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editorial

gender-inclusive

enfrepreneurship,
nof an option, 3 necessity

TStartup Heatmap’s latest research (2020) on women
entrepreneurs in Europe revealed that only 15.5%o0

of founders or co-founders are women with women
entrepreneurs receiving 38%bo less funding than their male
counterparts when starting under the same conditions.
Even in cities with strong support ecosystems, less than
one in five start-ups ifounders are women. Although
women make up 5290 of the total European population,
only 3490 of the European Union self-employed workers
and 3009/ of start-up entrepreneurs are women
(WEbarometer Report, 2021). Despite a growing number of
gender equality plans in companies and public
institutions, these statistics prove that we are still a long
way from achieving true gender equality in
entrepreneurship.

What do we mean by gender? Gender refers to the social
attributes and opportunities associated with being male
and female and the relationships between women and men
and girls and boys, as well as the relations between
women and those between men. These attributes,
opportunities and relationships are socially constructed
and are learned through socialisation processes
(Definition by the European Institute for Gender equality -
EIGE).

Gender mainstreaming in our society has been embraced
at international level as a strategy to achieve full gender
equality. It involves integrating a gender perspective into
the preparation, implementation and evaluation of
regulatory measures and expenditure programmes, with d
view to promoting equality between women and men and
combating discrimination. When applied to entrepreneurial
support structures, gender mainstreaming aims to create
a gender-inclusive ecosystem.

Impact entrepreneurship is a powerful tool for achieving
gender equality and a key to empowering women, as it has
long been recognized as a driving force for economic
growth and innovation. Indeed, it provides women with

opportunities for economic independence and financial
sufficiency towards greater independence and better living
conditions while breaking gender norms preventing them
from reaching their potential. Entrepreneurship is a way for
women to become true actors of change. Entrepreneurship
embodies the fundamentals of freedom: freedom of choice,
freedom of life, freedom in building your own path.
However, despite significant progress in recent years,
gender disparities persist in entrepreneurial endeavours,
with women entrepreneurs often facing specific
challenges and barriers to success. To address these
disparities, gender mainstreaming in entrepreneurial
support structures is crucial to unlocking the power of
inclusivity and fostering an environment in which all
entrepreneurs can thrive.

The Empow’Her’s 2019 European study, which provided
data on the challenges faced by women as social
entrepreneurs, revealed that support structures had a
key role to play: 6390 of women social entrepreneurs who
responded to the study felt that women'’s lack of self-
confidence hindered their development as entrepreneurs
and 879%o were willing to participate in a dedicated
programme for women social entrepreneurs.

True empowerment measures will help to address the
increasing desire of women to access entrepreneurship
opportunities. The mobilisation of all involved actors

and in-depth studies of the legal context in Europe and
abroad constitute the main pillars of the FOWoSE
(Fostering Women Social Entrepreneurship) project aiming
to increase the integration of gender at all levels, at
structural level and at program level.

lliana BALABANOVA

President of the European Women’s Lobby
President and cofounder of the Bulgarian Platform of the EWL
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infroduction P
Our findings “

There is a general lack of inclusivity in entrepreneurship, and especially social entrepreneurship towards women.
Support structures and social economy organisation (SEOs) do not sufficiently integrate gender equality at
structural level and project level, which reduces opportunities for women entrepreneurs. Indeed, if the people in charge
of supporting and training women social entrepreneurs are not themselves trained and lack the tools to support
these women, women'’s access to entrepreneurship is hampered. Furthermore, structures with expertise on gender
equality issues have not had the opportunity of sharing their formalised good practices with other actors.

This guide is therefore intended to address this lack of sharing of gender mainstreaming practices.

What is this guide about?

This is a pedagogical tool that aims at enabling organisation to better integrate gender into their organisations and
their support programmes. The tool includes a self—dla%noms that helps organisations assess their structure and
their level of gender mainstreaming. Then, based on the results, up to 10 easy-to-implement recommendations are

provided to change and improve the practices.

How was this tool developed?

In response to the lack of tools, we launched the FoWoSE project (Fostering Women Social Entrepreneurship),
a European consortium project funded by the European Union's Erasmus+ programme. This tool is based on the
expertise of each consortium partner and on our research as part of the FOWoSE project. Learn more about the

project at the end of the guide.
In order to make the content developed by the project partners more accessible and user-friendly, we have
created this pedagogical tool to help organisation better integrate gender.

Who is it for?

This guide is intended for managers/leaders of entrepreneurial support structures who wish to and/or are
responsible for better integrating gender into their organisation. Staff can also take the test but they might know
all the answers. If this is so, you can ask your manager and this could be an excellent way to start working on
your gender action plan and involving all parties.

If you are willing to assess gender mainstreaming in your organisation, this is the tool for you!

We provide solution for better gender mainstreaming, but our recom-

Tag us on social media:
mendations and challenges are not exhaustive. This document is not a

one-size-fits-all and can be adapted according to the needs of each #FoWoSEChuIIenge

organisation or a desire to go further in its approaches. To deepen your

approach to gender mainstreaming, you can hire an external consultant
with gender expertise to tailor a gender plan for your organisation.



glossary

m Preference, predisposition or inclination towards
or against one thing, person or group, often based on
prevailing stereotypes. These biases are often
unconscious, they are learned, and become deeply
ingrained and can influence behaviours that could lead
to unfair treatment of certain gender groups.

m A chief executive officer, the highest-ranking
person in a company or other institution, ultimately
responsible for taking managerial decisions.

(L[4 Equality is the right of different groups of
people to have a similar social position and receive the
same treatment.

[ZITTE Refers to the socially constructed
characteristics of women and men - such as norms,
roles and relationships of and between groups of
women and men. It varies from society to society and
can be changed.

Gender discrimination
describes the situation in which people are treated
differently simply because they are male or female,
rather than on the basis of their individual skills or
capabilities.

The work of a gender focal point
is to support gender mainstreaming by advocating,
advising and supporting professional staff and
monitoring and reporting on progress - if necessary
through the use of/support from consultants or external
specialists.

The deliberate ‘application’ of a lens -
seeing something through the eyes of a woman and
then seeing the same thing through the eyes of a man.
By applying the lens, it reveals how your activities may
be experienced by different gendered groups. Applying
a gender lens may reveal that your activities advantage
certain gender groups, whilst disadvantaging others.

The integration of a
gender perspective into the preparation, design,
implementation, monitoring and evaluation of policies,
with a view to promoting equality between all genders,
and combating discrimination.

The term ‘gender-neutral’ means that
something is not associated with either women or men.
It may refer to various aspects such as concepts or
style of language.

m Inclusion is the practice or policy of
providing equal access to opportunities and resources
for people who might otherwise be excluded or

marginalised, such as those who have physical or
intellectual disabilities and members of other minority

groups.

Sexism is linked to beliefs around the
fundamental nature of women and men and the roles
they should play in society. Sexist assumptions about
women and men, which manifest themselves as
gender stereotypes, can rank one gender as superior
to another.

A widely held but fixed and oversimplified
image or idea of a particular type of person or thing.

T &S 1T ] A support structure is an

organisation that offers entrepreneurial and managerial
support, services, support programmes and possibly a
place to work.

Trainers are internal or external professionals
that help entrepreneurs with their project by giving
them advise, trainings... When we speak of trainers we
also mean coaches and mentors.

TG CE GRS EL I Harassment is unwelcome

conduct that is based on race, colour, religion, sex
(including sexual orientation, gender identity, or
pregnancy), national origin, older age (beginning at age
40), disability, or genetic information (including family
medical history). Harassment becomes unlawful where
1) enduring the offensive conduct becomes a condition
of continued employment, or 2) the conduct is severe
or pervasive enough to create a work environment

that a reasonable person would consider intimidating,
hostile, or abusive.

i
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how o use This tool?

You are about to assess
gender mainstreaming in
your association.

Please be as objective
as possible in order to
identify the status of

your organisation and to
be able to better integrate
gender into your structure.

gender mainstreaming in \

-

All questions are listed
randomly.

For each question, we suggest 4 answers:

Yes, absolutely’

You fully agree with the question,
your organisation is already doing this.

‘Yes, to some extent’

You have implemented something
similar, you are on the right direction or
you have in fact already implemented
this action but feel that you still have
lots to do.

1 ¥
~—

Take the
test 2
Refer to the
recommendations

improve
your gender
mainstreaming

‘Not yet or in discussion’

You haven’t implemented this action
yet but you have already thought about
it and/or are planning to do so.

‘Not at all’

This action is not implemented at all
in your organisation. It is not in your
current plans to implement such
action or, even if you have considered
doing so, you can’t allocate the re-
sources needed.




now ifs your furne

1. Does your organisation arrange training or onboarding sessions
to help external trainers better adapt their posture and content Yes absolutely!
to women entrepreneurs?

2. Do you consider your workspace to be accessible and
inclusive to all? (office equipments, toilets, sanitary products, Yes, absolutely!
breastfeeding rooms etc.)

3. Isthe representation of women qnd men in leadership positions Yes, absolutely!
equally distributed in your organisation?

4. Dogs_everyone in your organisation r!u_ve equitable access to Yes, absolutely!
trainings, regardless of their job positions?

5.  Does your organisation carry out surveys to meet the needs of
your women entrepreneurs and adapt the programs according to | Yes, absolutely!
the feedbacks collected?

6. Does your organisation have a community building strategy for Yes, absolutely!
your women entrepreneurs?

7. Is the!e an allocated human resources person in your Yes, absolutely!
organisation?

8.  Are men and women paid equally for the same job? Yes, absolutely!

9. Does your organisation have a DEI (diversity/equality/
inclusion) clause in the contract signed by your partners and Yes, absolutely!
stakeholders?

10. Dogs your organisation have a formal training policy on gender Yes, absolutely!
for its staff?

1. H.uve.yo.u ever notlceq or have you had reports of gender Yes, absolutely!
discriminatory behaviour?

12. Does your organisation have an official and accessible to all
policy on work-life balance? (out of office hours, days off, Yes, absolutely!
working time management, etc.)

13. Does your organisation have a designated gender focal point? Yes, absolutely!

14. Does your organisation monitor trainers and trainings? Yes, absolutely!

15. Does your organisation have an equal employment opportunities

policy (EE0)?

Yes, absolutely!



16. Does your organisation take into consideration the needs
of women entrepreneurs when designing and implementing
programs and community support systems?

17. Does your organisation use gender sensitive communications
(inclusive language, role models etc.)?

18. Does your organisation consider gender quota when selecting a
new provider?

19. Does your organisation offer parental leave or other parent-
protecting policies, in addition to the legal obligations?

20. Does your organisation conduct training to encourage staff
to develop new skills?

21. Does your organisation have a clear and accessible to all policy
against discrimination and harassment?

22. Does your organisation support the promotion/networking/
capacity building of women entrepreneurs? i.e by planning
events for female entrepreneurship or running specific schemes
dedicated solely to women entrepreneurs.

23. Does your organisation offer flexible working options?

24. Does your organisation help its internal trainers deconstruct
their gender biases when supporting men and women
entrepreneurs?

25. Are the leadership of your organisation trained on gender
issues?

26. Does your organisation have an internal gender sensitive
charter shared with all staff?

27. Has your organisation established a selection quota between
men and women entrepreneurs?

28. Does your organisation carry out anonymous staff surveys to
detect any violence or harassment in the work environment?

20. Have you implemented a risk assessment tool for health, safety
and wellbeing in your workplace and identified the risks with
your staff?

30. Are staff trained to identify and act appropriately in case

of gender discriminatory situations?

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!

Yes, absolutely!




eSUITS

Based on your answers, we suggest recommendations
on areas that can be improved within your organisation
and programmes.

This means that you need improvements to better
integrate gender in your organisation and/or your
programmes. Clicking on the button will take you

If your score is high enough, you will see the sentence  directly to the recommendation page.

«congratulations, you do not need specific recommen-  Once on that page, you will have all the information you

dation on this topic». This means that you meet the need to understand and put into practice the topics.
standards for good gender mainstreaming. However,

. . To go even further, we have created level 1 and
there is always room for improvements and challenges! g !

2 challenges to quickly apply our recommendations.
If your score is lower than expected, you will read the

sentence «you seem to need help to improve your policy
on this topic, click here to learn more».

Leadership Health and safety

Congratulations, you do not need 9 Congratulations, you do not need 9
specific recommendation on this topic! specific recommendation on this topic!

Education and
training for staff

9 Congratulations, you do not need

Congratulations, you do not need e . . .
9 y specific recommendation on this topic!

specific recommendation on this topic!

Equal opportunities
for beneficiaries

9 Congratulations, you do not need 9
specific recommendation on this topic!

Enterprise development
and supply chain

Congratulations, you do not need 2] Congratulations, you do not need 9
specific recommendation on this topic! specific recommendation on this topic!

Congratulations, you do not need
specific recommendation on this topic!

Discriminations

Work life balance

Congratulations, you do not need Congratulations, you do not need 9
specific recommendation on this topic! specific recommendation on this topic!

? How are the scores calculated?

Each answer is given a score and each category is composed of 3 questions. When added up, they can
amount to up to 9 points per category. We have judged that above 6 points, you have mainstreamed gender
in your organisation. You can still refer to the recommendations and challenges to go even further!



leadership

<%> overview of the key area

Equitable and inclusive corporate leadership (both in numbers and in practice) is an essential and integral part of
making gender equality and women’s empowerment a key strategic priority for any organisation, large or small. It
publicly signals the goals and objectives of the CEO and senior management team in promoting gender equality
in entrepreneurship and creates a high level framework that defines how this commitment will fit into the
company’s sustainability strategy, day-to-day operations and organisational culture.

{/
@ Recommendation

Provide the organisation’s leadership
with training on the importance of
women's participation in management, on
managing gender stereotypes and biases
and on creating an inclusive working

environment.
\

What indicators should be monitored?

® Number/percentage of women on the
organisation’s board.

@® Number/percentage of women considered
for each management vacancy.

® Number of high-level public commitments
and statements of support by the CEO
for gender equality.

{/
Challenge @

For your organisation's next recruitment
process, use gender-neutral job descriptions,

diverse interview panels, and blind résumeés. This
can help with removing deep-rooted biases from

the selection process.

In 2022, Grant Thornton’s Women
in Business research showed that
women hold 339o of top leadership
positions in Europe

Sources: Grant Thornton’s Women in Business

report 2022:
How businesses can open the door to diverse
talent

Women account for a little over one quarter of board
members of publicly listed companies in the EU (289o),
and for less than one fifth of senior executives (18%o) in
2019. In other words, although representing approximately
half of all employed persons in the EU, women continue to
be under-represented amongst managers

Sources: Eurostat, the statistical office of the European Union, 2020

Challenge @

If you wish to commit to gender issues,

you can formalise it in a charter signed by all
staff, managers and leaders to promote and

achieve gender equality in your organisation.



https://www.grantthornton.global/globalassets/1.-member-firms/global/insights/women-in-business/2022/women-in-business-2022-opening-the-door-to-diverse-talent.pdf?mkt_tok=NjQyLVNERS05MjQAAAGM5LePcgEkbxYoj-q5Dy_K2D7o5OlM6tC5-l0L9VS9ZpmH30D2PjMCaI5jyokOr15HE0iONSF718ug7H5c_TNbQOJsYGsfNF9OY6Fjk_Vd
https://www.grantthornton.global/globalassets/1.-member-firms/global/insights/women-in-business/2022/women-in-business-2022-opening-the-door-to-diverse-talent.pdf?mkt_tok=NjQyLVNERS05MjQAAAGM5LePcgEkbxYoj-q5Dy_K2D7o5OlM6tC5-l0L9VS9ZpmH30D2PjMCaI5jyokOr15HE0iONSF718ug7H5c_TNbQOJsYGsfNF9OY6Fjk_Vd
https://www.grantthornton.global/globalassets/1.-member-firms/global/insights/women-in-business/2022/women-in-business-2022-opening-the-door-to-diverse-talent.pdf?mkt_tok=NjQyLVNERS05MjQAAAGM5LePcgEkbxYoj-q5Dy_K2D7o5OlM6tC5-l0L9VS9ZpmH30D2PjMCaI5jyokOr15HE0iONSF718ug7H5c_TNbQOJsYGsfNF9OY6Fjk_Vd
https://www.grantthornton.global/globalassets/1.-member-firms/global/insights/women-in-business/2022/women-in-business-2022-opening-the-door-to-diverse-talent.pdf?mkt_tok=NjQyLVNERS05MjQAAAGM5LePcgEkbxYoj-q5Dy_K2D7o5OlM6tC5-l0L9VS9ZpmH30D2PjMCaI5jyokOr15HE0iONSF718ug7H5c_TNbQOJsYGsfNF9OY6Fjk_Vd
https://stats.oecd.org/index.aspx?queryid=54676#
https://ec.europa.eu/eurostat/documents/2995521/10474926/3-06032020-AP-EN.pdf/763901be-81b7-ecd6-534e-8a2b83e82934
https://stats.oecd.org/index.aspx?queryid=54676#

<%> overview of the key area

Inclusion and equality are about the equal treatment of individuals and groups and represents oppor-tunities for
women and men in the workplace. Although legislation and company policies often include these principles,
organisational culture and structure, habits, implicit prejudices and stereotypes can lead to indirect discrimination
or unequal treatment of women and men. Eliminating all forms of discrimination in company poli-cies, strategies,
culture and practices, in terms of recruitment, opportunities, pay and benefits, is a crucial step in any organisation’s
journey towards gender equality.

{/

@ Recommendation

28%  12%
women  men

What indicators should be monitored?
In April 2019, the boards of largest listed companies

@® Number and percentage of women across the 28 EU Member States had 28 9/o women
compared to men represented and 72 9/o men.
in a specific type of contract or in
a particular job category.

{/

® Number of women in team management.
Source: European Institute for Gender Equality (EIGE)

® Gender pay gap.

Challenge @

Establish a remote work policy, and ensure its To ensure that your organisation provides equal
proper implementation and enforcement. opportunities, you can measure the pay gap between
A remote work policy is a set of principles and staff within your organisation to determine whether
rules which regulates working conditions there is ‘equal pay for equal skills’ and then set up a
(with expectations and guidelines] to protect pay grid to justify the salaries and positions of staff.

staff when working outside of the office.


https://eige.europa.eu/gender-statistics/dgs/data-talks/legislative-quotas-can-be-strong-drivers-gender-balance-boardrooms

equal opportunities for the beneficiaries*

<®> overview of the key area

According to the WeBarometer, women generally have less access than men to information because they are often
excluded from mixed networks. In addition, ‘poor support systems’ from their families and relatives is highlighted as a
critical issue preventing women from starting a business, along with ‘unwillingness to take risks’ and ‘low self-con-
fidence’. Although women tend to resort more to support schemes when they become entrepreneurs, they find it more
difficult to take the leap.

For these reasons, and to encourage more women to engage in an entrepreneurial journey, it is essential that communi-
cation strategies target them in an attractive and non-stigmatizing way.

&9 According to a survey led
Some by IntoTheMinds
over 840 entrepreneurs in Europe,
the motivations to start a business depend
on the gender of the entrepreneur:

@ Recommendation

>

20.190

Challenge @ Challenge @

Create a registration or entry questionnaire to Modify your selection process and adapt your
understand the specific needs of the cohort before criteria by integrating gender. If you are used to
the programme starts. holding pitches, try another selection method (on

file, on video, a question-and-answer format etc). Or
add a «gender and inclusion» criterion to your
selection grid: a bonus of 10 points if you consider
that the person fits into the category.

*We refer to entrepreneurs as beneficiaries




discriminations

<%> overview of the key area

Gender discrimination is not always intentional, but can be the result of a lack of information, personal bias,
a non-inclusive corporate culture, a lack of support structures to promote gender equality, or simply a lack of
commitment to eliminating discrimination at work.

Collecting, monitoring and analysing sex-disaggregated data on a regular basis can help to identify sex discrimina-
tioninits direct and indirect forms. In addition, analysing the organisation’s policies and operations from a gender
perspective is an important starting point for identifying gaps, risks and opportunities. Once the baseline analysis
is in place, a company can create an action plan with objectives and activities to achieve the desired change.

{/

. “\Q\ e
. Recommendation o ] .
A < & if, according to the barometer,
Lns‘:f::;f;iven; ::Z:::::L:L hot someone is using suppression techniques,
iscrimination, wi . .«
you create an internal barometer to P L mterven? by suylng. :
measure discrimination and evaluate «l thought what Sofia said was interesting,

it on a regular basis. can you continue?»

¥
What indicators should be monitored?

® Number of promotions for women
compared to men. If women are being
passed over for promotions or are being
promoted at a slower rate than men,

it could indicate gender discrimination
within the company. The gender pay gap in the EU stands at 12,7%o in 2021 and

has only changed minimally over the last decade. It means

. .
Numbers of recruitments of women that women earn 13,090 on average less per hour than men.

compared to men.
{/
Challenge @

Use the EU guidelines for gender neutral language Create a non-discrimination policy according to
and gender inclusive language to create a policy what you feel is best for your organisation.
that suits your organisation.

Source: European Commission - The gender pay gap situation in the EU



https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/equal-pay/gender-pay-gap-situation-eu_en

work life balance

<% Overview of the key area

Gender equality and women'’s economic empowerment are closely linked to achieving a balance between work
and family, a more balanced sharing of family responsibilities and investment in the care economy. Investing in
family-friendly and work/life balance policies ensures that staff with care responsabilities are supported and
valued. It has a strong business value too as it increases staff retention and engagement, reduces

absenteeism and lowers overall recruitment costs.

{/
@ Recommendation

To improve your staff's work-life balance,
you need to pay attention to their working
hours: do they do overtime? Do they
prioritise work over family? etc. This will
help to avoid burnout and take better
account of staff with family
responsibilities.

\
What indicators should be monitored?

® Duration and rights of maternity,
paternity and family leave

® Number and percentage of women and
men applying for and taking advantage
of these benefits.

® Number and percentage of women and

men taking advantage of flexible working

arrangements.

O
Some

According to a report by the National
Women'’s Business Council (NWBC)

The report states that work-life balance is
critical to helping women entrepreneurs
manage their personal and professional
lives,

Another study by the Center for Women'’s
Business Research found that women
entrepreneurs who prioritize work-life

balance are more likely to

Source: «Women’s Entrepreneurship: Empowering Women Entrepreneurs
through Work-Life Balance», the National Women’s Business Council.

"\V Challenge @

Give your staff two separate phones if necessary
(one personal and one business) and if this is not
possible, encourage your staff to turn off work
email notifications when they are out of the
office or working hours.

Encourage and normalise parents taking
parental leave, especially the fathers, by
appointing male executives as ambassadors.




health and safefy

<%> overview of the key area

The key area “Health and safety” highlights the right of staff to safety and freedom from violence in the work-
place, as well as the fact that women and men may sometimes have different needs when performing certain
tasks. For example, the body structure of most women is different from that of most men, which means that some
work equipment must be designed accordingly. Preventing and responding to safety risks and sexual harassment
in the workplace is essential to creating a safe and discrimination-free working environment.

\4 z

To provide a safe environment for your
staff, we recommend that you address
any gender discriminatory behaviour
and be very clear about what is not
acceptable. Having an anti- gender and

+23%
people

workpluce hurussment Ofﬁcel‘ und unti_ .......................................
harassment policies in place should .
Seaary one in five people
{, experienced violence and harassment at
work,

What indicators should be monitored?

® Number of complaints of sexual
harassment.

® Number of sexual harassment cases
that are resolved without further

victimising the survivors. Source : Experiences of violence and harassment at work:
A global first survey, International Labour Organization (ILO), Lloyd’s Register
.Staff views on the orgqnisqtion’s Foundation (LRF) and Gallup, 2022

ability to prevent and
deal with sexual harassment cases.

{/
Challenge @ L_\/ Challenge @

If you do not have a human resources manager Conduct anonymous staff surveys to find out what
responsible for enforcing non-discrimination, people think about their safety at work and how
then designate a trusted person, a gender focal they rate discrimination at work.

point, to whom staff can turn if they face a
problem of violence or harassment at work.



https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_863177/lang--en/index.htm
https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_863177/lang--en/index.htm
https://www.ilo.org/global/about-the-ilo/newsroom/news/WCMS_863177/lang--en/index.htm

education and fraining for staff

<%> overview of the key area

This principle includes everything related to the rights and opportunities of staff to access quality education and
training as part of their job. Effective training programmes that support women’s professional development are
also complemented by networking and mentoring initiatives.

{/
Q

To ensure that your staff is trained and
develop new skills, we recommend that you
make training sessions available to all, as
well as assess their skills and objectives in
order to regularly adapt trainings.

\
What indicators should be monitored?

® Hours of role-based training
(disaggregated by gender).

® Hours of mentoring (disaggregated by sex).

® Hours of gender-related training
(disaggregated by sex).

{/
Challenge @

/.

Women focus on education and training,
men engage more in work-related training.

In 2017, the EU-28 average of women and men aged
25-64 years participating in education and training
in a 4-week period was 12 °/o and 10 /o respectively,
well below the Europe 2020 target of 15%o.

The EU trend followed similar lines among those in or
out of work: 13 9/o of employed women and 10 %/o
of employed men were engaged in education and
training; among unemployed people, it was 11 %o

of women and 9 %o of men.

Source: Gender Equality Index 2019: Work-life balance, EIGE, 2019

Challenge ®

Ask staff what kind of training they would like
to receive by creating an idea box where they

can suggest training courses.

Organise an annual review of each member of
the organisation’s career plan and/or include a
gender-sensitive component in the onboarding
process.



https://eige.europa.eu/publications-resources/toolkits-guides/gender-equality-index-2019-report/lifelong-learning

education and training for trainers

<%> overview of the key area

The objective of training the trainers is to strengthen you teams' skills integrating the needs of women entrepre-
neurs’ into your entrepreneurship support programmes. As a support structure, your role is to convey more
gender inclusive values internally and to your ecosystem. To do this, you need to train your service providers and
staff to transmit these values in their daily support.

{/

Q Recommendation O

Tes\\@
Training your trainers on gender should .
contribute to greater inclusion in your «As a support manager, the FOWoSE project
programmes. We recommend that you has enabled me to boost my self-confidence

train them as part of their onboarding
process and help them deconstruct their
gender biases.

and my ability to provide the best possible
support for women in their entrepreneurial
careers. | have concrete, simple tools that are
easy to use, as well as feedback from
various European partners, which helps me to
improve my day-to-day practice.»

\f
Challenge @ "\V Challenge @

During your next major partner meeting, mention Create a satisfaction survey to evaluate
your wish to address gender bias issues by your trainers. Evaluations can be carried out
co-constructing a training course or charter on by the beneficiaries.

the subject with them and organise mandatory
training for trainers on gender bias.




enterprise development

and supply chain

<%> overview of the key area

Human rights abuses can occur not only in poor and developing countries, but also in developed and rich economies.
Respecting human rights is the responsibility of all actors, private and public, and ensuring that human rights are not
violated by a company's activities is an essential first step. By creating business links with women-owned companies
and influencing suppliers to respect human rights and promote gender equality, companies and organisations can
have a positive impact on the lives of women and communities.

Respecting the dignity of women in marketing materials is also central to this principle.

{/
@ Recommendation

To ensure that the development of your organ-
isation and your stakeholders is aligned with
your values, we recommend that you are very
specific in their recruitment and very clear
about your expectations and values when
contracting new suppliers or external trainers.

supply chain

4
{ customers/beneficiaries

What indicators should be monitored?

@® Number and proportion of suppliers and =

customers/beneficiaries that have been . an/
selected according to gender equality resPeCt the orgumsutlon 5

criteria (e.g. using WEPS as a roadmap). commitment to advancing equality and inclusion.

@® Number and proportion of women-owned
businesses in your supply chain and cus-
tomer base.

@® Ratio of men to women at management level
in your suppliers and clients/beneficiaries.

{/
Challenge @ "\V Challenge @

Implement a gender-sensitive recruitment charter Conduct an audit of your suppliers and their
for contractors and suppliers. company’s gender sensitivity.




<% overview of the key area

Organisations are increasingly investing in community development programmes to make a valuable, effective and
accountable contribution to gender equality and women’s empowerment. Community engagement initiatives can vary
from one company to another, depending on the sector of activity, strategy and area of expertise. Community
engagement projects do not have to be philanthropic activities, but they should be about a cause that is close to the
heart of the company and/or its staff and to which they have the knowledge and capacity to commit to, ideally over
the long term.

@ Recommendation

In order to build an inclusive and committed community of entrepreneurs, we recommend that you include gender
and women’s needs in the overall management of your community. This means creating safe spaces where they

can express themselves, create real, quality and sustainable relationships with the trainers and the group of

{/
indi i Y4 X q anQ
& Entrepreneurial communities allow

® Number of women and girls who have Some entrepreneurs to grow their businesses.
benefited from positive impact through According to the WeBarometer in 2021,
“networking programs and mentoring
programs” are the top two types of enterprise

entrepreneurs.

community engagement initiatives.

® Number of community stakeholders
who have benefited from coalitions and .
broaderinitiatives. SUppqrt reqplred for women entrep.reneurs, as
it provides access to economic and

® Number of positive changes in policy or . ors . .
; S ooty financial opportunities, tips and advices based

practice that community advocacy has

succeeded in bringing about. on shared experiences, as well as useful
connections for future collaboration or sale.
{/ Source: WEbarometer : A survey of Women Entrepreneurs in Europe, WEgate, 2021
\
Challenge @ -/ Challenge @
Promote at least 3 role models from different Ensure that women are always represented in all
back-grounds and cultures in your support your events: when organising an event, make
programmes by inviting them to speak on your sure that there is a gender balance. To go further,
social media, by writing articles about their story you can highlight a woman and her background,
on your website. organise women-only events, ensure that

networking events are included in the general
agenda and make sure that the calendar
matches women’s availability.



10 qo furthef

Refer to the documents created in the
framework of the FOWoSE project and on
which this pedagogical tool is based:

® Read our guide to improving gender
mainstreaming in entrepreneurship
support structures

® Check our toolbox to better integrate
gender in your activities

3

Request a more in-depth and
personalised follow-up on gender
mainstreaming in your organisation
with the partners of the FOWoSE
project.

If you successfully completed a
challenge, feel free to post it on your
social media using the hashtag
#FoWoSEChallenge and share your
progress!



https://empowher2021.notion.site/TOOLBOX-FOWOSE-aef424fa1e144bafbedffba024de6832

about fowose

This Erasmus+ project aims at providing a solution to
the lack of inclusivity in entrepreneurship, and espe-
cially social entrepreneurship, by acting directly on the
organisations which support them on a daily basis. The
objective is to strengthen gender mainstreaming at the
operational and programme level for support structures
in the entrepreneurial ecosystem.

FoWoSE project stems from a common desire of its
partners to increase gender-inclusivity in their practic-
es and foster women'’s entrepreneurship in Europe, by
creating specific support content for the organisations
and enable them to share their good practices, thus
providing better training and opportunities to women
entrepreneurs. To this end, the project has developed
methodological and training contents, which corre-
spond to the needs of women.

In turn, these tools and methods will be disseminated at
regional, national and European scale to create an en-
trepreneurial ecosystem that is more inclusive towards
women

This publication has received financial support from the European Union’s
Erasmus+ programme. The contents of this publication are the sole respon-
sibility of the author and can in no way be taken to reflect the views of the
European Union.

Partners involved:

PULSE - France, Paris

Empow’Her - France, Paris

Reach for Change - Bulgaria, Sofia

pulse

Groupesos
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Co-funded by
the European Union

SYNTHESIS - Cyprus, Lefkosia

Women On Top - Greece, Athens

Reach
for Change

SYNTHESIS
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http://pulse-group.org
http://empow-her.com
https://reachforchange.org/
http://synthesis-center.org
https://womenontop.gr/ 
http://www.studiobambo.com
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