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PART I | GENDERMEN PROJECT 
 

1.1. PRESENTATION 

 

The principal task of project GENDERMEN is to develop innovative outputs for adult education  

in the area of equal opportunities and gender. The engagement of men in gender agenda is the crucial 

issue of the 21st century. The topic is addressed by researchers, national and international institutions 

as well as a large number of nongovernmental initiatives and active individuals. The project focuses  

on gathering and editing information useful in the process of involving men in gender issues. The target 

group is general public and the objective is achieved through specific target groups, HR managers, 

gender experts, NGO members and university students in gender courses. 
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1.2. TRAINING MANUAL/ FRAMEWORK 

 

The training manual “Making men more gendered” is presented in the framework of gender equality 

issue as a product developed within GENDERMEN project. Discussed and presented are topics related  

to the promotion of equality, non-discrimination between women and men, the reconciliation  

of professional, family and personal life, maternity and paternity protection, domestic violence  

and others. The manual is to serve as a work tool with the aim of outlining an intervention strategy  

for men and making them more involved in predominantly female activities. It is necessary to involve 

EVERYBODY and ensure changes that lead to the sustainable development of society. 
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1.3. TRAINING PLAN  
  
GENDERMEN PROJECT 1 HOURS 
AIMS  

1. Identify and understand the main objectives of the GENDER project. 

2. Identify and understand the main objectives of the manual. 

CONTENTS 
▪ Presentation | introduction. 

▪ Training manual| framework. 

 
INTRODUCTION 2 HOURS 
AIMS 

1. Understanding of the importance of developing training to support and involve men in gender issues. 

2. Identify and reflect on the main objectives of the training. 

 

CONTENTS 
▪ The fundamental values of the training in the field of equality between women and men. 

▪ The objectives of training.  

▪  

 
THEORETICAL FRAMEWORK 4 HOURS 
AIMS 

1. Reflect on the causes that lead to a significant difference in the unemployment rate in various 

countries of the European Union. 

2. Identify countries in the European Union where the unemployment rate for men is higher than the 

overall unemployment rate. 

3. Know the career options for men. 

4. Understand the functioning of different types of family structures. 

5. Reflect on the importance of sharing domestic activities between partners. 

6. Identify different types of domestic violence. 

7. Understand and explain the cycle of domestic violence. 

CONTENTS 
▪ Situation of women and men in the labour market in the European Union. 

▪ Situation of women and men in the organization of family life in the European Union. 
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▪ Domestic violence. 

Documents analysis. 

Crucial results of the research. 

  
FROM REALITY TO CHANGE 7 HOURS 

AIMS 

1. Know the legislation of paternity protection in the various countries of the consortium. 

2. Reflect on the role of society in relation to mechanisms promoting gender equality in professional 

pursuit. 

3. Reflect on strategies that promote the conciliation between professional activity and personal life. 

4. Discuss the situation of each country (PT, IT, CZ) regarding the balanced participation of men and 

women in family life.  

5. Define strategies to promote greater participation of men in family life. 

6. Know measures and strategies to promote the balanced participation of women and men in decision-

making processes. 

Know the situation of domestic violence against men in each country (PT, IT, CZ). 

CONTENTS 

▪ The place of men in society and the factors that promote gender equality. 

▪ Professional pursuit. 

▪ Family and profession. 

▪ Power and decision-making. 

▪ Domestic violence. 

 
GOOD PRACTICE and POLICY RECOMMENDATIONS 6 HOURS 

AIMS 

1. Identify and reflect on good practices implemented in companies (public/private), in the three 

countries of the consortium (PT, IT, CZ) and in other European countries. 

2. Identify and reflect on recommendations that promote reconciliation between men and their family 

life. 

3. Identify and reflect on recommendations that reconciliation between men and their working lives. 

4. Identify and reflect on recommendations that promote the integration of men into professional 

activities where males are a minority.  

5. Identify and reflect on recommendations that reduce violence against men. 

CONTENTS 

▪ Good Practice. 
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o Good Practice at work| Situation in the partnership countries (PT, IT, CZ) 

o Good practice at work| Europe 

▪ Recommendations. 

o Men, family and reconciliation 

o Men and labour market 

o Men and education 

o Men and violence 

  

TOTAL  20 HOURS 
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PART II | INTRODUCTION 
 

 

2.1. THE VALUES THAT GOVERN 

TRAINING AT FIELD OF EQUALITY 

BETWEEN WOMEN AND MEN
 

The promotion of equality between women and men is now one  

of the major tasks of the European Union. For years, the laws have been changing, no longer prioritizing 

the sexes, but recognising the equality of women and men. The social reality has also changed, and we 

are far from the time when the woman's role was predominantly considered to be the one of  

a housewife. The actions, taken over time, by public institutions,  

non-governmental organisations and international organisations, in particular the UN, the ILO,  

the OECD and the Council of Europe, has also contributed greatly to this change. 

 

However, despite the progress made in law and in life, despite the equal citizenship status  

of women and men in both the private and public spheres, most of our social indicators and much of our 

daily life still reflect standardised social roles and expectations based on the traditional sexual division of 

labour: for women, the obligation to care for the family, invisible and unpaid housework work,  

the devaluation of a professional life perceived as a supplement to family income.  

 

This view, however, is no longer consistent with the recognition of human rights. 

 

Today, and particularly since the United Nations Conferences in Vienna on Human Rights (1993)  

and in Beijing on Women (1995), there is an awareness that humanity is not neutral but dual: human 

beings are men or women. 
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Both men and women have the same human rights, namely the right to work, the right to family life,  

and the right to political participation. 

 

It is therefore no more acceptable that gender differences, which are biological, continue to lead to 

gender inequalities, resulting in a clear imbalance in the participation of men and women  

in both the public and private spheres. It is important for people to understand that without equality 

between women and men, their own survival as a species is under threat. 

 

 

Training on this subject intends to promote the reflection of wider public in order to eliminate  

the stereotypes that continue to prevent the achievement of equality between women and men.  

It also promotes men´s involvement in gender issues. 

 

 

 

2.2. THE OBJECTIVES OF TRAINING  
 

 

 

The main objectives of training: 

 

▪ To initiate the change of attitudes and practices, directly or indirectly discriminating against men  

in family life; 

▪ To improve the quality of employment and improve the quality of life; 

▪ To contribute to the competitiveness of enterprises through the development of well – established 

strategies; 

▪ To contribute to the development of citizenship, to the achievement of the democratic legal system and 

to the improvement of men's quality of life. 
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2.3. THE IMPORTANCE AND ROLE OF 

TRAINING 
 

Equality between men and women will only become reality if men and women want it in their lives. 

 

Awareness of equality is passed on from person to person.  It is necessary to stress the advantages  

of a social organisation that truly recognises the equal social value of men and women and acts 

accordingly. Such organisations propose specific solutions and negotiate new behaviours and attitudes. 

Fundamental change is only possible via conscious, capable and participating citizens. 

 

It is essential that the trainer captivates the male audience by providing strategies that contribute to an 

active participation of men in activities mostly dominated by women. 

 

 

This handbook aims to answer some relevant and cross-cutting questions. Based on discussions  

of relevant topics, it should encourage the participants to reflect and acquire new knowledge  

and attitudes.    
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PART III | THEORETICAL FRAMEWORK 
 

3.1. SITUATION OF WOMEN AND MEN  

IN THE LABOR MARKET WITHIN THE 

EUROPEAN UNION 

 

3.1.1. EMPLOYMENT AND UNEMPLOYMENT 
 

 

In 2019, the European Union (EU) employment rate for 

persons aged 20 to 64, as measured by the EU labour 

force survey, stood at 73.1 %, which is the highest 

annual average ever recorded  

for the EU. However, relevant to this average, large 

differences among countries can be found. For 

example, Sweden displays  

the highest employment rate in the EU so far: 82.1 %.  

 

One of the main targets at EU level is to raise the employment rate of the population  

(aged 20-64) to at least 75 % by the year 2020.  

 

 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Employment_-

_annual_statistics#Female_employment_rate_increases_over_time 

 

 

 

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Employment_-_annual_statistics#Female_employment_rate_increases_over_time
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Employment_-_annual_statistics#Female_employment_rate_increases_over_time
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The difference in the employment rate between the two sexes fell sharply by about 4.7% between  

the years 2005 and 2019. 

EMPLOYMENT RATE GAP BETWEEN THE TWO SEXES 

 

  

The graph represents the overall unemployment rate (men + women) and the unemployment rate  

for men in the various countries of the European Union (2019). 

 

There are twelve countries where the unemployment rate for men is higher than the average, which 

means that the unemployment rate for men is higher than for women. The countries with  

the biggest difference between the male unemployment rate and the overall rate are: Germany, 

Finland, Lithuania and Latvia. 
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             https://www.pordata.pt/Europa/Taxa+de+emprego+total+e+por+sexo-1758-313873 
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3.1.2. WAGE EQUITY 
 

 

Although the principle of equal pay for equal 

work was introduced into the Treaty of Rome in 

1957, the gender pay gap still exists. In the EU, 

women generally earn less than men. On 

average, women earn 16% less per hour than 

men. It is clear that  

in Europe, as age and careers progress, the pay 

gap between women and men widens. 

 

 

 

 

 

 

 

However, nowadays, this wage gap is narrowing, with women's employment increasing and 

men's participation in family life also increasing. 

 

 

ttps://ec.europa.eu/eurostat/statistics-explained/index.php/Gender_pay_gap_statistics 

 

 

 

 

 

 

 

 

 

https://ec.europa.eu/eurostat/statistics-explained/index.php/Gender_pay_gap_statistics
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In the EU, about 31.3% of women are in part-time employment, while men account for only 8.7% of men.  

 
PART TIME |EU 

 

 

 

 

 

 

 

 

 

 

Equal pay is not only a question of justice, but also the tool to improve the economy. 

We recall Article 157 of the Treaty on the Functioning of the European Union. 

 

“Each Member State shall ensure that the principle of equal pay for male and female workers for equal 

work or work of equal value is applied.” 

 

 

3.1.3. EDUCATION AND TRAINING 
 

“Boys are more drawn to numbers and girls are more affectionate.” Does this statement sound familiar? 

Deeply rooted stereotypes reinforce gender inequalities and are an obstacle to economic growth. Girls 

and boys tend to make academic choices based on the roles traditionally attributed to men and women. 

 

In 2014, only 26% of workers in education, health and social care sectors were men. In the fields  

of activities related to science, technology, engineering and mathematics, only 14% were women. There 

has been little improvement over the last decade. 

 

 

 

  WOMEN = 31,3% 

  MEN = 8,7% 
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About half of EU students graduate in two main fields of education. In both of them, the absence  

of one of the genders is striking. Almost a quarter of students (24 %) graduate in science, technology, 

engineering and mathematic (STEM) subjects and most of them are men. 

 

The other big study field is education, health and welfare (EHW) with one fifth (19 %) of all EU graduates. 

Subjects in this field are equally imbalanced, it is the opposite extreme. For example, men account for 

only 19% of education graduates. 

 

The reasons for this segregation largely come down to gender stereotypes that influence subject 

choices and career aspirations for girls and boys. Education systems of the individual countries and the 

wider societal context (e.g. job prospects) also have a strong impact on their educational choices. 

 

https://eige.europa.eu/publications/study-eu-set-apart-gender 

https://eige.europa.eu/pt/in-brief 

 

 

3.2. SITUATION OF WOMEN AND MEN  

IN THE ORGANIZATION OF FAMILY LIFE 

WITHIN EUROPEAN UNION 

 

 

3.2.1. FAMILY ORGANIZATION IN THE EUROPEAN UNION 

 

In recent decades, the pace and diversity of demographic changes in family structures have taken  

on an unprecedented dimension in terms of economic and social history. The increase in life expectancy, 

the massive involvement of women into the labour market, the decrease in the average number of people 

per family, the sharp decrease in fertility, the increase of marital instability,  

the growth of divorces and the growing importance of free partnerships are some  

https://eige.europa.eu/publications/study-eu-set-apart-gender
https://eige.europa.eu/pt/in-brief
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of the factors which, over the last three decades (especially in the countries of Southern Europe, where 

the pace of change has been extremely rapid), have profoundly changed the picture  

of family life as we know it. 

 

Although many things have changed, much has also remained the same. Women are increasingly involved 

in the labour market and share the economic burden with men, however, they still bear most of the 

responsibility for domestic chores and childcare. The time invested by women and men in family life is 

asymmetrical and penalizes women's participation in the public sphere and men's participation  

in the private sphere. 

 

 

WHAT "ROLES" DO MEN AND WOMEN PLAY IN FAMILY LIFE TODAY? 
 

We must remember that the talk of family crisis is not new, the crisis has been reoccurring throughout the 

19th century. With industrialisation, the rural exodus has thrown a huge mass  

of workers into the city. Child abandonment, birth out of wedlock and juvenile delinquency were 

becoming common. The instability of the family began at this time, but over the years, the family 

institution has proved to have the capacity to resist and adapt to change. 

 

 

 

 

 

 

 

https://www.google.com/url?sa=i&url=https%3A%2F%2Fepocanegocios.globo.com 
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3.2.2. POWER AND DECISION MAKING 

 

The family group, as an institution, has generated enormous amount of literature on the particular family 

"roles". 

Nye (quoted in Goodman, 1993) has identified 8 major roles within the American family: 

● Provider role: takes over the responsibility for the family's financial support, this is usually 

associated with responsibility for security; 

● Housekeeper role: obtains, prepares and cooks food, maintains the house, secures the cleaning  

of clothes and furniture; 

● Child Care role: provides the basic physical and psychological conditions to ensure the healthy 

development of the children; 

● Child Socialization role: safeguards the basic role of child care, but goes even further - ensures 

efforts to create a competent and socialized individual; this role combines of intellectual, social 

and emotional abilities; 

● Sexual role: functions as a sexual partner in a mutually satisfactory and exclusive sexual 

relationship; 

● Recreational role: is responsible for organizing recreational activities for the family; 

● Therapeutic role: assists the partner in solving psychological problems, provides emotional  

and affective support; 

● Kinship role: undertakes the obligation to maintain contact and good relations with kinship 

networks. 

 

Traditionally, men are given the main "role" of provider, the rest of the roles being left to women;  

the socialization of children and the recreational role are shared by both.  Numerous studies have 

emphasized the crucial feature of women's contribution to family livelihoods.  

 

The incompatibility between instrumental and expressive leadership is questionable - numerous studies 

show the effectiveness produced when both types of leadership are assumed by the same person. It is 

also debatable whether strict differentiation leads to greater marital satisfaction - studies show that men 

who assume the expressive part reveal a high satisfaction. Needless to say that  

in a marital system, where companionship is the norm, the negotiability of tasks and the sharing  

of responsibilities lead to functional family balance. 
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3.3. DOMESTIC VIOLENCE 

 

3.3.1. CONCEPT 

 

Domestic violence involves behaviour in a relationship by one party, mainly to control the other party. 

The people involved can be married or not, be of the same sex or not, live together, they may be 

separated or only dating.  

 

The crime of domestic violence is committed by anyone who inflicts physical, psychological, sexual, 

emotional, economic abuse, once or several times. Victims may be a spouse or former spouse, de facto  

or former de facto partner, boyfriend or ex-boyfriend or a parent of a common descendant in the first 

degree or any other household member. Domestic abuse happens to particularly defenceless persons due 

to age, disability, illness, pregnancy or economic dependence.  

The abuse usually progresses in frequency and intensity and may culminate in serious physical injury  

or death. 

 

We can classify Domestic Violence: 

▪ Domestic violence in the strict sense (physical abuse; psychological abuse; threat; coercion; insults; 

defamation and sexual crimes); 

▪ Domestic violence in the broad sense that includes other crimes within domestic contact 

(disturbance of private life; debauchery lifestyle: pictures; telephone conversations; emails; revealing 

secrets and private facts; control of correspondence or telecommunications; sexual violence; child 

abduction; breach of maintenance obligation; murder: attempted/consumed; damage; theft and 

robbery). 

 

We can all be victims of domestic violence. Victims can be rich or poor, of any age, sex, religion, culture, 

ethnic group, sexual orientation, education or marital status. 
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3.3.2. TYPES OF VIOLENCE 

 

 

 

 

 

 

 

 

 

 

https://www.google.pt/url?sa=i&url=https%3A%2F%2Fhealthnews.pt%2F2020%2F06%2F27 

 

DOMESTIC VIOLENCE INVOLVES DIFFERENT TYPES OF ABUSE: 

 

Emotional violence: any behaviour of the partner that aims to make the other partner to feel afraid  

or useless. It usually includes behaviours such as: threatening to children; hurting pets; humiliating family 

members in the presence of friends, family or in public; 

Social violence: any behaviour that aims to control the social life of the partner, for example preventing 

the partner from visiting family or friends, limiting the phone access or controlling calls and phone bills, 

locking the partner in the house; 

Physical violence: any form of physical violence that an abuser inflicts on his/her partner. It can translate 

into behaviour such as: punching, kicking, strangling, burning, provoking or preventing your partner from 

getting medication or treatment; 

Sexual violence: any behaviour in which a person forces the partner to engage in sexual acts that he/she 

does not want to. Some examples: pressuring or forcing a partner to have sex when they do not want to; 

pressuring, forcing or trying to get a partner to have unprotected sex; forcing the other to have sex with 

other people; 

Financial violence: any behaviour that tries to control a partner's money without the partner wanting it. 

For example: controlling the other person's salary, refusing to give money to the partner, making him/her 

financially dependent, forcing the other person to justify any expenditure;  

Harassment: any behaviour with the intention to intimidate. 

For example: following your partner to his or her place of work or when they go out alone, constantly 

controlling the other person's movements, whether at home or outside. 
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3.3.3. THE CYCLE OF DOMESTIC VIOLENCE 

 

Domestic violence functions as a circular system - the so-called Cycle of Domestic Violence – the cycle has 

generally three phases: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

This cycle is characterised by its continuity over time, that is, by its successive repetition over months or years, 

with the phases of tension and alleviation becoming less and less intense and the phase of violent attack 

becoming more intense. Usually this pattern of interaction ends where it started. In borderline situations, the 

culmination of these episodes may lead to a murder. 

 

https://apav.pt/vd/index.php/features2 

 

 

 

 

 

 

 
INCREASE IN 
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https://apav.pt/vd/index.php/features2
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PART IV | FROM REALITY TO CHANGE 
 

 

4.1. THE SOCIAL PLACE OF MEN AND 

THE FACTORS THAT PROMOTE GENDER 

EQUALITY 

 

Firstly, the impact of policies on gender equality has been highlighted only over the past decades.  

The development of policies within gender equality and the reconciliation of working life and the family 

life gradually began to reveal its impact. Particularly the policies to protect paternity have been the most 

beneficial. The effect of these measures on parenthood is evident in the sharp increase of men taking  

the paternity leave and also in the general approach among majority of men and women believing that 

the welfare of the child is harmed when the father does not participate  

in the childcare. This is a profound generational change and the shift of men into the world of parenting  

is clearly visible in the behaviours and attitudes of the younger generations. Therefore, it is crucial  

to highlight the need to continue and strengthen both: the policies promoting this “caring masculinity” 

and also more comprehensive policies in the field of unpaid work and the work and family balancing.  

This will require specific measures at the level of workplaces and businesses as well as in the rights related 

to conciliation. 

 

 

Secondly, the impact of a number of factors should be highlighted, such  

as factors related to the contexts of socialization and some variables e.g. education, social class, market 

position of work or the stage of life in which men find themselves (living as a couple or alone, with  

or without children, etc.). The key roles in this process are undertaken by the family and  

the school, specific places of education and instalment of standards  

and stereotypes.  
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The variables of education and employment, which are now expected  

to be acquired (from the point of view of the qualifications), proved to be another key factor in promoting 

gender equality, as they influence men's opinions and behaviours throughout their lives. The level  

of education and qualifications deeply mark the attitudes and practices of men in all areas of social life.  

In the family, it is the most educated who advocate and practice a fair division of paid work and care.  

The same people, the most qualified, have healthier living habits and attitude that steers them away from 

risk of avoidable diseases. 

 

In the labour market, it is the most qualified and the best informed that show greater ability to negotiate 

with employers as well as peers. They focus less on being a male breadwinner fully dedicated to work and 

view themselves as a universal carer which combines private and working life. 

 

 

4.2. PROFESSIONAL ACTIVITY 

 

4.2.1. PROMOTION OF THE PARTICIPATION OF WOMEN 

AND MEN IN PROFESSIONAL ACTIVITY 

 

 
The role of society today is to devise mechanisms, to define structures and to support positive 

measures to enable women and men to have full and equal access to political decision-making, 

professional and family life, which implies the implementation of equal rights in terms of economic 

resources, including access to loans, natural resources, appropriate new technologies and the 

distribution of family responsibilities and paid and unpaid work. 
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4.2.2.  PROMOTION OF A FRIENDLY ENVIRONMENT FOR 

BOTH GENDERS WHITHIN THE PROFESSIONAL ENTITY 

 

The elaboration of a set of strategies and measures by employers makes it possible to diagnose obstacles 

to equal opportunities and to create a healthy environment for the development of the professional 

entity. 

 

Employers should therefore be attentive to: 

▪ Utilise the rights associated with maternity and paternity; 

▪ Reconciliation of professional, personal and family life; 

▪ Obtaining data from people of the extent of knowledge regarding rights associated with maternity 

and paternity, this in order to provide the information needed; 

▪ Knowing how men and women use their parental rights, as well as the main obstacles to using 

these rights; 

▪ Knowing the practices, strategies and needs for collaboration of men and women; 

▪ Knowing how men and women use their free time and share family and domestic responsibilities; 

▪ Knowing the attitude of men and women regarding sexual roles, occupational segregation and 

other aspects related to gender equality; 

▪ Diagnosing situations of domestic violence, sexual harassment in the workplace and outside of 

work, as well as other types of discrimination.
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4.3. FAMILY AND PROFESSION 

 

4.3.1. PROMOTION OF BALANCED PARTICIPATION OF 

WOMEN AND MEN WITHIN FAMILY LIFE 

 

The problem of reconciling work and personal and family life has become increasingly important  

in various countries of the European Union due to numerous changes in modern societies. 

After having witnessed, in the period of the industrial revolution, the process of separation between  

the productive work space (the factory) and the reproductive consumption space (the family), with  

the inherent division between male and female roles, it may be observed that since the middle of this 

century, women have had a strong presence in the working population as a whole. 

Family structures and relationships have also changed. The traditional role of a housewife and a male 

breadwinner of the household responsible for the family economic support have tendencies to be 

replaced by the double employment family model with both spouses contributing to the household 

budget. 

But despite this change in policy and attitudes, which recognise new social roles for women, the life  

in society is still organised based on the assumption that women continue, within family level, to 

assume a range of responsibilities related to the care of children and other family members more often 

than men, thus making it impossible to develop careers and pursue jobs on an equal footing with men. 

Men, for their part, have been limited in their possibilities to participate in family life, especially when 

children are born or have special needs. The father has more difficulties, due to the professional 

conditions, to be present in the early stages of baby's   life or stay at home with his children when they 

are sick. 

At the micro-social level, and referring to the family, it is important to underline the necessary change 

in attitudes and practices in order to acquire an effective sharing of responsibilities and tasks between 

the partners. 
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In all member countries of the EU, a much higher percentage of women, compared to men, care  

for children, do domestic chores and cook. In the EU in 2016, 92% of women aged 25 to 49 (with 

children under 18) looked after their children every day, compared to 68% of men.  

In the individual member countries, the greatest differences between women and men were observed 

in Greece (95% of women and 53% of men) and Malta (93% and 56%), the smallest differences noted  

in Sweden (96% of women and 90% of men) and Slovenia (88% and 82%). 

 

In regards to domestic chores and cooking, the differences are even greater. In 2016, 79 %  

of women in the EU cooked and/or did household chores daily, compared to 34 % of men.  

The biggest differences between women and men were recorded in Greece (85% of women; 16% of 

men) and Italy (81% and 20%), the smallest differences in Sweden (74% of women and 56% of men) and 

Latvia (82% and 57%). 

 

The European average states that 79% of women do chores or cook on a daily basis, compared to only 

39% of men; and 92% of women look after their children every day, compared to 68% of men. 

Despite the differences, men's participation in domestic activities and child care has increased 

steadily, contributing to a more balanced distribution and increase in men's involvement in these 

activities. 

 

 

PORTUGAL 
 

In Portugal, only 19% of adult men perform some kind of domestic tasks on a daily basis, compared  

to 78% of women. 

According to a study, this result ranks the country as the fourth most unequal European country with 

regards to the distribution of domestic tasks based on sex. 

 

When it comes to raising and educating children, the differences diminish: 99% of women between  

the ages of 25 and 49 say they save some of their time each day for bringing up children, compared to 

87% of men. 
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Portugal is third among European countries considering gender equality, with more and more men 

sharing the family responsibility. 

 

https://visao.sapo.pt/atualidade/sociedade/2018-01-15-agora-e-ainda-mais-oficial-sao-as-mulheres-quem-mais-faz-tarefas-

domesticas-em-portugal/ 

 

ITALY 
 

In the domain of time, Italy's score is 59.3, which is below the EU's score of 65.7, with increased gender 

gap in the distribution of time spent on cooking and housework since 2005. Women are four times more 

likely (81%) than men (20%) to spend time cooking and doing housework every day for at least one 

hour. More women (34%) than men (24%) have daily care responsibilities lasting an hour or more. 

Considering couples with children, 81% of women and 66% of men spend time on daily care activities. 

The rates of involvement of women and men in social activities have increased since 2005. Women are 

less likely to participate in sporting, cultural and leisure events outside the home (24% compared to 28% 

of men), but more likely to be involved in voluntary or charitable activities (13% compared to 11%  

of men).  

 
The increase in male involvement in family work is a process which has been going on for years,  

it involves a cultural redefinition of gender roles and for this reason the development has been very 

slow. On average, over the past 11 years, men living as partners have increased their commitment to 

family responsibilities by one minute and half per year while women have reduced it by just over two 

minutes. Keeping this pace in order to achieve gender equality, we would need another 63 years. If we 

consider the couples most motivated to share the family duties equally, i.e. those who follow the dual 

earner model in which both partners work full time, it would take another 38 years to achieve equality. 

 

CZECH REPUBLIC 

In the Czech Republic in 2016, 85% of women aged 25-49 (with children under 18) cared for their 

children daily, compared to 55% of men. To compare with European countries, it is the 24th place, far 

behind 3rd Portugal and 17th Italy. The differences are even greater for housework and cooking. In the 

Czech Republic in 2016, 67% of women took care of the household on a daily basis, compared to 16% of 

men. On a European scale, it is the 21st place, this time ahead of 25th Portugal and 27th Italy. 
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4.3.2. RECONCILING PROFESSIONAL ACTIVITY WITH 

PERSONAL AND FAMILY LIFE 

 

In general terms, a set of measures and basic principles of social organization in various areas are 

recognized as facilitators of reconciliation between work and family and promoters of equal 

opportunities. 

 

There are several measures, recommended and in many cases already in place, which prevent 

problematic situations and provide an evenness between family and professional life. Such measures 

can develop at different levels, covering a plurality of social spaces. 

At the macro-social level, we should mention the whole range of policies and positive actions defined by 

the state, in order to achieve better work and family balance for both sexes. The key steps related to  

the issue are: the introduction of new forms of work organisation and  

the redefinition of parental leave to give men with the right to paternity leave – and thus the possibility 

to accompany and care for their children. Equally important are investments in social infrastructure, 

such as care services for children, the elderly and the sick  

and insistence on the set up of local services, ones that meet the current needs of the population. 

 

Finally, at the intermediate or meso-social level, we should mention the role of companies  

and employers in general, in order to create organisational cultures that value new male and female 

roles within professional as well as family life. It is important for employers and professional colleagues 

to recognise that men also have family responsibilities. This recognition will lead to strategies that 

contribute to equal opportunities for women and men in relation to their professional careers and 

family relationships. 

The contribution of local government - which is closer to people and more aware of their needs – in  

a form of implementing state policies at local level or encouraging the formation of partnerships 

between various local public and private institutions, will result in forms of local social development 

based on models of community organisation which is in agreement with the ways of life (personal, 

family and professional) of women and men. 
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The ways in which workers use their time, space and other working conditions are important  

as the may be more limiting or more adjustable to their personal and family needs. In fact, many of the  

 

incompatibilities between work and family life arise precisely from the conflict of schedules and spaces 

inherent to these two social spheres. Others are rooted in cultures of the organisations which are not 

always open to the right of workers, primarily men, to take on family responsibilities. The same cultures 

also reject the idea that the mandatory, controlled physical presence of workers in traditional 

workplaces is not always the one that provides the greatest productivity. The whole set of 

infrastructures that workers and families need in their daily lives is evident. These primarily include 

crèche, nursery services as well as other forms of care for children and young people and, increasingly 

gaining in importance, also the support services for the elderly. In addition, there are two major 

requirements, public transport networks operating frequently and road infrastructures providing easy 

and fast access to workplaces from home and vice versa. 

 

The services in various set up, available at extended opening times or outside of their standard 

schedules, also have a crucial role for reconciling work and private life. 

It is the mutual and integrated collaboration of various entities that can result in the best solutions of   a 

conflict, and thus lead to a healthy balance between professional activity and family, personal and civic 

responsibilities. 

To conclude, to find a balance between family and professional life we should consider  

the following advice. 

 

https://www.retire2what.com/work-life-balance.html  

https://www.retire2what.com/work-life-balance.html
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4.3.3. ENCOURAGING GREATER PARTICIPATION OF 

FATHERS WITHIN FAMILY LIFE 

 

In European countries, working men occupy full-time jobs and don´t take on enough responsibilities  

to support the functioning of the family. Although recent studies show that the generation’s men tend 

to participate more actively in bringing up children. 

It is up to companies that aim to implement policies to reconcile the professional and family life of their 

workers to provide an organizational culture that recognizes the importance of the role of the father  

in the socialization of the child and recommends the use of the specific leave created for working fathers 

which guarantees the continuity of their jobs as well as maintaining of the promotion system. 

 

Companies practicing these strategies declare that the male workers using parental leave and taking 

care of young children improve their professional performance. They become more active and more 

cooperative and the working climate becomes friendlier. 

 

Nevertheless, men are discriminated against within the labour market when they seek to participate  

in the organisation of their family. It is not perceived well that men fulfill family responsibilities  

in the way that women are generally expected to do so. Men can be also stigmatised in their workplaces 

if they want to place family responsibilities ahead of their professional activity. 

 

Men should be encouraged to take on a fair share of family responsibilities, for example, to take 

parental leave. 
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4.3.4. NEW FORM OF WORK ORGANIZATION 
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4.4. POWER AND DECISION MAKING 

 

MEASURES AND STRATEGIES TO SUPPORT BALANCED PARTICIPATION OF WOMEN AND 
MEN IN DECISION-MAKING PROCESSES 

 

As already mentioned, women are still under-represented in management positions, including  

the largest companies in the EU, where only 8% of CEO positions are held by women. In order to put 

an end to this situation and allow women to take the lead in particular in companies, the European 

Union is going to encourage the adoption of the proposal on gender balance in company management 

boards.  

 

The Commission will also, through funding and sharing of good strategies, promote women's 

participation in politics, including the elections to the European Parliament in 2024. To set an example, 

the Commission will seek to achieve a 50 % gender balance at all levels of management by the end  

of 2024. 

 

In addition to important precautions to be taken at national and local level, countries of the EU have 

taken effective measures to combat this considerable power inequality. 

 

 

https://ec.europa.eu/portugal/nes/union-of-equality_pt 

 

 

 

 

 

 

 

https://ec.europa.eu/portugal/nes/union-of-equality_pt
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4.5. DOMESTIC VIOLENCE 

 

4.5.1. DOMESTIC VIOLENCE AS A TOOL OF GENDER 

INEQUALITY 

 

MEN 
 

 

Although women are victims of domestic abuse more frequently, men are also 

victims of this crime. Women do commit domestic violence and not only in self-

defence. 

 

Men who are victims of domestic violence experience controlling behaviour, are 

targets of physical assaults (in many cases with serious consequences) and also 

psychological assaults. The men also fear leaving abusive relationships. Fear  

and shame are the main barriers to take a first step and ask for help. Such men,  

if they decide to report the abuse, fear being discredited and humiliated by 

others (relatives, friends and even judicial and police institutions). 
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4.5.2. DOMESTIC VIOLENCE AGAINST MEN | SITUATION 

IN PARTNERSHIP COUNTRIES (PT, IT, CZ) 

 

Domestic violence may be often discussed in case of women, however, regarding men this is a taboo 

subject. We are well aware that the reported number of men affected by domestic violence does not 

correspond to the actual number of cases. Most men who are victims of domestic violence react 

"silently" to the assaults. Those who lean on the support system report negative experience because 

they feel they are misunderstood and victimised. 

 

The Gender-Based report, drawn in the last years by European Commission and launched in November 

2016 with some 28,000 interviews in the EU, revealed that most of those interviewed believe that 

domestic violence is more common against women than against men. 

 

Some news and studies from the three countries of the consortium are presented here and support  

the information stated in relation to domestic violence against men. 

 

PORTUGAL 
 

In Portugal there are already some campaigns and efforts being developed in connection with  

the issue of domestic violence against men.  The numbers are worrying because they reveal how 

difficult it is for men to accept that they are victims of domestic violence. The figures indicate that only 

10% of male victims tell the police what they are going through, in comparison of 26% of women. 

 

Only 23% turn to a support service, against 43% of women and only 11% report the situation to  

a health professional (23% of women). 

 

 

 

 



  

33 
 

33 

 

According to crime statistics, one in four victims of domestic violence is male. Similar to women, 

men remain in the abusive relationship out of love, with willingness to maintain their family life 

and  

in the hope that their partner will change. 

 

The number of men who became victims of domestic violence in Portugal has increased by 

14.4% between 2013 and 2015. Another important figure concerns the age of the victims, older 

men (65 years and over) are the main victims and account for about 28% of the cases. 

 

Some links for consultation on domestic violence against men in Portugal are stated below. 

 

 

https://quebrarosilencio.pt/; 

https://www.dn.pt/sociedade/homens-vitimas-de-violencia-domestica-ficam-em-silencio-5717286.html; 

https://www.sns.gov.pt/noticias/2016/09/06/violencia-domestica-contra-homens/ 

https://www.publico.pt/2020/01/17/sociedade/noticia/associacao-recebeu-99-pedidos-apoio-homens-vitimas-

abuso-sexual-1900636; 

 

 

 

 

 

 
VICTIMS TELL THE 
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10%  
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26% 

 WOMEN 

 
SUPPORT  
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23%  

MEN 

 
43% 

WOMEN 
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https://quebrarosilencio.pt/
https://www.dn.pt/sociedade/homens-vitimas-de-violencia-domestica-ficam-em-silencio-5717286.html
https://www.sns.gov.pt/noticias/2016/09/06/violencia-domestica-contra-homens/
https://www.publico.pt/2020/01/17/sociedade/noticia/associacao-recebeu-99-pedidos-apoio-homens-vitimas-abuso-sexual-1900636
https://www.publico.pt/2020/01/17/sociedade/noticia/associacao-recebeu-99-pedidos-apoio-homens-vitimas-abuso-sexual-1900636
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ITALY 
 

November 25 is celebrated as the day to fight violence against women with demonstrations, initiatives, 

flashmobs and many more. Every day we hear reports of women being raped, attacked, persecuted  

and killed. Yet, alongside this type of violence, there is another kind, somewhat hidden. It is the violence 

against men by women. 

There has been a data coming out of an ISTAT survey published last year, which for the first time, stated 

cases of harassment of a sexual nature against men. It has been estimated that 3 million 754 thousand 

experience this type of harassment in the course of their life (18.8%), 1 million 274 thousand in the last 

three years (6.4%) - the survey refers to the period 2015-2016. Overall, this is lower figure than the one 

related to women, nonetheless existing one. Violence knows no gender. 

 

CZECH REPUBLIC 
 

General awareness about the abuse of men in the Czech Republic is very low. It can be said that all 

studies focus on women as victims and men as perpetrators. A full 9% of the male population  

in the Czech Republic has experienced physical violence from a partner. Psychological violence is even 

more common. Every fifth man reports his partner to be jealous and controlling, e.g. the men are 

prevented from contacting other people and they have their mail, phone calls and e-mails checked. Men 

are often ashamed of their role as victims and at the same time fear that no one will believe them. 

According to research by the Association of Intervention Centre Workers, every twentieth man  

in the Czech Republic is a victim of domestic violence. About half of all men have some experience with 

domestic violence, whether as a victim, an abuser, a witness or someone who has been told about 

someone being hurt. 

In the context of violence against men, women are often thought to commit violence against men only  

in self-defence. However, the Czech authors of the study "Domestic Violence against Men  

from the Perspective of Theory and Practice" (2011) question this. According to this study, only 5-15%  

of aggressive women explain their violence as self-defence. 50% of women put pressure on their partner 

via anger and need to control. This study also discusses the increase in aggression among girls  

and the associated potential for the increase in violence against men by women. 
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Violence in gay relationships is (especially in the Czech environment) an insufficiently mapped 

phenomenon. A specific aspect of partner violence in gay relationships is that its victims have to deal 

not only with the actual abuse by the partner, but also with the context of the heteronormativity  

of society. 

Source of information: 

Muži a násilí v České republice, Zpráva Pracovní skupiny vlády České republiky Muži a rovnost žen a 

mužů, 2016 (Men and Violence in the Czech Republic, Report of the Working Group Men and Gender 

Equality of the Government of the Czech Republic, 2016) 

https://www.vlada.cz/assets/ppov/rovne-prilezitosti-zen-a-muzu/pracovni_skupina_muzi_a_rovnosti_zen_a_muzu/Muzi-a-

nasili-v-CR_FINAL.pdf  

Čírtková, L.: Domácí násilí na mužích z pohledu teorie a praxe.  Pešáková, K. vyd. 2011. Muži jako oběti 

domácího násilí. Sborník z konference konané 9. března 2011 na Fakultě sociálních studií v rámci 

projektu Muži a domácí násilí. Brno, duben 2011 (Čírtková, L.: Domestic violence against men from the 

point of view of theory and practice. In Pešáková, K. ed. 2011. Men as victims of domestic violence. 

Proceedings of a conference held on March 9, 2011 at the Faculty of Social Studies within the project 

Men and Domestic Violence. Brno, April 2011) 

http://www.otcovia.sk/docs/Domaci_nasili_na_muzich.pdf  

 

 

4.5.3. ELIMINATION OF VIOLENCE 

 

VICTIM 

The safety and mental well-being of the victim are of enormous importance. 

AGGRESSOR 

 

There are many establishments that offer treatment programs for aggressors, such as mental health 

institutions, prisons, social service organizations, etc. In some countries, there is an increasing ambition 

to join the efforts of the criminal justice system and other agencies. 

https://www.vlada.cz/assets/ppov/rovne-prilezitosti-zen-a-muzu/pracovni_skupina_muzi_a_rovnosti_zen_a_muzu/Muzi-a-nasili-v-CR_FINAL.pdf
https://www.vlada.cz/assets/ppov/rovne-prilezitosti-zen-a-muzu/pracovni_skupina_muzi_a_rovnosti_zen_a_muzu/Muzi-a-nasili-v-CR_FINAL.pdf
http://www.otcovia.sk/docs/Domaci_nasili_na_muzich.pdf
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Some programs focus on self-awareness. Offenders learn to recognize the thoughts and feelings that 

lead them to acts of violence, so that they can control themselves and avoid committing them. 

 

JUDICIAL SYSTEM 

 

The responses of the judicial system should avoid "victimization" of the victims and take into account 

their experience and fears. 

 

RESPONSE FROM PROFESSIONALS 

 

Professionals should bear in mind that when the victims ask for help, they often feel ashamed, 

humiliated, scared and responsible for initiating the violence. They need advice and support, they may 

need the reassurance that they are not alone in their struggle and that they are not the only case. It is 

essential to let the victims know that they are in no way responsible for the violence committed. 

Safety of the victims is the top priority. Professionals can help by presenting various solutions which are 

not judgemental and do not impose their own values and decisions on victims. 

Proper training is the way to develop effective responses to domestic violence. Professionals should  

be aware of both the reality surrounding the phenomenon and the strategies to accommodate  

the needs of the victim and the aggressor.  

 

 

 

 

 

 

 

https://16days.thepixelproject.net/wp-content/uploads/2013/11/stop-domestic-violence.png 

 

 

 

https://16days.thepixelproject.net/wp-content/uploads/2013/11/stop-domestic-violence.png
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PART V | GOOD PRACTICE and POLICY 

RECOMMENDATIONS  
 

5.1. GOOD LABOUR PRACTICES 

 

Effective practices against discrimination, which are applied in companies and support professional 

activity and personal life balancing, prove themselves to be an added value for the company  

and the workers. 

1. Adoption of positive discrimination measures in favour of underrepresented sex  

in recruitment and selection; 

2. Assistance in hiring men and women for areas where they are underrepresented; 

3. Promotion of a more balanced representation of men and women  

in the professional categories; 

4. Promotion of internal training events and awareness events on gender equality that cover as 

big number of workers  as possible from different levels and professional categories; 

5. Adoption of specific measures that favour the reintegration of workers into active life after 

interrupting their careers temporarily for family reasons; 

6. Adoption of rules that ensure respect for men and women  

in the workplace in the event of unwanted behaviour, expressed  

in verbal, physical, sexual or other form; 

7. Adoption of measures to reduce the gender pay gap in the organization; 

8.  Time flexibility; 

9.  Time schedule compressed into a reduced number of days per week; 

            10.  Telework, widely used in some professions / activities due to the pandemic we are currently    

experiencing; 

           11.  Time bank; 

            12.  Direct benefits for workers and family members (holiday programs for children /      workers; 

domestic services; support services for the elderly); 

            13.  Provision of periods of assistance to family members - ascendants, descendants or spouses - 

in addition to those established by law. 
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5.1.1. GOOD LABOUR PRACTICES| SITUATION IN 

PARTNERSHIP COUNTRIES PT, IT, CZ 

 

PORTUGAL 
 

Organisation TAP provides a kindergarten for the children of its employees. It currently operates a day 

nursery and a kindergarten that function 24 hours a day, allowing the staff, working shifts, to leave their 

children in the kindergarten during night shifts. 

 

Organisation CP offers kindergarten for its workers' children. In addition, CP also provides holidays  

for workers' children. 

 

At Grafe, an advertising company, parents can bring their young children into the company and thus 

resolve occasional crises. The company's own space facilitates this option. There are examples  

of couples of employees sharing the care of their children with the company while they are waiting  

for their children to start kindergartens. 

 

The Montepio Geral Bank provides grants for children, family and school support. Social services  

of Montepio Geral include various events, such as holiday camps for the children of working parents  

or contracts with specialized babysitting companies. 

 

The regulations of Espaço T, an association to support social and community integration, expressly state 

that employees' children are allowed to remain in the workplace, during the working time, when this is 

necessary, for example, due to health reasons or incompability of working time and schooling timetable. 

 

At IBM, we have sought to increase the role of the father, with the help of the internal media, via 

spreading of the testimonies of male workers who are looking after their small children.  
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ITALY 
 

Association “Maschile Plurale” 

The National Plural Male Association was established in Rome in May 2007 and represents an alliance  

of men of different ages, origin, political and cultural backgrounds and sexual orientations, men rooted 

in a wider and already existing network of local groups of men. The members of the Association have 

been concerned for years with reflections and practices of redefining the male identity, practices that 

are critical of the patriarchal model with positive attitude to the women's movement. The idea  

of the Association was born after the publication of a national appeal opposing the violence against 

women. The appeal was written by some of the supporters in September 2006 and signed in a few 

months by a thousand of other men from all over Italy. In 2007, the Association was pronounced  

as a requirement for a form that is still flexible but in line with a more structured national commitment 

(such as project work in various contexts). Male Plural has contacts in all Italian regions and is actively 

functioning in Piedmont, Liguria, Lombardy, Veneto, Emilia Romagna, Tuscany, Lazio, Campania, Puglia, 

Sicily (all the contacts of the association and the network are list on the link mentioned below).  

 

The different areas of intervention in which the association has been engaged so far:  

 

▪ the formation of reflections and documents of political value related to the the issues  

of masculinity and relations between men and women, the documents are up for discussion  

at the site of the association (https://www.maschileplurale.it), a newsletter, Facebook  

and twitter channels; 

▪ meetings and public events on the same issues, to raise awareness and cultural promotion  

in this field;  

▪ education and training for schools, universities, social and health workers and officers; 

▪ collaboration with some anti-violence centres, including internal network to prevent  

and combat male violence against women; 

▪ action research following the lives of men who are perpetrators of violence;  

▪ participation in similar initiatives of many other associations and institutions. 
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Initiatives such as these respond to the main objectives indicated by the Association's regulations: 

▪ to support individual and collective reflection among men of all ages and conditions, beginning 

with the recognition of one's partiality and the appreciation of differences, in the direction  

of a change in civilisation in the relations between the sexes; 

▪ publicly and personally commit to the elimination of all forms of gender-based violence, both 

physical and psychological; 

▪ facilitate a change in the specific behaviours of individuals, with their different subjectivities  

in interpersonal relationships, in families, in the world of work, in schools and universities,  

in religious communities, in places of politics and information, as well as in the various occasions 

of sociability.  

 

Training in discrimination and gender language 

The Municipality of Cuneo, a city in Northern Italy, implemented during the year 2018 a good practice 

addressed to the municipal employees, these were the main target. 

 

Description: Anti-discrimination training course dedicated to municipal managers and employees, 

organized by the Equal Opportunities Office, Personal Service, Europe Direct Office Cuneo Piedmont 

South West area and CUG (Single Guarantee Committee), which was included in the Positive Action Plan 

and annual educational plan of the municipality. 

 

The good practice in Palermo: “We men in Palermo oppose the violence against women” 

The association is made up of a group of men who have become aware of living within a cultural  

and social system still marked by patriarchal principles and male-dominated models of behaviour. 

In a society where there is no balance of rights, opportunities, duties between men and women, both 

women and men pay the consequences. 

 

The main involved parties are both women and men: women will be able to recognize the immensity  

of their potential historically deadened; men can free themselves from the rigid roles that seemingly 

satisfy them, but in reality, imprison them with limiting stereotypes.   

 

The activities at schools will foresee the participation of students from high schools. 

After having organized several public debates in 2015, the activities at schools, in particular those  

of secondary education, have been launched. 
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As the main tool in school interventions, the campaign "Recognize Men - Free yourself from Violence" 

have been adopted. The campaign is promoted by the national Masculine-Plural association and was 

born from the idea of overturning the usual communication strategy adopted by the mass media.  

The usual focus on emotional impact aroused by images of female victims of violence has been replaced 

with attention aiming at men and a proposition of alternative behavioural models to be adopted  

in everyday relationships. 

 

The campaign consists of 12 photographic sets that depict situations of relationship between men  

and women in the moments that are most likely to escalate into male violence: this ranges from home 

management, to childcare, to sexual intimacy, to differences in mentality and lifestyle, up to  

the dramatic separation which is still most often linked to cases of violence and stalking. 

The involvement of men in supporting raise-awareness activities is fairly new. Gender equality has 

always been a topic mainly managed by women. The association involves various men with the aim  

to show the new generations (through the activities at schools) that men and boys play a big role  

in pursuing gender equality. 

This campaign, originally designed for a male target group, aged between 25 and 45 years, proved to be 

a very useful tool to stimulate debate and reflection among high school students not only on the issue  

of violence against women but also on alternative models of behaviour. Behaviour, that is possible  

to adopt in relationship since adolescence. 

The analysis of the school situation has shown too often in educational interventions that lack  

of attention is paid to the gender perspective, perpetuating the stereotypes and sexual roles present  

in our society. The children are not offered sufficient space for reflection and critical discussion of these 

issues.  

 

Consequently, violence prevention activities must be based on a project that views gender education  

in all its complexity and does not narrow it down to mere differences between men and women.  

 

Fundamental, for teenagers, is the experience with the peer group which offers the adolescent  

a container within which they can experience their own identity as well as the functioning of new 

cultural models. However, if the education of an adolescent is exclusively delegated to the action  

of the group or the mass media, there is a risk of developing a low individual emotional awareness  

and decline in the skills of effective relational problem solving. The educational agencies and the school 

must therefore guide the children in this phase, helping them to make their own choices independently. 
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Goleman's theory of emotional intelligence may be important in the development of this sort  

of emotional literacy. The ability to understand oneself and others, the construction of self-esteem,  

the recognition of conflict as a positive moment of change and the simultaneous possibility of resolving 

the conflict in a positive and non-violent way must be developed. Another fundamental element  

is the recognition of one's emotions. 

To prevent and intervene effectively in the aggressive behaviour of adolescents, the school institution 

must necessarily take charge not only of the disciplinary contents and learning processes but also of all 

those relational and personal aspects that characterize them and which are crucial to school success  

or failure. 

The school environment can play a primary role in the prevention of aggressive behaviour. Adolescents 

are particularly sensitive to an imprinting linked to the values of their group in a phase of searching  

for models in which to identify themselves. The school offers an opportunity to work with models that 

show empathic attitudes favouring non – aggressive behaviour.   

 

CZECH REPUBLIC 
 

Most employees in the Czech Republic require: 

Flexible or flexible working hours 

Possibility to choose the beginning and end of working hours. You can take the children to kindergarten. 

Flexible working hours mean you have to work the same number of hours as everyone else. But no one 

forces you to do it strictly every day from 9:00 to 17:30. 

Example: The Vimperk Transport Medical Service focuses on the transport of patients in a non-stop 

running, as well as on the medical supervision of sports and cultural events. The services of drivers 

(mostly men) are designed to allow for partially flexible working hours, due to the impossibility of long-

term planning of the trips. The organisation offers employees flexible agreements – these are mainly 

drivers, who cover the needs of the service held but also some employees  

in the administration. 

 

Part - time employment 

Possibility to work only four hours a day or three days a week - such a model will suit many parents.  

The offer of part-time work is still limited in the Czech Republic, however, such opportunities can arise. 

Example: For many years, Czech trading bank (ČSOB) has been offering to its employees the opportunity 

to work part-time in its corporate Parent Program. 
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Home office 

In the cases when the child is ill or a repairman comes and you need to do something you have to focus 

on there is an option of work from home. This is already a common benefit in many companies 

nowadays. 

At present (2020), many companies are letting their people work from home even after loosening  

of the coronavirus measures.  

Number of people in the Czech Republic working from home in a state of emergency:  

a total of 19.2% of economically active people 

Division of people on home office by regions:  

Prague 35.3%, Bohemia (excluding Prague) 13.5%, Moravia 15.1% 

Division of peole on home office by education:  

51.4% of university graduates, 17.8% of secondary school graduates, 2.2% of secondary schools without 

GCSEs, 1.2% of people with basic education 

Division of people on home office by company size:  

15.7% of people from small companies, 21.9% of people from medium-sized companies, 25.7% of 

people from large companies 

Source: LMC survey 

 

Corporate kindergarten 

The corporate kindergartens can be found usually in large companies. Their advantage is that they copy 

the working hours of the employees. These are not mere watch corners - company kindergartens must 

have their own educational program, same as in other kindergartens. 

Example: The Company Kindergarten of the City of Ostrava, a contributory organisation, was established 

as a pre-school education facility intended primarily for children of employees in the statutory city  

of Ostrava. The one-class school is attended by 24 children from 2 to 7 years of age, who are cared  

for by three teachers. Parents appreciate the extended operating hours and services of the school even 

during the school holidays. Twice a year, teachers organize an "outdoor kindergarten", pre-swimming 

training and tennis training courses. The kindergarten also creates conditions for gifted children. 

Educators cooperate intensively with the family and experts. 

 

Examples of good practice - Union of Employers' Associations of the Czech Republic, 2019 

https://www.uzs.cz/soubory/02%20-%20P%C5%99%C3%ADklady%20dobr%C3%A9%20praxe.pdf  

https://www.idnes.cz/finance/prace-a-podnikani/koronavirus-home-office.A200514_547274_podnikani_sov  

https://deti.mensa.cz/index.php?pg=ntc&cid=200  

https://www.uzs.cz/soubory/02%20-%20P%C5%99%C3%ADklady%20dobr%C3%A9%20praxe.pdf
https://www.idnes.cz/finance/prace-a-podnikani/koronavirus-home-office.A200514_547274_podnikani_sov
https://deti.mensa.cz/index.php?pg=ntc&cid=200
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5.1.2. GOOD LABOUR PRACTICES | EUROPE 

 

EUROPE 
 

The Danish Post Office has developed a childcare project in collaboration with the Danish Railways.  

The aim was to adapt the opening and closing hours of crèches to the working hours of parents, as 70% 

of the companies' employees start and finish their work outside the normal opening and closing hours  

of public childcare services. 44 

 

In France, the Saint-Camille Hospital has set up a service association with the aim of providing  

the hospital's employees with various types of services, including: ironing, sewing, meals and other 

domestic work, including the choice of reliable domestic workers. 

 

Möhringer Maschinnenbau is a company in Germany. The company has introduced a working time 

model which is called "life-long". This allows for additional hours of work to be accumulated which can 

be used in periods when your children or dependents need care. 

 

Intel Ireland Ltd has set up programmes such as online family support sites (health care, day-care 

centres, etc.), childcare funds, summer programmes for workers' children, and  also promoting  

of the seminars related to childcare.  

 

Deutsche Bahn AG in Germany has implemented a service of support for children which makes  

it possible to reconcile working hours with opening of nurseries. The work schedules of workers with 

young children are adjusted to the opening hours of these services. 

 

In Germany, the company Freie Holzwerkstatt in Freising, gives every month the opportunity to their 

male employees to take a few hours' leave, as per their slogan "time for the benefit of the children". 

The hours are paid for and can be accumulated. 
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In the Netherlands, the Haaglanden Police Force has joined a system that facilitates child support  

for part-time male workers. This practice promotes the overcoming of prejudices that give women 

responsibility for child care and encourages men to work part – time and participate more actively  

in family issues. 

Measures adopted by some EU countries, namely providing specific child care schools for men, 

contribute to good practice of encouraging fathers to participate in family life.   

THESE INITIATIVES SHOULD BE PRECEDED BY AWARENESS-RAISING ACTIONS IN ORDER TO ELIMINATE 

PREJUDICE AND CHANGE ATTITUDES AND STRATEGIES. 

 

5.2. POLICY RECOMMENDATIONS 

 

 

Equality between women and men is a fundamental right and one  

of the common and essential principles and values of the European Union. The European Union, with 

the strong commitment of its Member States, has come a long way towards a gender-equitable society,  

in the past few years. This is due to a continuous work developed  

in many aspects at European, national, as well as local level. However, this is a job that has not been 

completed, as we are far from achieving equality, especially in areas such as participation in the labour 

market, economic independence, wages, equality in management positions and the fight against 

violence of gender. 

 

 

https://www.accdocket.com/articl

es/gc-s-public-policy-role-in-an-

age-of-upheaval.cfm 

 

 

 

 

https://www.accdocket.com/articles/gc-s-public-policy-role-in-an-age-of-upheaval.cfm
https://www.accdocket.com/articles/gc-s-public-policy-role-in-an-age-of-upheaval.cfm
https://www.accdocket.com/articles/gc-s-public-policy-role-in-an-age-of-upheaval.cfm
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Below is a list of recommendations and suggestions to make men more participatory in various areas. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

POLICY 
RECOMMENDATION

S 

 

MEN, FAMILY 
AND 

CONCILIATION 

 

MEN AND 
LABOUR 
MARKET 

 
MEN AND 

EDUCATION 

 
MEN AND 
VIOLENCE 
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5.2.1. MEN, FAMILY AND CONCILIATION 

 

 

▪ Promoting gender equality, parental equality and the right of the child to live with both parents 

after the divorce, encouraging the option of shared custody. Support the public debate  

on establishing the right legislation for arrangements of joint custody as the preferred option.  

▪ Men view the access to their children as strictly conditioned by a system of visits which makes  

it impossible for them to share their daily lives and to maintain the close relationship that is 

nurtured in daily life and at the same they are accused of " trying to free themselves  

from responsibility for their actions; 

▪ Investment in training and the dissemination of information to employers by raising awareness 

of the potential conflicts which are common for couples with young children trying to balance 

their work and family life; 

▪ Particular attention needs to be paid to the situation of families with single parents and young 

children - single mothers as well as single fathers - for whom reconciling family and work can be 

particularly difficult; 

▪ Promoting institutional publicity on parental leave in order to inform about the established 

rights and to arrange social visibility for parental leave policies of both parents; 

▪ Develop the leave policy with the intention to deepen its fundamental principles - child welfare, 

harmonisation of work and family responsibilities between parents and gender equality.  

In the current framework of leave, the principle remains that the mother is the main recipient  

of all the measures. This obstacle must be removed. The leave policy should also be inclusive, 

recognising the diversity of family contexts in which children are born and growing up, and not 

discriminating against same-sex couples; 

▪ Socialising and early education related to gender equality and the value of male care.  This linear 

association between maternal and parental skills has, for several decades, kept women 

restricted to the role of caregiver and men away from the so-called 'female' duties. 

  

From generation to generation, the sons and daughters, pupils, boys and girls, have been groomed  

for highly differentiated social roles. The socialisation of children, young people and men for care and 

domestic work is still an evolutionary process. However, just as work and school life, the entry into  

the domestic universe, via fatherhood and unpaid work sharing, is now available to men. 
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5.2.2. MEN AND LABOUR MARKET 

 

▪ Encouraging change in organisational culture and management models by introducing 

communication programmes that deconstruct perceptions and stereotypes associated with men 

and women as well as employers and employees; 

▪ Develop projects, implement new gender equality regulations, introduce the notion  

of "workplaces friendly to caring parents" and design human resource management tools  

in order to support professionals in this service;  

▪ Raising awareness in schools/universities in relation to their responsibility to promote gender 

equality as formative entities, through the development of curricula which is integrating  

the promotion of gender equality and reconciliation between family and work; 

▪ Encouraging employers to spread effective practice pointing to gender balanced representations 

of leading positions. 

▪ Develop positive discrimination measures that promote equality in both, the traditionally 

masculine and also feminised sectors; 

▪ Develop initiatives to support the participation of men in traditionally feminized sectors. Based  

on cooperation with employers, the recruitment of men is recommended for professions 

dominated by women; 

▪ Aim to combat the effects of the crisis which have particularly affected the less qualified  

and younger men, focus on social projects aimed at the most marginalised groups of men  

in the labour market; 

▪ Implement Europe-wide programmes that support exchange of information among  

the enterprises in order to disseminate and adapt the already successfully implemented good 

practices; 

▪ The European Commission suggests that European countries could benefit from a combined 

quota system and awareness-raising initiatives, these could encourage debates on the advantages  

of men benefiting from such quota systems (less pressure, more diversity, better work-life 

balance, etc.); 
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Involve men, in particular the policy makers and employers, as active participants and agents  

of change. The promotion of gender equality could benefit from the examples of such male public 

figures, either in the political or business sphere, by publicly advocating the right of men to be carers 

(for children/partners/patients or dependent parents) and the right to organize their working time 

regarding their family responsibilities. 

 

 

 

5.2.3. MEN AND EDUCATION 
 

 

▪ Continuation to limit the number of school dropouts by strengthening actions to raise awareness 

of the benefits of compulsory and higher education among families and children, young people 

and adults; 

▪ Continuation to encourage schools to retrieve back teenagers and adults who have left school; 

▪ Pursue attractive school systems and cultures that promote boys' success in school; 

▪ Stimulating boys' interest in higher education by swerving their perception towards  

the advantages of higher education; 

▪ Encouraging greater equality in the proportion of men and women within the teaching and non-

teaching staff of schools, taking into account the importance of having people of both sexes in all 

contexts of socialisation of children and young people. 

 

Since childhood, gender stereotypes define distinct paths and choices for boys and girls. These choices 

are also reflected at the level of vocational and professional choices. In fact, it is still the girls who 

most often opt for the areas of professions with more flexible hours, especially within sectors  

of education and public administration services. This situation keeps men removed from sectors such 

as education. Furthermore, it causes the persistence of horizontal and vertical labour market 

segregation. 

 

 

 

 



  

50 
 

50 

 

 

5.2.4. MEN AND VIOLENCE 

 

 

▪ Introduce specific measures for men opposing violence as part of the National Plans Against 

Domestic Violence. The number of reports of domestic violence disclosed by men is low compared 

to reports by women. Men are also victims of marital violence and, given the growing sensitivity  

to the issue of violence in Europe, their visibility is increasing; 

▪ Promoting non-violent forms of masculinity from early childhood. Developing awareness campaigns 

against violence, including physical violence among peers at school, seeking appropriate 

educational strategies that encourage the adoption of non-violent behaviours, in particular by  

 the boys. Pay special attention to the impact of new technologies in relation to peer violence, such  

as cyberbullying; 

▪ Supporting men who are victims of violence. With regard to sexual and/or moral harassment  

in the workplace, campaigns should be promoted to raise men's awareness of the importance  

of denouncing offenders. Involving companies and other entities in the development of this type  

of campaign. 

 

 

As a way of preventing domestic violence, involve men more often in the process of caring  

for children. Try to appreciate their role of the caregiver and raise their awareness of the importance 

of their contribution to the well-being of the child. At the same time, promoting of the male carers 

implies measures which need to be addressed by employers in order to accept and encourage caring 

fatherhood and with it the sharing of parental responsibilities. 
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