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LOCAL MAPPING AND LOCAL ACTION PLAN
This document arises from the union of the work done with the rest of partners involved coming from Spain (Castilla-La Mancha Councils and Amesal) and the local work done in Barcelona and Catalonia area. 

The first part deals with the state legislations as concerns gender equality.

The second part looks at actions taken in Madrid.
The third part describes the situation in Catalunya and recommendations for actions to be taken.

1. State Legislation: 

1.1. SPANISH CONSTITUTION

The right to equality is one of the fundamental rights recognised in international human rights legislation.

 

The Spanish Constitution establishes this right in its article 14 (“All Spaniards are equal before the law…”) while it forbids discrimination on the basis of gender and other conditions (“…no discrimination whatsoever on the basis of birth, race, sex…”). Equality in this sense is referred to as formal equality. 

Additionally, article 9.2 defines a concept of real or essential equality, by stating: “it is the responsibility of the public powers to promote the conditions necessary to making real and effective the equality of individuals and the groups they form, and to remove obstacles to the participation of all citizens in political, cultural and social life”.  

The principle of equality, thus considered, obliges the public authorities to treat equally those who are equal, but also to to treat as “unequal those who are unequal”.

This is the basis on which positive actions have been developed: legislative treatment, which is formally unequal and favourable to women, having for objective the establishment of real and effective equality (e.g. treating men and women differently in matters of employment). 

Such actions are based on the view that men and women have not had the same opportunities, and attempt to correct discriminations resulting from social systems or practices, which in some cases stem from past legal prohibitions or from sexist stereotypes. 

 

Moreover, legal measures ever more frequently take into account their differing effects upon men and women, caused by those inequalities still existent. This is the introduction of gender oriented focus and perspective.
From such a perspective it is possible to formulate correctives elements within policy, so as to avoid perpetuating existing inequality and to promote real equality. 

Said strategy is known as gender mainstreaming and in practice it is adopted by institutions not exclusively dedicated to issues of equality and which concern themselves with various needs. 

1.2. PROMOTING EQUALITY

ACTION PLAN FOR WOMEN WITH DISCAPACITIES 2007
Plan approved by the central government the 1st of December 2006. Action Plan.  

  

BILL OF FUNDAMENTAL LAW FOR THE EFFECTIVE EQUALITY OF MEN AND WOMEN 
This law seeks to put in practice the principle of equal treatment and opportunity, between men and women, through the elimination of discrimination against women. Equality Law Bill. 

 

 

GENDER IMPACT 

· Measures to incorporate the concept of gender impact into government legislation. Law 30/2003, 13th October (BOE 14-10-2003)

 

GENDER EQUALITY 

· Plan for gender equality in the General Administration of the State, approved by the Council of Ministers, 4th March 2005. ORDER APU/526/2005, 7th March (BOE  8-3-2005).

· Measures favouring equality between men and women, adopted by Accord of the Council of Ministers, 4th March 2005 (employment, fight against violence, esearch, sport,…). ORDER PRE/525/2005, 7th March (BOE 8-3-2005)

 

INCORPORATION OF WOMEN INTO THE ARMED FORCES 
· Measures favouring the incorporation and integration of women into the Armed Forces, adopted by Accord of the Council of Ministers 4th March 2005. ORDER DEF/524/2005, 7th March (BOE 8-3-2005)

 

FEMINISATION OF TITLES 
· Making it possible to obtain academic qualifications expressed in the Spanish feminine forms (i.e. diplomada, licenciada... equivalent to English terms such as ‘policewoman’ etc.). ORDER 22nd March 1995 (BOE 28-3-1995)

 

MATERNAL SURNAME
· There being in Spain the custom of composing a child’s surname in two parts, the first from the father and the second from the mother, it was made possible to place the maternal surname first in that order (i.e. the reverse of the traditional usage). Law 40/1999, 5th November (BOE 6-11-1999) and Royal Decree 193/2000, 11th February (BOE 26-2-2000)

 

 CREATION OF OBSERVATORY 

· Creation of the Observatory of the Equality of Opportunities between women and men. ROYAL DECREE 1686/2000, 6th October (BOE 19-10-2000)

 

1.3. EMPLOYMENT AND WORK RELATIONS 
Order TAS/3698/2006, 22nd November, regulating the inscription of non-Community foreign workers into Public Sector Employment Agencies. (BOE 06-12-2006)

 

National Plan for Employment 
· Worker’s Statute. Edition updated 23rd April 2003.

· Birth and adoptions: In article 48.4 of the Worker’s Statute, the right to maternity/paternity leaves is established in the case of childbirth and adoption. 

· Premature children: In article 37.4 ‘bis’ of the Worker’s Statute, it is established that in the case of premature births requiring subsequent hospitalisation, the mother or father have the right to be absent from work for 1 hour. 

· Child nursing leave: In article 37.4 of the Worker’s Statute, workers are given the right to be absent for one hour – divisible in two fractions – so as to feed a child less than nine months of age. 

· Said leave may be exercised by mother or father, if both work.

· Care  of dependent persons: In article 37.5 of the Worker’s Statute it is established that men or women having guardianship over a child under six or a of person with a physical, mental or sensorial disability and without paid employment, will have the right to a reduction of their working day, with a proportional decrease  in salary of between a third and a half (maximum).

· Prenatal examinations: In article 37.3 of the Worker’s Statute and in article 26.5 of the Law for the Prevention of Work-Related Hazards, the right is established for women to have, with notice and explanation to be given to the employer, paid leave of absence for the time required to perform prenatal examinations and to receive other birth-giving related preparation, in those cases where such examinations and preparation must be carried out within the course of the working day. 

· Childcare leave: Royal Legislative Decree 1/1995 (Worker’s Statute), establishes the right to leave of absence, for the care of children or other family members (article 46.3). It is established that workers have the right to a maximum 3-year leave of absence, to attend to each child – natural, adopted or foster – starting from birth or, where it be the case, from the moment of a pertinent decision by judicial or public authority. 

· Leaves of absence for the care of family members: In the previous article, the right is also established to a leave of absence – maximum one year, except in cases wherein a longer duration is established by collective negotiation – for workers needing to attend to a family member (up until the ‘second degree’ of family relation), in cases wherein said family member, due to age, accident or illness, is unable to care for her/himself and has no paid employment. 

· Leaves of absence for family circumstances: Article 37.3 a) of the Worker’s Statute establishes that a worker, having given notice and justification, may have fifteen calendar days leave in case of marriage. Article 37.3 b), of the same statute, also establishes that a worker, having given notice and justification, may have two days paid leave from work for the birth of a child or a death, accident, serious illness or hospitalisation of relatives (up until the ‘second degree’ of family relation). Where a trip is required, the period may be of up to four days. 

· Annulment of discriminatory dismissal: Any dismissal of an employee shall by annulled if it be motivated by any of the causes prohibited in the Constitution or by law, or where there be a violation of the worker’s fundamental rights and public liberties (article 55.5 of the Worker’s Statute). 
· Likewise, dismissal shall be annulled in the following cases: 
· If taking place during the period of suspension of working activities due to maternity leave, risk during pregnancy, adoption or foster arrival (in reference to article 45 of the law), or when the required prior notice period of dismissal is so timed as to finish within the period of the justified leave of absence (e.g. just prior to maternity leave). 

Dismissal of pregnant workers shall be annulled, if taking place between the beginning of the pregnancy to the beginning of the period of suspension from duties, if the worker has requested a leave of absence under any of the categories of article 37 of the law, if at the time they are benefiting from one of such leaves of absence or if they have requested the leave of absence described in section 3 of article 46 of the same law. 

 

Law for prevention of work-related Risks 

· BOE 11-11-1995

 

 Minimum inter-professional salary for 2005
· ROYAL DECREE 2388/2004 (BOE 31-12-2004).

 

 Economic Social Security entitlements 
· For maternity and for risk during pregnancy. ROYAL DECREE 1251/2001 (BOE 17-11-2001). 

· For birth of third or successive children, and for multiple births. ROYAL DECREE 1368/2000, (BOE 29-7-2000).

 

 

Payment of Social Security quotas for temporary hirings of unemployed persons, in substitution of workers on leave or holiday. ROYAL DECREE-Law 11/1998, 4th September (BOE 5-9-1998).

 

Other matters of legal concern may be consulted here: ‘USEFUL INFORMATION’.

 

1.4. PREVENTION AND TREATMENT OF GENDER VIOLENCE 

Measures for Complete Protection against Gender Violence 
FUNDAMENTAL LAW 1/2004, 28 December (BOE 29-12-2004).

 

 

Royal Decree modifying the help given to victims of violent crimes and crimes against sexual freedom, the aim of said decree being to make it impossible for those found guilty of murdering their spouse or partner to be then the victim’s legal beneficiaries. 

ROYAL DECREE 199/2006, 17th February. (BOE 20-02-2006).

 

 

Special Delegation of the Government against Violence to Women 
Established in Fundamental Law 1/2004 ROYAL DECREE 237/2005, 4th March, wherein its rank and functions are defined (BOE 8-3-2005).

 

 

Creation and constitution of legal courts concerning violence against women.  
ROYAL DECREE 233/2005, 4th March, establishes the programming for 2005 (B.O.E. 17-3-2005). 

Date for commencement of the new courts for cases of violence against women. ORDER JUS/1037/2005, 19th April (B.O.E. 21-4-2005). 

(Accords of the General Judicial Council). (*)

 

Protection order for the victims of domestic violence. 
LAW 27/2003, 31st July (BOE 1-8-2003).

 

Assistance to victims of violent crime and crime against sexual freedom 
LAW 35/1995, 11th December (BOE 12-12-1995).

ROYAL DECREE 738/1997, 23rd May, providing regulation (BOE 27-5-1997).

ORDER JUS/2912005, 10th February, regulating the concession of subsidies towards the provision of psychological assistance in the Offices of Assistance to Victims dependent upon the Ministry of Justice (B.O.E. 15-2-2005).

ROYAL DECREE 355/2004, 5th March, regulating the Central Registry for the protection of the victims of domestic violence. (BOE 25-3-2004).

ROYAL DECREE 513/2005, 9th May, modifying Royal Decree 355/2004, regulating the Central Registry for the protection of the victims of domestic violence. (B.O.E. 19-5-2005).

 

Declaration of the 25th November as the ‘Day of the Fight Against Violence Towards Women’. 
ORDER 17th May 1999 (BOE 28-5-1999)

  

(*) Accords of the General Judicial Council 
25th May 2005, so that the Mixed or Penal Sections of the Provincial Courts take over, exclusively, matters concerning violence against women. (B.O.E. 21-6- 2005) 

Complementary to the Accord adopted 27th April 2005, making the exclusive jurisdiction over cases concerning violence against women compatible with the other civil and penal cases coming under the same Courts. (B.O.E. 28-6-2005) 

 

Regulating Accord 1/2005, 27th April, by which is modified the Regulation 5/1995, of 7th June, concerning the accessory aspects of judicial actions.  (B.O.E. 7-5-2005).

 

  
1.5 RECONCILING PERSONAL LIFE WITH PROFESSIONAL LIFE

Bill of law for the promotion of autonomy and care for dependent persons. 

Law 39/1999, 5th November, to promote the reconciling of family life with the professional life of working people.

BOE 06-11-1999

 

Order APU/3902/2005, 15th December, concerning the publication of the Accord on General Negotiation, establishing measures for the gainfulness of work and the improvement of working conditions, and for the greater professionalism of public sector employees. Herein included are measures for reconciling personal, family and working lives, as well as others providing for a complete protection against gender violence. 
BOE 16-12-2005

RECONCILIATION PLAN: Complete plan for the reconciliation of personal and work lives, in the Civil Service. A raft of measures bringing together the most advanced pertinent initiatives from private and public sectors.  

 

1.6 OTHERS

SAME-SEX MARRIAGE 
Law 13/2005, 1st July, modifying the Civil Code in matters concerning the right to contract matrimony. (BOE 02/07/2005).
 

 

· SEPARATION AND DIVORCE.
Law 15/2005, 8th July, modifying the Civil Code and the Law of Civil Judgments in matters of separation and divorce. (BOE 09/07/2005).

 

 

· FEMALE GENITAL MUTILATION
Fundamental Law, 8th July, modifying the Fundamental Law 6/1985, 1st July, of the Judicial Authority, for the extra-territorial persecution of female genital mutilation. (BOE 09/07/2005).

2. LOCAL MAPPING MADRID


ACTIONS AND PROGRAMMES TO PROMOTE GENDER EQUALITY (WITH A  FOCUS ON MEN AS AGENTS OF CHANGE)

2.1. INTRODUCTION

Gender equality is one of the mayor objectives of our society as a whole. Public policy focuses on the need to promote measures to remove those elements of sexual discrimination that still impede the full realisation of equality between men and women. 

Madrid local government is fully aware of the obstacles that still exists on the path to reach gender equality; therefore it feels force to take active action to eliminate them once and for all.

Considering that gender discrimination is rooted in the deepest part of our social setting, it’s not strange that most plans to achieve gender equality don’t set structural changes as a main objective in the short run. 

The United Nation have recognised the major impact of female contribution to social, economic and cultural changes in Society. During the past four International Conferences on women, we have been reminded that women’s discrimination is incompatible with human dignity and social well being because it represents an obstacle to the full participation in the social, economic and cultural life in a context of gender equality. At the same time it is a burden in the development process.

We now live in a society in which the support to these values doesn’t necessarily help us to reduce discriminations, despite the fact that major advances are evident. Nowadays Madrid enjoys a better state of equality between women and men.

In order to appreciate it, we just have to look at the way women are now playing an active role in those public spheres that historically have not been of easy access for them. In fact these favourable changes do not necessarily walk hand in hand with changes in the  mentality and attitudes of people and therefore it seems particularly difficult to transform social structures on which this discrimination is based..

2. ACTIVITY

As the sample shows, the progressive incorporation of female workers in  Madrid’s labour market represents a constant factor if we consider the rate of women’s employment over time. Nevertheless, the increase in working activities appears to be of not particular significance. In fact in the year 2000 the average activity rate of women represented 47% of the Madrid’s total activities and in 2004 it grew of 2% approximately.  

The reduction of gender inequality (what is commonly known as “the gender breach”) appears to be moderate. In the year 2000 the “distance” between men and women was 20% less favourable to women that men, while in 2004 it has been reduced by almost 3%. 

Likewise, the rate of female work has shown a favourable evolution in Madrid, where we can notice a progressive increase of 6.35% on average in the years that have been considered.  Moreover, in the same length of time, the gender breach is reducing (-3%).

3. EMPLOYMENT

Considering female employment, it’s essential to take into account that Madrid Local Council shows a higher proportion of working population than the Region as a whole. Madrid’s men enjoy between 10 and 27 points of employment rate more than women. The stability of these results, considering different age groups, stands out: 

· If we consider the total (100%) of women employed in Madrid in 2001, 8.0% of those were younger than 24 years old..

-
Taking into account those between 25 and 54 years of age, in 2001 and 2004 respectively, of 100 women living in Madrid, 80 were employed.  

· The rate of employment for those over 55 years of age increased by 1% between 2001 and 2004. 

· Part-time activities are more common amongst women. 

4. STATISTICS OVER THE CONCILIATION BETWEEN WORKING AND FAMILY LIFE.

The difficulties to conciliate family and working life represent a problem for more than 46% of Spaniards, both men and women, and this figure increases by almost 6% if people who were interviewed were women; nevertheless the figure related just to conciliation doesn’t change if the people interviewed are women. Conciliation shouldn’t be understood as the simple redistribution of domestic chores between the sexes, not even as a problem that concerns just women, but it should refer to families as a whole, despite the fact that women are still in charge of most of the activities related to care and domestic chores. If we look at the data available on the percentage of unemployed people in Madrid that are in charge of domestic activities, in 2001 87% of those were women.  In 2003, 62% of women in Madrid were taking care of basic domestic chores versus 8% of men and 14% of families were the two partners carried out housework together . 

Other data in the quarterly survey on the labour market of 2002-2003 in Madrid, show that men dedicate two hours on average to domestic chores and activities related to family life, while women dedicate more than two times the time to take care of the house and look after the family. This number seems to increase when women are in charge of people who are not self-sufficient.

In Madrid, 13% of families are constituted by single mothers with children below 5 years of age and just 4% of the total by single fathers with children below the same age. 78% of women who are in charge of one or two children carry out domestic/family chores against 58.7% of men in the same situation.  In the sections “social life” and “entertainment” this tendency varies a bit, as we can see in the table  below.
Daily Average Time dedicated to each activity by men and women 

	Daily average time
	Man/Woman
	Man
	Woman

	Personal care
	11:05
	11:08
	11:02

	Sleep
	8:36
	8:41
	8:31

	Eating and drinking
	1:44
	1:46
	1:43

	Other aspects of personal care
	0:47
	0:44
	0:49

	Working activities
	7:54
	8:31
	7:08

	Study
	5:00
	4:57
	5:03

	Housework and family care
	3:27
	2:00
	4:28

	Voluntary Work and Meetings
	1:58
	1:46
	2:04

	Social Life and Entertainment 
	2:05
	2:14
	1:58

	Sports and outdoor activities
	1:56
	2:09
	1:45

	Hobbies and Games
	1:49
	1:57
	1:36

	Interaction with the media
	2:49
	3:00
	2:39

	Others
	1:37
	1:41
	1:32


Source: Time use survey 2002-2003, Madrid.

www.munimadrid.es
According to some data published in January 2007 almost 1000 men shared with their partners maternity leaves. From this piece of information we can deduce that: 

· There were more than during the previous year. 

· Nevertheless, fathers that, in 2006 shared maternity leave with their partners still represent a tiny minority. 

· Just  981 of the 54,547 cases eligible for maternity benefit were claimed by men. 

According to the Social Security Database, just 981 of 54.547 maternity benefits were claimed  by men last year. 

By law, the father can share with his partner up to ten weeks of maternity leave but the first six weeks are reserved exclusively for the mother (who has recently given birth to a child). In Madrid maternity benefits have increased by 8,75%. 

5. LEGAL FRAMEWORK

The legal European framework concerning gender equality has been designed in the seventies, thanks to a variety of guidelines. Among those we have got to remember 76/207/CEE, that refers to the notion of equality between women and men in the context of access to a job, vocational training, professional upgrading and working conditions.

This guideline has been amended and law 2002/73/CE includes the concept of equality as it says in the Amsterdam Treaty (1997), and more recently, in article II-83 of the European Constitution ratified by Spain in the referendum of the 20th of February, 2005. It recognises amongst its fundamental principles the right to equality for women and men; it states, as one of its major goals, the active support to equality, the elimination of inequality between the sexes and it confirms the lawfulness of positive discrimination. 

With regard to the Spanish legal framework, in article 14, the Spanish Constitution advocates equality as one of the fundamental rights of its legal system. The State social model as it is expressed in the Constitution, determined a new legal/political framework: the ratio legis of positive discrimination in the Spanish legal system constitutes a legal obligation for all the public authorities, entrusting them to promote real and effective equality (art.9.2).

Positive discrimination has been based on these constitutional principles: active support to equality; individual and collective equality; real and effective equality. 

Finally, considering the specific jurisdiction of Madrid Local Council as regards equal opportunities, the     Head Office of Equal Opportunities*   is  the    organ   in charge        
of drawing up and carrying out the “Action programs on equal opportunities for women and men”*.

In Madrid these measures have been carried out both by the Local Council and the Regional Government. 

6.  ACCION PROGRAMMES OF MADRID LOCAL COUNCIL.

Madrid Local Council is carrying out several measures to promote equality. Equal opportunities represent a strategy to guarantee that women and men could both take part in different spheres of social, economic, political life, in the decision-making process and in the activities related to education, training etc. enjoying the same conditions. It wants to guarantee that they both can aim at equal employment opportunities enjoying the same salary. These are the goals that this organisation has set up. Amongst several measures we must highlight the following: 

A) EQUALITY SCHEME

The Equality Scheme represents a strategic key element to design eight different lines of intervention that can specifically satisfy the needs and interests of women in Madrid.

The Second Equality Scheme tries to focus the attention on major discriminations that public institutions need to face. Moreover, it has been created with the specific purpose of strengthening the measures that have already been taken by the city local council.     

The main recipients of the Second Equality Scheme are women but also society as a whole, because the benefits derived from it could improve the quality of life of us all .

The Labour Department and Services to Citizens* of Madrid Local Council intents equality to be more that a mere regulating principle. It wants equality to be visible and part of daily life, something we all can enjoy, both men and women, and through which we can secure a fair model of coexistence.   The Second Equality Scheme for women and men that live in Madrid is a way to contribute to achieving this goal. 

Madrid Local Council started the Equality Scheme that was characterised by an innovative approach and a cross-wise perspective. It was developed through eight axes, a transversal and seven strategic ones, and it encloses eight objectives and one hundred twenty two measures to be executed over a period of four years since it came into action. Different factors were taken into account when the Scheme was designed: the position enjoyed by women living in Madrid, the results emerged from the First Equality Scheme, suggestions from different sectors of Madrid society and, at the same time, the dynamism of Madrid district.    

THE PRINCIPLES OF THE EQUALITY SCHEME

“Transversality” and Participation Principles  

“Transversality” represents the attempt to incorporate gender perspective into Madrid Council’s regulations and plans.   

Transversality, as the main regulating principle, means that different authorities have to face those situations that could create discriminative attitudes towards men and women. Even if the situation is changing and gender roles appear to be less rigid, we need to tackle discrimination from a gender perspective.  In order to be able to work along this line we need to cooperate with all the governmental authorities. Transversality is impossible without participation. Participation means that people will have the chance to get involved in developing the Second Equality Scheme.   

Diversity and Modernity Principles

 Diversity cannot just be defined considering differences such as sex ,ethnic background etc. but as the result of more complex social interactions where culture and gender play a prominent role. Diversity imply that we need to take into account both differences and similarities. 

Diversity is part of our society. Women and men do not represent homogeneous groups, they are diverse and different. Existing inequalities are not related to diversity itself but derive from discriminations due to the way we deal with it.  Diversity represents a mixture of similarities and 

differences that don’t pertain to specific groups or minorities but to society as a whole.  If we take this principle into account, we will be able to consider specific interests of women that belong to different social and ethnic groups and, at the same time, we will manage to identify those interests that they have got in common. Modernity can be associated with progress and innovation. This principle allows us to promote creativity and imagination when applying the measures prescribed by the Second Scheme and, moreover, it designs a framework that guarantees popular participation in promoting local policy concerning equality between women and men.  

B) SUBSIDISED PROJECTS TO PROMOTE GENDER EQUALITY

C) AGENTS OF GENDER EUALITY

Agents of gender equality are professional figures that work to achieve equal opportunities for women and men. They provide: 

Information on vocational training, health, gender violence…                           

Workshops and Activities.

Technical support and advice for those that take part or work for local institutions or organisations.

D) RESOURCES BANK FOR CONCILIATION

It includes all the different services available in Madrid to conciliate family life with professional life. 
7. ACTIONS OF MADRID REGIONAL GOVERNMENT

Amongst the number of programmes and planes that the Community is developing we have to  highlight the following ones:  

1.  IV EQUALITY SCHEME

This Scheme defines four areas/spheres of intervention: Conciliation of personal, familiar and professional life; Area of Education, Media, Culture, Entertainment and Sports; Cooperation, Decision Making and Social Participation; Civil Rights, Urban Development, Health and Welfare.

 2. A project named “Madrid, Companies and Conciliation”* has been carried out. The project aims to promote in the business world those working conditions that would help people living in Madrid to find a better balance between personal, familiar and professional life. This project has been designed taking into account what has been learnt through “EQUAL Madrid a city pro Conciliation”*.  As regards to it, we need to stress the need to identify those alternatives that are appropriate for each organisation and those which promote cultural and structural changes favourable to conciliation. 

In this way, we are approaching different aspects (such as social awareness, changes in organisations and business nets) in an coherent and articulate manner.  We want to promote an integrated intervention through which all the different agents that take part in developing the project could be involved.  The project has been structured around three axes: 


Axe 1. A change in the Values of Joint Responsibility promoted by the business world. 


Axe 2. Business Strategies to Support Conciliation.


Axe 3. A net of businesses that support Conciliation.  

The contents of these plans of action can be inscribed into the eligible actions defined by AXE IV: Equal opportunities of the EQUAL Initiative*. 

3.  On the other hand, Madrid Regional Government considers that the Public Administration has got a major responsibility in promoting initiatives to guarantee gender equality, conciliation of personal life, family life and working life. It has published a handbook, Guide to good business practice*, in the attempt to boost a flexible system as a mean to promote conciliation and, at the same time, make available to the business world the existing devices, in order to encourage conciliation between working life and family life of employees, following the example of those companies that have already done it. On this line of work, Madrid Regional Government organised  various contests such as:   

· “Madrid Flexible Company” Award* 

· “Conciliation in the Local Councils” Awards* 

Moreover, it has created “Generating changes”*, an advisory service for companies in order to promote equal opportunities and conciliation between work, family life and personal life.  

It has designed a web page, http://www.empresaconciliacion.com, through which people can fill in a self-testing questionnaire for companies and where people can find the latest information about employment, equality and conciliation in Madrid. 


4. Other Actions: 

· Madrid Regional Government has published three handbooks to promote gender equality targeting young students attending the national school system. The Advisory Committee on Employment and Women*, through the Head Office of Women, has published three didactic guides, a DVD plus the guide “Building up equality we prevent gender violence”* for students attending primary and secondary schools, through which these institutions want to tackle gender violence and eradicate sexist attitudes and stereotypes that encourage inequality between women and men.  

The main objective of these publications is to give access to material related to gender equality. Thanks to examples and simulations described in the guides, primary and secondary school teachers will try to take a step forward in preventing violent attitudes towards women. 


- Madrid Regional Government is organising courses on gender equality.

A course on Gender Equality in the context of the Public Administration was organised.
The objectives of these courses are:  

▫ To raise people’s awareness on inequality that both men and women have to face thanks to the display and the study of basic data on the working situation of women in the Public Administration. With particular reference to the following aspects: access to a job, promotions, training, conciliation of work and family life, mobbing, etc.

▫  To make people aware of the measures that have been recently applied to certain professional leading contexts in order to reduce the effects of inequality.   
▫  To offer a clear view of all the different proposals that the trade unions have carried out to  promote a better understanding and encourage positive actions in order to achieve gender equality in the Spanish working environment.  

- The Universidad Complutense of Madrid (UCM) created the Office for Gender Equality* that started to work in October 2004 with the main objective of introducing equal opportunities for women and men at the University, applying the general guideline on equal opportunities. One of its specific goals is to raise awareness and promote debates amongst students on gender roles focusing on self-image, academic activities or male/female participation in the academic world. 

8. AMESAL AND GENDER EQUALITY

Gender equality and Conciliation of work and family life represents two of the main objectives that our organisation AMESAL, Asociación de Mujeres Empresarias de Sociedades Laborales, seeks to promote. Therefore, from the beginning, we have been cooperating with the main public bodies that work in the field. 
We have co-worked to develop these programs:

1. Two programmes especially designed to promote Conciliation with the Head Office of Women:

· “We conciliate” campaign to set up measures to conciliate work and family life in firms belonging to the cooperative, mutual and no-profit sector..

· A network of Agents to promote conciliation in companies of the cooperative, mutual and no-profit sector..

Right now we are designing three new programs: 

· Gender Audit: Social Responsibility and Gender Equality in the cooperative, mutual and no-profit sector. 

· Implementation of positive discrimination in the field of gender equality in the cooperative, mutual and no-profit sector. 

· Various resources to promote equality in the cooperative, mutual and no-profit sector. 

 2. We are designing a program “Herramienta de Negociación Bancaria” (Tool of Banking negotiation) with the General Secretariat to Promote Equality* to strengthen the presence of female businesses.   

3. In the context of EQUAL, we play an active role in the development subdivision (Agrupación de Desarrollo) as part of the project “Active Diversity” (http://www.diversidadactiva.org); its objectives are: 

· To reduce the inequalities existing between women and men, to eliminate gender segregation in the working environment both in the public and in the private sectors and to promote equal opportunities.   

· To develop measures of positive discrimination and plans to allow women to participate in the labour market. Moreover we want to design specific strategies to implement  models of local sustainable development.   

-
To integrate plans to reduce and remove gender segregation both on the vertical and horizontal levels. Those plans could be integrated in the public policy, in the educational strategies and eventually be considered measures to promote positive discrimination. 
To increase public awareness we have published a handbook on equal opportunities between women and men and a guide to help people choosing a potential professional career in a no—sexist mode. 

4. We created, with the Head Office for Equal Opportunities of Madrid Local Council,  IN-GENIA a program to develop women’s abilities in the business world (“Acciones de intercooperación para el desarrollo de las competencias emprendedoras de las mujeres”- “Actions of inter-cooperation to develop women’s business abilities”)  . 

9. CONCLUSIONS 

From this general overview we can deduce that there are a lot of projects, programs, local and national measures to promote gender equality in different spheres of citizens’ social life.

Generally speaking, these different strategies had and still have a great impact in increasing the rate of female employment. 

On the other hand, the existence of situations of gender discrimination points at important aspects that need to be modify and that could briefly be described as a clear ”Mediterranean mode of production-life” joint to a specific economic development.     

The final result highlights the fact that there are still evidences of vertical and horizontal marginality in the private sector where micro businesses, that constitute the vast majority of the private sector in offering working opportunities, are difficult to integrate in these programs to promote equality. It also shows that inequality and segregation are less present in the public and in the cooperative, mutual and no-profit sectors. 

If we take these factors into account, it is evident that, along with general strategies to promote equality, to conciliate family life/work or to reduce differences between the public  and the private sectors (with particular stress on SMEs) , we need to develop specific strategies on the role of men because none of these programs focuses on men as agents of change. Generally speaking, all these programs emphasise the role of women, all the limitations they have got to accept and  how they could overcome those obstacles. Moreover the programs promote educational strategies targeting just women.  
Therefore, we think that it is necessary and essential to change our approach and introduce this new point of view in all the different actions, programs and strategies that we are now developing.  

We, in Amesal, have introduced this new perspective, completely different from the one adopted so far, focusing our actions on the role and attitudes of men in this field. We want to share this approach with all the organisations, local councils or institutions we are working with. 
3. The situation in Catalonia

It must be specified that the law of Reconciliation only affects public sector employees. Hereinafter are described certain representative experiences, concerning the reconciliation of work, family and personal lives, and the role of those men concerned. 

3.1.Law of Reconciliation of personal, work and family lives of those persons employed by the public administration in Catalonia 

Main elements 

· Paternity leave, for four weeks, with the maintaining of the job post for up to three years, in the case of voluntary leave of absence for the purpose of providing care to children or family members. Leave without pay, for a minimum of ten days, may be requested, so as to attend to a family member. 

· Formulas for compacting working hours and workdays.
· Incorporation of measures concerning violence against women, as regulated by state legislation
· Increase in the working day by a third, at full pay. 
· Maternity leave can be taken on a part-time basis, allowing for it to reach a full 16 weeks in duration.
· Paternal leave of absence for birth, adoption or foster care, is increased, in cases of multiple births, adoptions or foster arrivals, up to fifteen workdays.

3.2. Significant experiences in the area of reconciliation and equality of opportunities 

· Equality plans in Barcelona companies 

Promoter: Barcelona City Hall 

Description: The idea is to get companies in Barcelona to incorporate plans for equality: the recognition of women’s rights to equal access, appreciation and remuneration in the work place, the promotion of women to positions of responsibility, the prevention of sexual and moral harassment, non-sexist communication and language, and the improvement of mechanisms for the promotion of equal opportunities. 

· Programme for Equality between Men and Women 

Promoter: Sabadell City Hall 

Description: Articulation of all activities in different areas of the Sabadell administration, with the aim of real equality between men and women in the city. 

Of particular note is the effort to publicise the initiative, through workshops, dissemination, etc. 

· Study of skills and know how in company management 

Promoter: University of Girona

Description: Study analysing the management styles of women in the city of Girona, and considering selection, discrimination and issues of combining family and working lives, as well as the difficulties they have encountered in their professional endeavours. 

· Harmonising company and family 

Promoter: ADELL- Associació Empresarial pel desenvolupament de la Dona Empresària (Business Association for the Development of Businesswomen)

Description: Reconciling of Family and Work Lives in the business environment of the city of Lerida, through the following phases:

· Diagnosis of the present situation, by business sectors

· General awareness raising of business people 

· Specific sectors and pilot businesses 

· Analysis of results by sectors

· Woman and City 

Promoter: Maria Aurèlia Capmany Foundation 

Description: Tool for promoting the participation of female citizens in the dynamics of the city, in planning the urban environment, mobility, security, people-centred services and time organisation. Thus, the initiative defines new concepts, strategies and policies adapted to the needs of daily life and enabling the overcoming of obstacles, to men and women of the city, in combining work and family life.

3.3. Local Action Plan

The following plans refer to different contexts and institutions; the persons referred to are, likewise, of different profiles – though all have actively participated in the project. 

The methodology followed was essentially based on the questions: what has been learnt from the project, which might be applied to daily practice? And what views on the issue have come out of the project? 

These questions were asked of those participating in the Barcelona and Blanes City Halls’ project, and cannot yet be said to be resolved. 

These are the answers given:

Sara Moreno Colom 

Autonomous University of Barcelona

- Knowledge of local experiences – which do not always display a clear political will for change in favour of greater equality of opportunity between men and women – does in  itself have a clearly positive effect on gender equality.

- The importance of generating spaces for sharing experiences between men, breaking with stereotypes and prejudices about masculinity and sharing emotions.

- The need to define, socially, a new masculine identity and to adopt it in daily life.

- The tendency to talk about women when talking about gender inequality, but to talk mostly about men when focusing on agents of change. This emphasises the need for the project but also the difficulty of managing it. 

- In the two encounters I attended, women-centred issues have, accordingly, been given more attention than men-centred ones.

- Finally, in my daily practice, I will examine more deeply the issue of male involvement in domestic matters, as it needs to be looked at. We know lots about women joining the workforce, but little about men joining into domestic work. 

Vidal Pérez Bahíllo

Castelldefels City Hall

1. First of all, it needs to be pointed out that reconciliation is still largely a woman’s issue. Men still avoid their domestic responsibilities. Housework and caring for people continue to be female activities. Despite the existence of some forms of leave from work applicable to men for home needs (paternity, family illnesses, etc.), the percentage of men using these rights is insignificant. This argues for the need for awareness campaigns and administration-backed initiatives for positive action targeting men. 

2. Another important aspect is the need to integrate co-education into all educational levels, introducing values that break current stereotypes, above all for males. Certain attitudes and behaviour are still expected from boys: he has to be brave and not display certain emotions (the expression of all sentimental or affectionate emotion being sanctioned). 

3. Also, I believe the administration needs to set an example by advancing proposals that move towards real equality between men and women and towards shared responsibility. External actions (aimed at citizens) and internal ones (aimed at staff) are fundamental, as they have an educational effect and serve to change society’s values. 

4. Planning cities that facilitate the reconciliation of people’s personal, family and working lives. 

Some lines of action to take for making such cities:

· School schedules and mobility 

· The schedules of different support services

· Times of public administration services availability

· Shop hours and commercial services

· The scheduled availability of cultural and leisure activity

· The scheduling of activities in public spaces

· Public transport schedules (routes, frequency, etc.)

· Night time transport services

Sharing the diversity of experiences presented in GENDERWISE, and having the opportunity for debate, with professionals from different sectors and parts of Europe, about the actions being carried out for gender equality and the sharing of responsibilities (housework, the combining of work, personal and family lives), has better equipped me to orientate actions to be taken by the municipality.                                                     

Juan Pedregosa

ITD – Director

The main actions to be taken, based on this experience, are: 

· Application of a more open vision, regarding the role men are to play in achieving equality of opportunity

· Identification of cases, projects and experiences in which the question is dealt with from a political, strategic and operative point of view

· Promoting measures of reconciliation directly into daily life

· Furthering the use of new technologies and the opportunities for flexibility they present

· Including within the portfolio of activities, the development of projects incorporating the dimensions analysed in the project

Paula Mattio Lastra
Expert in Equal Opportunities consultant

Really, throughout the 15 months of the project GENDERWISE’s duration, I’ve been enriching my grasp on the issues involved in reconciling personal, family and work lives, and what men can contribute to that.

In my work as a company consultant, I have incorporated the ‘man’s role’, in all its facets, when we propose solutions for such reconciliation to companies. Many of the cases presented in the project have been useful to me in inspiring the development of new actions towards creating a real balance in companies and administrations – these being my area of activity and influence. 

Most of the experiences, but above all those that emphasise raising awareness among men, have drawn me to a greater consideration of how men can become involved in both spheres of life. 

The rapid pace of social change and the new models of family life appearing represent the upcoming challenges we will have to deal with. One of the most important of these challenges being that of getting men and women to share equally in private and public spheres; that is, women, free from discrimination, taking on more positions of responsibility in public life and the working world, while, in the home, men participate in caring for children and the elderly and take on all their share of domestic responsibilities.
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* Dirección General de Igualdad de Oportunidades, in the original.


* “Planes de igualdad de oportunidades entre mujeres y hombres” in the original. 


* Área de Gobierno de Empleo y Servicios a la Ciudadania,...


* “Madrid, Empresas y Conciliación”, in the original. 


* "EQUAL Madrid, una ciudad por la Conciliación”,...


* EJE IV: Igualdad de Oportunidades de la Iniciativa EQUAL,...


* Guía de Buenas Prácticas empresariales,...


* Premio Madrid Empresa Flexible, in the original.


* Premios de Conciliación en Ayuntamientos,...


* “Generando Cambios”,...


* Consejeria de Empleo y Mujer,...


* “Construyendo la igualdad prevenimos la violencia de género”,...


* Oficina para la Igualdad de Género, in the original.


* Secretaría General de Promoción de la Igualdad, in the original
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