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TThhee TToooollkkiitt PPrroojjeecctt
TThhiiss pprroojjeecctt –– mmaaddee ppoossssiibbllee tthhaannkkss ttoo ffuunnddiinngg ffrroomm UUnniioonn ttoo UUnniioonn
–– iiss nnoott jjuusstt aabboouutt rreeccoorrddiinngg tthhee ccuurrrreenntt ssiittuuaattiioonn ffaacciinngg wwoommeenn jjoouurr--
nnaalliissttss iinn CCeennttrraall aanndd EEaasstteerrnn EEuurrooppee,, bbuutt iiss aabboouutt eexxpplloorriinngg bbeesstt
pprraaccttiicceess ffrroomm aaccrroossss tthhee wwoorrlldd aanndd pprroovviiddiinngg rreeccoommmmeennddaattiioonnss
aanndd rreessoouurrcceess ttoo hheellpp uunniioonnss aanndd aassssoocciiaattiioonnss ddeevveelloopp aa nneeww
aapppprrooaacchh ttoo aa nnuummbbeerr ooff kkeeyy iissssuueess -- iinnccrreeaassiinngg wwoommeenn’’ss ppaarrttiicciippaa--
ttiioonn iinn uunniioonnss aanndd lleeaaddeerrsshhiipp ppoossiittiioonnss,, hhaannddlliinngg iinnttiimmiiddaattiioonn,, bbuullllyy--
iinngg aanndd hhaarraassssmmeenntt,, aanndd pprroommoottiinngg ggrreeaatteerr wwoorrkk//lliiffee bbaallaannccee.. 

AAllll IIFFJJ aaffffiilliiaatteedd uunniioonnss aanndd aassssoocciiaattiioonnss aaccrroossss tthhee rreeggiioonn wweerree
ggiivveenn tthhee ooppppoorrttuunniittyy ttoo ppaarrttiicciippaattee tthhrroouugghh aa qquueessttiioonnnnaaiirree eexxaammiinn--
iinngg bbootthh tthhee ccuurrrreenntt ssiittuuaattiioonn aanndd wwhheetthheerr tthheeyy hhaadd tthheeiirr oowwnn bbeesstt
pprraaccttiicceess ttoo sshhaarree,, aass wweellll aass eeaacchh ccoouunnttrryy''ss ssoocciiaall//ccuullttuurraall ccoonn--
ssttrraaiinnttss aanndd ssttrreennggtthhss..

RReeccoommmmeennddaattiioonnss aanndd rreessoouurrcceess hhaavvee bbeeeenn ggaatthheerreedd ffrroomm aa wwiiddee
vvaarriieettyy ooff ssoouurrcceess,, iinncclluuddiinngg ootthheerr uunniioonnss,, gglloobbaall uunniioonn ffeeddeerraattiioonnss,,
IITTUUCC,, EETTUUCC aanndd ootthheerr llaabboouurr aanndd jjoouurrnnaalliisstt oorrggaanniissaattiioonnss,, aass wweellll
aass tthhoossee tthhaatt ssppeecciiaalliissee iinn ddeeaalliinngg wwiitthh ggeennddeerr--bbaasseedd vviioolleennccee aanndd
hhaarraassssmmeenntt iissssuueess,, bbootthh wwiitthhiinn aanndd oouuttssiiddee tthhee rreeggiioonn..

IItt iiss cclleeaarr wwhheenn rreeaaddiinngg tthhee ssnnaappsshhoottss ooff eeaacchh ccoouunnttrryy tthhaatt tthheeyy aarree
ffaarr ffrroomm hhoommooggeennoouuss iinn tthheeiirr ggeeoo--ppoolliittiiccaall ccoonntteexxttss,, mmeeddiiaa aanndd
uunniioonn ssyysstteemmss,, lleevveellss ooff eemmppoowweerrmmeenntt oorr tthhee iinneeqquuaalliittyy ffaacceedd bbyy
wwoommeenn.. TThheerreeffoorree,, tthhee bbrreeaaddtthh ooff tthhee mmaatteerriiaall aatttteemmppttss ttoo rreeccooggnniissee
aanndd aaddddrreessss tthhee wwiiddee rraannggee ooff ssiittuuaattiioonnss..

TThhiiss ttoooollkkiitt,, iinnddeeeedd nnoo ttoooollkkiitt,, ccaann hhaavvee aallll tthhee aannsswweerrss.. EEaacchh ssiittuuaa--
ttiioonn iiss uunniiqquuee,, eeaacchh ssttrruuggggllee ttoo aacchhiieevvee ggrreeaatteerr eeqquuaalliittyy hhaass iittss oowwnn
cchhaalllleennggeess aanndd ooppppoorrttuunniittiieess.. OOuurr hhooppee iiss tthhaatt tthhiiss ccoonnttrriibbuuttiioonn
hheellppss ttoo ssppaarrkk ddeebbaattee,, eennccoouurraaggee wwoommeenn jjoouurrnnaalliissttss aanndd tthheeiirr
uunniioonnss ttoo ggeett oorrggaanniisseedd aanndd ttoo pprroommoottee aanndd wwiinn ccrruucciiaall rreeffoorrmmss iinn
tthhee ssttrruuggggllee ttoo aacchhiieevvee eeqquuaalliittyy aanndd rriigghhttss..

MMiinnddyy RRaann
IIFFJJ GGeennddeerr CCoouunncciill CCoo--CChhaaiirr
MMaarrcchh 22001188

The Toolkit Project



Methodology: 
A questionnaire was developed which included specific questions on

women’s participation and leadership positions in the unions, existence of
gender working parties or councils, policies and procedures in place (or

not) to deal with gender based violence and harassment, collective bargain-
ing, and laws and protections around work/life balance. Unions were also

invited to share their own best practices. The questionnaire was sent to
unions and associations in 23 countries in CEE and  neighbouring countries. 

Other sources, listed below, were included to give an impression of the
environment in which the unions operate and the cultural/social indicators
around women’s empowerment, participation and experience of violence.

Sources and Key:
-- Questionnaire 
-- United Nations Development Programme/Human Development
Reports 2016: Gender Inequality Index (GII)
-- Global Media Monitoring Project, (GMMP)Who Makes the News, 2015 
-- ILO, Technical Brief, Social Dialogue Indicators, (proportion of total
employment) Trade union density (TUD) and collective bargaining cover-
age (CBC), International Statistical Inquiry, Susan Hayter, Valentina
Stoevska 
-- European Institute for Gender Equality's (EIGE) calculation of percent-
age of women having experienced physical and/or sexual violence since
age 15 (does not include harassment or bullying, EU only)

Published by International Federation of Journalists with support from Union to Union



Country Profile

AArrmmeenniiaa
GGeennddeerr IInneeqquuaalliittyy IInnddeexx:: RRaannkk 6611,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 1100..77%%,, LLaabbour Participation 54.9%; ILO TUD
2277..44%%,, CCBBCC 1100..33%%.. 

UUnniioonn ooff JJoouurrnnaalliissttss ooff AArrmmeenniiaa -- UUJJAA
The majority of journalists in Armenia are women and more than 50% of UJA's membership are women.
However in leadership/decision making positions in the industry, the majority are men. The union leadership
consists of 6 men and 3 women. Until now, they have had no outreach or programmes to increase women’s
participation, nor have they had anyone focusing on gender issues, but would be open to setting up a working
group.

In terms of dealing with gender-based violence, harassment and bullying, there are three laws that apply:
Article 6 of Constitution, Article 3 of Labour Code and Article 113 of the Criminal Code, but there are no pro-
visions dealing with online abuse and the union does not have a reporting system, policy or support mecha-
nisms in place to deal with gender-based violence, harassment or bullying, nor do they have collective bargain-
ing agreements covering any of these issues.

‘Armenia is often described as a conservative society with deeply rooted gender stereotypes. There is covert
discrimination against women, as well as tolerance towards various forms of gender based violence. As a
result, women are ashamed to speak out about sexual harassment in the workplace and do not apply to the
relevant authorities, nor speak about it to their relatives or friends.’ 

WWoorrkk//LLiiffee BBaallaannccee:: Article 35 of the Armenian Constitution provides that “dismissal for reasons connected with
maternity is prohibited. Every female employee during pregnancy and childbirth has the right to paid maternity
leave and parental leave.” Pay remains at the full rate during this period (between 140 and 180 days) and
the father of the child, stepmother, stepfather, or any relative who in charge of childcare may request leave
until the child is three years. It is prohibited to employ pregnant workers in hazardous conditions.

‘Even though the RA legislation (and UN and EU conventions, such as CEDAW) clearly state the principle of
equality between women and men, violation of women’s rights and discrimination continues. To date, there
are cases of domestic violence, horizontal and vertical segregation against women in workplace, lack of
women in senior management and other cases. The existence of such cases is evidence of the need for contin-
uous and coordinated action.’ 



Best Practice

abboouurr PPaarrttiicciippaattiioonn 5544..99%%;; IILLOO TTUUDD
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ITUC Action Programme
On Achieving Gender

Equality in Trade Unions
‘Trade unions have a history in the
struggle for social and economic

rights, equal opportunities and human
dignity. We believe in parity between
women and men in every workplace,
at all levels of society, and in trade
unions themselves. Since its estab-

lishment, the global trade union
movement has achieved huge

progress in developing standards for
gender equality. But there is still

much to be done to ensure stronger
mainstreaming of gender issues,
greater consistency across policy

areas, improved awareness of gender
perspectives, and fairer distribution of
resources. Gender mainstreaming is
an organisational strategy to achieve

and maintain gender equality and
women’s empowerment.’

https://www.ituc-csi.org/ituc-action-
programme-on-achieving



Country Profile

AAzzeerrbbaaiijjaann
GGIIII:: RRaannkk 6688,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 1166..99%%,, LLaabboouurr
PPaarrttiicciippaattiioonn 6611..99%%;; IILLOO TTUUDD 2277..44%%,, CCBBCC  1100..33%%.. 

JJoouurrnnaalliissttss’’ TTrraaddee UUnniioonn AAzzeerrbbaaiijjaann,, JJUUHHII

There are a total of 295 members, including associate members,
with 132 women. Women occupy 40% of jobs in the media but only
10% of leadership positions. JUHI has 10 men and 7 women in
decision-making positions. The union has developed a handbook on
the status of women in media and continuously monitors the situa-
tion as a form of outreach. They also have a gender working group
of 6 members.

There is no specific law against bullying and (sexual) harassment in
the workplace, but the issue is covered in the Labour Code, while
online abuse and harassment is considered equal to that in ‘real
life’ and covered by the Criminal Code. While there have been sev-
eral cases, there has been a lack of enforcement. The union does
not have its own reporting system or support policy, but their
Gender Working group is active in addressing this issue. Collective
bargaining agreements do exist, but do not cover gender-based vio-
lence nor maternity or paternity leave.

Currently there are only legal protections for maternity leave - plans
to include paternity leave are being proposed to Parliament. The
National Labour Code ensures job retention and continuous salary
during maternity leave. 
There are important social and cultural factors which impact on
women’s participation and access to leadership positions, in particu-
lar attitudes on the Importance of family life mean workplaces must
take work/life balance issues in to account. Unfortunately, these
same attitudes mean that women are often in a secondary position.
JUHI campaigns to secure the inclusion of gender-related issues in to
individual and collective agreements and proposes reforms to the
National Labour Code.



ITUC Stopping Sexual harassment at work
This brochure provides tools and guidelines to strengthen and
reinforce trade union policies and actions to STOP Violence
Against Women. Each year the ITUC in cooperation with the
Global Union Federations (GUFs) plans initiatives and activities
to place this topic high on the agenda of trade unions, employ-
ers and governments.
25 November, United Nations International Day for the
Elimination of Violence against Women, is an ideal opportunity
for a collective and united trade union response in which we say
NO to violence against women. Violence against women must
be wiped out in our homes, societies and the workplace if
women are to have equal opportunities to access Decent Work
and a Decent Life.’

https://www.ituc-csi.org/stopping-sexual-harassment-at-
work

Best Practice



Best Practice

The case of Ireland

‘The Irish Human Rights and Equality Commission has intro-
duced a range of practical resources to raise awareness
amongst employers. The Equality Benefits Tool (2010)13
gives specific guidance to public and private sector employ-
ers on creating equality and a positive working environment,
including the prevention of harassment and sexual harass-
ment and to enable public and private sector organisations
to realise the benefits “of investing in equality for your
employees”. 

It sets out tools to develop best practice at three levels,
which are included as part of a model for Employment
Equality Audits. With regards to sexual harassment and
harassment, this includes the following examples of good
practices at three levels: 
rr • Level 1: A code of practice to prevent harassment and
sexual harassment is in place with clear guidelines as to
how staff should behave and how allegations will be investi-
gated and proven cases addressed. 
rr • Level 2: Personnel with responsibility for implementing
the code of practice receive equality training. The number of
allegations, if any, is monitored across some of the equality
grounds 
rr • Level 3: The number of allegations, if any, is monitored
across most of the equality grounds. Management make a
clear statement that harassment and sexual harassment will
not be tolerated. 

ICTU runs 3-day national training courses for workplace rep-
resentatives on bullying and harassment several times a
year. The courses set out the legal framework on bullying 

and harassment and how to negotiated and implement work-
place procedures for dealing with bullying and harassment.
Courses on bullying and harassment are also run by the
Education, Training and Organisational Services (ETOS)
which is the training provider for the Technical, Engineering
Union (TEEU) and by the Trade Union Skillnet, which is a
network of ICTU affiliates in the private sector. The latter run
regular one-day courses with a focus on how to act
assertively and deal effectively with unwanted behaviour,
how to communicate effectively and deal with difficult peo-
ple and situations, and how to manage and prevent aggres-
sion and violence.

r 3.6 Recommendations from unions 
1. • A renewed emphasis should be given to sexual harass-
ment at work and to implementing the guidelines contained
in the Code of Practice on Sexual Harassment and
Harassment at Work. 
2. • Research and monitoring of workplace policies, includ-
ing documenting good practices agreements and policies in
the workplace, is needed to help raise awareness. 
3. • Training programmes on bullying and harassment must
ensure that there is a gender-dimension that addresses the
causes and impacts of sexual harassment at work. 
4. • It is important that sexual harassment is identified as a
core workplace health and safety risk, and that training is
provided to negotiators and workplace representatives on
how to prevent and tackle sexual harassment at work.’

https://www.etuc.org/documents/safe-home-safe-work-
final-report#.WpK8xIJG3KJ

ETUC Safe at Work, Safe at Home.
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and harassment and how to negotiated and implement work-
place procedures for dealing with bullying and harassment.
Courses on bullying and harassment are also run by the
Education, Training and Organisational Services (ETOS)
which is the training provider for the Technical, Engineering
Union (TEEU) and by the Trade Union Skillnet, which is a
network of ICTU affiliates in the private sector. The latter run
regular one-day courses with a focus on how to act
assertively and deal effectively with unwanted behaviour,
how to communicate effectively and deal with difficult peo-
ple and situations, and how to manage and prevent aggres-
sion and violence.

rr 3.6 Recommendations from unions 
1. • A renewed emphasis should be given to sexual harass-
ment at work and to implementing the guidelines contained
in the Code of Practice on Sexual Harassment and
Harassment at Work. 
2. • Research and monitoring of workplace policies, includ-
ing documenting good practices agreements and policies in
the workplace, is needed to help raise awareness. 
3. • Training programmes on bullying and harassment must
ensure that there is a gender-dimension that addresses the
causes and impacts of sexual harassment at work. 
4. • It is important that sexual harassment is identified as a
core workplace health and safety risk, and that training is
provided to negotiators and workplace representatives on
how to prevent and tackle sexual harassment at work.’

https://www.etuc.org/documents/safe-home-safe-work-
final-report#.WpK8xIJG3KJ

 Safe at Home.



Country Profile

BBeellaarruuss
GGIIII:: RRaannkk 3322,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 2299..22%%,, LLaabboouurr PPaarrttiicciippaattiioonn 5544..55%; ILO TUD 90.5%, CBC 95.6%. 

The GMMP’s national report states ‘Various actions/ factors (state, civil society, international community) legitimise the gender policy model in
Belarus, as it is based on the huge gap between the decorative rhetoric and conservative practice – a combination of “emancipation” and “tra-
ditional values” concerning the roles of a woman’. 

BBeellaarruuss AAssssoocciiaattiioonn ooff JJoouurrnnaalliissttss -- BBAAJJ
There are over 1000 members of the BAJ - 41% of whom are women. Within the industry, 70% of workers are women, but with significantly pro-
portions in management. There are 38 members of the BAJ Council - 17 are women. Some outreach is done as part of larger projects, such as a
FOJO Media Institute research project on gender and how inequality in the media sector is built-in in the decision-making processes. They
expressed interest in creating a gender working group.

Currently there are no laws against bullying and (sexual) harassment in the workplace, but the Ministry of Interior has recently begun discussions
on the issue. Article 170 of the Criminal Code ‘Sexual Coercion’ can be used in some cases. There are laws against online abuse and insults,
which are often implemented, but none against any kind of harassment. Journalists are often harassed by the state for doing their job, they get
detained, fined and arrested covering demonstrations, reporting as freelancers and working for foreign media. As a result, the BAJ has set-up a
monitoring system of violations of journalists’ rights in every region, as well as an Ethics Commission which deals with violations against the BAJ
Code of Ethics. 

BBoossnniiaa--HHeerrzzeeggoovviinnaa
GGIIII:: RRaannkk 3344,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 1199..33%%,, LLaabboouurr PPaarrttiicciippation 34.4%. 

The GMMP reports ‘B&H adopted the Law on Prohibition of Discrimination in 2009 which provides a framework for implementation of
equal rights and opportunities to all persons in B&H. The B&H Law on Gender Equality regulates, promotes and protects gender equality,
guarantees equal opportunities and equal treatment of all persons ....The Press Council of B&H issued the Press Code that prohibits discrimi-
nation based on gender and promotes gender equality in the print media.’ 

BBoossnniiaa--HHeerrzzooggoovviinnaa JJoouurrnnaalliissttss’’ AAssssoocciiaattiioon - BHJA
The BHJA has 410 members with 30% women, which reflects the percentage of women in the industry. Leadership and decision making posi-
tions within the union are 50/50. There are laws against bullying and (sexual) harassment in the workplace and online abuse. Although they
have no specific reporting system in place, ‘we support all initiatives based on the Law on Gender Equality, are guided by the Code of
Ethics, and support all members and colleagues who are in such situations in both state and international institutions.’ The Labour Law and
the Law on Social Protection provide for maternity rights and protection.



4..55%%;; IILLOO TTUUDD 9900..55%%,, CCBBCC 9955..66%%.. 
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Austria’s national broadcaster adopts 
gender equality plan
AAfftteerr aasssseessssiinngg iittss ggeennddeerr eeqquuaalliittyy nneeeeddss,, OORRFF ddeevviisseedd aa GGeennddeerr
EEqquuaalliittyy PPllaann ttoo rreeddrreessss tthhiiss ssiittuuaattiioonn.. TThhee ppllaann wwaass ddeevveellooppeedd bbyy tthhee
GGeennddeerr EEqquuaalliittyy TTeeaamm,, aaggrreeeedd wwiitthh tthhee CCeennttrraall WWoorrkkss CCoouunncciill aanndd tthhee
DDiirreeccttoorraattee GGeenneerraall aanndd iissssuueedd aass aa ccoommppuullssoorryy rreegguullaattiioonn bbyy tthhee
DDiirreeccttoorraattee GGeenneerraall iinn SSeepptteemmbbeerr 22001122.. IItt iiss ccoonnssiisstteenntt wwiitthh EEuurrooppeeaann
aanndd AAuussttrriiaann lleeggiissllaattiioonn oonn eeqquuaall ttrreeaattmmeenntt ooff wwoommeenn aanndd mmeenn iinn tthhee
wwoorrkkppllaaccee ((BBGGBBll II NNrr.. 6666//22000044)) aanndd tthhee OORRFF llaaww ((BBGGBBll II NNrr..
112266//22001111 §§§§ 3300aa ffff..))..

IIttss oouuttccoommeess aarree eexxppeecctteedd ttoo bbee::
rr tthhee aaccttiivvee eeqquuaalliissaattiioonn ooff wwoommeenn aanndd mmeenn:: pprroommoottiioonn ooff wwoommeenn,,
aabboolliisshhiinngg eexxiissttiinngg ddiissccrriimmiinnaattiioonnss,, eennaabblliinngg rreeccoonncciilliiaattiioonn ooff ffaammiillyy aanndd
wwoorrkk ffoorr wwoommeenn aanndd mmeenn.. IInn tthhoossee aarreeaass wwhheerree wwoommeenn aarree uunnddeerrrreepp--
rreesseenntteedd tthhee sshhaarree ooff wwoommeenn sshhoouulldd rriissee ttoo 4455%%;;
rr ffuunnccttiioonniinngg ggeennddeerr eeqquuaalliittyy ssttaannddaarrddss ffoorr ccoommmmuunniiccaattiioonn iinntteerrnnaallllyy
aanndd eexxtteerrnnaallllyy aanndd tthhee rreegguullaattiioonn ooff ooccccuuppaattiioonnaall aacccceessss,, pprroommoottiioonn
aanndd ttrraaiinniinngg;;
rr ccaarreeeerr pprroommoottiioonn ffoorr wwoommeenn:: aaccttiivviittiieess ffoorr wwoommeenn’’ss pprroommoottiioonn aarree
iinntteeggrraatteedd iinn hhuummaann rreessoouurrccee ppllaannnniinngg aanndd ddeevveellooppmmeenntt wwiitthh tthhee
oobbjjeeccttiivvee ooff rreeaacchhiinngg tthhee ttaarrggeetteedd sshhaarree ooff wwoommeenn wwiitthhiinn ssiixx yyeeaarrss..
AAccttiivviittiieess sshhoouulldd lleeaadd ttoo aa hhiigghheerr sshhaarree ooff wwoommeenn iinn lleeaaddeerrsshhiipp ppoossii--
ttiioonnss,, hhiigghheerr qquuaalliiffiiccaattiioonn aanndd eennhhaanncceedd ccaarreeeerr ppoossssiibbiilliittiieess ffoorr ppaarrtt--
ttiimmeerrss;;
rr iinnccrreeaasseedd wwoommeenn’’ss ppaarrttiicciippttiioonn iinn tteecchhnniiccaall jjoobbss bbyy iimmpprroovviinngg tthhee
ooccccuuppaattiioonnaall ddeevveellooppmmeenntt ooff wwoommeenn iinn tthheessee aarreeaass aanndd OORRFF’’ss ppaarrttiiccii--
ppaattiioonn iinn iinniittiiaattiivveess iinn tthhiiss aarreeaa;;
rr rreeccoonncciilliiaattiioonn ooff wwoorrkk aanndd ffaammiillyy lliiffee:: mmeenn aarree eennccoouurraaggeedd ttoo ttaakkee
ffaammiillyy lleeaavvee;;
rr mmaannaaggeerriiaall eexxppeerrttiissee iinn ggeennddeerr eeqquuaalliittyy:: tthhee sseennssiittiissaattiioonn aanndd ddeevveell--
ooppmmeenntt ooff ggeennddeerr eeqquuaalliittyy eexxppeerrttiissee aammoonngg eexxeeccuuttiivveess,, aanndd tthhee bbaann--
nniinngg ooff aallll ffoorrmmss ooff hhaarraassssmmeenntt..

http://eige.europa.eu/gender-mainstreaming/good-practices/austria/aus-
trias-national-broadcaster-adopts-gender-equality-plan

Best Practice



BBuullggaarriiaa
GGIIII:: RRaannkk 4455,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 2200..44%%,, LLaabboouurr PPaarrttiicciippaattiioonn
4488..66%%;; IILLOO TTUUDD ((NNAA)),, CCBBCC 3388..22%% ((ssttaaffff oonnllyy));; EEIIGGEE VViioolleennccee 2277..88%%..

Press freedom groups claim Bulgaria has an environment dominated by
corruption and collusion between media, politicians, and oligarchs… The
government’s allocation of EU funding to certain media outlets is conduct-
ed with a complete lack of transparency, in effect bribing editors to go
easy on the government in their political reporting or refrain from cover-

ing certain stories altogether.

UUnniioonn ooff BBuullggaarriiaann JJoouurrnnaalliissttss -- UUBBJJ
The UBJ has 1800 members with more than 60% of them women.

Women are also a majority in the industry There are 70% men and 30%
women in leadership or decision making positions within the union, but

they are increasing outreach to encourage greater participation of
women in leadership roles. There is no council, committee or working

group specifically addressing gender issues, other than the UBJ board. 

There are laws against bullying and (sexual) harassment in the workplace
as well as online abuse, which are widely implemented. The UBJ has a

reporting system, a policy for dealing with bullying and harassment com-
plaints within the union, and a support policy for women members expe-
riencing bullying and harassment at work. Collective bargaining agree-
ments include workplace policies for dealing with bullying and harass-

ment, as well as work/life balance and parental leave protections, both
covered through state laws. Flexible working time after having children is
sometimes available and collective agreements also cover freelance and

temporary workers. 

Country Profile



Country Profile

CCrrooaattiiaa 
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Press freedom organisations report that journalists investigating corruption, organized crime, or
war crimes are often subjected to harassment campaigns. Defamation is criminalized and insulting
“the Republic, its emblem, its national hymn or flag” is punishable by up to three years in prison.
“Humiliating” media content has been criminalized since 2013’. 

TTrraaddee UUnniioonn ooff CCrrooaattiiaann JJoouurrnnaalliissttss -- TTUUCCJJ
The TUCJ has about 2000 members - 50% of whom are women, a reflection of the breakdown of
the industry. There are currently 11 men and 2 women in leadership or decision making positions.
‘At one period, before the economic crisis, we had 50/50 men and women in the TUCJ Executive
Committee and 3 female presidents covering 12 years. The number of organised TUCJ chapels
has drastically decreased as has the number of TUCJ members. So, the choice of eligible candi-
dates willing to accept nominations for TUCJ office has also shrunk.’ TUCJ Statutes provides the
possibility of organizing a women’s committee, but due to limited size of the union it has not been
formally established. 

There are provisions in the Labour Law and Criminal Code which deal with bullying and (sexual)
harassment in the workplace as well as cyber offences, however the latter are mostly used against
journalists. There is no reporting system and due to a reluctance to speak about such experiences
out of shame or fear, cases of abuse often remain undisclosed. Collective bargaining agreements
include protection of workers dignity, which can sometimes be used in gender discrimination or
harassment cases.
Parental rights and job protection following maternity leave are regulated by labour law and spe-
cial regulations, with parents both having the right to one year of paid parental leave. However, in
practice, especially in private companies, mothers often have difficulties returning to their previous
job, and/or keeping it. Labour legislation formally covers only staff workers.

There are no formal or legal limitations to women’s participation and access to leadership posi-
tions, but the traditional role of a woman as mother and central person in the family means that
many women do not have the opportunity to pursue political or top management careers. Also,
there is a lack of services to help parents to reconcile the needs of family life with the high
demands of pursuing a career. 
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Best Practice

Achieving Gender Equality 
A Trade Union Manual

‘Developing a union gender perspective is
partly about organising around different

needs, for example, equal opportunities and
childcare and partly about recognising

workers in very different work situations.
Women very often come into paid work

through part-time, casual, contract or home
work. A gender perspective therefore

encourages us to develop union represen-
tation in different sorts of work situations.

Experience in organising contract and
home workers strengthens the union move-

ment overall as more and more workers
find themselves working in such situations.
If we negotiate to provide the kind of condi-

tions and support services that working
women need the resulting fair and family

friendly working practices improve the lives
of both men and women. Unions were once
a brotherhood of men in large-scale work-
places. That situation is changing. Many

now have an active campaigning style and
are working with the fundamental question
of how women and men raise a family and

earn a living together. The whole movement
has a lot to gain if this momentum for

change can be multiplied.’

https://www.ituc-csi.org/achieving-gen-
der-equality-a-trade



Best Practice

Dart Center: Let's Talk: Personal Boundaries, Safety &
Women in Journalism
Tip Sheet: Maintaining Boundaries with Sources, Colleagues &
Supervisors

‘Journalists work by building trusting, professional relationships with sources and col-
leagues alike. Sometimes sources or colleagues may challenge those boundaries with
aggressions small and large, ranging from annoyance to assault, including unwanted
sexual advances, sexual harassment or sexual violence. 

Under U.S. law and the laws of many other nations, sexual harassment includes
unwanted verbal or physical attention or advances of a sexual nature; requests or
pressure for sexual favors or quid pro quo; and derogatory, demeaning, or hostile talk
about a person’s gender.  Given the gendered nature of society’s power dynamics,
men have typically been the harassers, while historically marginalized groups —
women, people of color, sexual and gender minorities — are the most commonly
harassed. But sexual harassment and other boundary violations can happen to any
news professional, regardless of gender or background.

This tip sheet, compiled by Professor Ruth Padawer of Columbia Journalism School
drawing on interviews with nine leading women in journalism and other sources (see
below), offers strategies for how to recognize, mitigate or address sexual harassment
and other predatory behavior encountered while reporting.’ Includes: reducing the
chance of harassment when reporting; if you’re being harassed by a source; after
you’ve been harassed by a source; if you’re sexually harassed by colleagues or boss-
es; and if reporting on foreign turf.

https://dartcenter.org/resources/lets-talk-personal-boundaries-safety-women-
journalism?section=2
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GMMP country report states: ‘Georgia is a country of
old traditional culture with strictly defined gender roles.
In that culture, the social space is dominated by men,
while private space is given to women. This traditional
division is increasingly dissonant with the new reality,
as there are plenty of educated and active women.
They often combine household duties and professional
responsibilities, despite the fact that in many cases they
are the only breadwinners in their families. Women are
in majority among the poor. Women suffer most in situ-
ations of ethno–conflicts. Severe gender imbalances
can be observed in national politics and at the highest
decision-making levels. 

Georgia has 3 National Action Plans (NAPS) concern-
ing equality of women and men: Gender Equality NAPs
(2014-2016); NAP on Women, Peace, and Security
(2012-2015) and NAP for Combating Domestic
Violence (2013-2015). The NAPs were adopted on the
basis of relevant laws after the long, hard work and
struggle of the women’s movement. The legislation is
satisfactory and has the necessary tools to achieve a
real balance of gender roles between women and men.
Nevertheless, the media in Georgia still is not included
in the gender mainstreaming initiatives. Despite the fact
that the media has a component in the laws, it is a dec-
orative element, and does not affect the content of the
media. They are guided by the realities of the market
and a political struggle. There is no law that would reg-
ulate the gender dimension in the media’. 
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Country Profile

In 2016,  print and online editions of
Hungary’s most influential daily left-liberal
newspaper, Nepszabadsag were suspended.
IMediaworks, at the time the biggest publisher
of regional daily newspapers dominating
more than 50% of that market, was sold to a
company with close ties to the ruling party
and controlled by one of the Prime Minister's
closest advisors. 
The media freedom climate continues to dete-
riorate.

AAssssoocciiaattiioonn ooff HHuunnggaarriiaann
JJoouurrnnaalliissttss -- MMUUOOSSZZ 
Of the 3000 members, 1400 are women.
There are 7 men and 5 women in leadership
or decision-making positions, with no outreach
programmes and ‘no intention from our mem-
bership to deal with gender issues’.

MUOSZ states: ‘Based on attitudes research
in Hungary, there is a strong prejudice
against women in leading positions, without
any knowledge of their performance. Even in
areas of the labour market, where the labour
force is 99-100% female, leadership positions
are filled with men, so it seems the benevo-
lent sexist stereotypes influence hiring prac-
tice much less than the hostile stereotypes.
“Women bosses” are often considered by
women and men alike to be automatically
negative terms, without any personal experi-
ence.’ 

The Law on Equal Treatment and the
Promotion of Equal Opportunities forbids
harassment of any form, including sexual
harassment, as long as it is directed toward a
list of protected qualities, such as gender, eth-
nicity, family status, terms of employment, etc.
Employers have an obligation to eliminate
harassment against employees. Paragraph
222 of the Criminal code prevents harassment
including online but it grossly underused. 

MUOSZ has no specific support policy for
those facing harassment but refers women to
professional civic organisations. ‘Most impor-
tantly, historically bullying and harassment
are considered a valid management style in
Hungary still. Harsh treatment of an employ-
ee is considered justified (often also by other
employees) if the employee “deserved it”.
The workplace environment is culturally a
place of power and abuse of power. As for
sexual harassment there are strong myths and
stereotypes which strengthen the perpetra-
tors’ narratives in these cases – mostly that
this does not exist, victims make up the
claims, or that they have mistaken friendliness
for hostility. The international wave of speak-
ing up against sexual harassment has
reached Hungary as well. The effect is not
great yet, but at least the issue has become a
subject of discussion. As far as other forms of
harassment or bullying are concerned, that
continues to be an issue that is not at all dis-
cussed, especially bullying by superiors con-

tinues to be considered a valid and profes-
sional leadership style.’ 

Maternity leave lasts for 24 weeks. Thereafter
a mother is entitled to unpaid leave until the
child is three years old. Upon request, the
state shall pay 70 per cent of the average
wage for the period of maternity leave. The
duration of the maternity leave shall count as
time spent in work. Fathers enjoy a five-day
extra holiday, and they are also entitled to
unpaid leave (with protection against dis-
missal if the mother is not on unpaid leave).
The employer may not terminate employment
with notice during pregnancy, maternity leave
or a leave of absence for child caring.
However, once the parent is back at work, the
protection ceases, so mothers can be fired just
a month after they return to work.
‘There is a great gender imbalance in what is
expected of mothers and fathers. Women are
expected to take care of children’s everyday
needs and problems, men are expected to be
financial providers, and have short, “fun”
interactions with their children. As such,
women with small children are often discrimi-
nated against in hiring and promotions,
because they are automatically projected to
be less reliable. 
‘Gender is a number X priority now. We are
fighting for survival.’ 

HHuunnggaarryy 
GGIIII:: RRaannkk 4499,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 1100..11%%,, LLaabboouurr PPaarrttiicciippaattion 46.4%; ILO TUD 14.0%, CBC 35.4% (staff only), EIGE Violence 27.7.
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Maternity leave lasts for 24 weeks. Thereafter
a mother is entitled to unpaid leave until the
child is three years old. Upon request, the
state shall pay 70 per cent of the average
wage for the period of maternity leave. The
duration of the maternity leave shall count as
time spent in work. Fathers enjoy a five-day
extra holiday, and they are also entitled to
unpaid leave (with protection against dis-
missal if the mother is not on unpaid leave).
The employer may not terminate employment
with notice during pregnancy, maternity leave
or a leave of absence for child caring.
However, once the parent is back at work, the
protection ceases, so mothers can be fired just
a month after they return to work.
‘There is a great gender imbalance in what is
expected of mothers and fathers. Women are
expected to take care of children’s everyday
needs and problems, men are expected to be
financial providers, and have short, “fun”
interactions with their children. As such,
women with small children are often discrimi-
nated against in hiring and promotions,
because they are automatically projected to
be less reliable. 
‘Gender is a number X priority now. We are
fighting for survival.’ 
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Best Practice

EIGE Gender Equality Index
“Sexual harassment is not harmless and comes at a great cost to indi-
viduals, their families and the rest of society. To end violence, we
urgently need to tackle impunity and social stigma, which lead to
underreporting. Men and boys also need to be engaged in violence
prevention because gender equality is everyone’s responsibility”, said
Vilija Blinkevicute, Chair of the EU Parliament’s Committee on
Women’s Rights and Gender Equality.
To provide a more nuanced picture of violence against women, EIGE
has developed a way to measure the phenomenon, as part of its
Gender Equality Index. The new measurement framework sheds light
on the spectrum of violence against women that ranges from harass-
ment to death (femicide). It also helps to measure forms of violence,
such as human trafficking, intimate partner violence, sexual assault
and rape. This tool can help Member States who have ratified the
Istanbul Convention, with their monitoring and reporting obligations.’
http://eige.europa.eu/gender-equality-index/2015/domain/violence/BE

EIGE Cyber violence against women and girls 
In 2009, the U.K. launched The National Centre for Cyberstalking
Research (NCCR), which aims to provide research and analysis into the
prevalence, motivations, impacts and risk assessment of cyber VAWG. In
2011, the centre published the results of a study on the prevalence, nature
and impact
of cyber stalking and is currently conducting a survey investigating the
impact and prevalence of revenge porn. Subsequently in 2015, a helpline
for victims of revenge porn
was established, receiving almost 2000 calls in its first six months.
From July 2017, Slovenia will launch the project ‘CYBERVAW’, which aims
to develop awareness-raising and education activities that spread a clear
message of zero tolerance to VAWG, with a specific focus on prevention
of gender-based cyber violence and harassment as a form of VAWG.
http://eige.europa.eu/rdc/eige-publications/cyber-violence-against-
women-and-girls



MMaacceeddoonniiaa
GGIIII:: RRaannkk 3366,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt 3333..33%%,, LLaabboouurr
PPaarrttiicciippaattiioonn 4433..99%%.. 

Press freedom groups claim that while media freedom has
declined throughout the region, the erosion of the rule of law
has been most visible in Macedonia. There have been wide-
spread reports of threats, violence, harassment, and intimida-
tion of journalists during political demonstrations with few peo-
ple charged for such attacks. Pressure from the ruling party
has led some self-censorship among media outlets. 

TTrraaddee UUnniioonn ooff MMaacceeddoonniiaann JJoouurrnnaalliissttss
aanndd MMeeddiiaa WWoorrkkeerrss -- SSSSNNMM

SSNM has 280 members, of which 152 are women. There are
7 men and 6 women in leadership or decision making posi-
tions. The SSNM has no employees, or any kind of hierarchy.
It is a small group of activists working on a voluntary basis.
There is no specific group dedicated to gender issues due to
the small membership.
Combating bullying and (sexual) harassment in the workplace
is part of the national labour laws, but these do not cover
online abuse and harassment. The SSNM has no specific
reporting system and say complaints are rare, but they are
trying to develop collective bargaining agreements, which
would include clauses dealing with monitoring, reporting and
resolving bullying and harassment issues.
National Labour laws offer protection for parental leave, with
mothers entitled to 9 months paid leave. However, while the
law forbids firing pregnant women or those returning after
maternity leave, managers often switch women to short-term
contracts, making it easier to fire them in the end.

Country Profile
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MMoollddoovvaa
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Moldova’s media are diversified but extremely polarized. Journalistic independence and media ownership trans-
parency are major challenges.

TThhee WWoommeenn’’ss JJoouurrnnaalliissttss CClluubb TTEENN PPLLUUSS
All 23 members of this Association are women. The most serious aspect of discrimination is the lack of women in
leadership, and decision-making roles whether in government, parliament or the media. 

In 2012, the Republic of Moldova adopted Law no. 121 on equality, which establishes the legal and institutional
framework for combating discrimination. The law prohibits discrimination in the political, economic, social, cultural
and other spheres of life. The principle of equal opportunities for women and men is enshrined in Moldovan legis-
lation in several normative acts, starting with the Constitution of the Republic of Moldova, but the most important is
Law No.5-XVI (2006) on ensuring equal opportunities for women and men.  The law states the need to include its
principles in all "policies, strategies and public programs, normative acts and financial investments ". 

“The issue of violence remains an obstacle to equality between women and men. In most cases, victims do not ben-
efit from effective protection. Although the legal framework provides measures for victims of violence, as well as
sanctions for the aggressor, because of the economic situation and women's poverty, victims do not have access to
such legal remedies. The persistence of stereotypes and the discriminatory attitude towards victims of violence by
authorities means that they do not consider it a serious problem. All of this makes it virtually impossible to investi-
gate cases of domestic violence. Disabled people and Roma women are the most discriminated against in
Moldova. There is no law against online abuse or harassment. The association keeps a database of abuses
against (all) journalists.

Legal provisions and policies originally designed to diminish the factual inequalities between women and men and
offset the disadvantages suffered by women for their role in caring for children proved to be overprotected. Most
of the time, women are the ones who assume childcare responsibilities. At the same time, the society increasingly
recognizes the importance and necessity of involving both parents in childcare. 

‘The role and influence of education and the media must increase in order to promote good gender-sensitive gov-
ernance and improve the participation of women in leadership positions. Also, an increase of policies and strate-
gies to combat discrimination against women, challenge stereotypes and put an end to a lack of investigations
into discrimination issues are crucial”.

Country Profile
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Press freedom groups claim state
media has increasingly been
turned in to a propaganda tool
and the government has tried to
financially suffocate independent
print media outlets by ordering all
state agencies to cancel their sub-
scriptions. There is growing con-
cern over grave and repeated vio-
lations of media freedom and plu-
ralism.

GMMP country report states:
‘According to a survey of media
associations in Poland, carried out
in 2012 as part of the EIGE
Project, codes of ethics created by
media experts lack statements
regarding gender equality. Thus,
gender equality in the media
remains an area which is much
neglected in Poland. Media
researchers in Poland  argue of
the need for gender mainstream-
ing education and gender aware-
ness building among practicing
journalists and students of journal-
ism in order to overcome stereo-
typical representation of women
in the media and the lack of a
proportionate representation of
women and men in media institu-
tions as decision makers’. 



Best Practice

Increasing women’s participation and building leadership
ITUC Count Us In! Campaign

‘Six reasons to count us in!

1. Far more women are likely to join a
union, as members, activists and leaders,
when unions reflect the gender diversity
in their leadership.
2. By promoting women leaders, unions
gain capacity to build workers’ power and,
to win better rights for all workers.
3. Acknowledging and valuing women’s
leadership capacities is an investment in
democracy and the strength of our move-
ment.
4. More women in leadership enhances
the ability of unions to reach out to,
organise and mobilise more women mem-
bers and activists.
5. The ITUC Constitution requires a quota
of at least 30% women in leadership posi-
tions.
6. By promoting women leaders, unions
become more representative of the work
force in their respective countries.

Six ways of promoting Count Us In!

1. Engage men and women across the
movement in the campaign. Create a net-
work to share ideas, strategies, policies,

programs and visions. Build commitment
among the leadership, membership and
activists.
2. Provide campaign tools and informa-
tion, e.g., on the union web site, email
lists, Facebook page, trade union publica-
tions, etc. Promote the campaign at key
trade union meetings.
3. Include the Count Us In! logo in cam-
paign resources and at trade union
events and invite trade union members
and activists to ‘like’ the Count Us In!
Facebook page.
4. Build support mechanisms including
mentorship systems to encourage women
to stand for elections.
5. Plan an official launch, an occasion
where trade union leaders can express
their support for the campaign.
6. Build campaigns focusing on improving
women’s rights in law and collective bar-
gaining agreements with a strong organis-
ing angle to increase women’s member-
ship, encourage women’s activism and
their involvement in decision-making
roles.’

https://www.ituc-csi.org/count-us-in



Union Leadership and Gender:
Obstacles for Women

By Michelle Kaminski, Ph.D., Michigan State
University & Jailza Pauly, Ph.D., University of

California, Berkeley 

‘The labor movement holds itself to a high stan-
dard regarding diversity in leadership, as stated
in the goal, “The leadership should look like the

membership.” While unions have taken proactive
steps to promote diversity in leadership, there is
still a gap. This study examines the experience of
male and female union leaders in order to under-

stand some of the differences in the paths to
leadership. By identifying barriers to women’s
leadership, the study hopes to identify steps
unions can take to increase the proportion of
women leaders. Some of these factors might

apply to other underrepresented groups as well. 
These data generally support the idea that there

is value in understanding how each level of
analysis affects individual women as they take on
leadership roles. All of the women faced gender-

related challenges to their leadership, but the
challenges came from different sources and/or

via different mechanisms… These data can also
be used to suggest a number of strategies that
enhance gender diversity in union leadership. 

https://hrlr.msu.edu/faculty/documents/union_lea
dership_gender_kaminski_pauly.pdf
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Union Leadership and Gender:
Obstacles for Women

By Michelle Kaminski, Ph.D., Michigan State University
& Jailza Pauly, Ph.D., University of California, Berkeley 

‘The labor movement holds itself to a high standard
regarding diversity in leadership, as stated in the

goal, “The leadership should look like the member-
ship.” While unions have taken proactive steps to
promote diversity in leadership, there is still a gap.

This study examines the experience of male and
female union leaders in order to understand some

of the differences in the paths to leadership. By
identifying barriers to women’s leadership, the

study hopes to identify steps unions can take to
increase the proportion of women leaders. Some of
these factors might apply to other underrepresented

groups as well. 
These data generally support the idea that there is
value in understanding how each level of analysis

affects individual women as they take on leadership
roles. All of the women faced gender-related chal-

lenges to their leadership, but the challenges came
from different sources and/or via different mecha-
nisms… These data can also be used to suggest a
number of strategies that enhance gender diversity

in union leadership. 

https://hrlr.msu.edu/faculty/documents/union_lead-
ership_gender_kaminski_pauly.pdf
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Media face strong financial and editorial pressures and many media which are critical of government are publicly attacked and subjected to arbi-
trary financial and administrative inspections. Three freedom of information laws were but never put into effect.

GMMP country report states: ‘Regarding gender equality issues in Serbia, the changes are taking place very slowly. Despite improved legal
and institutional frameworks, women are still unequal in economic, political and public life in general. There is unequal representation of women
in political decision-making and unequal access to social resources. Problems of gender-based discrimination in all areas persist, as well as dis-
criminatory treatment, stereotyped and disrespectful representation of women in the media.’ 

JJoouurrnnaalliissttss AAssssoocciiaattiioonn ooff SSeerrbbiiaa
The JAS has 1843 members, of which 778 are women. This is a lower proportion than the number of women in the industry. There are 34 men
and 26 women in leadership or decision-making positions, with a woman serving as President from 2009 to 2017. In terms of the country, howev-
er, ‘our representative in the working group for the Media strategy resigned because the Government has, for a State secretary for information,
elected a man who had said that the women are “not able to run the country or to be in any leadership position”.’ There has been no special
outreach to date, but they would consider setting-up a council or working group to address gender issues. 

The Law on the Prevention of Harassment at the Workplace covers bullying and (sexual) harassment in the workplace, including online abuse
and harassment, but only related to the workplace. The JAS doesn’t have a specific reporting system. Our members inform us about their prob-
lems and of any forms of abuse by email or telephone. Usually they complain about bullying during doing their job, and online harassment and
threats. If they want, we report the bullying and harassment to the police or prosecutor’s office, based on the agreement signed by journalists’
associations, police and prosecutor’s office on journalist safety. There is no separate policy for women.

We help our members who become parents by giving them one time financial support. Future mothers must go on parental leave when they are
eight months pregnant (25 days before the date of the childbirth). After they give birth, they do not have to go to work for a year. They cannot
be fired during the parental leave, even if they have agreement with a firm for indefinite time or are temporary workers. They are paid for the
whole period of time (before and after the childbirth). The first month of the parental leave their firm pays them their salary, and the rest of the
time - the state. Very often collective agreements develop more rights for dealing with maternity and paternity than the law.

Country Profile
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Problems of gender-based discrimination in all areas persist, as well as dis-
 of women in the media.’ 

er proportion than the number of women in the industry. There are 34 men
oman serving as President from 2009 to 2017. In terms of the country, howev-
resigned because the Government has, for a State secretary for information,
e country or to be in any leadership position”.’ There has been no special
rking group to address gender issues. 

ullying and (sexual) harassment in the workplace, including online abuse
 have a specific reporting system. Our members inform us about their prob-
 complain about bullying during doing their job, and online harassment and
olice or prosecutor’s office, based on the agreement signed by journalists’
e is no separate policy for women.

 financial support. Future mothers must go on parental leave when they are
After they give birth, they do not have to go to work for a year. They cannot
h a firm for indefinite time or are temporary workers. They are paid for the
h of the parental leave their firm pays them their salary, and the rest of the
s for dealing with maternity and paternity than the law.



Best Practice

Quotas - for better or worse?
The use of quotas on trade union leadership
boards, committees and councils to achieve a
gender balance is still a controversial pathway
in many unions. Holding a workshop or dis-
cussion to examine the pros and cons and
discover challenges within your own union
can lead to solutions and recommendations.
Extracts from a rcent workshop below show
the kind of issues that arise and opposing
experiences.

Solidarity Center Workshop
Mechanisms for Increasing Women’s
Participation in Unions: Education,
Policies, Quotas and Budgets

Sally Choi began with a quick overview of the
HKTCU, which represents an equal number
of women and men. Fifteen percent of
HKTCU’s 29-member Executive Committee is
women, indicating low involvement of women
in union leadership.
Looking at ways to increase women’s partici-
pation in leadership, HKTCU devoted a year
to discussing whether it should establish a
quota system. Some expressed concern that
quotas would be unfair to male members and
some women believed quota positions (seats
set aside for women) were inferior. The union
ultimately adopted a quota system for its
Executive Committee, including a mandate
that a maximum of four seats be reserved for
women candidates.

However, the quota system proved unpopular
among members because the quotas were
underutilized—there was no large increase of
female nominations from affiliates, or signifi-
cant change in affiliate leadership. Structural
problems also worked against the quota sys-
tem—low leadership turnover prohibited new
candidates from running for office and no
additional resources were allocated to the
women’s committee for leadership building
and gender training.

Rosana Sousa de Deus opened by saying the
capitalist system depends on exclusions:
homophobia, racism, discrimination against
women. If women are absent from the collec-
tive bargaining process, their interests are not
represented because men often value eco-
nomic objectives more than social objectives
when negotiating union contracts.
Her union, CUT, takes a special interest in
training women around issues of equality,
communication, patriarchy and capitalism.
Through the training process, women learn
that their presence is important. They learn
they need to intervene in leadership spaces
like men.

In 1993, CUT approved a 30 percent quota
for women in leadership. Some women
believed quota positions are inferior, as Sally
mentioned. Her union tried to help everyone
understand that taking on leadership roles

has been historically difficult for women,
because of lack of child care, lack of sharing
responsibilities in the home and lack of flexi-
bility in work schedules. Now, women under-
stand the need for quotas. But it took 10
years for women to take advantage of the
quotas.
In 2008, the union made quotas part of its
statutes and affiliate unions were required to
adhere to them. Unions are also required to
provide child care during union activities; offer
flexible meeting times and mainstream gender
issues into all secretariats.’

Understanding where the challenges are
can help to develop new methods of
responding to these challenges and obsta-
cles, which is why studies like the one
below can be very helpful knowledge
when it comes to developing an action
plan to overcome them.

https://www.solidaritycenter.org/workshop-
mechanisms-for-increasing-womens-par-
ticipation-in-unions-education-policies-
quotas-and-budgets/
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Turkey
GII: Rank 69, Share of Seats in Parliament 14.9%, Labour Participation 30.4%

Turkey represents one of the world's worst jailers of journalists. Since the failed coup the
authorities have used the excuse of cracking down on terrorism to sack, jail and persecute
hundreds of journalists and dozens of media have been forced to close. Journalists are rou-
tinely subjected to arbitrary treatment including waves of trials, withdrawal of press cards,

cancellation of passports, and seizure of assets. Censorship of online social networks has also
reached unprecedented levels. 

Disk Basin-Is
There are 400 members, of which 61 are women. As they also represent the printing sector,

which is mostly male, this number closely reflects the proportion of women in the sector.
There are 5 men and 2 women in leadership or decision-making positions. To date, there has

been no outreach to increase women’s participation or leadership.
There are laws against bullying and (sexual) harassment in the workplace, including online

abuse and harassment. However, they are rarely implemented due to the ‘troublesome’
courts and prosecution process. There is a reporting system and a General Discipline Board,
as well as a policy for dealing with bullying and harassment complaints within the union, but

no support support policy for women members experiencing bullying and harassment at
work.

Women have maternity leave for 16 weeks after childbirth. The first period of this maternity
leave (8 weeks) can be used before childbirth. Also, women have breastfeeding leave for the
first year. In the first 6 months, women can use this leave for 3 hours a day. _n the second 6
months, women can use this leave for 1.5 hours a day. New laws offer flexible working (only
on public duty) after maternity leave, so that work time is held to half until the child begins

primary school.
Social cultural factors that support increasing women’s participation and access to leadership
positions include   the Feminist and women’s movements and affirmative action, while the sex-

ist division of housework, lack of free childcare and men being reluctant to share duties of
parenthood hinder it. In terms of combatting bullying and harassment, a lack of job security
and a culture of women being accused when sexually harassed hinder the process, while the

rise of awareness and the women’s movement support it. Religion and patriarchy are still
very strong.

Towards a work-life balance
Measures to enable staff to combine work
and family life more easily are at the core
of a new collective agreement with the
Coop retailer in Switzerland.
‘The deal, which comes into force in
January 2018, increases paid maternity
leave to 16 weeks, and prolongs parental
leave for fathers from one to three weeks.
It also introduces additional child care
provisions, with a Child Care programme
to support single-parent families. Other
improvements include better health pro-
tection also covering psychosocial risks,
digital training, and easier access to
trade union information.
The collective agreement brings a 1% pay
rise for the majority of employees. The
minimum wage varies from 3,900 Swiss
Francs (€3,355) for unskilled workers to
4,100 Swiss Francs (€3,527) for staff who
have completed at least three years of
vocational training.
The Unia trade union, which has 4,000
members in the Coop, underlined its
commitment to “improving the terms of
employment of this important retailer, and
supporting its members in all aspects of
the employment relationship.”

https://www.etuc.org/better-work-life-bal-
ance-swiss-store-chain

Best Practice
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UUkkrraaiinnee
GGIIII:: RRaannkk 5555,, SShhaarree ooff SSeeaattss iinn PPaarrlliiaammeenntt
1122..11%%,, LLaabboouurr PPaarrttiicciippaattiioonn 5522..22%%.. 

An increasing number of attacks on journalists
and media, a culture of impunity and the
harassment and intimidation of journalists
deemed not to be “patriotic” have caused a
growing crisis for media freedom. 

NNaattiioonnaall UUnniioonn ooff UUkkrraaiinniiaann
JJoouurrnnaalliissttss -- NNUUJJUU

There are 4500 members, of which 1890 are
women. There is no exact reliable industry-
wide statistic, but it is estimated the propor-
tion of women and men is 50/50 in the indus-
try and 30/70 in leadership positions. Within
the union, there are 81 men and 34 women in
leadership or decision making positions. In
2017, new leadership in NUJU was elected at
the union's national and regional congress
congresses. The proportion of women in lead-
ership positions was increased. NUJU are
considering setting-up a working group on
gender.

Gender-based violence, harassment and bully-
ing are regulated by national and internation-
al law: the European Social Charter
(Revised), signed and ratified by Ukraine, the
laws of Ukraine "Against Discrimination",

"About Equal Rights and Opportunities",
"About Combating Domestic Violence". The
Labour Code also contains the prohibition of
sexism and bullying at the workplace. There
are no laws against online abuse or harass-
ment. There are few complaints reported to
police on these issues. The union has no spe-
cific policies nor support mechanisms in place
for such complaints.

The law in Ukraine provides for paid parental
leave up to 3 years. This possibility can be
used by a parent or other person who actual-
ly cares for a child. The workplace is
reserved for the mother up to 3 years and for
up to 6 years if the child needs special home
care. A flexible schedule for mothers with
children is possible, but not all media compa-
nies are ready to provide it. Only a small
part of the media concludes collective bar-
gaining with trade unions that provides addi-
tional benefits for parents. For example, pro-
viding a day off on September 1 when chil-
dren start the school year.

Changes in society, new laws and a new gen-
eration of opinion leaders are contributing to
change, while there also remains many
stereotypes about the role of women and men
in Ukrainian society. Some professions remain
closed to women. It's still difficult to combine
motherhood and work. 

Independent Media Trade
Union of Ukraine  - IMTUU

There are 956 members in the union, of
which 408 are women. This is about the same
proportion as in the media. There are 91 men
and 74 women in leadership or decision-mak-
ing positions, with no outreach work or group
designated to deal with gender issues to date.
Legislative settlements, general discussion in
the press and litigation have increasingly
brought up the need to increase women’s par-
ticipation and access to leadership positions.

There are national laws against bullying and
(sexual) harassment in the workplace, includ-
ing online abuse and harassment, but these
are rarely implemented. There is no specific
union policy in place, other than to offer
legal assistance. Bullying and harassment are
not included in collective bargaining agree-
ments. Factors hindering dealing with bullying
and harassment include passivity of the victim
and power of the offenders.

Labour laws provide for parental leave and
safeguarding of jobs when leave has finished.
Collective agreements do not include parental
leave or cover temporary or freelance work-
ers. These rights have been impacted by the
economy in the country, the level of wages
and the unemployment rate.
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IInnddeeppeennddeenntt MMeeddiiaa TTrraaddee
UUnniioonn ooff UUkkrraaiinnee  -- IIMMTTUUUU

There are 956 members in the union, of
which 408 are women. This is about the same
proportion as in the media. There are 91 men
and 74 women in leadership or decision-mak-
ing positions, with no outreach work or group
designated to deal with gender issues to date.
Legislative settlements, general discussion in
the press and litigation have increasingly
brought up the need to increase women’s par-
ticipation and access to leadership positions.

There are national laws against bullying and
(sexual) harassment in the workplace, includ-
ing online abuse and harassment, but these
are rarely implemented. There is no specific
union policy in place, other than to offer
legal assistance. Bullying and harassment are
not included in collective bargaining agree-
ments. Factors hindering dealing with bullying
and harassment include passivity of the victim
and power of the offenders.

Labour laws provide for parental leave and
safeguarding of jobs when leave has finished.
Collective agreements do not include parental
leave or cover temporary or freelance work-
ers. These rights have been impacted by the
economy in the country, the level of wages
and the unemployment rate.
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Many unions may find it daunting to begin to
change long-held or well entrenched attitudes
and erroneous beliefs that hold gender dis-
crimination firmly in place. Or many think
that ‘gender equality’ is a luxury, like icing
on a cake. 

But as trade unionists, equality and justice for
all members must be at the heart of what we
do, not an add-on, but at the very core of
our principles. 

Indeed, as a fundamental human right, iitt iiss
eesssseennttiiaall tthhaatt wwee ffiigghhtt sstteerreeoottyyppiinngg,, oovveerrtt aanndd
ssyysstteemmiicc ddiissccrriimmiinnaattiioonn,, llaacckk ooff rreessoouurrcceess aanndd
aacccceessss ttoo ddeecciissiioonn--mmaakkiinngg ppoossiittiioonnss,, aanndd
aabboovvee aallll –– ggeennddeerr--bbaasseedd vviioolleennccee iinn aallll iittss
ffoorrmmss,, which continues to destroy women’s
lives, health and wellbeing everywhere. 

And, while women are not the only targets of
high stress levels, bullying and harassment,
violence, unacceptable workloads or
demands and being forced to make choices
between care of family or unstable or tempo-
rary work conditions, overwhelmingly it is
women that suffer these risks to health and
wellbeing. 

RReemmeemmbbeerr tthhaatt yyoouurr uunniioonn wwiillll nnoott bbee tthhee ffiirrsstt
ttoo ffaaccee tthheessee cchhaalllleennggeess,, nor the last, and
that as we move towards our shared equality

goals, we each add to the growing base of
knowledge and skills needed in every coun-
try. 

There are a lot of resources that you can
draw on and adapt and many are listed
below.

P CChhaannggee tthe dialogue,
cchhaannggee tthhee perspective:
AAddddrreessssiinngg economic and
ssuurrvviivvaall iissssuues

It is true that many unions have been strug-
gling with declining membership as impacts
of the shrinking media landscapes and lay-
offs due to closures and economic austerity
measures hit. This leads to economic and sur-
vival fears, where the idea of taking on such
huge tasks as gender equality and dchalleng-
ing discrimination and violence seem too
much to tackle. 

But perhaps it is time to change the dialogue,
and in doing so, change the perspective.
Outreach projects and accessing your union
structures to make them more women-friendly
(such as changing meeting times or providing
childcare groups during meetings run by vol-
unteers) may not only be low cost and fairly
easy to implement, but may also attract those
new members that unions desperately need.
In fact, there are always new opportunities in
adversity.

P Create a council or working
group (it can be small, it can
be digital)
If your union does not yet have a council or
working group with a gender focus, it is time
to start one, even if it is only small. While
many organisations use ‘mainstreaming’ as a
way to integrate gender policies and actions
into every decision, project, activity and deci-
sion-making group, it can also be a way for
gender issues to get lost or overlooked. This
is why it is important, even if mainstreaming
is the goal, to have a group that overlooks
gender issues and ensure they do not get
lost. This group can then help to set the agen-
da for gender work undertaken, do research
and proposes actions and draft plans to be
presented to the larger councils or commit-
tees.

P Get it on the agenda – 
literally
If there is not a regular gender agenda item
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P CCrreeaattee aa ccoouunncciill oorr wwoorrkkiinngg
ggrroouupp ((iitt ccaann bbee ssmmaallll,, iitt ccaann
bbee ddiiggiittaall))
If your union does not yet have a council or
working group with a gender focus, it is time
to start one, even if it is only small. While
many organisations use ‘mainstreaming’ as a
way to integrate gender policies and actions
into every decision, project, activity and deci-
sion-making group, it can also be a way for
gender issues to get lost or overlooked. This
is why it is important, even if mainstreaming
is the goal, to have a group that overlooks
gender issues and ensure they do not get
lost. This group can then help to set the agen-
da for gender work undertaken, do research
and proposes actions and draft plans to be
presented to the larger councils or commit-
tees.

P GGeett iitt oonn tthhee aaggeennddaa –– 
lliitteerraallllyy
If there is not a regular gender agenda item

NNeevveerr ddoouubbtt tthhaatt aa ssmmaallll ggrroouupp
ooff tthhoouugghhttffuull,, ccoommmmiitttteedd 

cciittiizzeennss ccaann cchhaannggee tthhee wwoorrlldd;;
iinnddeeeedd,, iitt''ss tthhee oonnllyy tthhiinngg tthhaatt

eevveerr hhaass.. 
MMaarrggaarreett MMeeaadd



on each and every council, working group
and committee meeting, it is time to start. It
focuses attention on the issues and draws all
leadership members into the debate. Also, as
time goes by, it will become ‘normal’ to dis-
cuss and debate the actions plans and proj-
ects focused on gender that will be created,
or adapted from trade union sources. 

P RReeppeeaatt,, rreeppeeaatt,, rreeppeeaatt ((YYoouu
wwiillll nneeeedd aa ppllaann))
Plans of Action help to focus gender work to
tackle the most urgent issues. It is important
to access and research the issue within your
own union. Survey the members and discuss
the most pressing needs to address. It is
important to initially choose only two or three
issues so you do not get overwhelmed. Use
the resources below to use or adapt step-by-
step actions. Also, by being more inclusion-
ary to the problems facing women members
you may also help to draw more women
members into the union. 

P CCrreeaattee aanndd ddeevveelloopp aa 
ddeeccllaarraattiioonn 
Develop a declaration on an equal rights
issue or gender-based violence - or adapt an
existing one. Statements of intent or declara-
tion are a powerful tool and they inform the
world that you are taking these issues serious-
ly. These should come up through the Action
Plan and be part of the issues your union will
focus on. 

P UUssee nneettwwoorrkkiinngg to create
mmoommeennttuumm,, ssuuppppoorrtt and num-
bbeerrss
Work with other trade unions in your country
to raise issues nationally, or NGOs covering
the same issues. Develop mutual projects or
activities. Increasing the numbers increases
the attention focused on gender issues. Join
existing campaigns on a national or interna-
tional basis. For example, both the ITUC and
ETUC (and the IFJ) run campaigns on 25
November (the UN Day to Eliminate Violence
Against Women and Girls) and on 8 March,
International Women’s day. NGOs often
have campaigns that can be supported, as
well as other trade unions. Currently, there is
also a campaign to get an ILO Convention
against violence in the world of work that
could make a huge difference to combat vio-
lence against journalists, another ITUC cam-
paign, complete with campaign material in
several languages.

P LLooookk aatt wwoorrkkiinngg both top
ddoowwnn aanndd bboottttoomm uup
When looking to create social change, it is
important to look both top down and bottom
up. Unions can use international instruments
signed by their governments to help enforce
government actions and support (top down),
examples of these instruments are listed
below. By the same token, it is just as impor-
tant not to only rely on these instruments, but
to respect grass roots desires and needs for

change, such as developed through your
Action Plans.  

P Collective Bargaining
Agreements or Individual
Workplace Agreements
Both Collective Bargaining Agreements and
Individual Workplace Agreements are consid-
ered one of the most useful tools to combat
GBV in the Workplace or to improve
Work/life balance and Parental rights. If your
union is not able to work with Collective
agreements, then Individual workplace agree-
ments can be made. One good example
below is the NUJ ‘Dignity at Work’ agree-
ment to tackle bullying and harassment which
helps to set out a good mechanism for deal-
ing with these issues in the workplace. Other
agreements could include the TUC example
for dealing with Domestic violence as a work-
place issue, another ITUC campaign, com-
plete with campaign material in several lan-
guages.

P Collect the data: Work with
University journalism classes
and researchers, or create a
simple system of your own
It is important when trying to effect change
on long-held beliefs to have the data to show
the size of the problem. Some of the existing
NGOs and Labour organisations, UN, and
others may already have data that you can
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P CCoolllleeccttiivvee BBaarrggaaiinniinngg
AAggrreeeemmeennttss oorr IInnddiivviidduuaall
WWoorrkkppllaaccee AAggrreeeemmeennttss
Both Collective Bargaining Agreements and
Individual Workplace Agreements are consid-
ered one of the most useful tools to combat
GBV in the Workplace or to improve
Work/life balance and Parental rights. If your
union is not able to work with Collective
agreements, then Individual workplace agree-
ments can be made. One good example
below is the NUJ ‘Dignity at Work’ agree-
ment to tackle bullying and harassment which
helps to set out a good mechanism for deal-
ing with these issues in the workplace. Other
agreements could include the TUC example
for dealing with Domestic violence as a work-
place issue, another ITUC campaign, com-
plete with campaign material in several lan-
guages.

P CCoolllleecctt tthhee ddaattaa:: WWoorrkk wwiitthh
UUnniivveerrssiittyy jjoouurrnnaalliissmm ccllaasssseess
aanndd rreesseeaarrcchheerrss,, oorr ccrreeaattee aa
ssiimmppllee ssyysstteemm ooff yyoouurr oowwnn
It is important when trying to effect change
on long-held beliefs to have the data to show
the size of the problem. Some of the existing
NGOs and Labour organisations, UN, and
others may already have data that you can
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use (see the sources used in this Toolkit
Country Snapshots). Or, for example, you
can team up with a university researcher or
journalism classes that are looking to do
research, or there are international NGOs
that may have funding to conduct research.
One good example was the paper Sexual
Harassment of Women As A Main Factor
Impending on Women's Career: The Study
Of Current Situation In Armenia by Nvard
Melkonyan & Yuliana Melkumyan, funded by
USAID, which provided excellent data to
help focus action
www.ysu.am/files/Nvard%20Melkonyan%20
and%20Yuliana%20Melkumyan-eng.pdf
Another good example is the recent IFJ
Survey on GBV http://www.ifj.org/nc/news-
single-view/backpid/238/article/ifj-survey-
one-in-two-women-journalists-suffer-gender-
based-violence-at-work/

GGlloobbaall AAccttiioonn
The ITUC belives trade unions should put
pressure on and convince their governments
that they have a responsibility under interna-
tional human rights law to:
• take action to address the causes of
domestic abuse and to improve the services
on offer to the victims
• Prevent, investigate and punish acts of all
forms of violence against women whether in
the home, workplace, the community or soci-

ety, in custody or in situations of armed con-
flict.
• Take all measures to empower women.
• Condemn violence against women and not
invoke customs, traditions or practices in the
name of religion or culture to avoid their
obligations to eliminate violence against
women.
• Develop and/or utilise legislative, educa-
tional, social and other measures aimed at
the prevention of violence against women.
• introduce or strengthen laws to give ade-
quate protection and redress to victims of
domestic abuse.

IInntteerrnnaattiioonnaall instruments to
eennffoorrccee ggoovveernment laws

The United Nations treaties, conventions and
other instruments address abuses of human
and workers’ rights in the area of trafficking,
labour rights abuses and the use of rape as
a war crime. These international instruments
can be used to enforce government laws,
policies and practices. Check if your govern-
ment has ratified or signed and adequately
implemented the listed international instru-
ments:
n IILLOO CCoonnvveennttiioonnss: 29 on Forced Labour
and 111 on Discrimination in Employment
and Occupation

n CEEDDAAWW -- CCoonnvveention on the Elimination of
AAllll FFoorrmmss ooff DDiissccrriimmination against
WWoommeenn.. IInn 11999922,, the Committee on the
EElliimmiinnaattiioonn ooff AAllll FForms of Discrimination

against Women adopted General
Recommendation 19 which explains that the
prohibition of gender based discrimination
includes violence. State parties to CEDAW
must take all the necessary measures to elimi-
nate violence, including legal sanctions,
civil remedies, preventative measures, (such
as public information and education
campaigns) and protective measures (such as
support services for victims).
http://www.un.org/womenwatch/daw/ceda
w/cedaw.htm.
Recommendation 19:
http://www.un.org/womenwatch/daw/ceda
w/recommendations/

n DEVAW - Declaration on the Elimination of
Violence against Women was adopted by a
UN General Assembly resolution in 1993.
While the Declaration does not create legally
binding obligations for States, it does repre-
sent a clear consensus that “violence against
women constitutes a violation of the rights
and fundamental freedoms of women”. The
Declaration explains that violence against
women is “a manifestation of historically
unequal power relations between men and
women, which have led to domination over
and discrimination against women by men
and to the prevention of the full advancement
of women.” The declaration emphasises the
obligation of the State to ensure prevention,
investigation and punishment of all perpetra-
tors, minimising the distinction between public
and private actors. http://www.un.org/docu-
ments/ga/res/48/a48r104.htmRe
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aaggaaiinnsstt WWoommeenn adopted General
Recommendation 19 which explains that the
prohibition of gender based discrimination
includes violence. State parties to CEDAW
must take all the necessary measures to elimi-
nate violence, including legal sanctions,
civil remedies, preventative measures, (such
as public information and education
campaigns) and protective measures (such as
support services for victims).
http://www.un.org/womenwatch/daw/ceda
w/cedaw.htm.
Recommendation 19:
http://www.un.org/womenwatch/daw/ceda
w/recommendations/

n DDEEVVAAWW -- DDeeccllaarraattiioonn oonn tthhee EElliimmiinnaattiioonn ooff
VViioolleennccee aaggaaiinnsstt WWoommeenn was adopted by a
UN General Assembly resolution in 1993.
While the Declaration does not create legally
binding obligations for States, it does repre-
sent a clear consensus that “violence against
women constitutes a violation of the rights
and fundamental freedoms of women”. The
Declaration explains that violence against
women is “a manifestation of historically
unequal power relations between men and
women, which have led to domination over
and discrimination against women by men
and to the prevention of the full advancement
of women.” The declaration emphasises the
obligation of the State to ensure prevention,
investigation and punishment of all perpetra-
tors, minimising the distinction between public
and private actors. http://www.un.org/docu-
ments/ga/res/48/a48r104.htm



n TThhee BBeeiijjiinngg DDeeccllaarraattiioonn aanndd PPllaattffoorrmm ffoorr
AAccttiioonn aaddoopptteedd bbyy tthhee FFoouurrtthh WWoorrlldd
CCoonnffeerreennccee oonn WWoommeenn in 1995, calls upon
governments to take action to address critical
areas of concern, among them violence
against women. It states, “Violence against
women is an obstacle to the achievement of
the objectives of equality, development and
peace. Violence against women both violates
and impairs or nullifies the enjoyment by
women of their human rights and fundamen-
tal freedoms. The long-standing failure to
protect and promote those rights and free-
doms in the case of violence against women
is a matter of concern to all States and
should be addressed. The Beijing Platform
for Action also requires all governments to
develop strategies or national plans of action
to implement the Platform locally. The
National Plans of Action for each country
outline specific activities that the national gov-
ernments will undertake to improve the situa-
tion of women, including addressing violence
against women. http://www.un.org/women-
watch/daw/beijing/platform/

n TThhee MMiilllleennnniiuumm DDeevveellooppmmeenntt GGooaallss and
violence against women. The MDG targets
will be missed if violence against women is
not addressed. Preventing violence against
women will contribute to achieving the MDGs
which commits the international community to
an action agenda which emphasizes sustain-
able, human development as the key to fulfill-
ing social and economic
progress. All 191 Member States of the

United Nations have pledged to achieve
these goals by the year 2015.
http://www.mdgender.net/goals/

n DDeecceennttWWoorrkk,, DDeecceenntt LLiiffee for Women
CCaammppaaiiggnn:: http://www.ituc-
csi.org/spip.php?rubrique198

n IITTUUCC ppuubblliiccaattiioonn:: SSttooppppiinng sexual harass-
mmeenntt aatt wwoorrkk:: AA ttrraaddee UUnniioonn Guide
http://www.ituc-
csi.org/IMG/pdf/Harcelement_ENG_12pgs_
BR.pdf
or order copies: equality@ituc-csi.org

n IILLOO CCoonnvveennttiioonnss::
http://www.ilo.org/ilolex/english/con-
vdisp1.htm

n UUNNIIFFEEMM links violence against women to
gender inequality. Documents to raise
awareness and promote action to stop vio-
lence against women are in:various lan-
guages.
http://www.unifem.org/campaigns/vaw/tool
kit.php#fra
• Other United Nations agencies like
UNIFEM, the United Nations Population Fund
(UNFPA), theWorld Health Organization
(WHO), the United Nations Children’s
Fund (UNICEF), and the United Nations

Development Programme (UNDP) provide
information, statistics, news briefs, and
updates on the situation globally
Ending violence and harassment against
women and men in the world of work. 

n Towards an ILO Convention. Support and
lobbying toolkit – UNI/Global
https://www.ituc-csi.org/ending-violence-and-
harassment-18947

n The United Nations “Protect, Respect,
Remedy”: Briefing Note for Trade Unionists
Framework for Business and Human Rights
and the United Nations Guiding Principles
for Business and Human Rights
https://www.ituc-csi.org/the-united-nations-
protect-respect

n Domestic violence and the workplace: A
bargaining guide - CUPE/Canada
https://www.ituc-csi.org/domestic-violence-
and-the

n National Union of Journalists, UK and
Ireland, Bullying and Harassment
https://www.nuj.org.uk/rights/health-and-
safety/bullying-and-harassment/

n Dart Center
Maintaining Boundaries with Sources,
Colleagues & Supervisors
https://dartcenter.org/resources/maintaining-
boundaries-sources-colleagues-supervisors

Tools and materials
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n TToowwaarrddss aann IILLOO CCoonnvveennttiioonn. Support and
lobbying toolkit – UNI/Global
https://www.ituc-csi.org/ending-violence-and-
harassment-18947

n TThhee UUnniitteedd NNaattiioonnss ““PPrrootteecctt,, RReessppeecctt,,
RReemmeeddyy””:: BBrriieeffiinngg NNoottee ffoorr TTrraaddee UUnniioonniissttss
FFrraammeewwoorrkk ffoorr BBuussiinneessss aanndd HHuummaann RRiigghhttss
aanndd tthhee UUnniitteedd NNaattiioonnss GGuuiiddiinngg PPrriinncciipplleess
ffoorr BBuussiinneessss aanndd HHuummaann RRiigghhttss
https://www.ituc-csi.org/the-united-nations-
protect-respect

n DDoommeessttiicc vviioolleennccee aanndd tthhee wwoorrkkppllaaccee:: AA
bbaarrggaaiinniinngg gguuiiddee -- CCUUPPEE//CCaannaaddaa
https://www.ituc-csi.org/domestic-violence-
and-the

n NNaattiioonnaall UUnniioonn ooff JJoouurrnnaalliissttss,, UUKK aanndd
IIrreellaanndd,, BBuullllyyiinngg aanndd HHaarraassssmmeenntt
https://www.nuj.org.uk/rights/health-and-
safety/bullying-and-harassment/

n DDaarrtt CCeenntteerr
MMaaiinnttaaiinniinngg BBoouunnddaarriieess wwiitthh SSoouurrcceess,,
CCoolllleeaagguueess && SSuuppeerrvviissoorrss
https://dartcenter.org/resources/maintaining-
boundaries-sources-colleagues-supervisors
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n FFiivvee WWaayyss ttoo PPrrootteecctt YYoouurrsseellff AAggaaiinnsstt
CCyybbeerrhhaattee aanndd TTrroollllss
https://dartcenter.org/resources/five-ways-
protect-yourself-against-cyberhate-and-trolls

n WWAACCCC,, GGlloobbaall MMeeddiiaa MMoonniittoorriinngg PPrroojjeecctt,,
WWhhoo mmaakkeess tthhee NNeewwss,, CCoouunnttrryy rreeppoorrttss
http://whomakesthenews.org/gmmp

n LLeeaarrnniinngg RReessoouurrccee KKiitt ffoorr GGeennddeerr--EEtthhiiccaall
JJoouurrnnaalliissmm aanndd MMeeddiiaa HHoouussee PPoolliiccyy
http://whomakesthenews.org/journalism-kit

n EEuurrooppeeaann IInnssttiittuuttee oonn GGeennddeerr EEqquuaalliittyy
((EEIIGGEE))
MMaaiinnssttrreeaammiinngg ttoooollkkiittss
http://eige.europa.eu/gender-mainstream-
ing/toolkits

http://eige.europa.eu/gender-mainstream-
ing/toolkits/gender-institutional-transforma-
tion/step-13-monitoring-and-steering-organisa-
tional-change

http://eige.europa.eu/gender-mainstream-
ing/good-practices (check out individual
countries)
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(c) International Federation of Journalists, 2018


