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1. INTRODUCTION

This Gender Equality Plan is a result of EDF’s commitment to equal opportunities for women and men through guaranteeing equal opportunities and equal treatment for both sexes and combating all types of gender-based discrimination. 

The plan is drawn up voluntarily and in accordance with Belgian equal opportunities legislation which, in a Royal Decree dated August 12th 1993, obliges businesses to submit an annual report on equal opportunities for men and women. However - and most importantly - this Gender Equality Plan follows the fundamental principles concerning equality for men and women in the European Union, as set out in acquis communautaire such as, inter alia, the Charter of Fundamental Rights and the Lisbon Treaty.
The Treaty of Lisbon establishes the principle of equality between women and men as a common value within the European Union (Article 2, Treaty on European Union). The Union promotes equality (Article 3, TUE) and aims to eliminate inequalities in all its activities (Article 8, Treaty on the Functioning of the European Union).

In this regard, the EU has adopted a two-pronged approach which encompasses both specific programmes and gender mainstreaming. It is a decidedly international issue in terms of the fight to eliminate poverty, to ensure access to education and health services, participation in the economy, decision-making, and equating women’s rights with human rights.  

This Gender Equality Plan also falls within the priority areas set out in the Women’s Charter, which seek to improve women’s status in the labour market, society in general, decision making and positions of power both in the European Union and the rest of the world. The Gender Equality Plan is also a response to European legislation in Member States, such as Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on the implementation of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation, which sets out the need for Member States to adopt suitable measures to enhance equality.
In this respect European organisations play a key role, and the EDF therefore deemed it necessary to draw up this Gender Equality Plan in order to put into practise the provisions laid down in Article 21 of the aforementioned Directive and act as a role model for its member organisations and other third-sector organisations: 
Article 21

Social dialogue

1. Member States shall, in accordance with national traditions and practice, take adequate measures to promote social dialogue between the social partners with a view to fostering equal treatment, including, for example, through the monitoring of practices in the workplace, in access to employment, vocational training and promotion, as well as through the monitoring of collective agreements, codes of conduct, research or exchange of experience and good practice.

2. Where consistent with national traditions and practice, Member States shall encourage the social partners, without prejudice to their autonomy, to promote equality between men and women, and flexible working arrangements, with the aim of facilitating the reconciliation of work and private life, and to conclude, at the appropriate level, agreements laying down antidiscrimination rules in the fields referred to in Article 1 which fall within the scope of collective bargaining. These agreements shall respect the provisions of this Directive and the relevant national implementing measures.

3. Member States shall, in accordance with national law, collective agreements or practice, encourage employers to promote equal treatment for men and women in a planned and systematic way in the workplace, in access to employment, vocational training and promotion.

4. To this end, employers shall be encouraged to provide at appropriate regular intervals employees and/or their representatives with appropriate information on equal treatment for men and women in the undertaking.

Such information may include an overview of the proportions of men and women at different levels of the organisation; their pay and pay differentials; and possible measures to improve the situation in cooperation with employees' representatives.

Furthermore, it is worth pointing out that the culture within EDF does recognise equality between men and women and, in fact, this is reflected in the Forum’s Internal Rules, which holds gender equality to be one of the guiding principles for all aspects of the EDF’s work, including all governing bodies, staff, committees and representation (Article 3). This commitment extends also to the EDF’s Employment Strategy, which includes advancing equal opportunities in terms of gender.

With regard to all of the above and in keeping with EDF’s policy guidelines, as set out in its 2014 Action Plan, this Gender Equality Plan is drawn up with the primary aim of achieving full equality between women and men through actions designed to redress the inequalities which still exist between sexes.

This Gender Equality Plan was initially prepared by the EDF Women’s Committee, which subsequently submitted it to the competent bodies within EDF for final approval.  

2. GENDER EQUALITY COMMITTEE

In order to ensure effective implementation, under this Gender Equality Plan a specific body is set up (the Gender Equality Committee) for the purposes of disseminating the Plan and monitoring and evaluating its implementation. The Committee shall be composed of the Director, the Deputy Director, the Chair of the Women’s Committee and the Gender Policy Officer and shall report regularly on its activities to the EDF Executive Committee. Whenever necessary in the opinion of the Equality Committee, experts may be invited to take part in its proceedings.

3. GENDER EQUALITY PLAN

3.1. Starting point: overview

In order to determine the current situation within EDF with regard to equal opportunities and treatment for women and men, a study was performed taking into account gender, which means considering and focussing on the differences between men and women in all areas of the EDF’s work. This study, while by no means comprehensive, looked at the following areas: organisational culture, policy strategy, organisational structure, external representation, human resource policies, communication policies, economic and financial management and training. The outcomes of the study, for use in formulating the Gender Equality Plan, are summarised in the following diagnosis:

ORGANISATIONAL CULTURE

One of the goals of EDF’s Internal Rules is to promote equality between women and men. However, as yet the Forum’s Constitution (Statutes) and election rules do not include the principle of equality between men and women.

POLICY STRATEGY

Promoting equal opportunities for men and women and achieving gender balance in all areas of the Forum’s work are among EDF’s goals. This has a bearing on the composition of all its governing bodies, its human resources, its committees and its representatives. 

The EDF Women’s Committee has put forward a number of different actions aimed at achieving this goal, including the following: 1st European Conference titled “Recognising the rights of girls and women with disabilities: an added value for tomorrow’s society” in November 2007; the Declaration on the rights of girls and women with disabilities adopted by the EDF General Assembly in May 2008; and the 2nd Manifesto on the Rights of Women and Girls with Disabilities in the European Union - a toolkit for activists and policymakers, endorsed by the EDF General Assembly in 2011. 

ORGANISATIONAL STRATEGY, FUNCTIONING OF THE GOVERNING BODIES AND OTHER POSITIONS 

Based on the principle of parity democracy, it is advisable to work towards gender equality in staff positions and in the composition of governing bodies until such time as parity is achieved. The following tables show the composition of EDF governing bodies and the EDF workforce disaggregated by gender as of 31st December 2013.  

President
	PERIOD
	WOMEN
	MEN
	TOTAL

	1997-1999
	0
	1
	

	1999-2001
	0
	1
	

	2001-2005
	0
	1
	

	2005-2009
	0
	1
	

	2009-2013
	0
	1
	

	2013-2017
	0
	1
	


	
	
	Women
	Men
	Total
	Women %

	INDIVIDUAL POSITIONS
	VICE-PRESIDENT
	2
	0
	2
	100%

	
	TREASURER
	0
	1
	1
	0%

	
	SECRETARY
	0
	1
	1
	0%

	BODIES
	EXECUTIVE COMMITTEE
	5
	6
	11
	46%

	
	Members with portfolio (Vice Presidents, Secretary, Treasurer)
	2
	2
	4
	50%

	
	Members without portfolio
	3
	3
	6
	50%

	
	BOARD
	12
	18
	30
	40%

	SUPPORT STRUCTURE
	PRESIDENT COMMITTEES AND GROUPS
	5
	5
	10
	50%

	
	MANAGERIAL SUPPORT SECRETARY GENERAL
	1
	1
	2
	50%


As regards governing bodies, there is not always a specific item addressing gender issues on the agenda for Executive Committee meetings.  

EDF documentation, such as its Annual Report and its Action Plan, do include a specific chapter addressing gender issues, and gender is also mainstreamed across most of EDF’s activities.

EXTERNAL REPRESENTATION

EDF is a member of the European Women’s Lobby and has enjoyed representation on its Board of Administration for some years now. In this respect, the Chair of the EDF Women’s Committee also takes part in meetings of the European Commission’s High Level Group on Disability on behalf of the EWL. There has also been involvement in several initiatives by the Council of Europe and other events in response to requests from some EDF members for experts in gender and disability. 

Internationally EDF has fostered an exchange of good practises between its Women’s Committee and its counterpart in the Arab Organization of Disabled People. Additionally, EDF has participated in meetings and consultations on women’s issues organised by United Nations - such as for example the Commission on the Status of Women - reporting on the specific situation faced by women and girls with disabilities.   
HUMAN RESOURCE STRATEGY

EDF’s human resource strategy focuses on the individual as the core element and recruitment is based on professional qualifications, experience, involvement and commitment. The following table summarises the key features of the Forum’s workforce broken down by sex:

	
	
	Women
	Men
	Total
	Women %

	TOTAL STAFF
	
	10
	3
	13
	

	CATEGORY
	Management
	1
	1
	2
	50%

	
	Officers
	7
	2
	9
	78%

	
	Administrative
	2
	0
	2
	100%

	
	
	
	
	
	

	TYPE

OF CONTRACT
	Indefinite
	5
	1
	6
	90%

	
	Temporary
	3
	2
	5
	60%

	WORKING HOURS
	Full time (38 hrs)
	9
	3
	12
	70%

	
	Part Time
	1
	0
	
	

	FAMILY RESPONSIBILITIES
	
	2
	0
	13
	16%


ECONOMIC AND FINANCIAL MANAGEMENT

In its budgets and accounts EDF covers the European Women’s Lobby membership fees and funds one meeting per year of the Women’s Committee, participation to events and representation, human resources dedicate to gender equality work, as well as possible publications, trainings, etc. However, gender equality related expenses are not visible as such in EDF budget and accounts despite the recommendations from the Declaration arising from the women’s conference in November 2007 and adopted by the EDF General Assembly in 2008.

EDF follows the financial guidelines imposed by the European Commission, our main funder, as well as the rules imposed on Belgian NGOs, and it is therefore not possible to allocate expenses to gender equality issues. 
However a mechanism should be put in place to evaluate the gender impact when engaging in expenses. 

Furthermore it is proposed to give information on gender related activities and the share of the budget it represents in the activity report and evaluation.

COMMUNICATION STRATEGY

With regard to EDF’s main communication tools, the official web site does include a specific section on women with disabilities. Disability Voice, EDF’s on-line newsletter and the European newsletter on disability, also includes a separate section for women.  

TRAINING

EDF has organised only one training course on gender awareness for its staff members.

3.2. Overarching goal

The overarching aim of this Gender Equality Plan is to achieve real and effective equality between women and men in EDF’s activities, both in terms of representation in policy advocacy work and internally, correcting existing inequalities and preventing potential future imbalance.

3.3. Action areas

In order to achieve this goal, the Gender Equality Plan includes a number of actions to be delivered in the following nine areas: organisational culture, policy strategy, organisational structure and governing body functioning, external representation, human resource policy, sexual and moral harassment, communication strategy, training, and economic and financial management.

3.4. Timelines

The Gender Equality Plan shall remain in force for four years within the new EDF mandate of the governing bodies for the period 2014-2017.

3.5. Budget

The existence of a budget clearly defined in order to carry out the Gender Equality Plan is essential and key to the development of gender equality actions. 

The European Parliament resolution on GB (P5_TA (2003)0323) defines the term as:

"... Gender Budgeting [is] the application of gender mainstreaming in the budgetary process; this entails a gender-based assessment of budgets, incorporating a gender perspective at all levels of the budgetary process and restructuring revenues and expenditures in order to promote gender equality.”

It is necessary to budget the actions that will be included in the EDF Gender Equality Action Plan, and subsequently EDF work programme such as specific actions, mainstreaming actions, studies, human resources dedicated to these.

3.6. Monitoring and Evaluation

The Equality Committee shall be responsible for monitoring the Gender Equality Plan based on suitable measurement indicators set out for each action. Final evaluation shall take place upon completion of the action and on-going evaluation as part of our usual reporting system will be carried out by the Board and the General Assembly in the framework of the Interim and final reports and reviewed by the Executive Committee, following the example of the European Commission Justice DG on Gender Equality that every year evaluates actions taken and improvements made on gender equality.

These monitoring and evaluation measures will make it possible to review the content of the Gender Equality Plan and adjust it during execution if necessary. This Gender Equality Plan is a living document designed to reflect the situation within EDF in real time and to be modified if the circumstances so dictate.

4.
ACTIONS ENVISAGED WITHIN THE GENDER EQUALITY PLAN

4.1 ACTION AREA 1 - ORGANISATIONAL CULTURE

Action 1 - Include gender impact in EDF culture

Goals: raise awareness on gender issues and incorporate the recommendations set out in the ‘Manifesto on the Rights of Women and Girls with Disabilities in the European Union - a toolkit for activists and policymakers’ 

Process: Preparation and dissemination of a toolkit on mainstreaming gender in EDF internal documents which would introduce the recommendations set out in the Manifesto

Person responsible: Gender Policy Officer

Body: Women’s Committee

Timelines: 2015 for the toolkit and 2015-2017 for its implementation
Budget: 
Indicators/monitoring: Availability of the toolkit. Number of dissemination actions that have taken place.

4.2 ACTION AREA 2 - POLICY STRATEGY

Action 1 - Include gender perspective in all EDF policy advocacy proposals

Goals: highlight gender differences in advocacy documentation to improve the situation and incorporate the recommendations set out in the ‘Manifesto on the Rights of Women and Girls with Disabilities in the European Union - a toolkit for activists and policymakers’

Process: each area to introduce the gender perspective

People responsible: governing body members, management and technical staff

Timelines: 2015-2017
Budget: no associated cost

Indicators/monitoring: number of proposals including the gender perspective/total number of actions performed

Action 2 - Initiate EDF advocacy work in public policies on women

Goals: raise awareness of the need to mainstream disability in gender policies

Process: the Women’s Committee and the Gender Policy Officer shall promote EDF advocacy work in women’s policies

People responsible: Women’s Committee members, Gender Policy Officer

Timelines:

Budget:

Indicators/monitoring: number of measures put forward, number of policies studied, number and type of policy advocacy actions performed

Action 3 - Deliver a campaign on the sexual and reproductive rights and liberty of choice of women and girls with disabilities, including forced sterilisation and coerced abortion

Goals: raise awareness regarding the sexual and reproductive rights and liberty of choice of persons with disabilities; prevent violence against women and girls with disabilities in rights violations.

Process: the campaign is to be developed with the support of EDF staff

People responsible: management staff, Chair of the Women’s Committee, Gender Policy Officer and Communications Officer

Timelines: 2016
Budget: As part of additional project funding

Indicators/monitoring: number of dissemination actions

Action 4 - Preventing violence against women and girls with disabilities

Goals: draw up a manual on preventing violence against women and girls with disabilities 

Process: Gender Policy Officer and Communications Officer

People responsible: management staff, Chair of the Women’s Committee, Gender Policy Officer and Communications Officer

Timelines: 2016
Budget: As part of additional project funding

Indicators/monitoring: production of the manual
Action 5 - Deliver a study on equality between women and men in EDF member organisations 

Goals: determine current status and raise awareness of the need to mainstream gender and disability and women’s representation in policy advocacy

Process: questionnaire and in-depth interviews to be carried out

Person responsible: Gender Policy Officer

Timelines: 2017
Budget: As part of project funding

Indicators/monitoring: number of interviews with EDF member organisations, number of replies received
Action 6 - Deliver a study on LGBTI people with disabilities 

Goals: determine current status and raise awareness of the need to mainstream the issues of LGBTI people with disabilities in policy advocacy in cooperation with ILGA Europe
Process: questionnaire and in-depth interviews to be carried out

Person responsible: Gender Policy Officer

Timelines: 2017
Budget: Pending obtaining of additional funding 
Indicators/monitoring: number of interviews with EDF member organisations, number of replies received
Action 7 - Promote setting up and strengthening women’s committees in EDF member organisations 

Goals: enhance empowerment among women with disabilities within the disability movement

Process: awareness among representatives from EDF member organisations through the different channels available

People responsible: Director, Deputy Director, Chair of the Women’s Committee and Gender Policy Officer

Timelines: 2017
Budget: Pending obtaining of additional funding 

Indicators/monitoring: number of new women’s committees or women’s groups set up
Action 8 - Strengthen partnerships with other institutions and organisations of relevance for women and girls with disabilities 

Goals: increase the number of representatives who are women with disabilities in different sectors

Process: a mapping of women´s organisations is made 
in view of ensuring better representation of women with disabilities

People responsible: Director, Deputy Director, Women’s Committee and Gender Policy Officer for the mapping. Executive Committee and Board for decisions.

Timelines: 2015-2017
Budget: Part of EDF work programme

Indicators/monitoring: number of women that represent EDF in other organisations. A mapping exercise is carried out. 
Action 9 - Sectoral conference on women and girls with disabilities to be held every four years

Goals: increase the number of representatives who are women with disabilities in different sectors

Process: contacts with other institutions and organisations

People responsible: President, Director, Women’s Committee and Gender Policy Officer

Timelines:
Budget: This requires a specific budget- additional funding

Indicators/monitoring: number of new partnerships established
4.3 ACTION AREA 3 - ORGANISATIONAL STRUCTURE/ FUNCTIONING/GOVERNING BODIES

Action 1 - Review EDF Constitution to include gender perspective

Goals: Enhance representation and political participation of women in governing bodies and when representing EDF. Apply principle of democratic parity

Process: review EDF constitution and review procedures to encourage participation of women in EDF governing bodies and committees

People responsible: Women’s Committee, Director and Gender Policy Officer, Constitutional Committee, Membership and Credentials Committee

Timelines: as part of the process established in EDF for the review of statutes and internal rules
Budget: no associated cost

Indicators/monitoring: changes introduced in operations through the constitution
Action 2 - Review EDF guidelines for staff recruitment processes including gender perspective

Goals: encourage women to stand for governing bodies and representative positions within EDF, apply principle of democratic parity

Process: gender perspective to be included in the review of staff recruitment guidelines

People responsible: Director, human resources and Gender Policy Officer

Timelines: 2014-2015
Budget: no associated cost

Indicators/monitoring: revision of staff recruitment guidelines including gender perspective
Action 3 - Check list of EDF assembly delegates vis-à-vis gender balance

Goals: fulfil the mandate set out in the EDF constitution

Process: apply the principle of democratic parity when drawing up lists of delegates from each EDF member organisation

People responsible: Management and Gender Policy Officer

Timelines:
Budget: no associated cost

Indicators/monitoring: list drawn up, number of women and men in each delegation

Action 4 - Include a permanent agenda item on gender and disability in annual general assembly/annual conference

Goals: raise the profile of gender issues and awareness of gender

Process: the annual general assembly agenda shall include a permanent item on gender and disability

People responsible: President and Management

Timelines:
Budget: no associated cost

Indicators/monitoring: inclusion on the AGM agenda
4.4 ACTION AREA 4 - EXTERNAL REPRESENTATION

Action 1 - Carry out study on EDF external representation with data disaggregated by sex

Goals: boost women’s participation in representing EDF externally

Process: the Gender Policy Officer shall perform a thorough analysis of EDF’s external representation in different bodies, based on the principle of civil dialogue, to establish the proportion of women and men representing EDF in those bodies

Person responsible: Gender Policy Officer

Timelines:
Budget: no associated cost

Indicators/monitoring: number of organisations in which EDF enjoys representation, number of women and men representing EDF, number of organisations specifically in the field of gender 
4.5 ACTION AREA 5 - HUMAN RESOURCE POLICY

Balancing personal, family and professional lives

Action 1 - Review EDF work rules attached to contracts with information on measures that can be available for reconciling work and family life
Goals: promote personal, family and professional life balance among EDF staff members

Process: amend internal rules governing periods of leave and rest periods and decisions taken on a case-by-case basis

Person responsible: Management

Timelines:
Budget: no associated cost

Indicators/monitoring: number of staff members benefitting from measure, number of requests and number of requests granted.
Action 2 - Introduce measures to increase flexible working arrangements when necessary due to family or personal responsibilities

Goals: enhance personal, family and professional life balance among EDF staff members

Process: amend work rules governing periods of leave and rest periods and decision on a case-by-case basis

Person responsible: Management

Timelines:
Budget: no associated cost

Indicators/monitoring: number of staff members benefitting from measure, number of requests and number of requests granted.
Action 3 - Introduce universally-accessible IT tools to facilitate teleworking (Cloud-based solutions, Dropbox, remote access to networks and files, etc.). Set up video conference facilities in EDF premises for meetings.

Goals: boost telework as a means to facilitate personal, family and professional life balance among EDF staff members

Process: set up IT tools facilitating teleworking and make them available to EDF staff on a case-by-case basis 

People responsible: Management with support from IT staff

Timelines:
Budget: Pending on budget offers and improvement of EDF financial situation 

Indicators/monitoring: number of staff members benefitting from measure, number of requests and number of requests granted.
Action 4 - Introduce clauses with gender perspective in EDF occupational health and safety plan

Goals: raise awareness of gender equality

Process: include gender perspective

People responsible: Management and Gender Policy Officer

Timelines:
Budget: no associated cost

Indicators/monitoring: number of clauses added, actions preformed
4.6 ACTION AREA 6 - SEXUAL AND MORAL HARASSMENT

Action 1 - Introduce a protocol to prevent and report sexual and moral harassment for both staff and elected positions

Goals: prevent situations involving harassment among staff and in representative bodies

Process: draw up a protocol aimed at all EDF staff and representative bodies and including processes and sanctions

People responsible: Management and Gender Policy Officer

Timelines: 2014-2015
Budget: no associated cost

Indicators/monitoring: number of people benefitting from measure, delivery of protocol, dissemination of protocol
4.7 ACTION AREA 7 - COMMUNICATION STRATEGY

Action 1 – Guidelines for use of non-sexist language and images in all EDF communication output

Goals: promote a suitable image of women

Process: The Gender Policy and Communication Officers shall draw up a protocol on the use of non-sexist language and images. Further training material shall also be gathered. This is for use by communication personnel and other staff.

People responsible: Gender Policy Officer and Communication Officer
Timelines: 2015-2017
Budget: no associated cost

Indicators/monitoring: number of beneficiaries, number of materials used, image content
Action 2 - Include the gender perspective in all EDF publications, studies and briefing notes

Goals: apply EDF social rules in the area of gender equality

Process: officers to study all proposals to ensure the gender perspective is included

People responsible: officers
Timelines:
Budget: no associated cost

Indicators/monitoring: number of publications and studies with gender perspective
Action 3 - Review and update internal regulations in all areas of the organisation to ensure equality and non-discrimination for all parties involved, and inform staff.

Goals: achieve full equal opportunities between women and men

Process: Management staff, with support from the Gender Policy Officer, shall study and review all instructions and other internal communications and incorporate the gender perspective. Staff shall be advised in detail of actions performed in the execution of the Gender Equality Plan 

People responsible: Management and Gender Policy Officer
Timelines: 2015
Budget: no associated cost

Indicators/monitoring: number of instructions amended, number of communications issued

Action 4 - Update staff on new developments in the area of equality

Goals: awareness-raising regarding equal opportunities and equal treatment for women and men

Process: The Gender Policy Officer, in co-operation with the Communication Officer, shall keep staff updated on new legislation and other new developments concerning equality

People responsible: Gender Policy Officer and Communication Officer
Timelines: 2014-2017
Budget: no associated cost

Indicators/monitoring: number of communications issued

4.8 ACTION AREA 8 - TRAINING

Action 1 - Training course on gender for EDF staff

Goals: raise awareness regarding the importance of including gender in all areas

Process: deliver the course

People responsible: governing bodies, management and Gender Policy Officer
Timelines: 2015 or 2016
Budget: This involves a budget of approximately 1000-2000 euros according to the number of trainers and if travel costs are required or not

Indicators/monitoring: number of people trained
Action 2 - Training course on gender for Board members

Goals: raise awareness regarding the importance of including gender in decision-making

Process: deliver the course

People responsible: governing bodies, management and Gender Policy Officer
Timelines: 2015
Budget: This could be organised by the women’s committee and be budget neutral

Indicators/monitoring: number of people trained
4.9 ACTION AREA 9 - ECONOMIC AND FINANCIAL MANAGEMENT

Action 1 - Include gender impact in all EDF projects seeking outside funding (public or private subsidies, co-operation agreements, etc.)

Goals: ensure proper implementation of the Gender Equality Plan

Process: include all annual Gender Equality Plan actions in budgeting

People responsible: Management and Gender Policy Officer
Timelines:
Budget: no associated cost

Indicators/monitoring: number of projects
Action 2 - Seek specific funding stream to deliver projects related to gender and disability

Goals: raise profile of gender issues, raise awareness regarding gender issues

Process: The Gender Policy Officer shall carry out a gender impact evaluation

People responsible: Management, Gender Policy Officer and finance department
Timelines: 2014-2015
Budget: no associated cost

Indicators/monitoring: number of projects submitted and funds received
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