inputs - within
the organization – on why, how and when
making the best of diversities

DEVELOPMENT OF MANAGERIAL
COMPETENCES TO MAKE THE BEST OF
DIFFERENCES
MANAGEMENT TRAINING PATH

DISCOVERING AND MAKING THE BEST
OF HIDDEN FEMININE COMPETENCE

BALANCE OF METACOMPETENCES
INDIVIDUAL ACTION PLAN

INTEGRATION OF LOGICS FOR
MAKING THE BEST
OF DIFFERENCES IN HR
MANAGEMENT SYSTEMS
RECONCILIATION TOOLS
AND SERVICES
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The diversity auditing
Each introductory program to Diversity Management must necessarily start from the
Diversity Auditing, a diversity analysis process inside the organization.
The gender diversity is the most obvious and represents a good starting point as transverse
to all the others.
Particularly, in order to start an improvement path and face crucial moment, it is
fundamental to know the culture expressed by the organization.
The ingredients of a most effective diversity management are already visible and evident
in the company itself.
ISAAC ASIMOV WROTE:
IF THE KNOWLEDGE CAN CREATE PROBLEMS, IGNORANCE DOES NOT SOLVE
THEM
Following these considerations, the Diversity Auditing is firstly used by the organization
for an insight analysis and increasing awareness of personal potentials.
Introducing diversity logics in companies, where the gender is the main point, can be
useful for managing other diversities the company gets in touch with.
Audit is a method initially conceived for controlling organization economic/financial
management; from the Eighties, it has been extended to assess companies quality
standards.
The gender audit belongs to quality audit category, sometimes named social audits,
different from financial audits, and focuses on the analysis of gender management within
the company, by actively involving the organization.
The role of external experts, fundamental in this phase, is supporting the company in the
definition of an analysis and improvement path, providing for a professional competence
in HR management and an external point of view, useful to look at the organization with
greater objectivity.
To our purpose, this method is very interesting since it allows
identifying opportunities to improve internal and external
performance, starting from persons working in the organization
and involved in a self-analysis; it is also useful for describing how
the company works.
The Diversity Auditing generates a picture of the company, focused
on by the management.
Several shots are taken, at the same time, at different levels and by
different tools.
The HARD16 part is mainly analysed by collecting information
through the questionnaire, the SOFT part by individual and group
interviews.

16

Reference to table on page 29 – Company divided into hard and soft part
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Steps in diversity auditing process
Organization check-up
1 Process start, definition of objectives, action time-schedule.
Tool: interview with management
2 Information collection on HARD part (structure, processes, standards...).
Tools: questionnaire for personnel, corporate grid for data acquisition (home-company
grid)
3 Information collection on HARD and SOFT parts.
Tools: interview with management
Analysis of corporate diversities
1 Artefact collection.
Tools: observing environment, reading institutional documents
2 Information collection at different levels (SOFT).
Tools: focus groups (focus group with workers, focus group with management)
3 Information reprocessing, comparison between data obtained during CHECKUP phase and data obtained after cultural analysis. Highlighting consistencies and
inconsistencies.
4 Definition of the first picture.

Outputs
Protocol for company organization check-up
Objective
General analysis of organization:
In the organization analysis path, the check-up is the beginning and coincides with the
official entrance of the consultant into the company. It is a very delicate step, since it is
the first contact with the company, where acquiring the management trust is crucial.
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Tools
The organization check-up consists of three tools:
• questionnaire to collect data on organization and information on the gender policies
applied within the company;
• semi-articulated interview to be performed by organization checklist;
• return report.
Who
The management:
e.g. when contacting a:
medium company: R&D manager;
cooperative: service director or chairman;
public body: HR area manager.
Steps of organization check-up
First week
1. Informal meeting: objectives sharing and definition of path to be made together.
Duration: about 1 hour.
Notes
It is very important that time-schedule of both returns and engagement for management
and other persons involved in the following services are agreed upon from the very
beginning.
In this occasion a second meeting should be scheduled for the interview (after about
2 weeks).
2. Sending the questionnaire by e-mail to collect organization quality data and
information on gender policies within the company.
Expected filling-in time: about 2 hours
Return times: 5 working days.
Notes
When sending the questionnaire, the value of questions therein contained must be
explained, highlighting their positive quality as a tool for pointing out actions already
implemented within the organization.
Sending the questionnaire before the interview allows taking less time to the management,
on the one hand, and collecting information to start knowing the company, on the
other.
An example: consulting process inside a project cooperative
This consultation started in autumn 2006 by the listening step, in order to analyse how
human resources were managed, especially in terms of diversity within the organization.
The cooperative was involved by:
1. interview to the corporate management;
2. delivery of a questionnaire to the working partners and its following reprocessing;
3. data acquisition by a grid and its following reprocessing;
4. a focus group with the Board of Directors;
5. a focus group with structure coordinators;
6. two focus groups with a sample of working partners;
7. reprocessing of data obtained;
8. a draft report of Diversity Auditing;
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9. while sharing the report itself with the management, validation of information
obtained by consultants’ analysis and definition of action lines to be pursued by the
cooperative.
Third week (front work)
Official meeting to discuss questionnaire data and interview to management.
Duration: 1 hour and a half/2 hours
Notes and execution modes
Discussing the questionnaire can help talking and break the ice.
The checklist is a useful sketch for discussion to be managed f lexibly, no need to ask the
questions in the same order as specified in the checklist.
To this purpose, a good method is using differently-coloured cards according to the
subject to ask for the key questions in the checklist.
For small companies, the organization culture must also be acquired when meeting the
management.
To prevent time consume and not to exceed 2 hours, a checklist sketch is drawn to
understand the gender culture within the company, setting some questions aside.
During the interview, it is convenient to schedule the meeting where the return is to be
shared (after about 20 days).
Fourth week (back work)
Report written on the basis of information collected from both the person interviewed
and the questionnaire.
Time: 1 working day.
Notes
The report must also include parts of sentences said by the interviewed party and having
a special meaning.
Fifth week
Meeting the management to share analysis (report).
Duration: 1 hour and a half/2 hours
Notes
After the share meeting, the final report is sent by email.

Interview to the management
Interview sketch
Checklist
• Mission
• Objective (what the organization intends to implement)
• Strategy (how the organization intends to reach the objectives)
• Activities (actions to implement the strategy and reach the objectives; output)
• External relations (cooperation with other organizations, participations in other
projects)
• Are or were there any active cooperation with other organizations?
• If so, what are the sectors (projects) involved?
• Do you know whether a social budget can be drawn?
• Have you ever drawn it?
• If not, would you like to?
• Has the quality certification been made?
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Structure
• What is the management role in the organization activity (orientation and control,
direct participation in the production process, managing one or more organization
functions)?
System (programming, monitoring, assessment procedures and tools; decision
making processing within the organization)
• Are there any programming procedures provided for?
• What is the time-schedule?
• How is the gender perspective integrated in the programming and whatsoever?
• Does the organization apply an assessment system to staff performance?
• Do its result imply, for example, any benefits to be obtained by the staff?
• Are there any trade union representation bodies or other employee’s representatives
within the organization?
• If so, are trade union or employee’s representatives involved in key decision concerning
the workers?
• Are there any control systems of service quality (also involving the users)?
Personnel
• Who does the management consist of (age, time in the company, functionality,
education)?
• How is recruitment performed?
• And selection?
• Do you think that selection and recruitment strategy make the integration of working
women easier?
• Are any integration paths provided for?
• Are time-schedules provided for?
• What time of training is required when entering?
• Are internal training plans provided for (type, instructor, timetable, delivery method)
• How much has the organization invested in training, on average, in the last three
years?
• What training resources has the organization taken advantage from (corporate budget,
local public financing, national financing, EU funds, others)?
• Does the organization know the f inancing opportunities supporting the corporate
training?
• If so, how did they know about that?
• If not, would they be interested in receiving information about it?
• Are there any internal training courses to be provided for next year?
• What are their subjects?
• Does your staff include employees with special needs?
Information and communication
(possible access to information, how information is spread)
• Do employees know the organization objectives?
• If so, what are the communication methods applied (circular letters, personal meetings,
group meetings, corporate meetings, others)?
• Does the management ensure that the corporate objectives are shared by the
employees?
• Are there any tools where the employees’ needs are acquired?
• If so, what are they (questionnaire, suggestion box, routine meetings, discussion
groups,...)?
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Resources (financial resources, materials, facilities)
• What aspects would you consolidate, if higher financial resources were available (e.g.:
addition of new professional roles, more training)?
• Would you increase the service range supplied?
Culture (organization rules and values)
• Are there any ‘institutional’ times for socializing?
• How is internal communication performed (formally or informally, strong hierarchy,
etc...)?
Organization image
• Specify 3 adjectives to qualify/identify the organization

Analysing the corporate diversities: the focus group
The focus group is very important to represent the real situation of a company.
It is addressed to a representative sample of workers. Thanks to its operating characteristics,
this tool helps drilling down the rules (specif ied and not specif ied) within a company,
useful to understand the way how diversities are managed.
The focus group is managed by two coordinators, the former managing the discussion
(moderator), the latter recording information emerged from the main themes agreed
upon.
The coordinators select the participants together with the management, acting
carefully to prevent that jealousy and blackmail arise among the workers, due to
their involvement in the focus group.
Approach
1. Introduce coordinators (i.e. the focus leader, who manages the discussion, and the
observer, who records all observations expressed) and participants in the focus group,
by delivering a badge where everybody writes his/her name, and a
safety pin to fasten to the garment
2. express the focus group objective:
• agree upon the objective with the management (the focus
communication mode is important, being the first step to a
good or bad cooperation among the participants) = we are
in this company to solve the problems and restore its image,
not to express a judgement and distort the company itself
• thank for the availability
• underline the relevance of the contribution provided for that
day
3. explain the methodology (times, pauses, spaces)
4. creative step:
• an effective input could be ‘Describe a typical day at...’
The objective is creating a positive climate to set a trustful
relation
• material is delivered (paper, modellable plastics, scissors, felt pens, boards, sheets,...)
and the participants are required to answer the question by freely expressing themselves
and using the material available
• the expression is completely free and the moderator must give enough space to
everybody
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5. share the results:
• give a feedback on what is being done and said
• if possible, for space reasons, put all the results obtained on a poster
6. ask questions:
• collect necessary information, drilling down themes we are interested in
• as themes we are interested in are discussed, set aside the cards showing the themes
to be developed, to ensure that all the main themes are examined in details
7. conclusion:
• give a reply (e.g.: ‘I think we have obtained excellent results today’, ‘the work we
have made today together has been particularly productive’, ‘I’m very satisf ied
with today’s work, what do you think?’...)
• following steps, how useful the information collected is
• underline the relevance of contribution
Times
Persons involved Part-time/Full-time step
1. Introduction
Participants and coordinators
2 min./each 15 min
2. Expressing the objective
Moderator 5 min
3. Explaining the methodology
Moderator 2 min
4. Creative step
Participants 20 min
5. Sharing the results
Moderator and Participants
2/3 min 15 min
total 35 min for steps 4+5
6. Moderator’s and participants’ questions
10/15 min./each 60/90 min
7. Conclusion by moderator 10 min
Language
The language to be used is simple and direct, containing several examples; giving examples
is required to participants as well, to prevent any mistakes.
The different steps of discussion are marked by the body language (standing up and going
around the tables help giving silent signs that it is time to STOP digressing).
Useful sentences:
‘thank you ......... for your precious contribution; I would like to focus on .........’
‘this is an excellent remark, but I would set it aside now and discuss it later on’
‘this is an excellent question’
‘thank you for your useful contribution’
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Sketch for the focus groups with workers
Questions
1. Time management
• Do you work overtime? How frequently?
• How often do you ask for a permission to leave earlier from work?
• Is this permission always granted?
• How do you get organized for holidays?
• How long before do you know when your holidays are granted?
• Can you always choose the most convenient period?
• Globally, are you always satisfied with the holiday planning?
2. Relations with management
• Are you often in touch with your boss (I never see him/her because we don’t work
in the same building, we work in the same building but he/she never comes here,
he/she always greets everybody,...)?
• Do you meet him/her in specific occasions or times (I only see him/her at monthly
meetings, I only see him/her when I get the payroll, he/she addresses me for
reprimand only,...)?
• Are relations formal or informal?
3. Development opportunities
• Can you change your role? How?
• What career advancements are possible?
• Should a managing role (foreman, structure coordinator, etc... according to the
company) remain vacant, what basic requirements would apply for a person to be
chosen for such role?
• What sacrifices are needed to advance in the career in your company (decide not
to have any child or at least not too ‘early’, be available to travel, make a lot of
overtime work, join in several working events out of the working
time,...)?
4. Negotiation
• Have you ever asked your boss for a wage increase or
bonus?
• What was the result?
• Have you obtained something?
5. Rewards and bonuses
• What does your boss say when you make a good job?
• Do you receive a reward or bonus?
• What, if you make a bad job?
• Should you choose a reward or bonus for a good job, what
would you ask? (a wage increase, more holidays, a different
timetable, a career advancement,...)
6. Communication modes, times and spaces
• Are things to be done communicated formally (letters, official summons, meetings)
or informally (when and where it comes)?
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•
•
•
•

During the day, when are meetings kept?
Where are they kept (at the headquarters, in this building,...)?
Can you always be present and on time?
If you do not join in, would it be a problem?

7. Space
• Have you already been called at work and asked to be back home for
emergencies?
• Would you call a colleague at home for an emergency?
• Have you ever received a visit at work by a family member or a friend for any
reason (take or bring something important,...)?
• Are you often required for working trip?
• What happens if you are not available for that?
8. Leadership
• What characteristics should your ideal boss have (for workers, it would be possible to
replace the word ‘leader’ with the word ‘boss’ which is more easily understood)?
• (to analyse the delegation level) What is the path followed in your company to
make an important decision (to make this question more effective, a practical
example of ‘important decision’ should be quoted, but it varies according to the
company)?
9. Commitment
• What characteristics should your ideal work have?
• Under the working point of view, what would you expect in the next 5 years?
• Should your company be obliged to reduce all employees’ wages for f inancial
problems, to prevent workers dismissal, what would you do?
• Should your company be taken over by a bigger group offering you a leaving bonus
since they intend to restructure the company, how would you react?

Sketch for the focus group with the
management
Questions
1. Time management
• How frequently do you ask employees to make overtime
work?
• Are they always all available to make it?
• What happens if they are not?
• How frequently do employees ask for a last minute permission
to leave earlier?
• Is this permission always granted?
• How are holidays organized: as requested by the employees
or according to a prescheduled holiday planning?
• How long before are holiday dates communicated to every single employee?
• Are employees always satisf ied with the holiday planning (no, we often receive
complaints or changes are required; yes, we have never received any complaint,
we do not know, changes are not allowed,...)?
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2. Relations with employees
• Are you often in touch with employees (we never see them because we don’t work
in the same building, we work in the same building but we never meet,...)?
• Do you meet employees in specific occasions or times (we only see them at monthly
meetings, we only see them when payrolls are delivered, they address to me for
permissions only,...)?
• Are relations formal or informal?
3. Development opportunities
• Should a role remain vacant, who would you address to f ill in this personnel
vacancy, external applicants or internal staff?
• Should you hire a manager, what professional and personal profile should he/she
have?
• What sacrifices have you made to cover your current position (decide not to have
any child or at least not too ‘early’, be available to travel, make a lot of overtime
work, join in several working events out of the working time,...)
4. Negotiation
• Have you ever been asked by an employee for a wage increase or bonus?
• What was the result?
• Have you granted it?
5. Rewards and bonuses
• What do you say when an employee shows you a good job?
• Does he/she receive a reward or bonus?
• What, if she/he makes a bad job?
• What reward or bonus is mostly required by employees? (a wage increase, more
holidays, a different timetable, a career advancement,...)?
6. Communication modes, times and spaces
• How do you communicate employees the things to be done daily or weekly:
formally (letters, official summons, meetings) or informally (when and where it
comes)?
• During the day, when are meetings kept?
• Where are they kept (at the headquarters, in this building,...)?
• Are persons required to join in always present and on time?
• Should they not join in, would it be a problem?
7. Space
• Have you already been called at work and asked to be back home for
emergencies?
• Would you call a colleague or employee at home for an emergency?
• Have you ever received a visit at work by a family member or a friend for any
reason (take or bring something important,...)?
• Are working trips frequent?
• How frequent are working trips required to the same person?
• What happens in case of non availability?
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8. Leadership
• What profile should your ideal company leader have?
• (to analyse the delegation level) What is the path followed in your company to
make an important decision (to make this question more effective, a practical
example of ‘important decision’ should be quoted, but it varies according to the
company)?
9. Commitment
• What characteristics should your ideal work have?
• Under the working point of view, what would you expect in the next 5 years?
• Should your company be obliged to reduce all employees’ wages, including yours,
for financial problems, to prevent workers dismissal, what would you do?
• Should your company be taken over by a bigger group offering you a leaving bonus
since they intend to restructure the company, how would you react?

Equality planning
The EQUALITY PLAN is the OUTPUT of the planning step, i.e. a strategic plan aiming at
developing the management system of persons and internal equality.
It shows the initial reality, focusing on diversity culture, as described in the OUTPUT:
‘Diversity Auditing Report’.
Sharing the first OUTPUT with the management represents an important PRODUCTIVE
moment.
It is fundamental that communication crosses all levels and implies a series of actions to
be always shared at any corporate level so that the project is successful.
If project, decisions and goals to be reached are not strongly shared, the project cannot
work.
Communication at all levels can be performed in any way and under any form,
provided that the message go through. It is also important that the
management believes in good results to be obtained by making the
best of diversity and the subjects the project addresses to believe
in a better life within the company and a greater awareness of
themselves to be reached by developing the project.
The f irst action involved in an Equality Planning is designing and
implementing a communication campaign.
It is very important to involve the whole structure by sharing
information on why, how and when actions are to be
implemented.
Activating role modelling processes as well would surely be highly
effective. Unfortunately, it could never be tested during SFIDE!!!
More and more persons must believe in this investment and, to this
purpose, costs and benefits must be known, in order to make plan
implementation much easier and ensure better results.
An equality plan comes before a development and improvement plan:
• of management system for persons;
• of support and training paths for persons;
• of reconciliation services and structures.
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All actions to be provided for involve the organization at different levels.
Within the scope of specific projects, positive actions (for example for women) have been
too often implemented without fully involving the company management, often made up
of men, and intermediate management.
This has reduced the effectiveness of actions themselves and their sustainability in time.

Developing managerial competences
The ‘bearing pillar’ of each Equality Plan is the development of managerial competences.
Managing groups and persons is VERY DIFFICULT, especially to MAKE THE BEST OF all
diversities and HARMONIZE them.
A common example when talking about the leadership is given by the steersman and the
crew on a sailing boat.
This boat can only reach the port it is sailing to if somebody steers to and coordinates
crew actions.
It is even more important that everybody plays its role with competence and
motivation.
If the skipper can maximize everybody’s talents and abilities, while harmonizing efforts
and keeping the route... he/she is much more likely to succeed in.
The more heterogeneous the group, the more complex the mission, but providing more
chances of finding talents and having the necessary competence for each manoeuvre.
The more heterogeneous the group, the harder the leader task, who must learn to
recognize, accept and make the best of styles, approaches and methods different from
its own, provided that they are useful for reaching the goal expected for the group and
suitable for individuals.
Within this context, also subjects different from the majority have equal opportunities to
develop and emerge.
To succeed in, group managerial and development competences are crucial.
Drill-down sheet Consultants and trainers
RVA logic (Recognise, Make the best of, Harmonize diversities)
must be integrated in approaches, methods and tools, experts’
languages that, in different ways, help the organization in managing
and developing the human capital.
Corporate experience in the last few years and experiments led by
SFIDE!!! show that:
• ...Italian engineers must cooperate with German or Brazilian
engineers following the directives of a French boss...
• ...our top men and women must be able to negotiate
advantageous conditions with Chinese or Japanese contact
persons...
• ...young bosses lead groups where most of people are older
than them in terms of personal age and seniority...
• ...workers at the assembly line work eight hours between two
colleagues speaking another language...
• ...men leaders coordinate groups mainly made up of women...
• ...companies led and almost exclusively consisting of women, such as personal care
companies, are hardly trying to hire men...
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There are diversities everywhere, nowadays companies cannot ignore them and/or must
exploit them.
Even the expert or the consultant, supporting the company, must integrate logics in all
his/her action.
It is not a matter of ALIGNING the team members, but SYNCHRONIZING them.
In this way, everybody can give his/her contribution with innovation and creativity,
without forgetting the objective.
SFIDE!!! has experimented the choral singing like a learning activity, from beginners to a
choir performing a piece of music, after defining the quality standard, making the best of
talents and complying with everybody’s limits.
The singing experience was a valid means to develop specific competences to make the
best of and manage diversities in the working teams.
Within the scope of actions aiming at the development of managerial competences, we
worked on themes such as:
• Communication and interculture
• Problem solving and creativity
• Managing changes
While facing each theme, it is immediately clear the strategic relevance of building
heterogeneous working teams.
On the other hand, the chorus experience has taught us that nobody is out of tune!

Support paths and individual development paths
SFIDE!!! has experimented 30 paths.
30 different paths since persons, life cycle steps and companies were all different.
SFIDE!!! has worked, individually and in group, with and for 30 women.
At decision-making time, SFIDE!!! has decided to particularly
focus on women with coordination tasks covering intermediate
organization positions.
Using the typical methods and tools of consulting, orientation
and training, SFIDE!!! has customized support paths focused on
diversity like a capital to invest in.
The keystone has been the integration of diversity management
logics in each consulting action.
Activities:
• Recognition of metacompetences
• Orientation
• Role motivation
• Role consulting
Activities have been led by an expert who perfectly knows
difficulties and opportunities arising from diversities.
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Drill-down sheet Sara’s challenge17
Sara, aged about 40, mother and wife.
She has a qualification like social-health operator and has been working for years providing
care services to aged people.
The structure she works in is acquired by a new management, but the ownership remains
unchanged.
After a certain period, the new management assigns her the coordination role for some
groups in a delicate phase of changing and reorganization.
Sara has already covered this role under the previous management, for a period, on a
single group only and in an ordinary company life phase.
She is enthusiastic about this CHALLENGE as she has the opportunity to demonstrate
• to her boss that he/she has made the right choice in trusting her;
• to her colleagues that she is aggregated and recognised from the new management as
well;
• to her family, her husband in particular, that her investment in the professional
environment is giving the expected results;
• to herself that she can succeed in!
Sara is motivated and determined, but she feels the weight of expectations on her
shoulders. She starts at the maximum, she is involved, she does not spare herself.
Her priority now is winning the CHALLENGE.
The boss strongly supports her, but problems start emerging. Some colleagues do not
accept the changes in progress, are worried about the reorganization consequences and
do not recognize her role. In this environment, the disputes arise.
The ownership tends to become harsher and intensify the control pressure.
They need her at home! Sara’s investment is HIGH, she is tired and sometimes discouraged,
she has the impression that she cannot perform her role of family carer and coordinator
as she would like to and, at work, results are difficult to be obtained. Moreover, she is a
good specialist, but she has not been provided for with methods and tools for managing
people. The CHALLENGE accepted by the project was supporting her along the way.
The path conceived with and for her aimed at:
• developing awareness of her competences and improvement areas for opportunities
and criticalities;
• supporting Sara in her role;
• developing her managerial competences.
In the initial step, an organization consulting was also provided for with the boss.

17
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Balance of metacompetences
The path to discover and make the best of metacompetences for working women
taking advantage of SFIDE!!! project, consists of an individual path made up of 13 hours
of orientation (7 individual hours and two 3-hour meeting
s in groups of three, for a total of 5 meetings).
Method
The methodological approach adopted aims at making the best of personal and
professional experiences and strengthening self-confidence, through a non-governing
relation focused on active listening.
Starting from the concept of competence (with the meaning specified by Guy Le Boterf)
intended like a collection of cognitive resources, practical abilities and behaviours
focused on the implementation of professional goals, we have decided to start from a
new analysis of one’s life story, pointing out successes, failures, initiatives implemented
and not, expectations and desires.
This path has allowed the recognition of personal and professional competences acquired
within one’s experience, to redesign one’s objectives and understand how these
competences can possibly be transferred from a working environment to another one.
Anyway, they are a true capital to support one’s project and a valuable feature of one’s
identity.
The path logic consists of 4 fundamental steps:
• as already said before, the first step is a new analysis of one’s identity;
• the second step analyses the working relation, from one’s own point of view, but
pointing out the relations with the others;
• the third step is a meeting with the group and the building of better defined collective
identity, that we could define as “horizontal”.
This identity becomes necessary in the
• fourth and last step, when the group refers to the company ‘counterparts’, expressing
their requests to consolidate and improve the organization to the advantage of company,
group, relation with colleague(s) and person in general.
Contents
A. Individual meetings
1. Reception – contract – exploring step (3 hours)
When the path starts, the project as a whole is described to the
benef iciary, planning the path to be faced together, the schedule
of respective engagements to facilitate knowledge and create a
trustful environment between beneficiary and consultant.
When the first tools are described, a reflection is started on one’s
life story and traces the path the person must walk on to highlight
his/her professional life and process its meanings.
2. Collection and description (2 hours)
The path continues by summing up the personal and professional
life, on the basis of articulated sheets, independently used by the
person involved in two assigned periods (between the first and the second meeting and
between the second and the third meeting).
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The guided ref lection on one’s life story includes education, training, professional
experience, also irrelevant or completely different from the current activity or the
currently-covered role.
3. New analysis – analysis - processing (2-hour presence)
In the two following meetings – interrupted by the second step of independent processing
– focus is on the identification of competences, attitudes, motivations, aspirations,
values, choices, independence, interests, referred to both the role covered in the
working position and the private life.
The objective is increasing the awareness level and making the best of existing competences,
in order to trigger a personal activation and growth process (also depending on possible
corporate organization changes).
B. Group meetings
(2 meetings, 3 hours each)
The first group meeting aims at allowing beneficiaries to meet/know better by sharing
and comparing their professional lives. It is an important learning moment, based on
the reciprocal exchange, often triggering support and cooperation mechanisms.
The perception of the positive climate in this activity is supported by the request of
repeating this kind of meetings during the year.
The second meeting involves a company representative, the project reference and
consultant. After sharing project objectives and paths, the beneficiaries describe on the
one hand the work made on the basis of instructions received and processed tools; on the
other they make requests to the company in order to consolidate their competences, ask
for what they would like to acquire or develop through training opportunities and what
they would like to keep, change or eliminate in work organization.
In this final step, it is fundamental the active presence of various subjects - and especially
the company - able to give suitable answers to the feasibility of requests.
Tools
A consistent set of cards has been provided for to facilitate the analysis of beneficiaries’
personal and professional lives, like a useful ref lection/capitalization tool, starting from
the work made during individual interviews.
The ref lection themes include a summary of professional activities made, main autorecognized competences and their relevance, motivations, scale of personal values,
interests, extra-professional competences, changing perspectives.
It has to be noted that the tools are not considered like a mere mechanical filling-in or
attempt to register according to homogenous scales: they give a chance – we could even
say an occasion – to draw attention back to one’s person, acquire awareness, restore
one’s life meaning and conceive new professional targets.
Remarks on the path
A strong point in this segment of SFIDE!!! project was the result obtained from
empowerment activity performed with the beneficiaries.
They openly talked about themselves, making easier for the consultant to lead the
reconstruction of their past and analysis of their present. Persons were available to call
upon and create an environment of reciprocal trust and esteem, a climate of positive
personal and professional respect, also consisting of punctuality and serious usage of time
granted.
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The dialogue helped pointing out competences, criticalities, doubts, anxieties, choices,
satisfactions, stress and, at the end of the path, a higher awareness of one’s own value.
The first group meeting was characterized by a strong interaction and spontaneity
of persons. This was a good introduction to the following meeting with company
representatives, where the climate is inevitably affected by formal relations due to the
respective roles.
The second meeting - with the group and the company representatives - was very
interesting, thanks to the profitable interaction and the focus on the growth perspective
to the reciprocal advantage.

Conclusions
Experiments have demonstrated that:
• Heterogeneous teams represent a competitive advantage
• Immediately recognising and making the best value to diversities prevent potential
waste
• Teams in harmony inside and with the whole organization are more effective than
other perfectly-aligned teams
• Persons diverse from the dominant culture, such as women in some organization, can
emerge and be fully productive if only their management system evolves to make the
best of diversity culture
• To make the best of diversities, the persons in charge of coordination activities must
have a high managerial competence
• Diversities are within the individual, each team must be guided
by a leader able to consistently use the managerial levers to give
everybody the right space, with the objective in mind
• Diversities are grouped in categories, i.e. minority groups from
the dominant culture, such as young and old people, foreigners,
women and men in some sectors, etc...
• Positive actions protecting and promoting a category or
another, by only acting on f inal benef iciaries and not on
corporate culture and management system for persons, could
be ineffective or unsustainable in the medium-long term
Experience and know-how built up in three years of SFIDE!!! are
now available to all organizations which intend to pursue this path.
They will surely get better advantages from the implementation
of the process herein described compared with project companies, since approaches,
methods and tools are always set after the experimental step.
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Conclusions
The contents of the G.L.A.D. project, presented in this publication, have been the result
of a shared work developed among the three partners involved, by virtual meetings, faceto-face partners meetings and field visits, such as:
17th -18th October 2005, Partnership meeting in Prague – Czech Republic
26th- 29th March 2006, Partnership meeting in Rovaniemi – Finland
4th- 5th May 2006, Partnership meeting in Acqui Terme – Italy
12th- 13th December 2006, Partnership meeting in Acqui Terme – Italy
21st-22nd June 2007, Partnership meeting in Asti – Italy
1st- 2nd October 2007, Partnership meeting in Prague – Czech Republic
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