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Introduction
In project partner countries and within large multinational corporations, there is growing public
debate and visibility relating to gender inclusivity, driven by the harmonisation efforts of EU
legislation. As a result, various initiatives promote and reward organisations which have more open
corporate policies. However, it could be argued that these are often tokenistic and implemented
simply to gain public recognition. Despite this, there are some efforts to introduce higher standards
to aid society in becoming more progressive, with greater inclusivity via initiatives, but these are not
yet systematic.
Gender continues to be a sensitive topic in most partner countries and is traditionally discussed as
binary, with recognition of male-female equality, inclusion of these two gender identities in the labour
market, with stress placed on the importance of equal treatment and opportunity. Gender equality,
non-discriminatory legislation and policies do exist (shared parental leave, quotas, etc.) in the
countries making up the Gender+ consortium. However, women in most countries continue to suffer
from the gender pay gap, encounter glass ceilings in promotion and experience overrepresentation in
low-paid jobs and the ‘grey economy’, making them more vulnerable in society. There is growing
interest in promoting STEM jobs to women, but there is not the same emphasis on men pursuing
career opportunities in traditionally female-dominated sectors. Evidently, there is not the equivalent
drive to get men into gender atypical job roles; therefore, inclusivity has not yet been fully achieved.
There are a variety of good practices in existence, yet these are mainly focused in national capitals
and bigger towns and cities. Most of these schemes are initiated via a bottom-up approach, driven by
LGBTQ organisations/human rights advocates or by personal motivation or interest, supported by
education leaders or key decision makers. There are also evolving EU projects on the topic; however,
these currently have very limited impact and sustainability.
Due to social barriers, such as religious and cultural stereotypes, prejudices and stigma, and negative
campaigns run by nationalistic movements, teachers and other educational staff are very cautious and
tend to avoid the topic due to fear. Furthermore, they are not yet sufficiently trained to deal with such
issues.
Gender inclusion is not adequately referred to in school curriculums, or on teacher training
programmes. The concept of diverse gender identities is not yet fully understood across Europe;
therefore, the situation of trans learners needs both attention and improvement. Generally, VET
(Vocational Education and Training) programmes are considered a second choice to academic routes
and tend to attract lower achievers, disadvantaged groups, students with migrant backgrounds and
those at higher risk of dropping out. Even in Finland, which is at the forefront of gender equality and
progressive education, two thirds of VET institutions do not currently meet proposed gender
inclusivity requirements.
There is a lack of information provision and adequate training for professionals working in the VET
sector. LGBTQ youth, especially trans people, feel excluded, not recognised or accepted, so they are
at a higher risk of dropping out than the general student population. This is also one of the reasons
for the significant unemployment rate among this group. Campaigns to address the issue of gender
inclusivity within VET should involve policy experts, educational leadership and key decision makers,
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as well as students themselves. Project research has sought to establish contact with these different
groups in order to formulate the Gender+ Charter contained within the conclusion of this eBook.

Gender+ eBook objectives
This eBook aims to promote good practices in gender inclusion, collected in partner countries, as well
as throughout Europe and beyond, especially those concerning how a more open, embracing and
welcoming school environment can be established. This eBook can inspire teachers, trainers and
school governance in their efforts to establish more gender inclusive policies, initiatives, training
programmes and supporting services.

5
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Part 1: Summary of the research into gender inclusion
approaches
Bulgaria
Overview of national situation
In Bulgaria, there is a lack of awareness towards gender issues; consequently, there is a lack of public
and governmental support for gender inclusion initiatives. This is largely due to the fact that the
topic of ‘gender’ is misinterpreted in society and remains a controversial topic. As a result, it is not a
theme that teachers want to reflect on and it is not written into the curriculum; therefore, gender
equality and expression are not taught in schools. However, there are a few good practices that
bring attention to gender issues such as LGBTQ organisations and EU-funded projects.
Current educational resources dealing with gender (especially in relation to VET)
•
•

Bilitis– The Status of LGBTI Students and Teachers in Bulgarian Schools (2018)
GALE report (2017)

Gender inclusion policies and approaches
Current policies are contradictory – Bulgaria has adopted European antidiscrimination legislation, but
its Constitution, Family Code, etc. only legally recognises the traditional family structure. The gender
topic is quite sensitive and used by populists and nationalistic parties for political gain. A recent
example of this was the Istanbul Convention against domestic violence, which was not ratified and
deemed ‘anti-constitutional’ (as it introduced a third gender) after heated public debate.
Main actors and work in the field
•
•
•
•
•

Single Step Foundation - helpline, online chat, community centre
Bulgarian Helsinki Committee
Deystvie NGO
Gender Project for Bulgaria Foundation
Bulgarian Fund for Women

Existing national charters and other relevant documents
•
•
•

Glas/Work It OUT - LGBT Employer's Guide ranking how well companies respect the rights of
LGBTQ people in their hiring, training and career development
Declaration for Non-Discrimination of LGBTI People in the Sphere of Education (2015, Bilitis
Resource Center) - the document sets out the key requirements for a gender positive school
European Minimum Standard of Competences on Gender Equality
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Good practices
•
•
•
•

VentureOUT Single Step (p.18)
Work it OUT (p.20)
Don’t be scared, it’s just love (p.22)
Schools for All? (p.23)

SWOT Analysis
Strengths:

Weaknesses:

•
•

•

•

increasing debate in society
growing visibility and acceptance of
gender differences (in larger towns/cities)
support from intellectuals and celebrities

•
•

religious and cultural barriers – traditional,
conservative society
lack of understanding and visibility in
smaller towns
lack of adequate training on the topic (also
an opportunity)

Opportunities:

Threats:

•

•

•
•

growing activity of advocates (NGOs),
information campaigns
equality is a current political topic
the openness to the world brings positive
examples and pushes for change

•

prevailing negative attitude toward gender
diversity and homophobic campaigns
(bullying, vandalism, hate speech)
legislation needs to be updated
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Cyprus
Overview of national situation
Despite the notable progress made in gender inclusion in Cyprus, there is still a lack of official good
practices and coordinated efforts. The main issue is gender equality in the labour market, while the
field of gender mainstreaming in VET is still at a very primary level. Minority groups, such as LGBTQ,
are represented exclusively by NGOs on a voluntary basis, and are absent from formal documents,
charters and official policies. However, expertise in gender inclusion does exist in Cyprus, so if the
government chooses to utilise the appropriate resources (financial, human, etc.), the results could be
remarkable.
Due to its strategic geographical location, Cyprus has experienced many wars and invasions.
Therefore, society is characterised by many inequalities and injustices:
•
•
•
•
•

Women have traditionally been limited to the household, childcare and non-paid work in the
fields of agriculture and stock-raising
The financial crisis and the refugee crisis have affected the local economy, labour market
and education
The employment rates are higher for men than for women
There is a pay gap between men and women
The inclusion of gender minorities in education and labour market is very limited
8

Gender inclusion policies and approaches
There has been a long history of developing equality rights in Cyprus, particularly for women and the
LGBTQ community. The most recent milestones of which are the Law on Parental leave and force
majeure leave (2012), the women’s leadership network ‘the hub’ (2015) and the first Pride event in
Cyprus (2014).
Main actors and work in the field
•
•
•
•
•

Commissioner for Administration and Human Rights (Ombudsman)
Committee for Gender Equality in Employment and Vocational Training
Cyprus Gender Research Centre (EKIF)
National Machinery for Women's Rights (NMWR)
Mediterranean Institute of Gender Studies (MIGS)

Existing national charters and other relevant documents
•
•
•

‘Proposal of measures and policies for the Reconciliation of Family and Professional Life’
(Cyprus Gender Equality Observatory, 2008)
‘Guide for the Equal Treatment of Men and Women in Employment and Vocational Training’
(Committee for Gender Equality in Employment and Vocational Training, 2009)
‘Guide for Employees and the broader public’ (Ministry of Labour, Welfare and Social
Security, 2009)
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•

More recently: ‘Guide for the systematic training of ministry personnel on human rights,
gender mainstreaming, and women and leadership’ (Ministry of Justice and National
Machinery for women’s rights): the first systematic and well organised plan for addressing
gender inequalities

Good practices
•

National Certification Body for the Implementation of Good Practices in Gender Equality in
the Workplace (p.25)

•

Committee for Gender Equality in Employment and Vocational Training (p.27)

•

Mediterranean Institute of Gender Studies (MIGS) (p.29)

SWOT Analysis

Weaknesses:

Strengths:
•

Large network of experts and
affiliates among organisations

•

LGBTQ issues are not widely known
about and the corresponding advocacy
groups are very few
9

Opportunities:
•

Threats:

Changing societal attitudes are
gradually changing the legal context

•

Religion and culture prevent the
adoption of gender inclusion policies
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Finland
Overview of national situation
Finland ranks quite high for gender equality compared to the rest of the world – there is nearly equal
participation of women and men in the labour market and political decision-making, as well as the
increased representation of women on the boards of corporations.
However, some of the biggest issues for equality between men and women in Finland are the gender
pay gap, gender segregation in education and the labour market, intimate partner violence and the
wellbeing gap of men which means higher death rates, suicide rates and a greater chance of social
isolation and long-term unemployment for men.
LGBTQ rights in Finland are some of the most progressive in the world. According to an
annual ILGA report, Finnish LGBTQ legislation is among the most extensive and developed in Europe:
•
•
•

Discrimination based on sexual orientation (except in the area of marriage) was criminalised
in 1995
Discrimination based on gender identity was criminalised in 2005
However, there is still work to be done, especially in terms of trans rights, as the Trans Act of
2013 has not been renewed despite human rights petitions.

Gender inclusion policies and approaches
In 1980, Finland attained the first government gender equality programme – the Act on Equality
Between Women and Men, which came into force in 1987 (Ministry of Health and Social Affairs). The
key points of the gender equality policy are based on the Equality Act, Act on Gender Equality,
Government Programmes, as well as international and EU treaties and legislation.
Secondary level institutions (including VET organisations) do not fulfil their obligations very well,
according to Office of the Ombudsman of Equality survey 2009-2014: two thirds of these educational
institutions did not meet the minimum requirements imposed by the law. Even if the institution has
an equality plan, this does not mean that they implement it.
The Finnish National Agency for Education (OPH) equality plan monitoring report (2013) states that
there is a lot of variation among institutions but preparing an equality plan has become much more
common since 2009. A recommendation by the Ombudsman of Equality was made to several Finnish
VET organisations to improve their equality work. However, according to the representatives of VET
institutions interviewed for this project, efforts are being made to improve the equality work through
projects and raising awareness and there are many ongoing equality projects.
Main actors and work in the field
Ministry of Social Affairs and Health coordinates the implementation of the Government’s gender
equality policies. Within the ministry:
•
•

The Gender Equality Unit
The Ombudsman for Equality
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•
•
•
•
•
•
•

The Gender Equality Board
The Council for Gender Equality
National Council of Women in Finland (Naisjärjestöjen keskusliitto)
NYTKIS - The Coalition of Finnish Women´s Associations (Naisjärjestöt Yhteistyössä)
SETA – LGBTQ Rights in Finland
Trasek
Amnesty International, Finland

Existing national charters and other relevant documents
The relevant national documents include:
•
•
•
•
•
•
•

Act on Equality Between Women and Men (915/2016, amended)
Non-Discrimination Act (1325/2014)
Gender Neutral Marriage Act (compilation of texts)
Act on Amendment of the Marriage Act (20.2.2015/156249
Employment Contracts Act (204/2017, amended)
Trans Act (2003)
Government action plan for gender equality

Good practices
•
•
•

Equality Week (p.31)
TiNA and WomEqual Project (p.33)
Operation model against harassment and bullying (p.35)

SWOT Analysis
Weaknesses:

Strengths:
•
•
•
•
•
•

strong history of women’s rights
strong position of women in politics
high education levels of women
strong support in legislation for equality planning,
social support (eg. maternity benefits)
support for LGBTQ rights
changes in legislation

Opportunities:
•
•
•
•

•

gender segregation in education and labour
market, pay gap
high rates of domestic violence against women
wellbeing gap of men (higher suicide rates, social
isolation, long-term unemployment)
equality planning and equality work is lacking,
especially secondary level (eg. VET) institutions
trans rights are lacking in legislative support

•
•
•
•

Threats:

prominent discussion of gender in society
advanced views on gender stereotypes
diminishing gender segregation in education
and labour market with the new generation
international cooperation

•
•
•
•
•

gender segregation in labour market
lack of improvement in domestic violence against
women
change in attitudes towards LGBTQ rights within
some social groups is slow, hate crime
equality work lacking in secondary level (eg. VET)
higher risks to men’s wellbeing
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Italy
Overview of national situation
In Italy, the debate on the management of differences in the workplace is beginning to take into
consideration the Diversity Management approach.
The development of this new approach in Italy is still very slow and diversified; in the private sector,
the prevalence of small and medium enterprises has a negative influence on the chance of planning
Diversity Management strategies and actions. This is especially due to a lack of financial resources.
Moreover, few actions implemented are focused on racial and religious differences and on equal
opportunities for men and women, while other gender identities are not taken into consideration.
In general, if actions and norms are set against discrimination between men and women in the
workplace, no reference is made to transgender people or other gender identities. Transgender
people already feel discriminated against in educational contexts, so it is very common that they drop
out of education and are therefore less qualified. For this reason, they face a double level of
discrimination which takes them out of the labour market. A lack of knowledge, continued prejudice
and social stigmatisation has a consequence that the labour market instinctively ignores the
competences and capabilities of people in this group who therefore become victim of a kind of
“cancellation of competencies”. This becomes an insurmountable obstacle to their professional and
social inclusion.
Gender inclusion policies and approaches
The main challenges to be faced are linked to lack of awareness and gender sensitivity, lack of
adequate training and information and entrenched prejudices. While actors in education and
employment sectors are becoming more and more knowledgeable on the issue of equal opportunities
between men and women, very few focus on alternative gender identities; therefore, the related
needs are rarely approached.
Main actors and work in the field
•
•
•

Department for Equal Opportunities
LGBTQ Services
PARKS

Existing national charters and other relevant documents
The Charter for equal opportunities and equality in the workplace, launched in Italy in 2009, is a
declaration of interest, voluntarily subscribed to by private and public companies. It contains
guidelines for organisations that choose to join.
The Charter has 800 subscribers among companies and public institutions with more than 700,000
employers. There is a practical guide for the implementation of the recommendations included in the
Chart- La Bussola for SME.
A national LGBTQ Strategy has been produced by the Equal Opportunities Department together with
UNAR in 2013, to define concrete measures and strategies to prevent and contrast discrimination
This project has been funded with support from the European Commission. This
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based on sexual orientation and gender identity. The Strategy includes the Recommendation of the
European Council of Ministries CM/Rec (2010) which designed an operational plan against
discrimination.
The implementation of the Strategy is based on four main strategic axes: Training and education;
Employment and Labour Market; Security and Prison System; Media and Communication.
The Employment and Labour market axis focuses on equal opportunities for access to the labour
market and equal treatment in the workplace. A special focus is dedicated to transgender people and
their specific difficulties and needs.
Good practices
•
•
•

READY Project (p.37)
Liber@ di essere (free to be) (p.40)
All Right(s) (p.41)

SWOT Analysis

Weaknesses:

Strengths:
•

existing legislation

Opportunities:
•

pressure of women’s movements, civil
society and European legislation

•
•

lack of resources
lack of infrastructure and effective
policies

Threats:
•
•

cultural oppositions
interference of religious institutions
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Slovenia
Overview of national situation
Gender mainstreaming policies in Slovenia are completely gender binary based: they neither address
nor recognise transgender identities, including non-binary gender identities. In general, gender
inclusion practices and approaches within VET are only just starting to develop. There are several
best practice examples that indicate how a school environment, inclusive of all gender identities can
be created, even without support from the government. The initiative always comes from one or
two people, mostly teachers, with support from their leadership team.
Gender inclusion policies and approaches
Gender mainstreaming is a part of governmental policies in Slovenia, but it only encompasses the
traditional gender binary; that is, women and men. The legislation regarding the Gender Recognition
Act and practices related to gender recognition (medical assistance, etc.) is therefore severely
underdeveloped. Gender equality and gender mainstreaming is established as part of Ministerial
responsibilities: there is an institutional body of Sector for equal opportunities under the Ministry of
labour, family, social affairs and equal opportunities established. In general, Slovenia is lacking a
systematic top-to-bottom approach in creating an environment inclusive of all gender identities.
Main actors and work in the field
●
●
●
●
●

Legebitra - cultural, information and counselling association
Pride Parade Association
Transfeminist Initiative TransAkcija Institute
Advocate of the Principle of Equality

Human Rights Ombudsman of RS

Existing national charters and other relevant documents
●
●
●
●
●

Slovenian Constitution: granting equal rights to all citizens regardless of their gender
Slovenian Criminal code: penalising gender based discrimination (article 131)
Law on equal opportunities for women and men (gender-binary character)
Protection against Discrimination Act (PADA) adopted by the Slovenian National Assembly
Legal gender recognition in Slovenia: guidelines for implementing human rights of
transgender and non-conforming cisgender persons, Legebitra, 2016

Good practices
•
•
•

Positive Acceptance (p.43)
Diverse Gender Identities (p.45)
Being Seen, Understood and Accepted (p.47)
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SWOT Analysis
Weaknesses:

Strengths:
•

Some current examples of good
practice

Opportunities:
•

•

Fear based on lack of information

Threats:

Better dissemination of good practices

•

Hatred spread through social media
and forum comments

15
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UK
Overview of national situation
There are increasing levels of visibility and acceptance in the UK for a range of gender identities,
though VET systems are struggling to meet the various challenges this places on them. Current
approaches and government systems are not designed to cater to the range of gender groups
accessing VET. There are continuing obstacles in accessing VET courses and achieving success due to
gender. The existing initiatives to encourage girls to follow STEM do not have a male equivalent. Trans
learners are still overrepresented in NEET figures. Equality and diversity policies within the VET sector
do not fully address the complex and nuanced aspects of gender identity. Additionally, an existing
challenge is the conflation of sexuality and gender identity by the general public.
Gender inclusion policies and approaches
•
•
•
•
•

Maternity and Paternity Leave
Shared Parental Leave
Childcare provision
Unemployment vs. economic inactivity
Gender pay gap

Main actors and work in the field
•
•
•
•
•

Stonewall
Mermaids
LGBT Youth Scotland
Yorkshire MESMAC
Athena Swan

Existing national charters and other relevant documents
•
•
•
•

LGBT Charter
Stonewall Workplace Equality Index
Athena Swan
Disability Confident

Good practices
•
•
•

Trans Inclusion Schools Toolkit (Allsorts Youth Project) (p.49)
Gender Action Plan (Scottish Funding Council) (p.51)
Fearless Futures (p.54)
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SWOT Analysis
Strengths:
•

Fewer religious/cultural barriers than in
much of mainland Europe

Weaknesses:
• VET courses continue to be split along
gender lines
• lack of understanding (within mainstream
culture)
• less focus on initiatives to encourage boys
to follow gender atypical career paths

Opportunities:

Threats:

•

•

Equality and diversity is already a staple of
UK educational policy

Lack of funding within VET sector

17
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Part 2: Good practices
Bulgaria
VentureOUT for companies

VentureOUT offers practical career guidance support to LGBTQ people in Bulgaria, and a
corporate benchmark index for companies offering a gender inclusive working environment
Target groups:

Young LGBTQ people at the beginning of their careers;
Organisations promoting gender inclusion in the workplace.
Staff training
Single Step was established in November 2016 by Ivan Dimov. Since March 2018, the
organisation has offered a free and confidential helpline for career counselling of
young LGBTQ people and supporting the development of employability skills. In 2019,
they launched the VentureOUT for companies initiative and a Corporate Index to serve
as the benchmark for corporate inclusion policies and practices of large Bulgarian and
multinational corporations in the country.

Focus:

Objectives:
The VentureOut initiative was initiated by Konstantin Kunev, a volunteer in Single Step, who has a wealth
of experience in the field of human resources. Based on personal experience and knowing how
important it is to be recognised and accepted in your workplace, he wants to help others feel happy at
work and communicate fully with their employer.
Methodology:
VentureOUT for LGBTQ people: Individuals can request and schedule a consultation either online (via
Skype) or in person, filling in a short questionnaire with a few basic questions concerning education, the
desired field of development, etc. The consultation takes one hour and is free; it is also possible to
arrange further consultations, depending on individual needs. The online services enable national
outreach and is a good option for those individuals who want to remain anonymous. The main concern
of the clients has been the fear about the working environment and the lack of information about
gender-inclusive companies.
VentureOUT for companies: Thus, Single Step decided to focus their efforts on working with companies
to attract LGBTQ people. They created a LGBTQ-friendly Corporate Index to provide benchmark for
corporate inclusion policies and practices of the companies in Bulgaria and serve as a guide for job
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seekers. The ranking is aimed at both large companies and start-ups on the Bulgarian market. They can
be included in the index by filling out the Single Step website enrolment form. They will then receive a
questionnaire, based on which their index will be determined. The founder of the foundation says that
some of the issues involved are whether they have specific policies for attracting LGBTQ people, whether
they conduct in-house training, or have a channel for reporting harassment.
Impact:
Since March 2018, the anonymous helpline service was used by over 560 people in more than 85
locations across Bulgaria. 33 individuals used the career guidance services, 17 of whom found
employment and 8 continued their studies in order to gain additional skills. More than 20 companies
support the initiative.
Conclusion:
In the course of Single Step’s mission, to offer specific resources to LGBTQ people in Bulgaria, the
organisation's activity has expanded with the provision of VentureOUT initiative. Although it is a good
start, it still has a long way to go. The need for such an initiative is confirmed by the latest Eurobarometer
survey, according to which 49% of Bulgarians feel uncomfortable if they work with a gay, lesbian or
bisexual person on a daily basis. In addition to being the highest percentage among EU Member States,
it has increased in recent years. The initial intent of publicly promoting those gender-inclusive companies
has not yet been realised, due to the homophobic attitudes in society.
Contact:

19

Single Step, Sofia, Bulgaria
https://singlestep.bg/
Konstantin Kunev, Manager VentureOUT – email: konstantin@singlestep.bg
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Work It OUT

Work It OUT is a business platform for a more diverse and integrated working environment in Bulgaria
Target groups:

Employers, HR managers, employees, media
Policies

Focus:

The business platform Work It OUT brings together local and global organisations,
based in Bulgaria, that seek to make their corporate culture more accepting and
diverse. The goal is to encourage the formation and development of a positive business
and economic environment for equality and opportunity of every single employee in
Bulgaria.

Objectives:
Work It OUT is a platform for Bulgarian domestic and international companies who want to make their
workplaces more inclusive to embrace the benefits of diversity. The purpose of the platform is to
promote a positive business and economic case for equality of opportunity for every employee in
Bulgaria. It is not a formal organisation, but rather a community of companies all sharing the goals for
the acceptance and inclusion of LGBTQ people.
Work It OUT regularly hosts virtual and in-person roundtable discussions and other events to learn about
the innovative approaches to LGBTQ inclusion internationally, as well as the challenges in achieving the
same levels of LGBTQ workplace inclusion as in other countries.
The platform was established in 2017 by the GLAS Foundation to support each business’ effort to
recognise their own LGBTQ employees and adopt inclusive policies, benefits and practices.
Methodology: Work it OUT embraces various initiatives, such as:
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●

●
●
●
●

Corporate Equality Index of Human Rights Campaign (HRC) - the national benchmarking tool on
corporate policies and practices pertinent to lesbian, gay, bisexual, transgender and queer
employees
seminars for HR managers and promotion of the LGBTQ Employer's Guide (in Bulgarian)
introduce a code of conduct/non-discrimination declaration for LGBTQ employees which mainly
follow UN standards1
External expertise and consultations for incorporating the principles of diversity and equality of
LGBTQ employees
Annual Work It OUT Index ranking how well companies respect the rights of LGBTQ people in
their hiring, training and career development

LGBT Employer's Guide
This guide introduces employers to the practical steps they can take to make their work environment
more inclusive for lesbian, gay, bisexual and transgender people. It outlines simple, cost-effective and,
in most cases, free things you can do to create an environment in which all employees can be themselves
and present themselves in an authentic way. The best employers recognise that by competing to find
talent, they have to take advantage of the power of diversity.
Impact:
Work It OUT serves as a practical resource for companies, LGBTQ workers and their families facing
challenges and offers strategies how to engage on-the-ground resources to better serve employees incountry. The platform helps and cooperates with companies in the structuring of long-term strategies
for engaging resources in support of integrating this group of employees. Presently, Work It Out works
in partnership with 18 organisations including Microsoft, Hewlett-Packard Enterprise, EY, British Council,
SAP and others.
Contact:
GLAS Foundation, Bulgaria
https://workitout.bg
Simeon Vasilev – cofounder, CEO, email: help@glasfoundation.bg

1

STANDARDS OF CONDUCT FOR BUSINESS, United Nations Human Right Office - Tackling Discrimination
against Lesbian, Gay, Bi, Trans, & Intersex People https://www.unfe.org/standards/
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Don’t be Scared, It’s Just Love

The campaign ‘Don’t be Scared, It’s Just Love’ was aimed at showing same-sex couples in public, in
moments of affection and love
Target groups:

People living in urban areas, youths/teenagers, LGBTQ community
Communication

Focus:

Improving equality and acceptance, focusing on the fact that it is not a fight for equal
rights only, but also love and affection.
22

Objectives: The campaign was initiated by GLAS foundation with the help of partners and funded by the
European Commission who commissioned the campaign. The main inspiration was the fact that 80% of
same-sex couples in Bulgaria are afraid to hold hands in public.
Methodology: The billboard campaign was implemented in four cities in the country. It was followed by
an online campaign, a print campaign in women’s magazines and other channels. A key success factor
were the opponents’ reactions which caused a media frenzy.
Impact: The campaign caused a lot of controversy, an outburst of homophobia and was vandalised in
cities around the country. It proved successful though, as topics of the acceptance and rights of LGBTQ
people reached national media and entered national debate. As a result, numerous partnerships with
other national NGOs were established, many supporters were attracted, while volunteers and donations
increased. The level of discrimination against the community was brought to national attention.
Conclusion: ‘We would plan differently the PR strategy as we weren’t prepared for the serious
aggression against the campaign. As advice – don’t be afraid to be bold and challenge the stereotypes.’
Contact:
GLAS foundation, Sofia, Bulgaria
www.glasfoundation.bg
Simeon Vasilev, simeon@glasfoundation.bg
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Schools For All?

Bilitis Resource Center conducted a study of the inclusive environment at secondary schools in Sofia
for LGBTQ students and teachers. Based on the findings from interviews and best practice research,
Bilitis promoted a Declaration for Non-Discrimination of LGBTQ People in the Sphere of Education that
sets the key requirements for a gender positive school
Target groups:

High school students, teachers and school leadership

Focus:

Teaching and training practices; Setting key requirements for gender positive schools

23

Objectives:
The qualitative research conducted by Bilitis during the period January-October 2015 aimed to answer
the question, ‘to what extent are secondary schools in Sofia able to provide an inclusive environment
for homosexual, bisexual, transgender and intersex students and teachers?’
Methodology:
The study included a review of the internal regulation documents (codes of conduct, etc.) of secondary
schools that are publicly accessible through their websites, looking for specific measures for the
prevention of discrimination, violence, and bullying, which demonstrate an awareness of the fact that
LGBTQ students are among the most vulnerable groups. The next step of the research was conducting
structured interviews with twenty students and teachers who self-identified as LGBTQ. The last step in
the research was sending out questionnaires to fifty school principals, which inquired about their views
regarding measures to support LGBTQ students and teachers at school. Regrettably, only 10% of the
principals responded to the inquiry. The current report presents the main conclusions from the research
and recommendations for improving school policies in order to make Bulgarian schools more inclusive
of LGBTQ people.
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Impact:
The interviews helped to identify the ‘ideal school’. The study identifies the challenges for LGBTQ
students and teachers and stresses the need for a comprehensive approach and systematic work to
improve the status of LGBTQ students and teachers at school and create an inclusive school
environment. Based on the findings from interviews and best practice research, Bilitis promoted a
Declaration for Non-Discrimination of LGBTQ People in the Sphere of Education that was elaborated
and initially disseminated by the Organising Committee of Sofia Pride 2015. The declaration sets the key
requirements for a gender positive school.
Contact:
BILITIS – Sofia, Bulgaria
https://bilitis.org/
Schools for All report and Declaration in English
Monika Pisankaneva - bilitis@bilitis.org
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Cyprus
National Certification Body for the Implementation of Good Practices in
Gender Equality in the Workplace

It is the official body which certifies companies which implement policies to ensure gender equality
Target groups:

Social partners, organisations and experts on issues of gender equality

Focus:

Organisations which implement policies that ensure conditions of gender equality,
equal opportunities for development, reconciliation of work and family life; in
particular, the principle of equal pay for male and female workers for equal work or
work of equal value

Objectives: The National Agency was set up within the framework of the project ‘Actions for Reducing
the Remuneration of Men and Women’, the implementation of which was completed in December 2015.
The main aim is to award the Implementation of Good Practices in Gender Equality in the Workplace
and use them as good examples to be followed.
Methodology: According to the Cypriot Certification Model that has been developed, local businesses
have the right to apply for two types of certification: (a) specific good practice and receive the ‘Good
Practice’ certification (b) an integrated system for promoting gender equality in the workplace / Action
Plan and obtain the ‘Equality Employer’ certification. The main strength is that this model provides high
motivation to companies to be certified, as they perceive it as a form of promotion. This could also be a
weakness, especially if companies try to take advantage of the certificate for marketing and profitmaking
purposes.
Impact: To date, a total of 47 enterprises have been certified, which were awarded by the Minister of
Labour, Welfare and Social Insurance, at special ceremonies organised by the Department of Labour
Relations.
In addition, the Ministry of Education and Culture takes into account external feedback from the EU
based on yearly Monitors’ findings and data derived from research conducted by OECD related to STEM
subjects or ICT skills. Representatives from teachers’ unions, policy experts, administrative staff, school
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inspectors, the Minister himself and the Audit Office of the government are involved in a dialogue
referring to school results and expenditure and especially in ways of achieving higher grades in STEM for
students of both genders, as well as attracting females into STEM fields in tertiary education and relevant
professional orientation.
Conclusion: Organisations can benefit by adopting the good practices of the certified companies and in
turn, suggest some of their own good practices to be adopted by other companies. Since VET in Cyprus
is seen as a process of integration for refugees and immigrants, rather than as a general good practice
addressed to the population as a whole, the good practices followed by the organisation and identified
by the interviewees are government VET projects for children of domestic workers from Third Countries,
which should be promoted in order to have a stronger impact on the local society.
Contact:
Labour Relations Department of the Ministry of Labour, Welfare and Social Insurance, Nicosia, Cyprus
http://www.mlsi.gov.cy/mlsi/dlr/dlr.nsf/index_en/index_en?OpenDocument
Nicosia Central Offices, info@dlr.mlsi.gov.cy
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Committee for Gender Equality in Employment and Vocational Training

The Committee for Gender Equality in Employment and Vocational Training monitors the
application of law by the concerning Service of Labour Ministry and Social Insurances
(the Department of Labour) and has an advisory role
Target groups:

policymakers, lawmakers, researchers, entrepreneurs, VET trainers, victims of
discrimination
Monitors the application of law and has an advisory role in regard to:

Focus:

•

the formation or revision of national policy

•

the introduction or revision of related legislation

•

the adoption of measures and the application of programmes for the
promotion of gender equality

Objectives: The Committee is part of the Ministry of Labour and Social Insurances and aims to address
inequalities and gender discrimination in the labour market and VET.
Methodology: On a public level, the Committee:
• submits self-appointed complaints, and accepts complaints which are forwarded in turn, to the
Department of Labour for investigation
• provides advice and information, free of charge, to any interested party concerning gender equality
issues in employment and vocational training
• provides legal aid, free of charge, to victims of discrimination
Impact: The Committee is open to the public and therefore, all citizens can benefit from its activities.
There is an online record of all cases that have been addressed so far, as well as an online forum and
report form in order for everyone to be able to report any discriminatory behaviour in the labour market
or education.
Conclusion: CSI, the Cypriot partner on the Gender+ project, has been in touch with the committee and
is in the process of attempting to build a partnership with them.
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Contact:
Committee for Gender Equality in Employment and Vocational Training, Nicosia, Cyprus
https://www.eif.gov.cy
Argentoula Ioannou, Chairwoman, chairman@genderequality.com.cy
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Mediterranean Institute of Gender Studies (MIGS)

MIGS is a non-profit organisation which promotes and contributes to social, political and
economic themed projects relating to gender with an emphasis on the Mediterranean region
Target groups:

All organisations working to eliminate discrimination against women
The institute’s activities aim to:

Focus:

• stimulate interest in gender research in the Mediterranean region and identify
key areas of concern and action in the area
• systematically address, analyse and conduct research on, for, and by women; use
the existing information on women and gender to make relevant
recommendations on policy and practices
• support gender research through library and documentation services, including
the introduction and promotion of a system of data collection by gender
• identify the need to develop new legislation that corresponds to the new
conditions and protects women’s rights effectively
• increase awareness of gender issues in civil society and facilitate the capacity for
action by providing all interested parties with information and organising training,
campaigns, seminars, workshops and lectures

Objectives: MIGS supports projects relating to issues of gender using a multidisciplinary approach in
collaboration with other institutions. MIGS is closely affiliated to the University of Nicosia, the largest
academic institution in Cyprus. The institute has been actively involved, both as a coordinating institution
and as a partner, in the administration and implementation of a number of projects related to issues of
gender. More specifically, the institute has conducted work in the area of the media, interpersonal
violence against women and girls, migration, leadership and decision making, ethno-political conflict,
employment and economic life.
Methodology: Over the years, MIGS has developed the following methods:
• support and promote educational programmes, including postgraduate work, in related areas in
collaboration with research institutes and universities
• develop methods and take initiative on peacebuilding and conflict transformation as these relate to
gender issues
• support regional, European and global initiatives and programmes concerning issues affecting
women’s lives, such as domestic violence, substance abuse, trafficking, war and the labour market.
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• create and support networks with other non-governmental organisations in related areas.
Impact: MIGS works with a broad network of scholars and researchers with expertise in gender-related
areas and has strong links with a wide network of organisations working on gender in the Mediterranean
region and the European Union, particularly civil society organisations, research institutes and
universities. MIGS is a member of several large European networks including the European Women’s
Lobby (EWL), Women Against Violence in Europe (WAVE), Women In Development Europe (WIDE) and
ATHENA – Socrates Thematic Network Project. MIGS is responsible for the secretariat for the Women’s
International Studies Europe (WISE) network. The Institute engages in the regular exchange of
information with these organisations and networks through newsletters, mailing lists, country reports
on gender related topics, as well as information on new publications, training seminars, workshops and
conferences.
Conclusion: CSI has been working with MIGS for many years, and has established a strong collaboration
with its members.
Contact:
Mediterranean Institute of Gender Studies (MIGS), Nicosia, Cyprus
https://www.medinstgenderstudies.org
info@medinstgenderstudies.org

30

This project has been funded with support from the European Commission. This
publication reflects the views only of the author, and the Commission cannot be held
responsible for any use which may be made of the information contained therein.

GENDER+ EBOOK

Finland
Equality Week, Stadin ammattiopisto (Stadi vocational institution)

The Equality Week aims to engage students and create interesting events where students, teachers
and equality experts can interact
Target groups:

VET students/learners, all gender minority groups, female students, teachers, all
personnel, policymakers, general public

Focus:

Awareness of equality issues in an inclusive way, information for students in VET,
interaction between students and policy makers, teachers and experts

Objectives: The Equality Week (tasa-arvoviikko) has been organised at Stadin ammattiopisto (Stadi
Vocational Institution) for the past three years. It is based on cooperation with the SEGLI project for
advancing equality and reducing segregation in education and working life (Tasa-arvon edistäminen ja
segregaation
lieventäminen
koulutuksessa
ja
työelämässä,
project
website
here:
https://www.kaikkienduuni.fi/)
Methodology: The Equality Week consists of different kinds of programmes organised on different
campuses of Stadia. Teachers have guided the planning and students have participated, providing ideas.
The programme for the week includes presentations, panel discussions with equality experts and
students, discussions and different performances and talks, as well as themed cafes where the issues
are discussed. The activities depend on the campus, and therefore can be tailored for each target group.
The activities are very inclusive and an engaging way to bring up equality issues. The good practice works
well because it is organised in cooperation with students and draws in students with interesting events.
In the panel discussions, for example, students would be able to meet and address experts and policy
makers.
Impact: The Equality Week has only been organised for a few years and the process is still about learning
and growing. The idea was to bring students and teachers in contact with each other as well as experts.
Conclusion: Raising awareness is the most important thing, changing attitudes. It is important to get
students involved in a way that speaks to them.
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Contact:
Stadin ammatti- ja aikuisopisto, Helsinki, Finland
https://www.hel.fi/ammatillinen/fi/uutiset/tasa-arvoviikko,
https://www.facebook.com/events/772763866256565
Elina Tirinen, Training Manager (Stadi vocational institution), elina.tirinen@edu.hel.fi
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TiNA and WomEqual project

This project promotes technical jobs to female students
Target groups:

VET students/ learners, female students

Focus:

Special provisions for improving gender equality in VET – developing student support
services online and via mentoring programmes in an innovative way

Objectives: Women in the technical field tend to be more insecure about their choice of employment
than men (Salokangas 2002, 61), and there have been different networks and group mentoring to
support female students’ choice to study technical subjects, their professional identity and transition to
working life.
Methodology: The TiNA project implemented group mentoring for female engineers in working life and
female students at the University of Technology. At the same time, the women could familiarise
themselves with role models. Female engineers and other women in technological professions spoke
about their experiences. The TiNA mentoring events usually had a group of about twenty participants.
WomEqual project organised mentoring in student pairs, as well as group mentoring in smaller groups
of just a few students. WomEqual project also created mentoring material, a mentor’s guide and a DVD
entitled ‘Inspiration for Career Development’. Mentoring was also supported with the Weme.fi online
community, which offers career stories of women, blogs, information about working life and the
possibility to contact a mentor. There is also an online noticeboard, to assist in locating a suitable
mentor. You could also download an online mentoring app where a mentoring pair or group could have
a confidential discussion platform. The online community was used actively during the projects, but it
still serves as a material bank and you can find information and career stories there.
Impact: The feedback received from the projects was good. Some female students said that after the
mentoring events, they felt like they were not alone with their insecurities and that they really could
become engineers.
Conclusion: The mentoring programmes and platform were useful for the female students, and it is a
good practice that is easy to transfer and implement. One of the challenges could be getting people to
commit to group mentoring. The weme.fi website is still a great resource for female students in
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technology, and it is useful for female students in Finland because it focuses on resources related to
studying in Finland. This is also a good practice that is easy to transfer.
Source:
http://www.wom.fi/Sukupuolten_tasa-arvon_hyvat_kaytannot(2012)Tanhua_TEM_Valtava.pdf
Contact:
TiNA and WomEqual Projects, Helsinki, Finland
http://tina.tkk.fi/tina_2003/index.html
Pirjo Putila, TiNA Project Manager, pirjo.putila@tkk.fi
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Operational model against harassment and bullying, Omnia

The Equality Plan was created in order to improve equality within an institution and reduce
discrimination and harassment through systematic planning
Target groups:

VET students, female students, all other gender minority groups, teachers and
personnel of the institution

Focus:

HR or other organisational policy/ standards; measures to improve service delivery

Objectives: Intervening in bullying and harassment immediately. In the Omnia Equality Plan, it is stated
that a survey regarding discrimination and harassment was conducted at the end of 2016 and based on
the results (2% of VET students have experienced harassment often and 19% sometimes have), the
institution decided to take measures to prevent this in the future.
Methodology: The operational model for advancing study peace and preventing bullying and
harassment was updated in 2018 and combined with the operational model for preventing sexual
harassment (2012). The guide by the Finnish National Agency of Education on preventing sexual
harassment in schools and educational institutions was used. The operational model was reviewed with
the personnel and brought into use in all of Omnia VET institutions. A mention was added to all student
guides of whom the student should contact in harassment and discrimination cases.
InfoOmnia, the working group for equality and non-discrimination and everyone at Omnia, is responsible
for its implementation.
Impact: The main outcomes are improving the structure for preventing harassment and discrimination.
No new surveys have been conducted and the measures were implemented in 2018.
Conclusion: It is important to tackle any issues of harassment, bullying and discrimination immediately.
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Contact:
Omnia, Helsinki, Finland
https://www.omnia.fi/sites/default/files/omnia_koulutuksen_tasa-arvo_ja_yhdenvertaisuussuunnitelma_2018.compressed.pdf
Kirsi Mikkola, Specialist, HR Services, kirsi.mikkola@omnia.fi
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Italy
National LGBT Strategy 2013 2016 – UNAR-READY Project

The methodology is not traditional and also aimed at the change in personal points of view

Target groups:

Senior Figures in Public Administrations and Social Partners, through a national phase
that took place in Rome, followed by a local phase that involved Emilia Romagna,
Veneto, Friuli Venezia Giulia, Trentino Alto Adige and Puglia

Focus:

Training on the prevention and contrast of discrimination based on sexual orientation
and gender identity in the workplace. Definition of training models.

Objectives: A plan of actions, starting from what emerged in the different tables of comparison
promoted by UNAR for the elaboration of National LGBTQ Strategy 2023-2016, was developed in
accordance with the National Network of Public Administrations Anti-Discrimination for sexual
orientation and gender identity actions. This plan, called the ‘Detailed plan for the implementation of
the activities of the National LGBTQ Strategy’, has been used among Education, Work and Security
organisations as well as in the design training for leading figures of Public Administrations. This was
carried out on both national and local phases before it was piloted, replicated and finalised.
For the design and implementation of the training courses, the training needs expressed through precourse questionnaires compiled by the stakeholders were considered (RE Network Partners. A. DY and
Associations of the National Working Group established by UNAR) and, anonymously, by the direct
beneficiaries. On the basis of the formative needs emerged, the following objectives were defined in the
Line of Action Employment:
•
•

•

Acquiring and developing elements of knowledge on sexual identity and its components,
deepening the meaning of the LGBTQ lexicon, reflecting on stereotypes and prejudices
Increase knowledge and awareness on socio-occupational inclusion of homosexual and
transgender people, in order to prevent and counteract discrimination based on sexual
orientation and gender identity in the labour market
Broaden the information in relation to the anti-discrimination rules and practices of prevention
and protection against discrimination in the workplace against homosexual and transgender
persons
This project has been funded with support from the European Commission. This
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•

•

Reflect on how programming of the use of the European Social Fund 2014-2020 can be designed
in an inclusive and non-discriminatory way for homosexual and transgender persons, even in
the light of objectives envisaged by the ‘National Strategy for the prevention and contrast of
discrimination based on sexual orientation and gender identity’ (objective of the day for Public
Administrations)
Reflect on the policies of diversity management and rethink corporate welfare, through the
presentation of good practices (objective of the day addressed to the social partners)

Methodology: The formation of the Action line Employment has foreseen two targets: the Public
administration with the leaders of the Ministry of Labour and Social Policies and the Directions for the
Work of the Regions; The Social Partners with the referents of the employers' Associations and of the
trade unions. In the national phase, therefore, a day was dedicated to each target, thus adapting
objectives and training content to the different specificity of the two groups.
The National phase was divided into two sessions. The first session was devoted to various topics:
psycho-sociological literacy on sexual identity, LGBTQ lexicon and analysis of the discrimination that
LGBTQ people encounter in the world of work; Study on anti-discrimination legislation in the field of
work. This session for the Public Administration module was completed by reflecting on how
programming on the use of the European Social Fund, with attention to agenda 2014-2020, can be
understood in an inclusive and non-discriminatory perspective with regard to the objectives and
measures of the National LGBTQ Strategy. As far as the Social Partners form is concerned, the session
was completed by a deepening of diversity management and inclusive corporate welfare of LGBTQ
people.
The second session was aimed at the presentation of good practices in labour policies and the inclusion
of LGBTQ people, organised by the Associations of the National Working Group and divided into two
days on the basis of the target groups. The presentation of good practice was followed by an interactive
session, which saw the participants, assisted by the teachers and representatives of the Associations,
hypothesise actions in their areas of competence, in such a way as to put into practice the knowledge
learned during the training day.
At the end of the training activities, the LGBTQ Service of the City of Torino, on the basis of the
experience carried out, has developed formative models experimented so that they can be replicated in
other locations.
Weaknesses were: the short time available compared to all the issues addressed and the very congested
timing; the difficulty in involving the beneficiaries of training, the lack of an operational reference at
national level. It was not possible to provide all the courses envisaged at a local level for political and
technical reasons.
Strengths were: the competence and clarity of the teachers; the methodology, in particular as not
traditional and also aimed at a change in personal points of view; the appreciation for the exhibition of
good practices and experiences that have highlighted also the initiatives carried out by the Public
Administration; the training related to the professional context of the participants. More generally, it
was a project built and implemented in a participatory way (meetings, questionnaires, workshops, etc.)
that has enhanced a network of knowledge (academics, professionals, activists).
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Impact: In the national phase, there were two courses with a total of 32 participants. In the local phase,
there were four courses with a total of 87 participants.
The training was assessed through the presence in the classroom of a non-participant observer and
through the completion of a satisfaction questionnaire by the participants.
The general satisfaction of the beneficiaries for the subjects, in particular for the multidisciplinary study
and the significance of the topics covered.
Networks have been strengthened between central and local institutions, universities and associations.
Conclusion: The dissemination of instruments of knowledge of the condition of homosexual and
transgender people in the world of work and the reflection on intervention tools to prevent and
counteract discrimination either through training provided or through definition of proven training
models that were presented during a final event to which representatives of the national institutions
and of all the Italian regions were invited. The training models are available online at the following link
http://www.comune.torino.it/politichedigenere/bm~doc/modelli_formativi.pdf and can be replicated
in other locations.
The Project did not envisage a constant monitoring of the relapse of the training, but positive feedback
was collected at the evaluation workshops carried out both after the national stage of the training and
after the local one and during the final events of Project also carried out these both at local and national
levels.
39
Contact: LGBT Service –Department youth and equal opportunities Turin Municipality
http://www.comune.torino.it/politichedigenere/lgbt/index.shtml
http://www.comune.torino.it/politichedigenere/lgbt/snlgbt/unardy/index.shtml
Dottoressa Gabriella Bianciard, Director of Youth and Equal Opportunities serviziolgbt@comune.torino.it
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Liber@ di essere – Training pathway on LGBTQ diversities

Trainers are people who deal with discrimination and its consequences in everyday life and provide a
very practical approach
Target groups:

teachers/ trainers, public administration officers

Focus:

special provisions for improving gender equality in schools, public administration
offices , hospitals and other health centres

Methodology:
- modular training course aimed at psycho-socio-health operators that analyses the LGBTQ theme,
created with tools and methodologies able to both strengthen the theoretical-practical knowledge and
skills on homosexuality and transgender identity, and to influence attitudes and prejudices
- the training content is created following a training needs analysis
- based on three lines of action: information, training, consultancy
- trainers are professionals (psychologists, counsellors, lawyers) and LGBTQ activists
- participation of different advocacy groups brings the contribution of different perspectives
Impact: A quality impact measurement will be made at the end of the project collecting input and
evaluation from participants.
Conclusion: Schools, institutions and public administration participating in the project will benefit from
new competences and information and will be able to develop a more inclusive approach in their daily
activities and programmes.
Contact:
Various associations Rome, Italy
https://www.liberdiessere.it/
Simona Gemelli - info@libediessere.it
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All right(s)

The innovative approach is based on the use of real-life stories as a training tool
Target groups:

teachers/ trainers, schools’ leadership, students

Focus:

special provisions for improving gender equality in schools, and to fight homophobia

Objectives: the project aims at raising awareness and sensitivity of school professionals and students
regarding gender-based discrimination
Methodology: the course uses mostly interactive training techniques, which focus on the exchange of
ideas, comparison and active participation. In particular:
• lectures by experts
• group work (brainstorming, games to create atmosphere, sociometric techniques)
• roleplaying
• testimonials followed by questions and moments of confrontation
During the course, information is also provided on the current state of scientific research, updated data
and input to understand the reality under consideration. At the end of the course, a bibliography will be
distributed to the participants.
Impact: No specific impact measurement system has been defined but a qualitative measurement is
possible, taking into consideration reactions and level of participation.
Conclusion: All the associations/advocacy groups involved in the training course are committed to
raising awareness and disseminating information to fight against discrimination and promote gender
inclusion (‘There is a need for greater awareness, but also for adequate training paths and tools’- ‘We
work to fill the gap in information because we think that providing knowledge and information is the
first step to fight discrimination’).
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Contact:
http://www.lgbtallrights.it/
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Slovenia
Positive Acceptance

A transgender student was positively accepted by her school peers. Consequently, the school’s
counselling service got in touch with LGBTQ associations to seek further guidance and shine a
light on this tolerant response
Target groups:

VET students/learners; teachers/ trainers; parents

Focus:

Raising awareness (of both staff and students) on gender topics, especially
transgender identities; creating a welcoming environment and equal treatment for all
gender identities

Objectives: A transgender student publicly revealed their identity in front of their whole class and felt
free to speak about it openly.
Methodology: School personnel did not have any specific training on the topic of integration of diverse
gender identities. They attended a meeting about the student's announcement, which was followed by
a conversation with the headmaster, the school counsellor, her form tutor and the teachers' council. The
school also established contact with LGBTQ NGO Legebitra and continues to speak with them on a
regular basis.
Impact: The school counsellor said that this was overall a good experience in regards to the inclusion of
different gender identities at the school. This event did not trigger any conflicts; the trans student
mentioned that there was only disapproval shown by one classmate.
Conclusion: Sadly, the topic still remains a taboo for most people. After the event, staff did become more
sensitive to this subject matter, which is a positive thing. However, the transgender student continues to
face some challenges, such as only M and F genders to choose from on forms and the division of toilet
facilities into M and F. The student would like either a workshop or discussion group on the topic of
different gender identities (she never expressed these wishes to the school counsellor, but expressed
them when interviewed at a later date). The student feels more comfortable in the school environment
and also feels well-accepted in general. The school counsellor agrees with the suggested idea for a
This project has been funded with support from the European Commission. This
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workshop. However, she thinks that only a few teachers would end up participating. The main advantage
of this good practice is that teachers and students could become more enlightened on this subject
matter, which is important from the perspective of removing taboos and increasing awareness.
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Diverse Gender Identities

The importance of integrating all gender identities into the education system
Target groups:

VET students/ learners; teachers/ trainers; parents

Focus:

School staff is familiar with the topic of different gender identities; the school
environment is inclusive of all gender identities.

Objectives: The source of this best practice has been employed for 40 years at a grammar school in a
quite conservative small town. She said that there have been many incidences of students expressing
different gender identities over the years and through these experiences, the teachers' council has
become more sensitive and learned together about this topic. Things started to change around 20 years
ago. Her own personal experiences also helped her to become more aware of these issues and luckily,
she was supported by her co-workers. They encountered students who were struggling to deal with
gender-related issues during adolescence and consequently, some did not finish their education. This
was often due to insufficient support from family as well as the school itself.
Methodology: The school counsellor was very active, talked a lot about gender issues and worked
together with the students in these areas. The staff did not have any official training on the subject; this
needs to be very subtly organised. The school began working with Dr. Roman Kuhar, a researcher and
expert who presents different findings of gender identity research in a very subtle way. All fourth-year
students, as well as all the teachers, attended his presentation. Dealing with these topics on a regular
basis created an atmosphere of awareness and acceptance at the school. Whatever happens at school
touches everybody’s lives in some way.
Impact: They now have same-gender couples who can walk along the corridors together without
encountering any problems. Last year, two boys danced together at the graduation ball which would
have been impossible 20 years ago. The school counsellor has met and collaborated with various
relevant organisations such as LGBTQ, Humanitas and others. Last year, some students decided to hire
a coach and take part in the Pride Parade in the capital. However, the school decided that it was not
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appropriate to organise this as a school activity as they didn’t want to jeopardise the fragile positive
atmosphere of acceptance felt within the school.
In philosophy classes, the teacher is very open-minded and unbiased, and gender issues are discussed
and supported. Of course, they have experienced vocal disapproval from some students, as if to say ‘we
need to cast out these types…’ However, the rest of the class was appalled by this viewpoint and the
student in question had to be protected. The situation was resolved by the school counsellor using
social games to explore this difference of opinion.
Conclusion:
These days, students with different gender identities can turn to the school counsellor for advice
without any problems. The message learnt was: it’s not important whether you are accepted; others
just need to be respectful.
Unfortunately, there is no distinct support for implementing this good practice at a state level; the
members of Parliament do not currently wish to be seen to be in favour of such issues.
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Being Seen, Understood and Accepted

A school hosts a special club in which students with different gender identities can discuss diverse
topics and challenges, demonstrating teachers’ commitment to fostering a supportive and accepting
school environment
Target groups:

VET students/ learners; teachers/ trainers; parents; employers; general public
47

Focus:

Exploring gender identity through discussion; creating a safe atmosphere for students
to express themselves fully.

Objectives: Integrating all gender identities into education started when teachers began to encounter
individual cases within the school.
Methodology: The teacher interviewed stated that it is vital that students who need help have at least
one adult who sees and understands them, accepts their existence and addresses them according to
their wishes. A seemingly small thing such as others using their preferred chosen name is of upmost
importance. The school is accepting, supported by the principal and two teachers regularly hold LGBTQ
club meetings which are attended by between 6-12 students. They discuss terminology; accepting
difference within families; coming out to friends and families; how to actively engage in events; how
and why to contact other LGBTQ students across Europe etc. Students from other schools can also
attend these club meetings, as well as through various related societies. Students with different gender
identities are usually regular attendees, whereas others just occasionally drop in to see how things run.
They are public about the club, nothing is hidden and all 800 students (from 1st to 4th year) are
informed that events are taking place. Some teachers include these topics in their lessons, although this
still depends on the individual: certain teachers are very supportive, but there are some that are not.
Out of the 90 employees at the school, there are only a few who do not approve. In the 6 years that the
club has been active, they have had mostly positive feedback from parents.
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Impact: A grammar school teacher from Ljubljana told us that she routinely deals with the topics of
integrating all gender identities into education. Two other fellow teachers participate, although none of
this would be possible without the approval of the school’s management. Three colleagues actively
work in this field, but only two do so intensively. They cooperate with two nongovernmental
organisations, Legebitra and TransAkcija.
Teachers do not attend the club meetings; that is why obligatory training for teachers should be
required. Their school is very diverse in terms of school programme: grammar school, art school,
nursery school programme, which means a large and varied staff. On the whole, the teachers are not
interested in this type of training, though some may already be familiar with the topic.
Conclusion: According to the interview data, the Ministry of Education is not involved in these
endeavours. The circumstances are slightly better at university level - the Faculty of Arts accepts gender
differences and even managed to create an open environment for trans students who usually have more
difficulties and are less likely to be accepted.
The teacher interviewed has attended various consultations and training courses. Teachers have the
opportunity to integrate this topic into their lessons. There are no formal barriers, only personal
reservations or rather the disapproval of the management. Certain training courses should be obligatory
for teachers to make them aware of gender-related topics. This awareness should also be transferred to
formal institutions, ministries, etc. Fear is the most common factor when people are unaccepting of
differences in schoolmates, teachers, parents, schools, workplaces, friends, etc. Teachers are also fearful,
though everyone could educate themselves on the topic as there is much literature available on the
subject. This is especially important, as they prepare youths for adulthood and employment during their
most vulnerable years.
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UK
Trans Inclusion Schools Toolkit

The Trans Inclusion Schools Toolkit covers the challenges schools may face in regard to trans inclusion
and provides solutions to make schools and colleges understanding and positive towards transgender
children and young people
Target groups:

Schools and colleges (teachers and policymakers in Primary, Secondary, HE and VET)

Focus:

To impact policy and help schools support transgender and gender questioning
students, as well as preventing transphobia.

Objectives: The toolkit was created by Allsorts Youth Project, the Standards and Achievements Team
and Brighton and Hove City Council in consultation with trans young people at Allsorts’ trans youth group
‘Transformers’. It was created as concerns were raised that young people were not being fully supported
and although support for trans children should be embedded in school policies and curriculum, some
schools find this challenging. As a result, this toolkit was developed in part by young people themselves
to help find solutions to these challenges and provide a set of principles that all schools should follow.
Methodology: The toolkit is constantly being updated and was written to be completely transferable to
the VET sector. It has been used both nationally and internationally, adapted by East Sussex County
Council in 2014 for use in schools and colleges as well as in New Zealand. It was also reported to be the
best trans-related guidance seen by the National Union of Teachers and therefore comes highly
recommended.
The toolkit is an extensive document that breaks down preconceived ideas of gender and supports staff
in becoming positive role models, and covers:
•
•
•
•
•
•
•

Developing an understanding of trans and gender questioning young people
Experiences of trans children and young people
The legal context and Ofsted inspection process
How to create a whole school approach
How to support individual trans or gender questioning children and young people
Managing specific issues (such as uniform, names, facilities, residential trips, medical
intervention, working with parents and carers)
How to support the whole school community and have a positive understanding of
transgender people
This project has been funded with support from the European Commission. This
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•

Support for schools and colleges in developing best practice

It also focuses on the role of gender because ‘in order to support trans people, you have to talk about
gender identity’ (Ryan Gingell, Allsorts Youth Project).
As the toolkit is formatted in clear and distinct sections, it is easy to use and information can be
extracted and used in the contexts that are most relevant. An action planning tool is also contained at
the end of the toolkit which is clear, practical and easy to use. One of the main strengths of the toolkit
is that it was created by young people to help others like them and is built upon anecdotal evidence so
real experiences have been used to create this resource. One potential drawback from this is that not
all experiences and scenarios can be presented here, but the toolkit is extensive regardless.
The toolkit is very accessible, being available in large print, easy read format, Braille, audiotape and CD,
as well as in other languages.
Impact: The toolkit is helpful for general inclusion and increasing understanding about diversity and has
been used on both national and international levels. However, sensitivities relating to gender identity
mean that the exact number of people it has impacted is unknown – though they do get contacted by
some trans learners and schools about the benefits of the toolkit. The main outcomes are that an
inclusive environment can be created which is free from stereotypes, enabling young people to feel both
safe and supported. The toolkit allows staff and students to voice their opinion and attitudes on these
issues and opens up opportunities that these young people may not have otherwise had, allowing ‘young
people to know that they can enter any career and will be valued regardless of gender’.
Conclusion: ‘Supporting young people to be the best they can be, regardless of their gender’ is the
important message that everyone should be aware of and base their policies off, and this toolkit provides
a framework so that young people know that adults will listen to them.
Education is vital for the future as ‘the more you educate young people, the more they will feel able to
talk about their career goals’ and ultimately reach them – this toolkit helps to reduce barriers faced to
attaining such success.
Contact:
Allsorts Youth Project, Brighton, UK
https://www.allsortsyouth.org.uk/resources/toolkits-booklets-guides
Ryan Gingell – Project Manager, ryangingell@allsortsyouth.org.uk
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Gender Action Plan

The Gender Action Plan sets out a series of actions that colleges and universities across Scotland should
implement into their own gender action plan and outcomes in order to decrease gender imbalance at
their institutions
Target groups:

Colleges and universities

Focus:

To address gender imbalance at subject level

Objectives: The plan was published in August 2016 by the Scottish Funding Council (SFC), motivated by
the need to develop Scotland’s young workforce. It was created to address gender imbalances found
within subjects across colleges and universities and help start changes in infrastructure, policy and
process. The main aim is to tackle gender imbalances within subjects and to have no subjects with over
75% of students of a particular gender by 2030. Particular importance is given to the top ten subjects
where gender imbalances are seen (construction, childcare, mechanical engineering etc.). Male students
at Scottish universities are also underrepresented, so another aim is to increase male enrolment to
47.5% by 2030 (5% less than female students, rather than 15.4% less).
Methodology: Implemented throughout Scotland, it outlines specific actions to tackle these issues,
although the SFC is aware that a wider approach needs to be taken. Institutions must set some of their
annual outcomes with SFC to address gender imbalances within subjects, and develop their own gender
action plan to outline how they will achieve this. This is the standard to which each institution should
be held accountable, but in practice this was difficult to implement as funding is based on all outcomes,
not just the ones that the Gender Action Plan addresses which made monitoring difficult.
Key success factors in the short term are reaching 2021 milestones, as well as reaching the outcomes
each institution set. One of the challenges was meeting the demands of the work, as the SFC lacked the
capacity and resources to support colleges and universities sufficiently. In the first year, they could only
dedicate time to already committed actions, rather than supporting institutions, and holding them
accountable, when they came across barriers: ‘we should have been higher level in what we said in
order to give us flexibility to see how things worked out in practice and be able to adapt our response
accordingly’ (Rachel Adamson, SFC).
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Impact: The plan is applicable to all colleges and universities funded by SFC (all colleges and universities
in Scotland, excluding those privately owned). It was found that some of the subjects the plan focused
on improved at college level but not at university level.
At colleges, 8/10 of the subjects identified with the largest gender imbalance decreased from 2011 – the
two where imbalances grew were construction and IT. The biggest decrease was seen in building
services, where the gender imbalance decreased by 6.2%, followed by engineering by 4.9%, mechanical
engineering by 3.6% and hair and personal care by 2.4%.
The same was not seen in universities, where the gender imbalance of students was second highest since
2011 at 58.5% women and 41.4% men. The same trends can be seen at the subject level where gender
imbalances increased. In 3/4 of the subjects that saw high levels of men, male enrolment increased by
4.6%, 2.3% and 2%. Engineering decreased with 3.2% fewer men enrolled in 2016-17 as opposed to 2011.
For all of the subjects where women are overrepresented, the imbalance also grew, and only remained
the same for teacher training which remained at 81% of students being women.
Regardless of this lack of success, ‘the Gender Action Plan has worked to draw attention at a senior level
to the issues so it has been successful in getting institutions to face gender imbalances in a more joined
up way’. Resources will be needed to develop senior managers as well as fostering a whole institutional
understanding of what tackling gender imbalance means. The plan also highlights at an institutional and
managerial level the need for gender equality.
52
Conclusion: ‘I think for me the key for other projects would be around being more focused on the
outcomes you want to achieve and understand the areas that you do and do not have influence over. In
our Gender Action Plan, we tried to cover all of the issues that people had raised and if we were to do
this again, it would be a shorter, higher level document that said ‘’these are the key barriers that our
institutions are facing, and these are the high-level actions we will take to address them”. This would
have given us more flexibility to respond to their challenges’.
It was found that there is not enough focus on tacking gender inequality in the school system: ‘there are
initiatives to get girls and women into STEM but little research or understanding into the wider cultural
influences behind inequalities’. It is also important to recognise what is meant when a gender group is
underrepresented and this will alter how it is dealt with. For example, one of the most female-heavy
university courses is Psychology, but there is a lack of women professors in Psychology. In this instance,
although there is a high representation of women at undergraduate level, the outcome for women is
poor and lower than for men. Does this have the same priority as computer science, where there are
few undergraduate women and therefore few professors and few working in the industry?
‘If I were to do this differently, I would focus more specifically on the areas we have influence over and
can make a real change in, work with more institutions and carry out more efficient reporting of results
to better support institutions and hold them accountable for their actions’.
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Contact:
Scottish Funding Council, Edinburgh, UK
http://www.sfc.ac.uk/publications-statistics/corporate-publications/corporate-publications2016/SFCCP052016.aspx
Rachel Adamson - Senior Policy and Analysis Officer, radamson@sfc.ac.uk
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Fearless Futures

This is the only UK organisation running multi-week equality and leadership development
programmes for girls in schools
Target groups:

Female students aged 14 to 18 years old, NEET young people, disengaged and
disadvantaged learners, high achievers with low confidence, adults and companies

Focus:

Female student support and motivation

Objectives: The main inspiration for this school programme has been that ‘society does not afford girls
and women the status, opportunities, representation or power that they deserve’. Issues such as the
gender pay gap, women making up over half of the minimum wage workforce and relatively small
numbers of women following STEM careers have driven this scheme. The sessions are delivered by
‘TrailBlazers’ – women who are experts in gender equality and social justice with expert communication
skills and trained in pedagogy - who deliver the sessions in schools. Sessions can also be delivered to
adults and companies: ‘they deal with issues head on, foster a culture of openness and offer support’.
Methodology: Trailblazers run multi-week equality and leadership development programmes for girls in
schools. The two programmes (8-week Peer Power programmes and 13-week Peer Power Multipliers –
which builds on the Peer Power programme) are delivered to groups of 12 girls, so that a safe space is
developed, encouraging deep discussion and supporting confidence building. The programme helps girls
to develop a deeper understanding of gender and its connected inequalities as well as develop
confidence and leadership skills, through the development and delivery of a workshop to younger peers.
The main strength of this programme is that girls and young women are encouraged to learn, critically
think and ‘become comfortable with the uncomfortable’, a needed skill to address ‘the confines of a
world that wasn’t designed for so many of us’ (Alyssa Ordu, Fearless Futures). These sessions are held in
the spirit of learning and participants are motivated to make mistakes in order to grow. A potential
limitation is that these are only for girls and young women when gender equality is an issue for all
genders.
Impact: ‘Courage, Knowledge, Power’: each programme is delivered to a group of 12 girls. In the peer
power programme, they work to create a workshop that will be delivered to up to 36 girls who are
younger than them. In the Peer Power multiplier, as well as creating and delivering a workshop to 36
girls, they will create two more workshops and deliver them to up to 72 girls. This spreads the message
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of what they have learned and develops confidence and leadership skills. The programmes help girls to
enhance their critical thinking, build confidence, grow resilience and refine their leadership abilities.
From participants:
‘I’ve realised the importance of putting my opinion across and that I shouldn’t be afraid to do this’
‘I learnt from the peer workshop that it’s very important to teach others and show them that they are
worth more than they think they are’
‘The programme gave me the ability to critically think about things through a gender lens, and an
intersectional lens, and you cannot un-see that – you notice things every day that demonstrate
inequality’
‘Fearless Futures has made me realise that I am much more capable than I thought I was’
Conclusion:
The sessions empower girls and young women by educating them about gender inequalities in society
and developing their leadership skills.
Contact:
Fearless Futures, London, UK
https://www.fearlessfutures.org/
Alyssa Ordu - Corporate Programmes Manager, alyssa@fearlessfutures.org
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Other examples of good practice
Ladies First

Ladies First! is a project designed to address the work life balance of women across Europe

Target groups:

The main target users of the project products are counsellors/coaches and VET
professionals. The final beneficiaries are women – users of these services who face
issues with achieving their work life balance.

Focus:

To support women in achieving their work life balance, the partnership worked
together to develop the Ladies First! Project, in order to define common strategies to
address women’s work life balance through coaching in Europe.

Objectives: Based on two successful interventions (Work Life Balance in Greek Women Employers in
national/ Greek level and U-Coach! in European/LLL level), within the context of this proposal, seven
partner organisations (Counselling NGOs, research centres and VET providers, companies and social
partners) from six countries (Greece, Cyprus, France, Portugal, Bulgaria and Italy) worked together to
develop the Ladies First! Project, extending their scope beyond the borders of their own countries in
order to define common strategies to address work life balance for women in Europe. Participating
organisations also used European transparency tools such as EQF, ECVET and Europass to promote
transnational mobility, following the recommendations of the Bruges Communiqué, Supporting VET in
Europe.
Methodology:
•
•

•
•

Identified skill gaps, educational factors and successful methodological approaches to deal with
female work life balance coaching (report on current situation)
Enhanced the professional development of Counselling Units and VET educators facilitating the
assessment, validation and recognition of learning outcomes for women’s support and gender
mainstreaming (ECVET Training Curriculum)
Elaborated useful resources to disseminate better understanding of different and innovative
methodological approaches for supporting women towards work life (Handbook)
Designed practical activities, based on the Ladies First! innovative pedagogical approach, to
support counsellors and VET educators in their everyday counselling work and routine with
women (Toolbox)
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•

Designed and implemented an innovative digital space and practical tools addressed to both
counsellors and educators to develop knowledge of different elements related with female work
life balance and support through interactive learning elements (Training Apps and learning
platform)

Impact:
Ladies First! project generated several kinds of impact:
•

•
•
•
•
•

Psycho-Pedagogical impact by generating gender mainstreaming coaching/teaching
approaches, methodologies and tools based on previous research (also in Women Work Life
Balance project which worked as a basis material for this one)
Impact on counselling/training practices of support service units, VET trainers, teachers,
educators and counsellors and their organisations
Impact in terms of improving skills and competences for employability and mobility of direct
beneficiaries (coaches/counselors/educators)
Economic impact through improving preparation for the labour market and matching with new
emerging skills
Technological impact by creating Open Educational Resources available online
Social impact promoting an equal and better labour market integration of beneficiaries in
participant countries

Conclusion: Through the elaborated Handbook, Curriculum and Toolbox VET teachers and trainers,
career practitioners and coaches have been equipped with the necessary theoretical information and
practical tools and instruments to support women in achieving work life balance and negotiating equal
treatment in the workplace and setting their personal and professional boundaries related to their
career development.
Contact:
IEKEP Athens, Greece
http://ladiesfirst.fvaweb.eu
Lilika Tric, Manager
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GET UP

GET UP tackles gender stereotypes in educational and career choices and promotes equality

Target groups:

Direct target groups: Trade union employees and gender experts, HR managers,
directors and employers responsible for HR management both in public and private
organisations, career guidance professionals, teachers and trainers from VET centres,
schools, universities – primarily those in charge of guidance and counselling.
Indirect target groups: young people and adults in transition phases down the
education-training-labour market chain, local, national and European policymakers,
general community.
GET UP concentrates its efforts on improving the competences of key actors in
transition phases, and on integrating skills and competences of HR managers and
employers so as to promote and ensure gender equality at the workplace.

Focus:

Objectives: The main priority of the project is to address the stereotyping of educational and career
choices and to promote gender equality in education, training, career guidance and in the workplace.
Methodology:
• Sound needs analysis conducted through desk research and the organisation of multi-stakeholder
Focus Groups at a national level in each represented country
• Definition of a European Minimum Standard of Competences on Gender Equality (EMSC) - a set
of knowledge, skills and behaviours required to combat gender stereotypes and discrimination in
education, training and in the workplace. EMSC is meant to support the revision of the training
offer available for the above listed professionals, to impact as a consequence on their
performance in the workplace in equally supporting boys and girls, men and women in
transitions.
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•

Medium-term impact assessment at individual and organisation level through the use of a Log
Book for six months after the Transnational Training, adopting the approach of the behavioural
change theories

• Design of Gender Equality Training (GET) training programme – based on the EMSC, and set up of
an online platform with eLearning materials
GET is an original blended-learning programme able to reinforce the required competences of HR
managers and other professionals of transition phases from school to labour market. Structured with
reference to the European Minimum Standard of Competences on Gender Equality (EMSC), it aims at
developing qualified professionals able to concretely improve their performance, practising gender
equality as a key professional competence and not only as an ethical issue.
By completing the training path, the participant will be able to:
- Recognise discriminatory language against women, based on gender stereotypes and bias
- Adopt non-discriminatory language and communication, based on sensitivity and interest
towards gender differences
- Ensure performances and behaviours that combat discrimination and valorise gender differences
- Identify, use and analyse gender-disaggregated data for a more effective decisional support
system
- Reduce gender inequality in the workplace and during the transition phases’ support processes,
promoting affirming actions focused on gender differences value and women and men’s wellbeing
- Encourage and promote the adoption of new strategies for work-life balance at work
Contents and methods
The training path is articulated in three Blocks of competences, aimed at concretely changing
professionals at individual, organisation and societal levels. It is delivered through a blended learning
approach, with an in-person session lasting 1 to 1.5 day(s) and online modules, on a specific platform.
The workshop is based on practical exercises and active learning approaches, through which participants
can learn, share and practice the expected competences, within a friendly and challenging environment.
A) INDIVIDUAL LEVEL BLOCK
Training block focused on the development and/or reinforcement of competences for improving
personal performances with the aim of identifying gender stereotypes, reducing gender discrimination
and promoting the valorisation of differences during the delivery of participants’ individual tasks (e.g.,
interviews, language used in written and oral communication, other forms of one-to-one interaction
process of recognition of prior learning and competences, etc.).
B) ORGANISATION LEVEL BLOCK
Training block focused on the development and/or reinforcement of competences aimed at reducing
gender discrimination and promoting the valorisation of differences within participants’ workplaces,
including organisation strategy and action plans for gender equality. The expected long-term outcome is
a change in the organisational culture and practices.
C) SOCIETAL LEVEL BLOCK
Training block focused on the competences required to identify, collect, monitor and analyse gender
disaggregated data, with the aim of informing the decision making process with relevant information,
both at organisation and societal level.
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• Awareness Raising Campaign, including: creation of three Video Spots on the themes of waste of
talent, gender pay gap and work-life balance; photo contest and poster campaign with the
contest’s most narrative pictures; and Development of a Serious game.
Impact:
• greater cooperation and communication among stakeholders on the issues of gender stereotypes
in education-training transition phases and in the workplace
• defined set of competences and related minimum obligatory training standard for the
professionals involved as direct target groups for the adoption of a non-discriminatory and nonstereotyped approach at the workplace
• improved self-awareness about the role to be played by HR managers in overcoming the gender
gap at the workplace
• systematised information about existing policies and practices to fight gender stereotypes in the
workplace at national and EU level, together with strategies for their effective implementation by
relevant stakeholders
Contact:
UIL – Unione Italiana Lavoro
http://www.getupproject.eu/
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Career Rocket project

The Career Rocket project focuses on respect, opportunities, choice, knowledge, equality and training
High school students, their parents, headmasters, teachers, pedagogical advisors,
Target groups:
career guidance professionals
•

•

Focus:

•

The project helps girls and boys overcome gender stereotypes and choose
alternative and prospective careers, in order to get an equal start in their
professional lives.
Enhances the capacity of teachers and advisors for integrating ideas about
gender equality in the overall school curriculum and to integrate this in the basis
of civic education.
Empowers schools to provide gender neutral and free of stereotypes career
guidance.

Objectives: Observations show that very often stereotypes for ‘men’s and women’s jobs’ influence
career decisions and later cause a gender pay gap, non-paid home work, etc. which increase gender
inequality.
Methodology:
The methodology used in the project includes:
•

Analysis of the school curriculum and elaboration of guidelines for integrating the topic of
gender equality in all subjects, as well as development of tools and methods for training of
teachers, trainers and students. Ex-ante survey of the attitudes of teachers and students
towards gender equality
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•

•
•

Equality training for teachers, trainers and students. Seminars for increasing the capacity of
school governance for the development and implementation of school gender equality policy.
Peer-to-peer training of teachers and students
School career festivals – Girls’ days and Boys’ days
Supporting the culture of gender equality at school through ‘School without stereotypes’
national contest

Impact: Developed methodological guidelines and training materials, conducted training of target
group representatives throughout the country, organised festivals in twelve schools in Northern and
Southern Bulgaria.
Conclusion: Together with teachers in several towns, the project managed to also include parents in
the implementation of the project activities, which was a success, bearing in mind the controversial
public perception of the term ‘gender’. It requires more active field work on a local level in order to
engage the other stakeholders and community members.
Contact:
Gender Project for Bulgaria Foundation www.career-rocket.eu
Diana Georgieva – expert, ddg2006@gmail.com
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Corporate Equality Index

The Corporate Equality Index aims to improve the experience of LGBTQ employees in the workplace
Target groups:

LGBTQ people, employers, advocates, citizens

Focus:

To be a roadmap and benchmarking tool for businesses in the evolving field of lesbian,
gay, bisexual, transgender and queer equality in the workplace.

Objectives: The Human Rights Campaign represents a force of more than three million members and
supporters nationwide. As the largest national lesbian, gay, bisexual, transgender and queer civil rights
organization in the USA, HRC envisages a world where LGBTQ people are ensured of their basic equal
rights, and can be open, honest and safe at home, at work and in the community.
Methodology:
Rating Criteria for the 2019 CEI
1. Workforce Protections (30 points possible)
•
•

Policy includes sexual orientation for all operations (15)
Policy includes gender identity or expression for all operations (15)

2. Inclusive Benefits (30 points possible)
To secure full credit for benefits criteria, each benefit must be available to all benefits-eligible U.S.
employees.
•
•

Equivalency in same- and different-sex spousal and domestic partner medical and soft benefits
(10 each)
Equal health coverage for transgender individuals without exclusion for medically necessary care
(10)

3. Supporting an Inclusive Culture and Corporate Social Responsibility (40 points possible)
•

Three of the following LGBTQ Internal Training and Education Best Practices (10)
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o

•
•

•

A non-discrimination policy, including gender identity and sexual orientation, included
in new hire training
o Supervisors undergo training that includes gender identity and sexual orientation
o Integration of gender identity and sexual orientation in professional development, skillsbased or other leadership training that includes elements of diversity and/or cultural
competency
o Gender transition guidelines with supportive toilet, dress code and documentation
guidance
o Anonymous surveys that allow employees to identify as LGBTQ
o Data collection forms that include optional questions on sexual orientation and gender
identity
o Senior management/executive performance measures include LGBTQ diversity metrics
Employee Group –OR– Diversity Council (10)
Three out of the following Distinct Efforts of Outreach or Engagement to Broader LGBTQ
Community (15)
o LGBTQ employee recruitment efforts with demonstrated reach of LGBTQ applicants
o Supplier diversity programme with effort to include certified LGBTQ suppliers
o Marketing or advertising to LGBTQ consumers
o Philanthropic support of at least one LGBTQ organisation or event
o Demonstrated public support for LGBTQ equality through local, state or federal
legislation or initiatives
o LGBTQ Corporate Social Responsibility
Contractor/supplier non-discrimination standards AND Philanthropic Giving Guidelines (5)

4. Responsible citizenship (-25)
Employers will have 25 points deducted from their score for a large-scale official or public anti-LGBTQ
blemish on their recent records.
Impact: The Corporate Equality Index (CEI) serves as a road map to corporate diversity leaders to help
them stay on top of the evolving field of policies and practices for LGBTQ workers. To stay ahead of the
curve the Index’s criteria is raised each year and additional tools for employers are provided to meet
them.
In 2002, only thirteen businesses received perfect ratings but by 2005, more than 100 businesses had
achieved perfect ratings
Conclusion:
Principles of the Corporate Equality Index Criteria
Rigorous and fair
•
•
•
•

incorporate current best and leading practices achievable
recognise the diversity of U.S. employers, both globally and domestically
are implementable via existing templates, guidelines and other resources
focus purely on the current and future policies and practices the employer controls
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•

measure parity: require businesses to provide equal benefits to LGBTQ employees and their
families rather than penalising businesses if they do not offer certain benefits to any employees

Transparent, objective and comparable
•
•

are quantitatively measurable
are inclusive of U.S. policies and practices, both in their domestic and global operations

Consistent and reliable
•
•

are not a moving target (ratings can typically be compared from year to year), but new questions
and practices are introduced (via CEI survey/report)
provide at least twelve months’ notice of any changes

Contact:
https://www.hrc.org/resources/corporate-equality-index
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Part 3: Gender inclusion in non-partner countries

Across the non-partner European countries interviewed (Denmark, Germany, Norway, France,
Ireland, Portugal and Romania), gender inclusion within VET and society as a whole is viewed as
important, though the focus is primarily on cisgender students’ inclusion on gender atypical training
programmes, rather than trans inclusion. This is particularly the case in countries which explicitly
promote traditional gender roles and where gender diversity is a more sensitive issue, such as
Romania and Portugal. Although gender inclusion is deemed important in all non-partner countries
profiled, there are varying extents to which national policies are in place and training is offered to
teachers to address gender issues within the VET sector. Regardless of these differences, this
selection of non-partner countries all has some existing form of national policy which addresses
diversity and inclusion. However, there are large differences between the extent to which these
policies explicitly refer to gender, and the specific requirements around this.
In Denmark, most gender inclusion policies are focused on
encouraging female students into subjects and careers traditionally
chosen by males, such as IT and the sciences, but little is provided
for male students to encourage them to pursue subjects and careers
traditionally held by females. This may be because there is still some
lingering suspicion associated with men entering certain career
roles, such as caregiving. For example, elderly women may be embarrassed or worried about a man
acting as their caregiver whereas elderly men may be comfortable having a female carer. As a result,
there is less demand in these areas for male employees so less encouragement to pursue these VET
programmes is given. Despite these societal limitations, VET organisations are increasingly preparing
themselves to address and deal with gender issues due to the consensus that gender inclusion is
important and necessary in contemporary society. However, due to training curriculums not
currently including specific gender equality training, VET staff are often not fully prepared to provide
advice and support to students in need.
France places an equal amount of importance on gender inclusion
as Denmark, thought there are more thorough and explicit national
gender inclusion policies in place. All schools in France must
guarantee equal opportunities to students, which obviously
encompasses gender inclusion. Businesses must also ensure that
such inclusion is in place, so a gender balance must be present on
boards of directors and harassment procedures must also be in place. To ensure that all schools
meet gender inclusion requirements, annual budgets are set aside for gender inclusion schemes and
policies, and all teacher training courses include gender equality and inclusion training. Annual
courses are also offered as part of teachers’ CPD to ensure that national standards are met. Out of
the seven non-partner countries researched as part of this report, France currently has the most
extensive gender inclusion policies.
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In Germany, acceptance of people following non-traditional gender
roles and careers is widely accepted and encouraged. This is
exemplified by the Boys and Girls Day which has been running for
twenty years, allowing young people to experience job roles not
traditionally occupied by their gender in an effort to inspire them to
pursue careers they may not have previously considered. It also acts
to promote the development of a gender balanced workforce. There
are still a few issues in training in-service teachers as they are already very busy, so time for genderrelated CPD is hard to fit into their schedule. Additionally, it has been reported that engaging male
teachers in such training is harder as it is not within the traditional male stereotype to self-reflect,
and they still hold more power in the educational system than their female counterparts, so a longer
term strategy is needed to address this.
Even though there are limitations in the training of German teachers as a result of policies, there is
little issue with men following roles traditionally held by women and vice versa. However, there
continues to be a societal issue around trans identities and, therefore, provision for trans learners is
not widely in place. With trans identities being relatively new to mainstream culture, there is very
little knowledge about the topic and people are often unaware of how to fully accommodate trans
learners - this also extends to accepting trans people within traditionally gendered job roles. For
example, our German interviewee provided an anecdote about a trans woman who had to leave her
job as a painter and decorator in order to be comfortably ‘out’, as her identity was not accepted
within this manual industry.
In Norway, there are a variety of policies and schemes in place aimed
at getting students to follow gender atypical careers, but these have
proven largely ineffective. Although girls are pursuing more subjects
and careers traditionally held by men, there are very few boys
pursuing jobs traditionally held by women, despite national
campaigns aimed at encouraging this – for example, getting boys into
nursing and primary school teaching by providing extra academic
credits. One reason may be that Norwegian society remains traditional with social status closely tied
to occupation, and the continuing tradition that women with children tend only to work part-time.
Another reason could be that these policies often refer to general inclusion instead of focusing
specifically on gender. As a result, Norway remains one of Europe’s most gender-divided labour
markets.
One clear statistic displaying this disparity is that roughly 70% of Norwegian university students are
female, while 70% of university professors are male. Although policies that should address such
gender issues are in place, there are no benchmarking tools currently available and no dedicated
members of staff assigned to deal with these issues. Regardless of this trend, society does applaud
those who step out of their comfort zone and challenge social norms in regards to gendered job
roles. However, this does not yet extend to trans people, as they still suffer from discrimination
based on their identity and as a result, experience higher rates of poor physical and mental health,
and higher unemployment rates. These prejudices tend to be subtle and emanate from traditional
societal norms rather than from biases within governmental systems, as legislation is in place to
inform education and careers professionals about gender equality.
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In Ireland, gender inclusion is also a very important topic and so there
are a variety of schemes in place to encourage girls into STEM
subjects, into careers traditionally held by men, and to pursue maledominated apprenticeships. There is less focus, however, on getting
boys into subjects and careers traditionally chosen by females as
there is more of a stigma around this. To further promote gender
inclusion, anti-bullying guidelines based on gender have been developed and are used across the
country, but providing gender equality training to teachers is not mandatory and depends on the
college or school. There is a national requirement to provide equal access to all subjects, preventing
students being discriminated against based on their gender identity. However, there is no
requirement around the availability of subjects within schools so options can be limited – for
example, a boys’ school may not have any kitchens and therefore is unable to offer Food
Technology, while a girls’ school may not have any science labs. As a result, due to there being no
mandatory requirement for these facilities to be in place, gendered career routes may still persist.
These gendered roles may therefore be reinforced by students’ families’ preconceptions and
decisions on where their children should be educated. Although Irish schools have a policy of equal
access to all regardless of gender, our interviewee stated that family background is often the main
driver for students choosing gendered subjects and careers.
Although there are policies in place to increase knowledge about
gender diversity and inclusion in Romania, it is still a very traditional
society with gender remaining a sensitive issue. A recent example of
this is when the nation boycotted a constitutional vote on changing
the definition of what constitutes a ‘family’. This shows that nontraditional ideas around gender and diversity are widely unaccepted
by society and not an issue that people want to focus on. This is also demonstrated by the fact that a
large gender pay gap persists, and that women are paid less in the same roles as men, even if these
are senior roles within companies, and men still hold more senior positions than women. As a
consequence of society not addressing these issues, gender inclusion policies in school syllabuses are
vague and focus heavily on self-reflection and personal aspiration – therefore, the role of gender in
these discussions is implicit. As in Norway, VET is an education pathway predominately followed by
boys, and girls do enter subjects traditionally held by men such as STEM and IT, but boys are not
interested in entering careers traditionally held by women so society remains divided.
Equal opportunities are discussed in relation to socio-economically disadvantaged communities
rather than gender, as talking about such issues is still taboo. Therefore, Romania is not yet prepared
to deal with gender-related issues as support is lacking and teachers and guidance professionals are
unsure who to direct learners to if help or advice is needed. However, there is some progress as a
few courses do aim to address gender stereotypes, but that is as far as it goes. Attitudes are slowly
beginning to change though, evidenced in a recent study by the University of Bucharest about how
gender diversity is represented in teaching materials – imbalances between male and female
images, transgender role models missing etc.
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The content of national policies in Portugal is fairly similar to
Romania, as publicly funded education programmes will usually
include an equal opportunities module, but there is no explicit
focus on gender. Therefore, these issues can be missed out or
provided very little focus. Due to the traditional views held,
trans learners accessing Portuguese VET provision may face
discrimination and prejudice from colleagues, trainers and staff,
as well as other students, with very little existing support in place to help them.
The current state of gender inclusion across these seven non-partner countries does vary, but
indicates that more role models need to be displayed, for both trans people and those pursuing
gender atypical careers. Societal norms still play a key role in the persistence of gendered career
paths across many of these countries, and by displaying more role models, these expectations may
be challenged. There is also a lack of consistent training on gender inclusion policies which has
resulted in a gap in teachers’ knowledge on what to do or who to refer to if gender issues are raised,
with the exception of France. This European-wide knowledge gap is addressed by the Gender+
project, as VET organisations in all of the countries profiled will benefit from the implementation of
the Benchmarking Tool and creation of the Gender Champion HR role.
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Conclusion:
Gender + Charter
A gender positive VET organisation is a tolerant, inclusive and accepting environment in which
students’ gender identity is recognised, protected and supported. All students should be allowed to
identify and express their gender authentically. It is a place where:
•
•

•

•

All stakeholders (teachers, parents, pastoral staff, etc.) respect one another and learn to
work together regardless of their differences
Everyone is taught to recognise and resist stereotypes, not to tolerate mistreatment
(discrimination, stereotyping, teasing, bullying, harassment) based on gender expression or
identity and to protect students, parents, teachers and other staff from discrimination
because of their gender
Proactive education and training is offered to students and staff to help them fully
understand gender diversity. This provides students with an opportunity to explore a greater
range of interests and ideas and discover new talents, training opportunities and career
pathways
Diverse representations of gender are reflected in structural and interpersonal aspects of
the VET organisation, including policies, curriculum, facilities and application forms

Creating a VET organisation that acknowledges and affirms gender diversity requires a purposeful
strategy, which is based on several key elements.
A gender positive VET organisation endorses specific structural approaches (policies, procedures,
etc.) that demonstrate its commitment to recognise and honour the gender diversity of all students.

General policies
Gender positive VET organisations:
•
•
•
•
•
•
•
•

Develop policies/administrative regulations that emphasise gender as an area of diversity
protected and supported by the training centre
Ensure mechanisms which guarantee that the structures representing students are inclusive
of all students, regardless of gender, age, race, ethnicity or origin, religion or belief, sexual
orientation, gender identity or gender expression, as well as health status or disability
Use student information systems which allow families to specify a student’s gender marker,
preferred name and pronouns
Identify staff members who function as leads around gender diversity work or issues
(Gender Champion)
Have gender neutral toilets/facilities that provide options for privacy without stigmatising
any students
Have readily available written materials and information about gender diversity
Have signage/imagery celebrating gender diversity
Present opportunities for all students to take part in decision making about policies that
affect them
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Vocational Education and Training
•
•
•

A gender positive VET organisation provides equal education, training and career
opportunities for all students, regardless of their gender identity
Curricula and training programmes are free from gender stereotypes and discrimination
based on traditional binary roles (for example: typical ‘male/female’ jobs or models)
Create a culture of support so that students’ voices are heard, their talents, interests and
career aspirations are respected, their training and development needs are adequately
supported and their work is valued

Staff training and personal development
•

•

Organise systematic staff training that builds the capacity of teachers and other staff
(administrative staff, advisors, aides, bus drivers, cafeteria etc.) to honour the gender
diversity of all students. The training should improve their understanding of gender diversity,
understand the complexities of gender as well as specific methods to stop gender-based
harassment and bullying, including topics such as biological sex, gender identity, gender
expression, gender diversity, gender inclusion, etc.)
Advisors/psychologists are trained to deal with the topic of gender diversity and to provide
support to students and their families on these issues

Teaching and Training Approaches
Gender positive VET organisations use teaching and learning approaches which instil greater
awareness and understanding about gender. Whether alone or integrated into other aspects of
course delivery, these approaches are the most direct way to impact students:
•
•
•
•
•
•
•
•

Use lesson plans that help students see, appreciate, support and understand one another as
individuals
Use lesson plans that help students identify and tackle gender stereotyping and limits such
as examining mainstream popular culture, advertising, picture books or toys for younger
students etc.
Integrate gender topics into all aspects of the curriculum and invite guest speakers who
work for greater gender equality in education, law or other fields
Use video, books or other media that present alternative ideas about gender and promote
discussion
Assign projects and tasks that include gender-related topics, reading or news
Create space for students to articulate their own understanding and beliefs about gender
Periodically review and update educational programmes with respect to the needs of
students, teachers and making use of the expertise of non-governmental organisations
Provide role models through books – biographies or fictional – that show a wide range of
occupations and achievements for all genders

Communication
Interpersonal communication reinforces the VET organisation’s commitment to gender inclusion.
In a gender positive VET organisation, teachers:
•
•

Recognise the gender diversity of all students
Honour the name and pronouns that a student uses, ensure that all efforts are made for
others (classmates, other staff) to respect and use the students preferred pronouns, and be
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•
•
•
•
•
•
•
•

aware that each student may have a preferred name and gender pronoun that is different
from what is indicated on the student’s records.
Use language that is inclusive of all communities and which does not reinforce traditional
(binary) stereotypes about gender – students or trainees
Challenge limited portrayals of gender and normalise gender diversity
Support processes of reflection
Teach empathy and respect
Develop classroom messages that emphasise ‘all students can…’
Group students in ways that do not rely on gender – table groups, letters in their names,
colours of their clothes etc.
Let students know that their strengths are recognised and that their unique qualities are
appreciated
Encourage students to find activities that they enjoy and that respect their interests. This
helps students develop social connections

Communication with Parents
•
•
•

Support families with gender questioning students. Help parents/guardians see their child’s
strengths – academic, artistic, athletic, dramatic or interpersonal
Hold an evening event for parents and caregivers in the community to help people
understand the importance and complexity of gender identity
With families, share ways to talk about gender that are affirming, inclusive and age
appropriate

Student Records and Student Information Systems
•
•
•

Review parent/guardian forms allowing them to specify their relationship to the student
regardless of gender
Allow families to specify a student’s gender marker, preferred name and pronoun and
ensure this is reflected in all records – attendance records, class list etc.
Ensure privacy for transgender students. Clarify who has access to records

Access to information
•

•
•

•
•

Provide access to information and support to students, teachers and non- teaching staff on
issues related to gender identity and gender expression, including: the introduction of
relevant materials in the library of the educational institution, access to psychological
counselling from a specialist with relevant expertise on minority issues; access to electronic
and printed materials, etc.
Provide support to self-organised groups, such as clubs and interest groups of people from
minorities, including LGBTQ students, teachers, non-teaching staff and parents
Ensure access to a specific person at every VET organisation who would consult students,
teachers and the non-teaching staff on issues related to minorities, and LGBTQ in particular
(Gender Champion), also by means of tools which provide confidentiality and anonymity,
such as email
Cooperate with students, teachers and parents in the implementation of projects and
initiatives which include activities where the administration lacks capacity or expertise
Guarantee that students of all ages receive comprehensive education about their
fundamental rights, equality, freedom from discrimination and the principles of a
democratic society
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•
•

Provide access to materials that educate students on, gender identity and gender expression
in a reliable and constructive way
Place information in publicly visible and accessible locations at VET organisations that is
relevant to gender diverse students, such as events, health or social services, in the form of
flyers, posters, brochures and other materials

Counteracting Bullying
•
•
•
•
•
•

•
•
•

Put into practice policies and strategies for counteracting bullying that openly refer to,
gender identity and gender expression as protected characteristics, as well as prepare
teachers and administration staff at VET organisations to deal with such issues
Introduce standards for responding to bullying at VET organisations, based on best practices,
integrating specific measures and understanding bullying and victimisation of vulnerable
groups, including LGBTQ people
Challenge student comments based on gender stereotypes
Sanction hate speech in public in the name of reinforcing the principles of equal treatment
and acceptance of all vulnerable communities, including LGBTQ people
Ensure supervision of hallways and cafeterias to increase a sense of safety
Ensure timely reaction in removing inscriptions and symbols created by graffiti, posters,
flyers or in any other way, which express hatred based on grounds which have been
protected in the antidiscrimination law; which defame minority groups or promote antidemocratic ideologies
Introduce effective mechanisms for protecting the victims of bullying and violence, giving
priority to ensuring their safety. These mechanisms should involve effective and prohibitive
sanctions for the perpetrators, which aim at correcting their behaviour
Enable all students, including those who are the subject of transphobic bullying, to have
access to support services for victims of violence, including psychological support
Organise a centralised system for the collection of statistical data on bullying, which takes
into account the cases of bullying based on the minority identity of the victim, including
transphobic bullying

Facilities
•
•

If possible, allocate at least one gender neutral bathroom/changing room with options for
privacy that do not stigmatise any students
Allow students the opportunity to share rooms in a dormitory/ hotel during excursions and
sports events, etc. based on their gender identity, with a recognition that any student who
needs extra privacy should be accommodated whenever possible

Dress codes and uniforms
•

Dress codes and uniforms are gender neutral

Visibility and celebration of diversity
•
•

Implement active and publicly visible policies supporting equality and non-discrimination,
embracing the celebration of occasions that are important for minority communities,
including LGBTQ people
The diversity of gender is made visible in textbooks, hallway displays and in everyday
conversation
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Sport (relating to VET programmes which are sports/activity-related)
•

•

Allow transgender students to play sports in their affirmed gender: all young people,
including transgender young people, should be able to participate in recreation sports in
their affirmed gender and have their personal dignity respected.
Allow transgender students to compete at another educational institution: without
violating a transgender student’s confidentiality or privacy, VET leaders and athletic coaches
should communicate with their counterparts at other educational institutions prior to
competitions in which a transgender athlete is participating about expectations for
treatment of transgender student athletes on and off the field. This will include ensuring
access to appropriate changing, showering or bathroom facilities, and to request the use of
preferred names and pronouns by coaches, opponents, officials, announcers, spectators and
media

This Charter was inspired by Gender Spectrum’s Framework for Gender Inclusive Schools and
Welcoming Schools’ Gender and Students: A Place to Begin.
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