
Evaluation

9 and more questions answered with "yes":Congratulations! You are just the boss that everyone wants! Have you already applied for the Total
Equality Predicate for your division? No? For this and other ideas, do take a look at the "Climate for
Change" tool kit.

6 to 8 questions answered with "yes":
Not bad, but can definitely be improved! You will find ideas and recommendations for instruments
to better gender equality in your working field in the "Climate for Change" tool kit.
Fewer than 6 questions answered with "yes":You have shown your good intentions by answering this Gender Checklist. But this on its own is
not enough. We recommend you address gender equality rather more than you have done up to
now. The "Climate for Change" tool kit can help you here with ideas and advice. Not only women
will thank you, but also long-term better climate protection!

© Climate Alliance – Klima-Bündnis – Alleanza per il Clima

Climate for Change
Tools for Promoting Women inExecutive and ManagementPositions

Public Demonstration of Commitment to

Equal Opportunity
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Implementation Elements

For employees and the company/organisa-

tion: if a company/organisation approaches

the public, e.g. with press releases or press

articles, this is a public commitment and

the company/organisation has to prove

itself in this regard to employees and inter-

ested external parties. An appropriate, well-

balanced and serious self-(re)presentation

can also be beneficial to the company in

terms of enhancing its image. Public rela-

tions, however, should strictly focus on the

actual equal opportunity/family-oriented

measures being implemented.

Initiator(s) / Implementation

Specialised departments, municipal admin-

istration, press and public relations office,

equal opportunity department

Expense and Effort Involved

Since larger-scale enterprises and cor-

porations have departments that are

responsible for press and public relations

work, the increased public relations work

on the work-life balance topic does not

give rise to additional personnel costs.

The measure can be immediately imple-

mented. Depending on the depth of the

research, etc., results can be available

within a few weeks.

This measure does not necessitate any

additional financial expenses.

Prerequisites

None

The company/organisation (on a municipal level, regional or supraregional level)

publicly demonstrates commitment to promoting measures for balancing work

and private life and/or equal opportunities for men and women.

If a company/organisation is publicly involved in and committed to issues relat-

ed to the compatibility of career and family and equal opportunity, employees

often find it easier to present their requests and needs to superiors or manage-

ment or propose broader "family-friendly" or gender equality/equal opportunity

promoting measures. Moreover, public commitment on the part of the compa-

ny/organisation assures the employees that the support measures being offered

will also be in effect in the medium and long term.

Commitment and involvement that promotes equal opportunity and gender

equality and is family-friendly in its approach is more than just an advertising

argument for the company's/organisation's external image. It shows openness

to innovative measures and the willingness to (critically) examine established

arrangements and alternatives. With a public commitment on the part of a

company/organisation, equal opportunity/family-friendliness becomes a compa-

ny objective or guiding principle, thus clearly affirming to all employees, execu-

tive personnel and superiors that management considers equal opportunity and

family-friendliness to be important and worth promoting.
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Gender-sensitive Language and

Target Group Analysis
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Examples/Links

Example of a climate protection programme published in gender-sensitive

language (from Lower Austria): www.noel.gv.at/service/RU/RU3/

Klimabuendnis/Download/noeklimaprogramm04-08.pdf

Checklist: "Gender Mainstreaming in Press and Public Relations Measures

Initiated by the German Federal Government":

www.gender-mainstreaming.net/RedaktionBMFSFJ/RedaktionGM/

Pdf-Anlagen/gm-und-oeffentlichkeitsarbeit,property=pdf.pdf

University of North Carolina: The Writing-Center: Using Gender-Sensitive

language: www.unc.edu/depts/wcweb/handouts/gender.html

Implementation Elements

• Encourage and conduct further education

and training in gender-sensitive language

and target group analysis.

• Regular monitoring of the use and imple-

mentation

Initiator(s) / Implementation

Specialised departments, press and public

relations officer

Expense and Effort Involved

Low, since a differentiated target is a basis

and requirement of any efficient planning.

The use of gender-sensitive language, once

learnt, does not involve any additional effort

or expense.

Prerequisites

None

All internal and external information and publications are written in gender-

sensitive language. This ensures that women feel addressed by the information

to the same extent that men do.

Gender-sensitive language is not only used for information concerning equal

opportunity and gender equality issues, but for all specialised information as

well. In this context, information should always be critically examined in terms

of what gender images it conveys and whether it – consciously or unconsciously

– communicates any traditional role stereotypes.

In order to ensure that the language and format of the information reaches the

aimed for target group, a target group analysis should be conducted prior to

each publication. If the target group, and if applicable any sub-target groups, are

defined as precisely as possible, the individual measures and products can be

more accurately designed, and the right approach as well as best language and

format for this target group can also be selected. The frequently designated

"broad population" target group does not work with this concept. This approach

necessitates a stricter differentiation, in terms of gender aspects as well, since

young people have to be approached differently than senior citizens. Something

that is exciting to a football fan can bore a jogger to tears; the topics that interest

family men are different then those that interest single people of the same age.

Climate for Change

Per chiedere il toolkit e per ulteriori informazioni:

Alleanza per il Clima Italia onlus
Via G. Marconi, 8
06012 Città di Castello (PG)

Tel. / Fax 075 855 43 21

coordinamento@climatealliance.it 
www.climatealliance.it

Il progetto è stato
sostenuto da:

Molte altre informazioni, dati 
e casi esemplari li trova sulla 
pagina internet del progetto:

Climate for Change – Toolkit

Il toolkit “Climate for Change” le offre:

Climate for Change
Dati – Fatti – Argomenti

con i risultati del progetto “Climate for Change”  

e molte informazioni di base da tutta l’Europa.

Climate for Change
Depliant e Manifesto

da mettere in esposizione e distribuire nel suo ufficio

per sensibilizzare le sue collaboratrici e collaboratori

sul tema.

Climate for Change
Strumenti per la promozione delle donne 
in posizioni apicali

con proposte concrete e molti esempi.

Climate for Change
Test di Genere

come invito a guardare il suo ufficio con degli

“occhiali di genere”.

Climate for Change
Gender Checklist

With this Gender Checklist we would like you to take a look at your department through
a pair of "gender spectacles". The results will indicate the successes and also the possible
weaknesses in equality of gender in your department or unit. For greater in-depth in
addressing the subject, we recommend you and your staff take a look at the materials
of the "Climate for Change" tool kit.

Do you believe that women would set different priorities inclimate protection than men?

Do the number of women in decision-making positions inyour area count for at least one third?

Do you think that part-time employment for leading positionsmakes sense and is feasible?

Do you encourage your male staff to take time out for raisingchildren?

Do you encourage your female staff to take part in continuingeducation measures for executive assignments?

Does your department implement "mentoring programmes"to support women in leading positions?

Do you think that people in executive/leadership positions shouldhave to complete a course in "gender training"?

Do you think women have to be better than men in order tobe acknowledged in positions of leadership?

In planning/hearings do you explicitly seek the advice ofgender experts?

Do you aim at gender parity with your various bodies or do yourequire other organisations to nominate women and men?

Do you ensure that plans and measures relating to climateprotection are examined for the possible difference in theirimpact on men and women (gender analysis)?

Do you make sure that all publications from your departmentare written in a language that is gender sensitive?

Yes No Don’t know
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Climate for Change

gender equality and climate policy

Geschlechtergerechtigkeit und Klimapolitik

Jämställdhet och klimatpolicy

Sukupuolten tasa-arvoisuus ja ilmastopolitiikka

uguaglianza dei generi e politica del clima

www.climateforchange.net 

Nel forum del sito può inoltre condividere le

esperienze del suo Comune con altre città ed

individuare esperte per la protezione del clima.

Giustizia di Genere 
e Politica del Clima

(Ministero Federale della Famiglia, della Terza
Età, della Condizione Femminile e della Gioventù)
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Climate for Change Giustizia di Genere e Politica del Clima

Una partecipazione paritetica di genere porta a una

più ampia diversità di percezione, della protezione 

del clima. La varietà dei gruppi sociali e delle diverse

situazioni di vita viene meglio presa in considerazione

il che migliora la qualità e porta a un’accettazione più

alta delle misure. Questo è l’argomento alla base del

progetto dell’Unione Europea “Climate for Change –

Giustizia di genere e protezione del clima”.

Il progetto sostenuto nell’ambito del Programma

quadro “Parità tra Donne e Uomini” ha come 

obiettivo di promuovere le donne nella protezione 

del clima e di incrementare la loro quota nelle 

posizioni apicali.

La maggior parte dei campi d’azione per la prote-

zione del clima (politica energetica, pianificazione 

del traffico, urbanistica) hanno a causa della loro

impostazione tecnica una predominanza maschile.

Ma che cosa significa per la politica e per le misure

se vengono progettate quasi esclusivamente dal

punto di vista di un genere?

Diversi studi dimostrano:

• le donne subiscono di più gli effetti dei 

cambiamenti climatici

• le donne percepiscono più chiaramente i 

rischi collegati

• le donne sono più disponibili di sostenere

una politica decisa per la mitigazione degli 

effetti dei cambiamenti climatici

• le donne si fidano di meno delle soluzioni 

tecniche

• e vedono meglio l’urgenza di cambiamenti 

comportamentali

L’Alleanza per il Clima, le dieci città partners e le

esperte ed esperti coinvolti hanno individuato molti

strumenti e procedure che possono fornire un con-

tributo alla promozione delle donne per posizioni 

apicali nella protezione del clima. 

Sono stimoli per individui, settori o l’intera ammi-

nistrazione comunale. Esempi di best practice dimo-

strano la banda di possibili applicazioni. Dati e studi

esplicitano la necessità di agire – per una protezione

del clima più sostenibile non solo per quanto riguar-

da la giustizia di genere.

La protezione del clima ha bisogno
dell’esperienza di tutti
della competenza di tutti 
e quindi degli uomini e delle donne!

Climate for Change
Le città partners

Lahti
Malmö

Berlin
Dresden

Frankfurt am Main

München

Venezia 
Ferrara

Genova
Napoli


