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Introduction

This module aims to:

• Provide basic information on equality policies and rights in the workplace.

• Offer a space for reflection on situations of “low intensity” inequality in our day-to-day life and provide tools that support a

positive change.

The information on equality policies and strategies goes beyond the scope of this module, therefore we would like to

suggest you check the links provided in this module.





Unit 1

Policies
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Topic 1: General Framework

The principle of equality and non-discrimination of workers is a fundamental right that is recognised internationally.

EU (European Union) policies, in addition to the specific ones of each EU member state, offer a framework in the

defence of equal rights. Economic independence of women and gender equality have been fundamental principles of

the EU policy since the Treaty of Rome (1957).

● The European Pact for Gender Equality (2011 – 2020) “reaffirms the EU’s commitments to closing gender gaps in

employment, education and social protection, promoting better work–life balance for women and men and

combating all forms of violence against women”.

The main lines of action include:

• Improve the participation of women in the labour market

• Promote female entrepreneurship

• Promote equal pay and reduce the pay gap

• Break the glass ceiling

• Improving employees work – life balance

• Equal treatment of part-time and fixed-term workers

• Gender balance in management positions

https://www.consilium.europa.eu/uedocs/cms_data/docs/pressdata/en/lsa/119628.pdf


● The Gender Equality Strategy 2020-2025 presents policy objectives and actions to make

significant progress by 2025 towards a gender-equal Europe.

The key objectives are:

• Ending gender-based violence

• Challenging gender stereotypes

• Closing gender gaps in the labour market

• Achieving equal participation across different sectors of the economy

• Addressing the gender pay and pension gaps

• Closing the gender care gap and achieving gender balance in decision-making and in politics

The Strategy pursues a dual approach of gender mainstreaming combined with targeted

actions, and intersectionality is a horizontal principle for its implementation.

Gender Equality Strategy Factsheet

https://ec.europa.eu/info/policies/justice-and-fundamental-rights/gender-equality/gender-equality-strategy_en
https://ec.europa.eu/info/sites/info/files/aid_development_cooperation_fundamental_rights/gender_equality_strategy_factsheet_en.pdf


Different international organisations have stated through agreements, treaties and conventions, different lines of action

regarding equality and rights of female workers. These policies underpin the international labour standards.

International Labour Organization (ILO):

● Equal Remuneration for Men and Women Workers for Work of Equal Value, 1951 

● Discrimination in Respect of Employment and Occupations, 1958 

● Workers with Family Responsibilities Convention, 1981

● Maternity protection Convention, 2000 

If you want to expand your knowledge on the subject, we suggest reading 

the “ABC of women workers’ rights and gender equality”, which includes 

an exhaustive description of the main topics on workers' rights.

• You will also find more resources on Equality and Discrimination on the 

ILO website.

http://www.ilo.org/wcmsp5/groups/public/@dgreports/@gender/documents/genericdocument/wcms_114185.pdf
http://www.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_ILO_CODE:C111
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C156
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:::NO:12100:P12100_ILO_CODE:C183:NO
https://www.ilo.org/gender/Informationresources/Publications/WCMS_087314/lang--en/index.htm
https://www.ilo.org/global/topics/equality-and-discrimination/lang--en/index.htm


The United Nations has worked to encourage gender equality: 

● The Convention on the Elimination of All Forms of Discrimination against Women (CEDAW,

1979), included in article 11 show the Rights that States have to guarantee for the elimination

of discrimination against women in the sphere of employment

● The most recent “Transforming our World: the 2030 Agenda for Sustainable Development”

plan in 2015 mentions equality and non-discrimination, goal 5, as an objective that will help

transform our world in a sustainable way

https://www.ohchr.org/en/professionalinterest/pages/cedaw.aspx
https://sdgs.un.org/goals


Explore the resources of your country!

Let’s take a look on the main bodies promoting equality in the FENCE project countries:

● CYPRUS: National Machinery for Women's Rights (NMWR) 

● GREECE: General Secretariat for Family Policy and Gender Equality, Greece

● ITALY: Department of Equal Opportunities at the Presidency of the Council of Ministers

● ROMANIA: National Agency for Equal Opportunities

● SPAIN: Institute for Women and Equal Opportunities

● UK: Equality and Human Rights Commission

https://eige.europa.eu/gender-mainstreaming/structures/cyprus/national-machinery-womens-rights-ministry-justice-and-public-order#:~:text=The%20National%20Machinery%20for%20Women's,of%20gender%20equality%20in%20Cyprus
http://www.isotita.gr/
http://www.pariopportunita.gov.it/
https://anes.gov.ro/
https://www.inmujer.gob.es/
https://www.equalityhumanrights.com/en


Source: https://www.freepik.es/fotos/abstracto
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Topic 2: Main Topics in Spotting Discrimination in the Workplace

Despite the considerable progress that has been made in relation to women's participation in the labour market,

significant inequalities and gaps still persist between women and men:

GENDER PAY GAP

● “The gender pay gap in the EU stands at 14.1% and has only changed minimally over the last decade. It means

that women earn 14.1% on average less per hour than men.

Women in the EU even earned 39.6% less than men overall in 2014. One of the reasons is the fact that on

average women spend fewer hours in paid work than men: Whereas only 8% of men in the EU in 2019 worked

in part-time, almost a third of women across the EU (30.7 %) did so”. (European Commission, 2019)

https://ec.europa.eu/info/policies/justice-and-fundamental-rights/gender-equality/equal-pay/gender-pay-gap-situation-eu_en


The gender pay gap is a consequence of interrelated factors and various inequalities women face in access to work,

such as:

● Direct discrimination. Some women earn less than men doing the same job, although this is a partial explanation

due to the effectiveness of the EU legislation

● The undervaluation of women's work. Women's competencies are sometimes undervalued compared to those of

men. Thus, jobs that require the same skills, qualifications or experience tend to be poorly paid when they are

performed mostly by women instead of men

● Traditions and gender stereotypes, for example the choice of educational paths and, consequently, the

professional careers that girls and women develop. This is reflected in a lower presence of women in scientific and

technical jobs, the jobs with greater social prestige and better pay

Other factors are sectoral segregation, work-life balance or the glass ceiling effect, some of them explained below.



GENDER EMPLOYMENT GAP

● Even if increasing in the last decades, candidate EU countries’ employment and participation rates for women

are still systematically lower than for men. Additionally, the employment rate for women in the EU Member

States is approximately 67%, versus 79% for men (Eurostat, 2018).

● Gender-based segregation in employment is still a problem, with women and men over/under-represented in

various sectors and occupations: “3 in 10 women work in education, health and social work (8% of men), which

are traditionally low-paid sectors. On the other hand, almost a third of men are employed in science,

technology, engineering and mathematics (7% of women), which are higher-paid sectors” (European

Commission, 2018).

● Furthermore, women have difficulties in reaching decision-making positions. Women business owners make up

only 33.2% of self-employed people, and women are still over-represented in lower-paid sectors across the EU.

On the other side, Management boards are dominated by men, in the EU-28, managers are on average twice

more likely to be male (European Institute for Gender Equality, EIGE).

https://ec.europa.eu/eurostat/web/products-eurostat-news/-/EDN-20200306-1
https://ec.europa.eu/info/policies/justice-and-fundamental-rights/gender-equality/women-labour-market-work-life-balance/womens-situation-labour-market_en#gender-segregation-in-the-labour-market
https://eige.europa.eu/gender-mainstreaming/policy-areas/employment


WORKING TIME: PART-TIME WORK AND INVOLUNTARY PART-TIME WORK

● One-third of employed women were working part time (30%) in the EU in 2018, nearly four times the rate for men 

(8%). A similar pattern was observed across all Member States. The highest share of employed women working 

part-time was recorded in the Netherlands (74%), while the lowest share was in Bulgaria (2%). (Eurostat, 2018).

Part-time work is not always a free choice. It also has long-term effects on pay and prospects, including lower 

pensions and increased risk of poverty. 

https://ec.europa.eu/eurostat/web/products-eurostat-news/-/EDN-20200306-1
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RECONCILIATION AND CHILDCARE, UNPAID CARE AND FAMILY RESPONSIBILITIES

● There is a clear link between family responsibilities and women’s and men’s employment rates. According to 

Eurofound (2013), women spend 26 hours per week in unpaid work, against 9 hours for men’.

Eurostat (2018) statistics show that there is a gender gap when it comes to the work interruption for childcare 

reasons: in 2018 (EU-28) a third of employed women had a work interruption for childcare reasons. On the 

contrary, the percentage for men is at 1.3 %.

Work-life balance is not a women’s problem, it is not a private matter, but it concerns the whole of society, involving:

● Public Administrations, through the implementation of public support services and supporting private initiative in 

the aid services sector that facilitate work-life balance

● Companies and Trade Unions, researching and adopting new forms of work organisation

● All genders, through a change of mindset that allows progress in the distribution of family, domestic and care 

tasks, and seeing them as the responsibility of the entire family group.

https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1349en.pdf
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Reconciliation_of_work_and_family_life_-_statistics&oldid=454330#Background


SEXUAL HARASSMENT AT WORK

● In the European Union, 40-50% of women have reported some form of sexual harassment at the workplace

(International Labour Organisation, ILO)

The forms of violence that undermine the principle of equality at work can be psychological, physical or sexual.

Workers' legislation protects against any form of gender violence, but there are types of violence such as

psychological violence that, when practiced with low intensity but continuously, can be difficult to fight. It creates a

hostile work environment with serious repercussions on the workers' health.

Beyond workplace harassment, other types of “mild” violence, such as constant jokes with sexual content, or other

types of pressure such as the perception of job instability or the feeling less valued in the workplace, can be

considered as harassment.

https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---declaration/documents/publication/wcms_decl_fs_96_en.pdf


Module 3- Unit 1- Activities



Photo by Jason Goodman on Unsplash

https://unsplash.com/@jasongoodman_youxventures?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText
https://unsplash.com/@jasongoodman_youxventures?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText
https://unsplash.com/?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText
https://unsplash.com/?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText


Module 3- Unit 1- Activities:

Please, reflect individually, in a pair or in a small group about your personal circumstances and consider the

following questions. Please feel free to write your answers on a piece of paper:

1. Reflect on your current and/or previous workplace(s), how many women or underrepresented individuals can you 

think of who have risen to positions of power (Area managers, governors, CEOs, CFOs)? Consider the industry in 

which this is taking place, is there a dominance of one gender over others?

2. Reflect on the structure of your current and/or previous workplace(s), does the organisation show a gender disparity 

between higher and lower paid roles? Can you think of some of the causes of this disparity, or how it could be 

tackled?

3. Reflect individually on a piece of paper or discuss in pairs, can you think of 5 careers that are often considered 

typically ‘male’ industries and 5 that are typically ‘female’? What are the major differences between them and how are 

these binaries encouraged by society?



Unit 2

Discrimination in the Workplace
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Topic 1: Definitions and Examples

In general terms, gender discrimination at work means that an employee or a job applicant is treated differently

because of their sex and/or gender.

How can we feel discrimination?

1. DIRECT AND INDIRECT DISCRIMINATION

There is direct discrimination. This is when people are treated differently just because their sex. For example,

in their wages and salaries.

There is also direct discrimination in situations related to pregnancy or maternity. For example, if a woman is

denied employment because she is pregnant.

There is also indirect discrimination. This may occur when women and men are treated differently when in a

hiring or working condition that should theoretically be neutral. It is where we see detrimental effects to one of

the sexes. It can occur by providing certain benefits based on gender-biased references, for example the idea of

the “head of the household” (perceived as a male role).



Direct discrimination is easier to detect and fight against than indirect. Indirect discrimination is a common method of

discriminating whilst avoiding the appearance of doing so. This discrimination is not always deliberate, it may be

unconscious.

Recruitment process is a good example on how workers can be discriminated unconsciously.

Let’s look at a case:

Maria is 39-year-old woman. She has been working as computer engineer the last 10 years but lost her job

because the business was taken over by a bigger corporation and staff was reduced. She is well prepared and

highly accredited, but she has not been called for many job interviews despite the numerous job applications

she applied for and her efforts at the recruitment offices. She is worried because her colleagues of the same

age and preparation are getting back to the labour market. She is married and has a 10-year-old kid.

What do you think are the key factors that influence Maria’s difficulties with employment despite the legal provisions

of anti-discrimination at work? How do you think the situation can be solved?



Let’s reflect on Maria’s case:

Maria's case might be an example of unconscious discrimination in the selection processes. A male or female 

candidate is rejected for reasons such as age, sex or family responsibilities despite being just as prepared as 

others.

Some methods that can jointly help to avoid unconscious discrimination:

○ The blind CV: a CV that does not include a name or surname, gender, age or a photograph

○ The training of the recruitment staff to raise awareness on their own stereotypes and bias

○ A review of job offers to identify targeted adverts with jargon or “male” orientated words in the text that 

decrease the applications of women



Watch the following video to observe some examples of gender bias in the workplace: 

Video source: https://www.youtube.com/watch?v=MmAOzZyaHMo&t=2s

http://www.youtube.com/watch?v=MmAOzZyaHMo
https://www.youtube.com/watch?v=MmAOzZyaHMo&t=2s


The following video offers a how-to guide on gender equality in the workplace:

Video source: https://www.youtube.com/watch?v=iFXQkYekwSc&t=4s

http://www.youtube.com/watch?v=iFXQkYekwSc
https://www.youtube.com/watch?v=iFXQkYekwSc&t=4s


Topic 2: What are My Rights?

Every EU worker has certain minimum rights relating to:

● Health and safety at work: general rights and obligations, workplaces, work equipment, specific risks and

vulnerable workers

● Equal opportunities for women and men: equal treatment at work, pregnancy, maternity leave, parental leave

● Protection against discrimination based on sex, gender, race, religion, age, disability and sexual orientation

● Labour law: part-time work, fixed-term contracts, working hours, employment of young people, informing and

consulting employees

Individual EU countries must make sure that their national laws protect these rights laid down by EU employment

laws (Directives).

https://ec.europa.eu/social/main.jsp?catId=82&langId=en

http://europa.eu/legislation_summaries/employment_and_social_policy/index_en.htm
https://ec.europa.eu/social/main.jsp?catId=82&langId=en
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What are the worker rights (and organisation’s duties)?:

● To work in a safe, discrimination-free environment 

● To talk about or speak out against gender discrimination at work, whether it is happening to you or to 

someone else.

● To have fluent and open communication channels with your employer or the responsible department for 

reporting on any company policy, practice, or manager that is discriminatory or engaging in discrimination 

● To report the discriminatory behaviour (or policy) to HR or your boss.

● To not receive retaliation for taking these steps



Source: https://www.freepik.es/fotos/personas

https://www.freepik.es/fotos/personas


Topic 3: Discrimination and Challenges in the Workplace

“Gender stereotypes are a root cause of gender inequality and affect all areas of society. Stereotypical expectations

based on fixed norms for women, men and LGBTQAI+, limit their aspirations, choices and freedom, and therefore need

to be dismantled. Gender stereotypes strongly contribute to the gender pay gap. They are often combined with other

stereotypes such as those based on race or ethnic origin, religion or belief, disability, age or sexual orientation, and this

can reinforce stereotypes’ negative impacts”.

A Union of Equality: Gender Equality Strategy 2020-2025

https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52020DC0152


None of us are free from categorising people according to certain stereotypes. We were raised with them, since

stereotypes are a tool to build social groups. But this tool is often unhelpful and wrong. They inform us about social

groups in which individuals are ascribed but not about the individuals themselves.

Self awareness and critical thinking are the best tools for not confining people to “small boxes”.

We suggest the reading of the following articles to reflect on this subject:

Gender Stereotypes and the Biases They Foster Against Women in the Workplace

Tackle gender stereotypes at work to have better inclusivity

How Gender Stereotypes Kill a Woman’s Self-Confidence

https://andieandal.com/gender-stereotypes-biases-foster-women-workplace/
https://diversityq.com/tackle-gender-stereotypes-at-work-to-have-better-inclusivity-1507329/
https://hbswk.hbs.edu/item/how-gender-stereotypes-less-than-br-greater-than-kill-a-woman-s-less-than-br-greater-than-self-confidence


Module 3- Unit 2- Activities
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Please, reflect individually, in a pair or in a small group about your personal circumstances and consider the 

following questions. Please feel free to write your answers on a piece of paper:

1. Reflect individually on a piece of paper about the language of job advertisements, can you think of some examples of 

words that may attract male job-seekers and discourage female candidates? Have you experienced this feeling of 

intimidation yourself?

2. Reflect on your current and/or previous workplace(s), have you completed or come across training for recruitment 

staff in dismantling gender stereotypes and bias from the recruitment process? Would your organisations benefit 

from such training?

3. Reflect individually on a piece of paper or discuss in pairs the use of blind CVs, what kind of biases and prejudices 

could this eliminate from the initial recruitment process?

Module 3- Unit 2- Activities:



Unit 3

Strategies for Change
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Topic 1: Positive Actions and Gender Mainstreaming

● Positive actions refer to the policies and programmes specifically aimed at women to prevent or compensate

for the disadvantages they experience in the labour market. They are effective in the short term but these

measures, by themselves, do not prevent inequality from reappearing when the action ends.

Let’s see some examples:

To balance the presence of women and men within labour insertion programmes or the introduction of training

courses aimed at underrepresented genders to fill a sectoral gap.



● Gender mainstreaming is the systematic consideration of the differences between the conditions, situations

and needs of women and men in all policies and actions (1).

This approach began during the 1990s (2) when it became clear that gender equality strategies needed to go

further than just positive actions to yield long-term results and produce structural changes.

At an organisational level, it involves (3):

1. An acknowledgement that gender is a mainstream issue and gender equality must be a shared primary

goal for everyone in the company

2. An analysis of the organisation’s current efforts in key departments

3. After the assessment, setting a plan and broadening the company commitments

4. Monitoring and reporting to check progress

(1) https://eige.europa.eu/thesaurus/terms/1185

(2) Beijing Platform for Action, UN 4th World Conference on Women (1995). European Commission. Communication ‘Incorporating equal 

opportunities for women and men into all Community policies and activities’ (COM(96)67final).

(3) Adapted from https://www.bsr.org/en/our-insights/blog-view/five-steps-for-companies-to-make-gender-equality-mainstream

https://eige.europa.eu/thesaurus/terms/1185
http://eige.europa.eu/rdc/library/resource/aleph_eige000002552
https://www.bsr.org/en/our-insights/blog-view/five-steps-for-companies-to-make-gender-equality-mainstream


There is an intense debate on whether positive actions and gender mainstreaming are actually effective

for improving gender equality, but both strategies are complementary at an implementation level and

individuals have reported positive effects.

There are many online resources concerning the implementation of gender mainstreaming in the

workplace and we suggest reading the following guides:

● GENDER INSTITUTIONAL TRANSFORMATION TOOLKIT (EIGE, European Institute for Gender

Equality)

● GUIDE TO GENDER MAINSTREAMING (Swedish Institute)

The next sections of the unit offers examples in two of the related topics: parenthood and the

improvement of work life balance and strategies for preventing sexual harassment in the workplace.

https://eige.europa.eu/gender-mainstreaming/toolkits/gender-institutional-transformation/gender-mainstreaming-guide-organisational-change
https://si.se/app/uploads/2019/06/guide-to-gender-mainstreaming_digital-folder_eng.pdf


Source: https://pixabay.com/es/

https://pixabay.com/es/


Topic 2: Strategies for Parenthood and for the Improvement of Work 
Life Balance

The main strategies for reconciliation and parenthood focus on:

● Flexible working for employees: from standard part-time working to

compressed hours, term-time working, job share, annualised hours, mobile

working and working from home

● Training and guidance on parental leave policies and procedures for HR

departments. Clarification on rights and responsibilities regarding workplace

adjustments following parental leave

● Support: improving maternity provisions (relief funds), transition to full

workload and specific support for employees after returning from maternity

leave

● Institutional campaigns for change attitudes about women’s and men’s roles

in the family

● Campaigns to normalise and support same-sex couples to reduce

discrimination.

These strategies can target specific groups when necessary for example, women, men, non-

binary folk and members of the LGBTQIA+ community.
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https://eige.europa.eu/gender-mainstreaming/good-practices?section%5b0%5d=629
https://eige.europa.eu/gender-mainstreaming/good-practices?section%5B0%5D=629


CASE STUDY: B3- The UK Government Equalities Office example of Flexible Working to Support Parents

‘Increasing numbers of staff were becoming parents, and we wanted to make sure they were able to return to work on a 

flexible arrangement and continue to progress their careers. In addition, as an employer that supports and recruits from the 

local community, we wanted to support parents wishing to balance home and employment and other commitments, and to 

benefit from this part of the labour market.’

● Action taken

‘We launched a flexible working policy that enabled all staff to apply to work flexibly and advertised all vacancies as being

open to flexible working. We also set up a “flexible workers” network group which is led by our Chief Executive, to address

any concerns and to ensure we are inclusive.’

● Results… CLICK FOR FURTHER READING

Retrieved from Think, Act, Report, Government Equalities Office, UK

https://www.gov.uk/government/case-studies/think-act-report-b3
https://www.gov.uk/government/publications/think-act-report/think-act-report
https://www.gov.uk/government/publications/think-act-report/think-act-report


CASE STUDY: The International Labour Office’s example of Sexual Harassment in the workplace

“Broadly speaking, sexual harassment in the workplace includes any unwelcomed sexual advances or verbal or physical

conduct of a sexual nature, acceptance of which is explicitly or implicitly made a condition for favourable decisions

affecting one’s employment, or which has the purpose or effect of unreasonably interfering with the individual’s work

performance or creating an intimidating, hostile, abusive or offensive working environment.”

Sexual harassment may consist of:

• Insults, remarks, jokes and insinuations of a sexual nature and inappropriate comments on a person’s dress,

physique, age or family situation

• Undesired and unnecessary physical contact such as touching, caresses, pinching or assault

• Embarrassing remarks and other verbal harassment

• Lascivious looks and gestures associated with sexuality

• Compromising invitations

• Requests or demands for sexual favours

• Explicit or implied threats of dismissal, refusal of promotion, etc. if sexual favours are not granted

Retrieved from ABC of women workers’ rights and gender equality. ILO, 2007

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_087314.pdf


Sexual harassment is a potential threat not only to workers but also to enterprises.

As well as the protection against sexual harassment accorded in many countries under the constitution and/or specific

legislation, organisations are in the best position to prevent sexual harassment in the workplace.

Some tips to prevent sexual harassment:

● Develop an effective anti-harassment policy

● Engage the staff and raise awareness about what harassment means, the policy of the organisation, 

how it can be reported and the consequences of breaching the policy

● Assess and monitor working conditions to reduce risk and early detection

● Set a reporting system that allows workers to raise an issue either anonymously or named 

● Set a monitoring system that ensures complains are adequately addressed or solved

● Provide training to staff when necessary

Among the online resources available, we recommend the detailed explanation on 

this guide from the Equality and Human Rights Commission, UK.

https://equalityhumanrights.com/sites/default/files/preventing-sexual-harassment-at-work-guide-for-employers.pdf


Source: Photo by Sharon McCutcheon on Unsplash

https://unsplash.com/@sharonmccutcheon?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText
https://unsplash.com/s/photos/gay-family?utm_source=unsplash&utm_medium=referral&utm_content=creditCopyText


Topic 3: Strategies for Preventing Sexual Harassment

CASE STUDY: What do you think about this work situation? 

1. Ana was transferred to a new location in her company. Her new supervisor is friendly and helps her get familiar with the 

office. After a few days, when no one else is around, he comes over to her work area to chat about his sexual 

preferences. He continues talking and says he is glad she joined the staff because, unlike the others, she is “easy on the 

eyes.”

Do you think the supervisor harassed Ana? What would you do in this situation?:

○ You express your discomfort to your supervisor, but you do not do anything else because he only passed the limits 

being friendly. This is not harassment

○ You feel very offended because you and the other women in the workplace are being evaluated on your looks and 

not by your competencies

○ You file a complaint about this behaviour, although anonymously, because you do not know how this can affect your 

new job location
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Module 3- Unit 3- Activities
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Please, reflect individually, in a pair or in a small group about your personal circumstances and consider the 

following questions. Please feel free to write your answers on a piece of paper:

1. Reflect on your current and/or previous workplace(s), were you made aware of the organisation’s gender 

mainstreaming strategy? Can you think of any company commitments you would like to be included in a 

gender mainstreaming strategy?

2. What strategies or provisions would you like to see at your current organisation to improve the support for new 

parents? (This could consider work adjustments, parental leave and returning to a full work load).

3. Reflect individually on a piece of paper or discuss in pairs. Can you think of any provisions or support systems 

that could help employees feel more comfortable reporting incidences of sexual harassment at work?

Module 3- Unit 3- Activities:
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All audio-visual material was accessed freely from free online stock image platforms and/or YouTube and apply 

fair use laws without intention to breach any copyrights. If you feel that copyrights were violated, kindly contact 

us at https://fence-project.eu/contact/ to resolve the matter in a restorative justice manner. 
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