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Foreword

Gender inequality is a structural element of patriarchal societies that continues to be present across all 
areas of our society. Despite progress being made over the years with regards to equality, our reliance 
on time factors, without introducing corrective policies, means that discrimination will be perpetuated, as 
reports and resolutions from international organisations have repeatedly shown. Therefore, parliaments have 
an obligation to act, not only by legislating but also becoming role models. We must be exemplary in our 
actions and in carrying out our duties.

We want our institution to pioneer progress toward gender equality within our country. For this reason, over 
a year ago, the Parliament of Catalonia began to examine the degree to which effective equality of women 
and men within the Catalan legislative chamber was achieved. In particular, the gender audit carried out 
showed that the existence of parity does not necessarily entail that there is equity with regards to influence, 
as inequality is being still perpetuated in many areas and the gender perspective has not been sufficiently 
internalised in the daily inner workings of the institution. The diagnostic work identified key shortcomings and 
areas for improvement, leading to the design of an action plan.

However, it should be noted that we did not start from scratch. During previous legislatures, measures 
such as proxy voting in the event of maternity or paternity leave had already been introduced and the 
parliamentary activity schedules had been readjusted in order to promote a better balance of personal, 
family and work life amongst elected representatives and staff. Action has also been taken to ensure that 
equality and feminist policies lie at the heart of the public agenda, through a series of debates, institutional 
declarations, a monographic plenary session on women’s rights, and the celebration of an unprecedented 
and historic session, namely the Women’s Parliament, held on the 1st of July, 2019, during which the 
Parliament’s chamber was occupied exclusively by female Members of Parliament, from both the current 
and previous legislatures, as well as female advisors to the Parliamentary Groups and representatives from 
women’s associations.

Now we want to go a step further with this gender action plan, the aim of which is to ensure that a gender 
equality culture permeates throughout all the Parliament’s spaces and activities. The plan includes eighty‑
four actions that spread across five key areas. A further sixth area, which revolves around the implementation 
and monitoring of actions, was added to ensure that measures are put in place and progress is evaluated. 
This plan takes inspiration from international recommendations put forth by the Inter‑Parliamentary Union 
and the European Institute for Gender Equality as well as from the current regulatory framework in Catalonia 
regarding equality plans. The plan also takes into account examples of good practice implemented by 
parliaments of neighbouring countries. We had the chance to learn more about these initiatives first‑hand at 
the “Gender-Sensitive Parliaments to Guarantee Effective Equality between Women and Men” conference, 
which took place at the Parliament of Catalonia on the 17th of September, 2018.

It is important to highlight that this gender action plan is the outcome of a collective endeavour. In this regard, 
I greatly appreciate the efforts made by the institution as a whole, both during the gender audit phase and 
during the preparation of the Plan. I would also like to praise the work and effort made by the members of 
the Gender Equity Working Group, whose crucial role deserves special recognition.

Based on our belief that a parliament that exemplifies its commitment to gender equality and non‑
discrimination is also a more democratic parliament and one that is radically committed to the social 
transformation within the country, I encourage all those who interact with the chamber to be actively involved 
in the effective implementation of the Equality Plan. We all share the challenge of eradicating the patriarchy 
from our Parliament, of becoming an institution that stands out as a role model, and of contributing to build a 
more equitable and socially just society.

Roger Torrent i Ramió
President of the Parliament of Catalonia
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Gender Equality Working Group

Rut Ribas i Martí | Adriana Delgado i Herreros
Fourth Secretaries on the Board of the Parliament of Catalonia

Putting together this first equality plan has brought about a sense of 
sorority among all the women who work at the Parliament of Catalonia. 
It has been an essential exercise to show and call out the naturalised 
differences between men and women, also within institutional settings, 
and allowing us to work together to put an end to them.

For us, as women, it has been a real privilege and an honour to 
represent the Board of the Parliament of Catalonia in the drafting of 
the Equality Plan. And, above all, to be able to share this task with 
representatives from all groups that integrate the venue wherein the 
sovereignty of Catalonia resides. After all, we have an obligation to 
combat inequality on the basis of gender, sexual orientation or gender 
identity in each and every sphere of life.

We want the Parliament of Catalonia, as an institution, to stand out as 
a shining beacon of excellence that seeks to bring about real equality 
between women and men, and we hope that the Equality Plan will help 
turn this into a reality.

Noemí de la Calle Sifré 
Ciutadans (Citizens) Parliamentary Group

Until the implementation of the Organic Law 3/2007, regarding the 
effective equality of women and men, there were no laws in our country 
that promoted equal opportunities for women in the workplace. Now, 
a decade later, the Parliament of Catalonia is following through on 
this mandate and has, finally, approved its first equality plan, paving 
the way to ensure that the “home of the Catalan people” mirrors its 
citizens, regardless of their gender, reflecting equality in both rights and 
opportunities.

Anna Geli i España 
Junts per Catalunya (Together for Catalonia) Parliamentary Group

Only an inclusive, egalitarian, fair and free society guarantees full 
democracy. Only societies where no one is discriminated against on 
the basis of their sex, gender, origins or ideology have the guarantee 
of prospering. Both politicians and institutions within the country need 
to be the first to set an example. That is why we are grateful for this 
Parliament’s first equality plan, which provides concrete tools for 
combatting an unfair system.
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Jenn Díaz Ruiz 
Republican Parliamentary Group

Contemporary societies need modern, advanced, and progressive 
institutions. And Catalonia needed an Equality Plan that lived up to the 
feminist movement, to the social and political claims of women on our 
streets. Being a part of the legislature that will pass the first plan is 
a privilege, and being able to work on it and decide which are the 
basic equality and non‑discrimination requirements of the functioning 
of Parliament is an honour.

Beatriz Sílva Gallardo 
Socialistes i Units per Avançar (Socialists and United Together to 
Advance) Parliamentary Group

The Parliament of Catalonia has led the way in defending the need 
to be able to fully enjoy equality of rights for both women and girls. 
Law 5/2008, on the right of women to eradicate sexist violence, and 
Law 17/2015, regarding the effective equality of women and men, are 
the result of this effort. And this is now reflected in the Parliament’s 
Equality Plan, which aspires to implement these principles from within 
the institution.

Susanna Segovia Sánchez 
Catalunya en Comú Podem (Catalonia Together We Can) Parliamentary 
Group

When this legislature began, the Board of the Parliament of Catalonia 
consisted of six men and just one woman, a clear demonstration that 
we still have a lot to do to ensure equality in the political participation of 
men and women in Parliament. The Equality Plan is an important first 
step, but it should not be left to wither on the vine. Political commitment 
of the various parties is needed. Resources are needed to implement 
it. We need a Parliament that can keep up with social demands. We 
need a feminist Parliament.

Natàlia Sànchez Dipp 
Candidatura d’Unitat Popular – Crida Constituent (Popular Unity 
Candidacy–Constituent Call) Parliamentary Subgroup

It is both significant and symbolic that during the Parliament’s 
Twelfth Legislature, with the highest representation of female elected 
representatives in the Parliament’s history, the first equality plan 
has been adopted. This will, undoubtedly, be an important tool 
in guaranteeing the right of all women within Parliament to social 
and political participation, but it must also be the first step towards 
eradicating all forms of discrimination that we, as women, suffer from 
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when we want to exercise our right to political participation, regardless 
as to whether this discrimination is rooted in social class, ethnic origin, 
gender identity or functional diversity. There is still a lot of work to be 
done, especially with regard to migrant women, who are excluded 
from political life because of racist legislation that converts external 
boundaries into internal borders.

Esperanza García González 
Partit Popular de Catalunya (Popular Party of Catalonia) Parliamentary 
Subgroup

One of the major decisive factors concerning inequalities between 
men and women is the lack of equal opportunities and employment 
conditions. Public administrations must lead by example and act as 
pioneers in addressing this challenge. The purpose of this plan is to 
promote, strengthen and foster equal treatment and opportunity within 
the Parliament. The measures are not always ideal, but the commitment 
that we, the People’s Party, make is to work with consensus in so far 
as it can be useful.

Xavier Muro i Bas
Secretary General of the Parliament of Catalonia

The Parliament of Catalonia’s Equality Plan represents another step in 
the commitment to ensuring effective equality of women and men in 
the chamber. It also incorporates gender and LGBTI perspectives and 
non‑discrimination in the structure of the Parliamentary Administration. 
This is a necessary measure from a normative point of view and a 
guiding principle that will affect the Administration’s staff. At the same 
time, it should be emphasised that this measure has come about 
through joint political will from all parliamentary groups, and, therefore, 
it is up to us to now apply it.

Marta Perxacs i Motgé
Staff Council at the Parliament of Catalonia

The Staff Council is currently made up of up to nine members, only 
two of whom are women. This situation illustrates the pending steps 
needed to achieve effective equality between women and men in the 
Parliament of Catalonia. Accordingly, measures such as the approval of 
this Equality Plan can help make this a reality and serve as a model for 
other institutions. We hope it will serve as a useful document, one that 
will  continue and be updated, irrespective of the political composition 
of the parliamentary representation in future legislatures.
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Introduction 

The Parliament of Catalonia’s Gender Equality Plan for the period 2020‑2023 draws on the guiding principles 
for public authorities established by Article 3 of the Law 17/2015, dated 21st July, regarding effective equality 
between women and men, which include the mainstreaming of a gender perspective and gender equality 
policies; women’s perspectives; parity democracy and the equal participation of women and men in public 
affairs; women’s empowerment; the reconciliation between the labour market and domestic and care work 
and co‑responsibility in the workplace; the eradication of gender‑based violence; and the use of a non‑sexist 
nor stereotypical language. It also incorporates the LGBTI perspective, as set forth in Law 11/2014, dated 
10th October, to guarantee the rights of lesbians, gays, bisexuals, transgender and intersex individuals, and 
to eradicate homophobia, biphobia and transphobia.

This plan was preceded by an audit of the current situation regarding equality between women and 
men, taking into account the institution’s internal and external performance. The study was carried out 
by a team of gender consultants hired by the Parliament between September 2018 and April 2019,1 
who exhaustively collected both quantitative and qualitative data. For this process, the opinions of all the 
people who work in the chamber  were taken into account through interviews, focus groups, surveys, and 
a suggestions box.

The elaboration of the study was followed and supervised by the Gender Equity Working Group, a 
newly created mixed space composed of a representative from the Board of the Parliament of Catalonia, 
representatives from all parliamentary groups and subgroups, representatives from the Parliament’s Staff 
Council, and representatives from the General Secretary and the Office of the Presidency, as well as the 
gender consultants. The analysis of approximately one hundred indicators identified various strengths and 
weaknesses within the institution in terms of gender equality and diversity.2

Based on the areas for improvement identified in the diagnosis, the Gender Equity Working Group drafted 
an action plan, which was approved by the Board of the Parliament of Catalonia in January 2020. The plan 
has a duration of four years, extending its validity between 2020 and 2023.

The overall objective of the Parliament of Catalonia’s Gender Equality Plan (2020‑2023) is to incorporate the 
gender perspective in a cross‑cutting manner, that is to say, to actively promote effective equality between 
women and men and to also ensure non‑discrimination of LGBTI people. The Plan is structured around 
the same five key areas that organised the diagnosis along with a sixth key area aimed at guaranteeing 
an effective implementation of the Plan, following the structure of the Gender-Sensitive Parliaments Toolkit 
developed by the European Institute for Gender Equality (EIGE) and in accordance with the regulatory 
framework that is in force in Catalonia.

Each one of the key areas includes strategic goals (SG) with corresponding actions, which are specific 
objectives. As a whole, the Plan includes eighty‑four actions, and for each one it defines the target groups 
– Members of Parliament, both male and female (MP); the chamber’s staff (S); the advisory staff of the 
parliamentary groups (A); citizens (C), and others (O) – and it includes indicators to evaluate the state of 
implementation. It also specifies the timetable for implementing each of the actions and indicates the team 
responsible for executing them.

1. The team of consultants was led by Tània Verge Mestre, Associate Professor of Political Science and Director of the Equality Unit at 
Universitat Pompeu Fabra. The team was made up of Maria de la Fuente Vázquez, Mireia Duran Brugada and Sílvia Carrillo, all of whom 
are consultants at the Institute for the Study and Transformation of Everyday Life (iQ).

2. The full gender audit and executive summary are available on the “Parliament and Gender” website: https://www.parlament.cat/
pcat/parlament/parlament-genere/pla-igualtat/.

https://www.parlament.cat/pcat/parlament/parlament-genere/pla-igualtat/
https://www.parlament.cat/pcat/parlament/parlament-genere/pla-igualtat/
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Regulatory Framework

The right to equality before the law and to protection against discrimination is a universal right recognised 
by the Universal Declaration of Human Rights, which was adopted by the General Assembly of the United 
Nations on the 10th of February, 1948. This right is also recognised in the United Nations Convention on the 
Elimination of All Forms of Discrimination against Women, which was approved by the General Assembly 
on the 18th of December, 1979, in the International Convention against All Forms of Racial Discrimination 
and in the United Nations Covenants on Civil and Political Rights, in particular the International Covenant on 
Civil and Political Rights and the International Covenant on Economic, Social and Cultural Rights, adopted 
by the UN General Assembly in New York on the 16th of December, 1966, and also by the European 
Convention for the Protection of Human Rights and Fundamental Freedoms, passed on the 4th of 
November, 1950. The Convention on the Elimination of All Forms of Discrimination against Women, which 
is known by the acronym CEDAW and which came into being in 1979, should be mentioned in the specific 
area of   combating sex‑based discrimination and, therefore, bringing about equality between women and 
men. The Convention explicitly recognises the need to change social attitudes through educating men and 
women to accept equality of rights and to overcome practices and prejudices based on stereotypical roles. 
In addition, the 1993 Vienna Conference on Human Rights proclaimed that the human rights of women 
and girls are an integral part of universal human rights, and emphasised the importance of work aimed at 
eliminating violence against women in both the public and private spheres. The Beijing Declaration of 1995, 
which came out of the Fourth World Conference on Women, is the most complete document produced 
by a United Nations conference on Women’s Rights, as it incorporates the results of previous conferences 
and treaties.

At the European Union level, both the right to equality and the right to equality between men and women 
are fundamental principles of community law, which are included in the Treaty on European Union and 
the Treaty on the Functioning of the European Union, as well as the jurisprudence of the European Court 
of Justice. In addition, the European Union recognises the rights, freedoms and principles set forth in 
the Charter of Fundamental Rights of the European Union, and grants them the same legal value as 
treaties. The European Union has also adhered to the European Convention for the Protection of Human 
Rights and Fundamental Freedoms, and the rights it guarantees are part of Union law as key principles. 
As a derived right, it is worth mentioning Directive 2006/54 / EC, of   the European Parliament and of the 
European Council, of 5th of July, 2006, on the implementation of the principle of equal opportunities and 
equal treatment of men and women in matters of employment and occupation. It is important to highlight 
the law’s relevance with regards to taking action to combat all forms of sex‑based discrimination, and in 
particular effective measures to prevent sexual harassment in the workplace. 

At the national level, it is worth highlighting Articles 9.2 and 14 of the Spanish Constitution, in reference 
to the right to equality and non‑discrimination, and the Organic Law 3/2007, of March 22, regarding the 
effective equality of women and men, under which equality plans are to be regulated.

Finally, in the Catalan context, the preamble of the Statute of Autonomy of Catalonia makes reference to 
the right of equality as a higher value and its provisions establish that public authorities must promote the 
equality of all individuals, regardless of their ethnic origins, nationality, gender, race, religion, social status or 
sexual orientation and must ensure compliance with the principle of equal opportunities for women and men 
in access to employment, training, career advancement, working conditions, including remuneration, and 
in all other cases, and must also ensure that women are not discriminated against because of pregnancy 
or motherhood. In application of this legal basis, Law 17/2015, of July 21, regarding the effective equality of 
women and men, was approved.

All these regulations are further enhanced by the Parliament of Catalonia’s Gender Equality Plan.
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Strategic goals and key areas 

Key Areas Strategic goals (SG) Number 
of actions 

Area 1. Equality of access

Effective equality in accessing the institution, whilst 
also paying attention to electoral rules and the 
internal procedures within political parties.

SG.1.1. Improve social representatives 
of Parliament

SG.1.2. Guarantee equality and 
promote diversity when recruiting and 
promoting staff

9

Area 2. Equality in influence

Equality in both procedural and organisational 
aspects, such as the makeup of decision‑making 
bodies and leadership positions, workplace 
dynamics, work‑life balance measures, or 
mechanisms to combat discrimination and 
harassment.

SG.2.1. Guarantee the capacity of 
influence of women and men within 
Parliament

SG.2.2. Incorporate a gender 
perspective into the Parliament’s 
structure and organisation

22

Area 3. Prominence of the gender perspective 
in parliamentary activity

Mechanisms that promote and develop the 
introduction of a gender perspective and recognise 
its political and social importance, both in 
parliamentary work and within the administrative 
structure.

SG.3.1. Strengthen gender 
mainstreaming structures and tools 
within parliamentary work

SG.3.2. Bolster gender mainstreaming 
structures and tools within the 
Parliamentary Administration

17

Area 4. Delivering legislation with a gender 
perspective

Delivering legislation that is sensitive to the needs 
and expectations of both women and men and 
incorporating a gender perspective in the oversight 
of governmental action.

SG.4.1. Effectively mainstreaming the 
gender perspective in the legislative 
function

SG.4.2. Effectively mainstreaming the 
gender perspective in the oversight 
function

10

Area 5. Gender equality in the symbolic function 
of Parliament

Commitment to equality transmitted by the 
Parliament through the symbolic meaning of 
spaces, external communication and the visibility 
of the topic of gender equality, including the 
recognition of women.

SG.5.1. Apply the gender perspective 
and the LGBTI perspective in the 
management of spaces

SG.5.2. Strengthen the commitment to 
gender equality and non‑discrimination 
in communication policy

SG.5.3. Promote the recognition of 
women

20

Area 6. Implementation and monitoring of the 
Gender Equality Plan

SG.6.1. Guarantee the implementation 
and monitoring of the Gender Equality 
Plan

6
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Key Areas in the Parliament of Catalonia’s Gender Equality Plan (2020‑2023)  

Area 1. Equality of Access

SG.1.1. Improve the social representativeness of Parliament

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

1.1. Promote the zipper system, 
to guarantee that the share 
of female and male Members 
of Parliament is less than two 
percentage points, where 
applicable, through the updating 
of Law 17/2015, regarding 
effective equality between 
women and men.

MP Parliamentary 
groups; relevant 
legislative 
committee that 
deals with the 
matter

First year Proportion of women‑
led electoral party 
lists amongst the total 
number of announced 
lists; revision of the law.

1.2. Study of the possibility to 
establish gender parity among 
leading candidates on electoral 
lists when political parties concur 
in more than one constituency.

MP Parliamentary 
groups; relevant 
legislative 
committee that 
deals with the 
matter

First year Proportion of women‑
led electoral lists within 
the total number of 
announced lists.

1.3. Promote gender quotas, 
equality plans and protocols 
against sexual harassment 
within political parties, where 
appropriate, by updating Law 
17/2015, regarding effective 
equality between women and 
men.

MP 
and A

Parliamentary 
groups; relevant 
legislative 
committee that 
deals with the 
matter

First year Proportion of 
political parties 
with parliamentary 
representation that 
have these measures 
in place; revision of the 
law.

1.4. Create a dossier on the 
presence of women and men 
in electoral candidacies for 
parliamentary elections.

MP Directorate of 
Parliamentary 
Studies

Year in which 
elections are 
called

Report produced; 
proportion of women 
and men in the 
electoral candidacies 
from parties that 
have obtained 
representation

1.5. Promote internships within 
the Parliament (Parliamentary 
groups and the Parliament’s 
Administration), with the aim of 
bringing the Parliament closer 
to social groups that have been 
historically under‑represented.

C Department 
of Institutional 
Relations; Human 
Resources 
Department; 
Office for Equality 
or equivalent 
body

Second year Number of agreements 
signed with 
universities; number of 
students participating 
in internships, 
disaggregated by sex, 
with attention paid to 
intersectionality

1.6. Create a reverse mentoring 
programme or standard 
mentoring scheme between 
Members of Parliament and 
individuals from groups which 
are under‑represented within the 
chamber.

MP 
and C

Board of the 
Parliament of 
Catalonia; Office 
for Equality or 
equivalent body

Second year Number of agreements 
signed with entities; 
number of people 
participating in the 
standard mentoring 
or reverse mentoring 
programme, 
disaggregated by sex, 
with attention paid to 
intersectionality
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SG.1.2. Guarantee equality and promote diversity when recruiting and promoting staff 

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

1.7. Incorporate the gender 
perspective in recruitment and 
career promotions, including 
the assessment of candidates’ 
knowledge and merits.

S Department 
of Human 
Resources; 
Secretary 
General; Office 
for Equality or 
equivalent body

First year Statutes of internal 
regime and government 
reviewed; number 
of recruitment drives 
that include gender 
perspective clauses and 
total number of drives 
carried out; number 
of candidates in the 
different stages of the 
selection or promotion 
process

1.8. Establish gender parity in 
the makeup of the selection 
panels responsible for hiring and 
promoting individuals.

S Department 
of Human 
Resources; 
Board of the 
Parliament of 
Catalonia

Ongoing Number of women and 
men who have joined 
the selection panels

1.9. Promote the employment 
of transgender individuals within 
Parliament.

S and 
C

Department 
of Human 
Resources

Second year Number of transgender 
individuals hired

Area 2. Equality in influence

SG.2.1. Guarantee the capacity of influence of women and men within the Parliament

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

2.1. Introduce gender parity 
as a normative criterion in the 
makeup of all decision‑making 
bodies, including the Board of 
the Parliament of Catalonia and 
the Committees.

MP Board of 
Spokespersons; 
Committee on 
the Rules of 
Procedure

First year Revised Rules of 
Procedure; proportion 
of women and men in 
decision‑making bodies

2.2. Introduce gender parity 
into the number of female and 
male Members of Parliament 
nominated by each parliamentary 
group to act as a member within 
each of the Committees.

MP Parliamentary 
groups; 
Committee on 
the Rules of 
Procedure

First year Revised Rules of 
Procedure; proportion 
of women and men 
in parliamentary 
committees

2.3. Promote equal 
representation across the 
leadership positions within each 
parliamentary group, with at least 
one woman acting as a chair or 
spokesperson. 

MP Parliamentary 
groups; 
Committee on 
the Rules of 
Procedure

First year Revised Rules of 
Procedure; proportion 
of women and men 
acting as chairs and 
spokespeople for the 
parliamentary groups

2.4. Promote a gender‑balanced 
makeup across positions of 
responsibility in relation to the 
presence of women and men in 
the workforce.

S Department 
of Human 
Resources

Ongoing Statutes of internal 
regime and government 
reviewed; proportion 
of women and men in 
posts of responsibility 
within the Parliament’s 
Administration
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Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

2.5. Promote, under equality of 
merit, the recruitment of staff 
from the underrepresented 
sex in the respective tasks or 
departments.

S Department 
of Human 
Resources

Ongoing Statutes of internal 
regime and government 
reviewed; proportion 
of women and men 
amongst those hired

2.6. Establish the criterion of 
gender parity in the makeup of 
the Staff Council.

S Secretary 
General; Staff 
Council

First year Statutes of internal 
regime and government 
reviewed; proportion of 
women and men on the 
Staff Council

SG.2.2. Incorporate a gender perspective into the Parliament’s structure and organisation

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

2.7. Extend the proxy vote 
to include members from 
the Board of the Parliament 
of Catalonia and to take into 
account situations related to 
caring responsibilities and 
breastfeeding.

MP Board of 
Spokespersons; 
Board of the 
Parliament 
of Catalonia; 
Committee on 
the Rules of 
Procedure

First year Revised Rules of 
Procedure; 

number of times 
the proxy vote has 
been exercised, 
disaggregated by sex

2.8. Promote co‑responsibility 
among male Members of 
Parliament, so that they make 
use of paternity leave and proxy 
voting procedures, or through 
other channels that allow 
Members to exercise their vote.

MP Parliamentary 
groups; Board of 
the Parliament of 
Catalonia; Office 
for Equality or 
equivalent body

Ongoing Informative actions 
taken (for example, 
the drawing up of an 
informative bulletin to 
inform all Members 
of Parliament about 
proxy voting); number 
of times the proxy vote 
has been exercised, 
disaggregated by sex

2.9. Include adjustments in 
the scheduling of Parliament’s 
sessions in order to facilitate co‑
responsibility (for example, during 
school holidays).

MP, S 
and A

Board of the 
Parliament of 
Catalonia

Annual basis Adjustments made

2.10. Limit the number of specific 
committees that can be in 
session at the same time.

MP, S 
and A

Board of 
Spokespersons; 
Committee on 
the Rules of 
Procedure

Annual basis Revised Rules of 
Procedure; number of 
specific committees in 
operation per session

2.11. Regularly draw up a report 
on the start and end times of the 
plenary sessions, including the 
impact on Parliament staff.

MP, S, 
A and 
O

Department for 
Parliamentary 
Management;

Department 
of Human 
Resources; Office 
for Equality or 
equivalent body

Annual basis Prepared reports; 
proportion of sessions 
that end later than 
7 p.m.
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Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

2.12. Adapt the chart for staff 
requesting a leave of absence to 
include the parameters of gender 
equality and reconciliation of 
personal, family and work life.

S Department 
of Human 
Resources

Permanent Chart for staff requesting 
leave of absence 
brought up to date

2.13. Make staff aware of the 
measures in place for the 
reconciliation of personal, 
family and work life that they 
can request and promote co‑
responsibility.

S Department 
of Human 
Resources; Office 
for Equality or 
equivalent body

Annual basis Information available on 
the Intranet; number 
of actions done to 
promote the measures 
in place; number of 
actions taken to promote 
co‑responsibility 
amongst male staff; 
requests for leave 
relating to thworkinge 
care of children 
and dependents, 
disaggregated by sex

2.14. Promote working from 
home for Parliament staff in 
certain jobs.

S Department 
of Human 
Resources

Permanent Analysis undertaken; 
number of people who 
carry out remote work, 
disaggregated by sex

2.15. Promote working from 
home for staff from all of the 
parliamentary groups.

A Parliamentary 
groups

First year Number of people 
who take advantage 
of working from home, 
disaggregated by sex

2.16. Design and execute a 
regular survey on organisational 
culture, situations of 
discrimination and possible 
ways of reconciling personal, 
family and work life for Members 
of Parliament, Parliament staff 
and staff from the Parliamentary 
groups. The survey should also 
include the mandatory aspects 
of workplace surveys.

MP, S 
and A

Department 
of Human 
Resources; Board 
of the Parliament 
of Catalonia; 
Gender Equality 
Working Group; 
Office for Equality 
or equivalent body

Every four years Surveys conducted; 
gender differences 
within the results

2.17. Integrate the gender 
perspective and the 
LGBTI perspective into the 
Occupational Risk Prevention 
Plan and the “Healthy Parliament” 
project.

S Department 
of Human 
Resources; Staff 
Council;

Occupational 
Safety, Health 
and Prevention 
Committee; Office 
for Equality or 
equivalent body

Second year Carrying out of a 
study in this regard, 
including comments 
on room temperatures 
within spaces; the 
implementation of 
the needs identified 
in this study into the 
Occupational Risk 
Plan and the “Healthy 
Parliament” project; 
number of training 
sessions on this topic
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Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

2.18. Review the Code of 
Conduct, the Rules of Procedure 
and the Statutes of internal 
regime and government to 
ensure attention is paid to 
instances of discrimination and 
to prevent and combat sexism 
and sexual harassment.

MP, S, 
A and 
O

Board of the 
Parliament 
of Catalonia; 
Committee 
on the Rules 
of Procedure; 
Secretary 
General; Gender 
Equality Working 
Group; Office 
for Equality or 
equivalent body

First year Revised Code of 
Conduct; Revised Rules 
of Procedure; Statutes 
of internal regime and 
government reviewed

2.19. Approve a protocol against 
gender‑based violence and 
LGBTI‑phobia and create a 
body that will be responsible for 
attending victims and dealing 
with complaints.

S Board of the 
Parliament 
of Catalonia; 
Secretary 
General; 
Gender Equality 
Working Group; 
Occupational 
Safety, Health 
and Prevention 
Committee;

Office for Equality 
or equivalent body

First year Protocol approved; 
organ created; number 
of complaints received; 
number of times the 
protocol has been 
activated

2.20. Draft a written declaration 
on the commitment to zero 
tolerance for discrimination 
and harassment, which is to 
be signed by Members of 
Parliament.

MP Gender Equality 
Working Group; 
Board of the 
Parliament of 
Catalonia; Office 
for Equality or 
equivalent body

First year Document drafted; 
inclusion in the Member 
of Parliament’s dossier; 
proportion of Members 
who have signed it

2.21. Regularly disseminate the 
protocol referred to in Action 2.19 
among Members of Parliament, 
Parliamentary staff and the staff 
in Parliamentary groups.

MP, S 
and A

Department 
of Human 
Resources;

Staff Council; 
Gender Equality 
Working Group; 
Office for Equality 
or equivalent body

Annual Creation of a circular 
regarding the procedure 
to be followed in 
situations where 
discriminatory behaviour 
and harassment occur; 
proactive actions 
to identify potential 
harassment situations; 
informative actions, 
including those carried 
out via the intranet

2.22. Provide mandatory 
training for the prevention of 
gender‑based violence and 
LGBTI‑phobia to Members of 
Parliament, Parliamentary staff 
and the staff in Parliamentary 
groups.

MP, S 
and A

Department 
of Human 
Resources; Board 
of the Parliament 
of Catalonia; 
Gender Equality 
Working Group; 
Staff Council; 
Office for Equality 
or equivalent body

First year of the 
legislature

Training sessions 
carried out; number 
of participants in the 
training sessions, 
disaggregated by sex
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Area 3. Prominence of the gender perspective in parliamentary activity

SG.3.1. Bolster gender mainstreaming structures and tools within parliamentary work 

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

3.1. Keep the Gender Equity 
Working Group as a reference 
group, up and running. The 
Working Group is to be 
renewed at the beginning of 
each legislature, and aims to 
promote equality policies within 
Parliament and is to be chaired 
by a member of the Board of 
the Parliament of Catalonia who 
is granted. responsibility in this 
matter or by the President of the 
Parliament.

MP 
and S

Office of the 
Presidency; 
Board of the 
Parliament 
of Catalonia; 
Secretary 
General; Office 
for Equality or 
equivalent body

Permanent Number of meetings 
held; number and types 
of actions promoted

3.2. Create a gender 
mainstreaming network 
including the people holding 
the presidency or the vice‑
presidency within the 
parliamentary committees, 
coordinated by the Bureau of the 
Equality Commission. 

MP Committee for 
Equality Board of 
Spokespersons

First year Network created; 
number of co‑ordination 
meetings held

3.3. Ensure gender balance 
among experts and civil society 
representatives in parliamentary 
committee hearings, without 
prejudice to the fact that more 
female experts may be called 
in committees that promote 
women’s rights or that reflect 
highly feminised fields, such as 
childhood, health or education.

MP 
and C

Parliamentary 
committees; 
Directorate of 
Parliamentary 
Studies

Permanent Annual reports or 
reports drawn up at the 
end of the legislature 
that document diversity 
in the number and type 
of people appearing 
before parliamentary 
committees

3.4. Increase the number of 
experts on gender equality 
and diversity who participate in 
parliamentary committees.

MP 
and C

Parliamentary 
committees; 
Directorate of 
Parliamentary 
Studies

Permanent Proportion of experts 
in gender equality 
and diversity and total 
number of times they 
have appeared before 
a committee

3.5. Provide compulsory training 
on gender mainstreaming within 
the legislative and budgetary 
procedures for Members of 
the Parliament, Parliamentary 
Counsels, linguists and 
parliamentary administrators.

MP 
and S

Board of the 
Parliament 
of Catalonia; 
Secretary 
General; Gender 
Equality Working 
Group; Linguistic 
Services 
Department; 
Office for Equality 
or equivalent 
body

First year of the 
legislature

Inclusion of a 
syllabus on gender 
mainstreaming in the 
welcome or orientation 
sessions for new 
Members of Parliament; 
number of training 
sessions carried out; 
number of participants, 
disaggregated by sex



18

www.parlament.cat

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

3.6. Broaden the Library of 
Parliament’s collection of texts 
on gender equality and sexual 
diversity, and grant access to 
online databases to enable 
studies around gender to be 
carried out.

MP 
and A

Directorate of 
Parliamentary 
Studies; Office 
for Equality or 
equivalent body

Annual Number of new texts 
acquired in this field; 
proportion represented 
the total number of 
resources acquired for 
the Library’s collection

3.7. Create a network for the 
exchange of information and for 
collaboration with academics in 
the fields of gender equality and 
diversity.

MP 
and C

Directorate of 
Parliamentary 
Studies; Gender 
Equality Working 
Group; Office 
for Equality or 
equivalent body

Second year Network created; 
number of collaborations 
set up

3.8. Promote the exchange of 
experiences and best practices 
in gender mainstreaming through 
study visits to other legislative 
chambers around the world.3

MP 
and S

Department 
of Institutional 
Relations; Office 
of the Presidency; 
Office for External 
Action; Office 
for Equality or 
equivalent body

Third and fourth 
year

Number of visits carried 
out; gender composition 
the Parliament’s 
delegation

SG.3.2. Bolster gender mainstreaming structures and tools within Parliamentary Administration 

Actions Target 
group

Primary  
responsibility

Implementation 
schedule

Indicators

3.9. Create a unit to promote 
gender equality, such as 
an Office for Equality or 
equivalent body

MP, S 
and A

Secretary General; 
Board of the Parliament 
of Catalonia

First year Unit created; budget 
allocated

3.10. Elaborate a Gender 
Impact Assessment of the 
Statutes of internal regime 
and government.

S Secretary General; 
Linguistic Services 
Department; Office for 
Equality or equivalent 
body

First year Gender Impact 
Assessment 
elaborated.

3.11. Include the gender 
perspective in the 
Parliament’s budget.

MP, S 
and A

Parliamentary Auditor 
of Accounts; Secretary 
General; Extended 
Board of the Parliament 
of Catalonia; Office for 
Equality or equivalent 
body

Extended Board of the 
Parliament of Catalonia

Annual Number of gender 
impact assessments 
produced regarding 
the Parliament’s 
budget

3. This action includes two of the Strategic goals within this Key Focus Area.
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Actions Target 
group

Primary  
responsibility

Implementation 
schedule

Indicators

3.12. Create an annual 
training plan that includes 
mandatory sessions for 
Parliamentary staff on 
gender, gender equality and 
sexual diversity, including 
specialised skills training.

S and A Department of Human 
Resources; Staff 
Council; Office for 
Equality or equivalent 
body

Annual Number of training 
sessions carried out; 
number of staff who 
have received specific 
training with regards to 
gender

3.13. Provide training to 
bolster women’s leadership.

S Department of Human 
Resources; Staff 
Council; Office for 
Equality or equivalent 
body

Annual Number of training 
sessions carried out; 
number of staff who 
have received specific 
training; number 
of staff who have 
moved into leadership 
positions

3.14. Include the gender 
perspective in the data 
collection and information 
classification system.

MP and 
S

Department 
for Information 
Technology and 
Telecommunications; 
Directorate of 
Parliamentary Studies; 
Department of Human 
Resources; Office for 
Equality or equivalent 
body

Permanent Number of data 
disaggregated by sex; 
number of gender 
indicators created

3.15. Include clauses 
on gender equality in 
procurement with external 
providers, both in the 
definition of the contract’s 
scope, in the selection and 
bidding phases, in tie‑breaker 
criteria, in the execution 
phase and in outsourcing.

O Secretary General; 
Recruitment Office 

Permanent Number of contracts 
that include gender 
clauses and types of 
clauses included

3.16. Carry out a study on 
gender inequalities that can 
occur within the Parliament 
and that could affect groups 
working at the Parliament 
without a direct contractual 
relationship to the institution.

O Secretary General; 
Gender Equality 
Working Group; 
Office for Equality or 
equivalent body

Second year Study carried out

3.17. Sign inter‑parliamentary 
agreements or agreements 
with the Administration of 
the Generalitat of Catalonia 
to allow for the transfer of 
female employees who find 
themselves in a situation of 
gender‑based violence.

S Secretary General; 
Board of the Parliament 
of Catalonia

Second year Agreements in place
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Area 4. Delivering legislation with a gender perspective

SG.4.1. Effectively mainstreaming the gender perspective in the legislative function 

Actions Target 
group

Primary  
responsibility

Implementation 
schedule

Indicators

4.1. Update Law 5/2008, 
on the right of women to 
eradicate sexist violence, 
in accordance with the 
recommendation of the 
Inter‑Parliamentary Union 
to review this type of law 
at least once every ten 
years, following the Istanbul 
Convention.

C Committee for Equality; 
Legislative committee 
that is competent on this 
matter

First year Law update carried out

4.2. Promote positive 
action measures in the field 
of gender equality in the 
laws passed by legislative 
committees.

C Legislative committees Permanent Number of laws 
passed that include 
positive action 
measures

4.3. Prepare a questionnaire, 
which must be filled out 
by each parliamentary 
committee, regarding its 
goals for gender equality 
and the areas of expertise 
with regards to the gender 
perspective for which 
appearances will be 
requested.

MP Parliamentary 
committees; Committee 
for Equality; Office for 
Equality or equivalent 
body

First year of 
every legislature

Questionnaire 
prepared; number of 
gender equality goals 
identified in these 
questionnaires

4.4. Put together gender 
mainstreaming amendments 
by the Committee for 
Equality to be incorporated 
into the work of other 
parliamentary committees, 
by means of reports and 
collected opinions.

MP Committee for Equality Permanent Follow‑up report on 
how many gender 
mainstreaming 
amendments have 
been made and how 
many have been 
adopted into the work 
carried out by the 
other parliamentary 
committees

4.5. Elaborate a guide on 
how to incorporate the 
gender perspective within 
the legislative procedure.

MP 
and S

Committee for Equality; 
Gender Equality Working 
Group; Office for Equality 
or equivalent body;

Legal Services; Linguistic 
Services Department

First year Guide elaborated; 
inclusion of the guide 
in the dossier provided 
to each Member of 
Parliament

4.6. Incorporate gender 
impact assessments into 
all legislative initiatives, 
including both government’s 
or parliament’s bills.

MP 
and S

Legislative committees; 
Committee on the Rules 
of Procedure

Permanent Revised Rules of 
Procedure; proportion 
of laws that include a 
gender impact analysis 
with respect to the total 
number of laws passed 
and with respect to the 
number of laws in the 
pipeline
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SG.4.2. Effectively mainstreaming the gender perspective in the oversight function 

Actions Target 
group

Primary  
responsibility

Implementation 
schedule

Indicators

4.7. Enhance mainstreaming 
of the gender perspective 
in the oversight of the 
government’s action carried 
out by all parliamentary 
committees, including the 
implementation of international 
conventions and treaties 
regarding gender equality.

MP Parliamentary 
committees; 
Committee for Equality

Permanent Number of questions, 
motions and resolutions 
put forward; number 
of experts on gender 
equality who appear 
before the committee

4.8. Host monographic 
plenary sessions on the 
situation of effective equality 
between women and men 
and the non‑discrimination of 
LGBTI people.

MP 
and C

Parliamentary groups; 
Committee for Equality; 
Gender Equality 
Working Group

Biennial Number of 
monographic plenary 
sessions carried out

4.9. Analyse the incorporation 
of the gender perspective 
in the processing and 
monitoring of the Generalitat’s 
budget.

MP All committees, with a 
particular emphasis on 
the Committee for the 
Economy and Finance 
and the Committee for 
Equality; Committee of 
the Public Audit Office

Annual Number of completed 
gender mainstreaming 
indicators; number 
of gender indicators 
included in the Public 
Audit Office’s report

4.10. Work to foster closer 
relations between groups 
and entities that specialise 
in the rights of women, the 
LGBTI community and other 
vulnerable social groups so 
that they can act as interest 
groups within Parliament.

C Board of the 
Parliament of 
Catalonia; Department 
for Parliamentary 
Management;

Office for Equality or 
equivalent body

First year Number of 
women’s and LGBTI 
organisations registered 
as interest groups; total 
number of registered 
interest groups

Area 5. Gender equality in the symbolic function of Parliament

SG.5.1. Apply the gender perspective and the LGBTI perspective in the management of spaces 

Actions Target 
group

Primary  
responsibility

Time schedule Indicators

5.1. Set up a childcare space 
in Parliament, for exceptional 
events but also to cater for 
visitors.

MP, S, 
A, C 
and O 

Department of 
Infrastructure, 
Facilities and Security; 
Department of 
Communication; 
Department of 
Institutional Relations

Second year Childcare space in 
operation; number of 
events offering this 
service; number of 
users

5.2. Set up a breastfeeding 
space in Parliament, which 
should also be available for 
visitors to use.

MP, S, 
A, C 
and O

Department of 
Infrastructure, Facilities 
and Security

First year Space in operation; 
number of users

5.3. Increase the number of 
toilets that have an individual 
sink to allow for the use of 
menstrual cups. 

MP, S, 
A, C 
and O

Department of 
Infrastructure, Facilities 
and Security

Second year Number of toilets with 
individual sinks
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Actions Target 
group

Primary  
responsibility

Time schedule Indicators

5.4. Add baby changing units 
to the bathrooms used by 
Parliamentary groups.

MP 
and A

Department of 
Infrastructure, Facilities 
and Security

First year Number of bathrooms 
equipped with baby 
changing units

5.5. Correct the gender bias 
in permanently exhibited 
works of art through new 
acquisitions or through 
works on loan received 
from museums and through 
temporary exhibitions by 
female artists.

MP, S, 
A and 
C

Department of 
Infrastructure, 
Facilities and Security; 
Office for Equality or 
equivalent body

First and second 
year

Number of female 
and male artists’ work 
on display; number 
of exhibitions put on 
display

SG.5.2. Strengthen the commitment to gender equality and non‑discrimination in communication 
policy 

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

5.6. Continue making 
institutional declarations on 
behalf of the Parliament on 
the occasion of relevant 
dates for the rights of 
women and LGBTI people, 
extend these declarations to 
include other dates and also 
pay attention to other types 
of diversity.

C Board of 
Spokespersons; 
Committee for 
Equality; Gender 
Equality Working 
Group

Annual Number of institutional 
declarations issued

5.7. Organise annual 
events, conferences and 
meetings regarding the 
rights of women and the 
LGBTI community, including 
relevant international days, 
with a focus on the diversity 
of women.

MP, S, 
A and 
C

Gender Equality 
Working Group; 
Committee for 
Equality; Office of 
the Presidency; 
Department of 
Institutional Relations; 
Office for Equality or 
equivalent body

Annual Frequency of sessions 
during current cycles 
and number of annual 
sessions

5.8. Hold a Women’s 
Parliament session once 
every legislature.

MP, S, 
A and 
C

Gender Equality 
Working Group; Board 
of the Parliament 
of Catalonia; Office 
of the Presidency; 
Office for Equality or 
equivalent body

At the end of the 
first year of the 
legislature

Women’s Parliament 
held; number of 
participants

5.9. Develop a 
comprehensive strategy 
to provide an institutional 
response to situations of 
gender‑based violence 
suffered by female Members 
of Parliament on social 
networks.

MP Gender Equality 
Working Group; Board 
of the Parliament of 
Catalonia; Department 
of Communication

Permanent Number of support 
measures put in place
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Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

5.10. Create a protocol 
to mourn the victims 
of femicide as part of 
Parliament’s actions 
to raise awareness, 
that complements the 
condemnation of such acts 
of violence against women 
at the beginning of each 
plenary session.

C Gender Equality 
Working Group; 
Office for Equality 
or equivalent 
body; Board of 
the Parliament of 
Catalonia; Department 
of Institutional 
Relations

First year Protocol to mourn the 
victims of femicide in 
place

5.11. Increase the number 
of resources available in the 
“Parliament and Gender” 
website, in order to create 
awareness around the 
actions of Parliament with 
regards to gender equality 
and diversity.

C Office of the 
Presidency; 
Department of 
Communication; 
the Department 
for Information 
Technology and 
Telecommunications; 
Directorate of 
Parliamentary Studies; 
Office for Equality or 
equivalent body

First year Degree of updates 
carried out on the “Par‑
liament and Gender” 
website; sex‑disag‑
gregated data on the 
makeup of the hemi‑
cycle, decision‑making 
bodies and committees; 
data disaggregated by 
sex on the makeup of 
the workforce (across the 
entire Parliament and by 
department); visibility of 
the first female Members 
of Parliament and female 
Presidents; links to stud‑
ies or reports published 
by the Directorate of 
Parliamentary Studies; in‑
formation on the equality 
policy used by the Par‑
liament (diagnosis of the 
Equality Plan, Equality 
Plan, Protocol to combat 
harassment, etc.)

5.12. Incorporate information 
on female Members of 
Parliament in the description 
of the Parliament’s history 
provided on the website.

 

C Department of 
Communication; 
Directorate of 
Parliamentary Studies

First year Updated webpage to 
include information 
on female Members 
of Parliament on the 
website page that 
contains information 
about the history of the 
Parliament

5.13. Design and create 
educational and outreach 
materials that make visible 
the Parliament’s work in the 
field of women’s rights and 
the LGBTI community along 
with the historical role of 
women in Catalan politics.

C Department of 
Institutional Relations; 
Department of 
Communication; 
Office for Equality or 
equivalent body

Second year Number of materials 
created

5.14. Increase the visibility 
of aspects related to gender 
equality and diversity in 
Parliament’s visit tours.

C Department of 
Institutional Relations; 
Department of 
Communication

Permanent Number of aspects 
included on the guided 
tours
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Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

5.15. Create a room or 
space that shows the 
growing presence of women 
in political roles.

C Department of 
Institutional Relations; 
Department of 
Infrastructure, 
Facilities and Security; 
Office for Equality or 
equivalent body

Third year Space created

5.16. Set out 
recommendations, 
guidelines and criteria for 
the respectful, inclusive 
and egalitarian use of 
language in parliamentary 
texts and communications, 
for both written language 
as well graphics and visual 
language.

MP, S, 
A and 
C

Linguistic Services 
Department; Gender 
Equality Working 
Group

First year 
(reviews to be 
carried out every 
year afterwards)

Recommendations, 
guidelines and criteria 
drawn up for various 
fields, oral and written 
texts, and typologies, 
such as legal and 
administrative texts, 
journalistic and outreach 
texts, protocol texts, 
texts for promoting 
the Government and 
legislative texts.

SG.5.3. Promote the recognition of women and the roles they play within Parliament and society

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

5.17. Reduce the gender gap 
in the election of represent‑
atives to institutional bodies 
of a statutory rank and to 
other public offices whose 
appointment is entrusted to 
Parliament.

C Parliamentary groups Permanent Number of female and 
male representatives 
appointed.

5.18. Update Law 6/2010, 
regarding the procedure for 
the appointment of senators 
representing the Generalitat 
in the Senate, to incorporate 
the upholding of parity 
composition in instances 
where a senator steps down 
during the legislature.

MP Legislative committee 
that is competent 
on this matter; 
Committee on the 
Rules of Procedure

First year Revision of the passed 
law; Revised Rules of 
Procedure.

5.19. Reduce the gender gap 
in the Parliamentary Medals 
of Honour by awarding it to 
individuals and organisations 
that defend women’s rights 
and LGBTI rights.

C President of the 
Parliament; Board 
of the Parliament of 
Catalonia

Permanent Number of women and 
men awarded medals of 
honour; types of entities 
awarded medals.

5.20. Set up an award to 
bolster the study of gender 
equality and diversity in 
political representation within 
Catalan institutions.

C Board of the 
Parliament of 
Catalonia; Gender 
Equality Working 
Group; Department of 
Institutional Relations; 
Office for Equality or 
equivalent body

Biennial Call in place; number 
of prize winners, 
disaggregated by sex.
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Area 6. Implementation and monitoring of the Gender Equality Plan

SG.6.1. Guarantee the implementation and monitoring of the Gender Equality Plan

Actions Target 
group

Primary 
responsibility

Implementation 
schedule

Indicators

6.1. Establish an institutional 
monitoring mechanism to 
supervise and evaluate 
the implementation of the 
Equality Plan.

MP 
and S

Gender Equality 
Working Group; 
Office for Equality or 
equivalent body

First year Mechanism for monitoring 
actions in place; number 
of monitoring reports 
prepared; actions taken 
to ensure the internal 
dissemination of these 
reports.

6.2. Assign an annual 
budget to ensure the 
execution of the Equality 
Plan.

MP, S 
and A

Parliamentary 
Auditor of Accounts; 
Secretary General; 
Extended Board of 
the Parliament of 
Catalonia

Annual Amount allocated to the 
Equality Plan within the 
total of the Parliament’s 
budget.

6.3. Appoint a person 
responsible for the 
implementation of the 
Equality Plan within 
each Department of the 
Parliament’s Administration.

S Secretary General; 
Department of 
Human Resources; 
Office for Equality or 
equivalent body

First year Named individuals; 
number of women and 
men; number of co‑
ordination meetings 
carried out.

6.4. Publicise the actions of 
the Equality Plan to ensure 
everyone who works at 
Parliament is aware of it.

MP, S 
and A

Secretary General; 
Board of the 
Parliament of 
Catalonia; Gender 
Equality Working 
Group; Staff Council 
l; Office for Equality or 
equivalent body

Annual Number of meetings 
held; number and type of 
communicative actions 
taken; informative actions 
via Intranet.

6.5. Publicise the Equality 
Plan to ensure citizens are 
aware of it.

C Office of the 
Presidency; 
Department of 
Communication; 
Department of 
Institutional Relations; 
Office for Equality or 
equivalent body

Permanent Number of news 
and communications 
concerning the adoption 
and implementation 
of the Equality Plan 
that appear across the 
Parliament’s institutional 
communication channels. 

6.6. Register the Equality 
Plan within the Public 
Registry of Equality Plans at 
the Department of Labour, 
Social Affairs and Families of 
the Catalan government.

MP 
and C

Secretary General; 
Office for Equality or 
equivalent body

First year Equality Plan registered.
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Annex.  
Executive summary of the gender audit

INTRODUCTION

In July 2018, the Board of the Parliament of Catalonia released a public tender for the elaboration of an 
internal gender action plan, which was won by the Institute for the Study and Transformation of Everyday 
Life (iQ). In the first phase, the team of external consultants carried out a diagnosis regarding the situation 
of women and men in the institution.4 As a result of this analysis, in the second phase, an action plan was 
prepared, which included a set of measures and strategic objectives. In order to bolster and monitor these 
two phases, the Gender Equity Working Group was created. It is composed of a representative from the 
Board, representatives from all the parliamentary groups and subgroups, as well as representatives from the 
Parliament’s Staff Council, the General Secretariat and the Office of the Presidency, together with the team 
of consultants. 

Such a workplan began on the 17th of September, 2018, with the parliamentary conference on “Gender‑
Sensitive Parliaments to Guarantee Effective Equality for Women and Men”, where world‑renowned academic 
experts in gender and politics and elected representatives and staff from the parliaments of Sweden, the 
United Kingdom and Scotland set out different measures taken within their respective parliaments in order 
to advance gender equality. Representatives from the European Parliament, the Democratic Governance 
and Gender Unit at the Office for Democratic Institutions and Human Rights (ODIHR), the Organisation for 
Security and Cooperation in Europe (OSCE), and the European Institute for Gender Equality (EIGE) also 
participated in the conference. These institutions, together with the Inter‑Parliamentary Union (IPU), promote 
gender mainstreaming within parliaments.

A gender‑sensitive parliament, according to IPU, is one that “ responds to the needs and interests of both 
men and women in its structures, operations, methods and work”.5 Equality plans are crucial instruments 
for introducing gender mainstreaming into both the organisation and the inner workings of an institution, 
applying the principle of effective equality for women and men to both formal procedures and the day‑to‑
day operation of different levels within the institution, in every stage of these processes where it may be 
applicable, within either administrative, technical or political nature. The diagnosis that must carried out prior 
to the drafting of the action plan is a key moment for identifying gender biases that exist within an institution 
and which may have gone undetected because they have become naturalised as an integral part of an 
institution’s functioning. The effective equality of women and men cannot be advanced if the problem has 
no name.

Claiming that an institution or organisation is gender‑biased means that institutional logics are imbued with 
the dominant social constructs of masculinity and femininity and of hierarchies derived from the patriarchal 
ideology upon which social, economic and political structures are built. In other words, an individual’s 
experience within an institution or organisation varies according to their gender, especially in terms of roles, 
opportunities available, access to resources and recognition – all of which facilitate or hinder an effective 
participation.6 In this vein, each institution or organisation has its own gender regime that interacts with the 
broader aspects of gender that are prevalent in the broader society.

4. The team of consultants was led Tània Verge, and includes Mireia Duran, Maria de la Fuente and Sílvia Carrillo. Todor Radostinov 
helped elaborate some indicators.

5. IPU (2011) Gender-Sensitive Parliaments. A Global Review of Good Practice (Ginebra: IPU), pg. v.

6. Elin Bjarnegård (2013) Gender, Informal Institutions and Political Recruitment. Explaining Male Dominance in Parliamentary 
Representation (Basingstoke: Palgrave Macmillan); Tània Verge (2015). «The gender regime of political parties: Feedback effects 
between supply and demand», Politics & Gender 11 (4): 754‑759.
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The gender regime underpinning the sphere of politics includes the historical over‑representation of men, 
especially within decision‑making bodies (vertical segregation),7 and the assignment of responsibilities 
with differing levels of prestige or social recognition (horizontal segregation)8 depending on an individual’s 
gender.9 A clear gender norm also prevails here: a politician, by definition, is understood to be a man, which 
explains why oftentimes we hear that there “are no” women who are prepared for the role. It is also because 
the working hours for politicians are best suited to those who, in general, have already found solutions for 
their housekeeping tasks and caring responsibilities.10 Furthermore, women politicians are often assessed 
against their physical appearance or the clothing they wear rather than the political work they so. Criticisms 
targeting women’s politicians are particularly virulent, transcending the personal attack and impacting on all 
women, reminding them of being “space invaders”.11 Political institutions are by no means free from gender‑
based violence, as a recent study by the Inter‑Parliamentary Union has shown.12

The diagnostic report has identified a set of indicators that, besides providing a contextual picture, will 
allow the Parliament of Catalonia to monitor over time the progress made on the effective equality between 
women and men across a set of areas and functions within the institution. This audit provides answers 
for questions such as the following: To what extent does the Parliament of Catalonia promote gender 
equality? What kind of gender gaps can be found with regards to seats ordistribution of responsibilities 
within the parliamentary bodies and between members of staff? And, through which particular means does 
the Parliament mainstreams gender within its legislative, oversight and administrative activities? Have the 
norms and practices, both formal and informal, been revised to prevent them from reproducing gender 
inequalities? Which measures have been adopted to prevent and act upon situations of sexual harassment 
that may occur within the institution, based on an individual’s sex, sexual orientation or gender identity? 
Which measures have been introduced to facilitate the reconciliation of personal, family and work life? 
What is being done to promote co‑responsibility of both Members of the Parliament, members of staff and 
parliamentary groups? And, more generally, does the organisational culture of Parliament favour gender 
equality?

This document outlines the methodology used in the diagnosis and provides an executive summary of the 
main findings.

METHODOLOGY

A combination of qualitative and quantitative methodologies has been used to carry out the diagnosis. Field 
work was carried out mainly between November 2018 and April 2019. Information was collected through 
different techniques and a participatory process was set in place for all those who work at the institution, 
with the aim of identifying the needs, expectations and problems faced by each group.

Quantitative data analysis: numerical data related to the composition of the different bodies, human resources 
data composition of staff, types of contracts, etc.), data regarding remuneration, etc. was gathered.

Documentary analysis: The relevant internal provisions (the Parliament of Catalonia’s Rules of Procedure, 
Code of Conduct, Statutes of internal regime and government of the Parliament of Catalonia), documents 

7. According to Recull de termes: Dones i Treball (Directorate‑General of Equal Opportunities at Work, 2008, p. 8), vertical segregation 
is the “non‑uniform distribution of men and women at different levels of activity. Generally, vertical segregation within employment 
causes women to concentrate on lower‑responsibility jobs.” It is linked to the concept of a “glass ceiling”, referring to the difficulties 
women face in accessing positions of responsibility.

8. This concept is defined as the “non‑uniform distribution of men and women in different types of work. Generally, horizontal 
employment segregation causes women to concentrate on jobs that are characterized by lower pay and low social value, and are 
largely a prolongation of the domestic activities that they carry out at home” (Recull de termes: Dones i Treball, 2008, p. 25).

9. See: Tània Verge (2009), Dones a les institucions polítiques catalanes: El llarg camí cap a la igualtat, 1977-2008 (Barcelona: Institute 
of Political and Social Sciences).

10. Tània Verge i Maria de la Fuente (2014), «Playing with different cards: Party politics, gender quotas and women’s empowerment», 
International Political Science Review 35 (1): 67‑79.

11. Nirmal Puwar (2004), Space invaders: Race, gender and bodies out of place (Oxford: BERG).

12. IPU (2016), Sexism, harassment and violence against women parliamentarians (Geneva: IPU).
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derived from parliamentary activity (motions, resolutions, laws), institutional declarations, publications 
issued by the Parliament, educational materials, website, etc. have all been analysed. With regards to 
the internal procedures of parliamentary groups and political parties, information was collected through a 
questionnaire.

Ethnographic analysis: a visit to the different spaces within the Parliament building has allowed for an analysis 
of how gender is articulated through works of art (paintings and sculptures) and through the distribution of 
spaces. 

In‑depth interviews: 19 semi‑structured interviews were conducted with members of staff (with different 
profiles, including managers of different departments within the Parliament’s Administration) and 24 
interviews with Members of Parliament, both female and male, and some former members of Parliament 
(covering a wide array of parliamentary groups, constituencies, age groups and other socio‑demographic 
characteristics, as well as in terms of political experience). The duration of the interviews, conducted 
between December 2018 and April 2019, was between forty and sixty minutes. In total, 43 interviews were 
carried out.

Group discussions or focus groups: Three focus groups were organised: one with female Members of 
Parliament, one with female members of staff, and another with female advisors from the parliamentary 
groups. The focus group meetings, which were held in April, 2019, lasted for around ninety minutes.

Surveys: Two surveys were carried out through an online platform between February and March 2019, with 
each one lasting approximately 15 minutes.13

The first survey, based on questionnaires used by the Interparliamentary Union and the Parliament of 
Sweden, was addressed to both male and female Members of Parliament. Given that the current legislature 
had only been in session for a few months, participation in the study was opened up to include members 
from the previous legislature. 44 female Members of Parliament and 36 male Members of Parliament from 
the 12th legislature (some 59.3% of the elected representatives), along with 12 female former members and 
5 male former members from the eleventh legislature took part. In total, 97 responses were obtained.

The second survey was addressed to all members of staff, with the aim of acquiring a broad perspective on 
workers’ perception of inequalities or discrimination within the workplace. 74 female and 50 male members 
of staff responded to the survey. One individual did not indicate their gender. Therefore, 56.8% of the total 
workforce participated in the survey. As for advisory staff from the parliamentary subgroups, 12 women, 9 
men and one person who did not indicate their gender responded to the survey, which represented 32.4% 
of the total advisory staff. In total, 151 responses were obtained.

Suggestion box: Between March and April 2018, a suggestion box was provided so that anyone working 
at Parliament without a contractual relationship with the institution (staff from outsourced services or 
journalists) could comment or provide an insight into situations in which they had perceived inequality or 
discrimination against women, and to suggest actions to promote effective equality between women and 
men in Parliament. 23 suggestions were received, mostly of which came from journalists.

EXECUTIVE SUMMARY OF THE GENDER AUDIT 

The centrality of parliaments within democratic systems, the type of internal organisation that defines them 
(including staff hired by the institution, advisors hired by parliamentary groups and elected representatives), 
and the roles they perform (legislative, supervisory, and symbolic) mean that internal equality plans cannot 
be mere replicas of the equality plans used in businesses or public administrations. For this very reason, 
the diagnosis carried out to examine effective equality between women and men within the Parliament of 

13. The surveys were carried out with a strict adherence to the laws regarding statistical secrecy and protection of personal data, 
guaranteeing the absolute anonymity and confidentiality of the answers provided. Both the scope and management of the survey as 
well as the collection and analysis of data was carried out by the team of consultants that has advised the Parliament of Catalonia in 
the drafting of the Equality Plan.
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Catalonia follows the structure laid out in the Gender-Sensitive Parliaments Toolkit issued by the European 
Institute for Gender Equality (EIGE, 2018). This toolkit focuses on five key areas:

1. Equality of access: the first area, which includes both female and male Members of Parliament, 
parliamentary staff and staff from the parliamentary groups, analyses whether the Parliament ensures 
effective equality in accessing the institution, and also pays special attention to electoral rules and internal 
procedures within political parties.

2. Equality in influence: taking all of the groups into account, the second key focus area homes in on 
organisational procedures and aspects, such as the composition of decision‑making bodies and 
leadership positions, workplace dynamics, work‑family measures or the mechanisms introduced to combat 
discrimination and harassment.

3. Prominence of the gender perspective in parliamentary activity: the third area analyses the mechanisms 
that promote and develop the incorporation of the gender perspective and recognise its political and social 
importance, both in parliamentary work and within the administrative structure.

4. Producing legislation with a gender perspective: the fourth area deals with the main focus of parliaments, 
the production of legislation. It analyses whether the Parliament produces legislation that is sensitive to the 
needs and expectations of both women and men, and whether the gender perspective is taken into account 
when government actions are monitored.

5. Gender equality in the symbolic function of Parliament: the fifth area examines the institution’s commitment 
to equality, which is reflected through the symbolic meaning of spaces, external communications, visibility 
given to the topic of gender equality, and the recognition of women.

Throughout these five areas various qualitative indicators recommended by the Inter‑Parliamentary 
Union (IPU), as part of their Gender-Sensitive Parliaments programme, have been included. Likewise, 
the recommendations and quantitative indicators proposed by the Directorate‑General of Equality at the 
Generalitat of Catalonia (Practical Guide to Gender Audits), have also been included. In doing so, the fields 
of analysis established by Law 17/2015, of July 21, on effective equality between women and men, Article 
15.4, on equality plans in the public sector are taken into account.

Given that society is not structured solely through gender as a source of hierarchy, injustice and 
discrimination, and given that gender is inextricably linked to other axes of inequality, the diagnosis follows 
an intersectional approach. Where possible, and where available data exists, attention has been paid to 
diversity in terms of age, ethnic origin, ableness, sexual orientation and gender identity, as done elsewhere 
by several parliaments.

With about one hundred indicators analysed, different areas for improvement have been set out in the 
Parliament of Catalonia’s first Equality Plan. The main strengths and weaknesses of the institution in terms 
of gender equality and diversity, clustered into the five above mentioned areas, are summarised on the 
following pages.

Area 1. Equality of Access

Area Indicators

1.
1.

 E
le

ct
o

ra
l R

ul
es Strengths: parity in parliamentary representation has been achieved thanks to the use of 

electoral gender quotas, a measure which the vast majority of MPs agree with. However, 
with just 43.7% of the chamber being occupied by female Members of Parliament, the gap 
in favour of men stays at more than 12 percentage points.

Weaknesses: the proportion of female candidates is higher than that of female Members 
of Parliament and men are still over represented as heads of list in electoral tickets. There 
have been only two elections with at least one female head of party list in each constituency 
(2010 and 2017). In terms of other relevant social categories (age, LGBTI, ableness or ethnic 
origin), the level of diversity in Parliament is quite low.
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Area Indicators
1.

2.
 In

te
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ar
tie

s Strengths: six of the eight political parties that have been analysed refer to gender equal‑
ity and feminism in their internal rules as an overarching principle for organisation matters 
and political action. Seven of the parties have a gender equality structure. Concerning oth‑
er social groups, a youth branch is found in eight of the parties, a LGBTI are in seven, a dis‑
abilities area in four, and migrants and new citizenship are exists in five of the parties. Six 
of the eight political parties use positive action measures in the composition of the party’s 
 executive bodies and in electoral tickets. More than half of the parties present in the cham‑
ber count with or are currently developing their own internal equality plans.

Weaknesses: parity in the executive bodies of most parties has not yet been achieved, 
and party leadership is also, by and large, masculinised. The use of quotas for other so‑
cial groups is only relatively widespread in the case of young people. Today, only two of the 
parties have specific protocols to combat sexual harassment, although this instrument will 
soon be introduced to two other political groups. 

1.
3.

 R
ec

ru
itm

en
t 

an
d

 
p

ro
m

ot
io

n 
of

 s
ta

ff
 Strengths: amongst the Parliament’s personnel, women represent 56.8% and men 43.2%n. 

Therefore, there is parity in the composition of the staff at the Parliament, with 14 percent‑
age points in favour of women. More women than men have been hired and promoted, 
which stands in stark contrast to the labour market as a whole. Women make up to 61.8% 
of parliamentary advisory staff.

Weaknesses: the Statutes of internal regime and government of Parliament do not include 
recruitment and promotion criteria that incorporate a gender perspective, such as guaran‑
teeing a balanced presence of women and men in the selection panels or the promotion or 
prioritisation criteria for the underrepresented sex in each department.

Area 2. Equality in influence

Area Indicators

2.
1.

 P
re
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 c
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 P
ar

lia
m

en
t Strengths: the Board of Spokespeople has parity gender‑balanced composition in the cur‑

rent legislature, as three of the seven parliamentary groups or subgroups have selected a 
woman as their spokesperson. Female Members of Parliament hold 41.1% of positions on 
Committee Boards. The proportion of speeches made by female parliamentarians is bal‑
anced with respect to the amount of seats they hold.

Weaknesses: the composition of the Board of the Parliament of Catalonia (14.3% of wom‑
en) and of the Permanent Delegation (26.1% of women) is not gender‑equal. Only two 
 women chair their parliamentary group. Men preside over 66.7% of the Committees. This 
vertical segregation has an impact on the gross pay gap (7.23% in favour of men). There 
is also evidence of horizontal segregation, with more female Members of Parliament sit‑
ting in socio‑cultural Committees (55.7%) than in those related to the economy (37%) or 
infrastructures (32.6%). In Committees dealing with core functions, representation is gen‑
der‑balanced (44.1%). Male Members of Parliament hold on to seats for longer than female 
Members of Parliament, with an average of 2.5 versus 1.6 legislatures. Female Members of 
Parliament are more likely to be interrupted at meetings and there are some informal rules 
that negatively affect their participation.
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Area Indicators
2.

2.
 P
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 t
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 P
ar

lia
m

en
t Strengths: women head the most staffed departments, including departments traditionally 

associated with men, such as the Department of Infrastructure, Facilities and Security or the 
Department of Information, Technology and Telecommunications. The working conditions in 
the Parliament of Catalonia do not present gender inequalities in terms of working schedule, 
type of contract and professional grouping. Both genders work at the Parliament for an av‑
erage of 16.3 years. The pay gap is negligible (0.4% in favour of women).

Weaknesses: men occupy a higher proportion of senior roles than women (54.2% vs. 
45.8%). Only eight of the nineteen departments within the Parliamentary Administration have 
a parity composition. Women make up only 44.4% of coordinators of parliamentary groups’. 
The body that represents workers, the Staff Council, is mainly integrated by men (77.8% of 
men). 

2.
3.

 S
tr

uc
tu

re
 a

nd
 o

rg
an

is
at

io
n Strengths: proxy vote is available for those Members of Parliament who are on materni‑

ty and paternity leave. All parliamentary groups have work‑life balance measures in place 
for advisory staff and three groups provide their workers with opportunities to telework. 
Changes to the time that plenary hours begin and end aimed at promoting a healthy work‑
life balance, have been met with positive reactions. The high number of simultaneous par‑
liamentary committees hinders the work‑family balance of Members of Parliament, advisory 
staff from political groups and some of the Parliament’s staff. Parliament’s staff are em‑
ployed for 37.5 hours per week (the same amount of hours as those in the civil service), with 
a reduced working day of 35 hours for a few months every year.

Weaknesses: the proxy vote does not cover leaves of absence for caring responsibilities 
for children or dependents, nor does it cover maternity or paternity leave for members of 
the Board of the Parliament of Catalonia. This measure, however, has rarely been used by 
male Members of Parliament. With regards to staff, the use of maternity and paternity leave 
does not show gender differences, but the reduction in working hours to care for children 
or dependents is mainly requested by women. Time organisation within the departments is 
heterogeneous and time flexibility is perceived as an element that sometimes hinders the 
reconciliation of work and family. While the interviews carried out described the Parliament 
as a working environment where cordiality and respect towards one another prevails, the in‑
stitution is not free from gender‑based violence. Female Members of Parliament are the 
most affected by it, especially by acts of symbolic or psychological violence, followed by 
the Parliament’s staff and advisers to the parliamentary groups. To a lesser extent, these 
forms of violence are also perceived to affect LGBTI people. To date, no complaint mech‑
anism for addressing such violence exists for Members of Parliament. On the other hand, 
the external service that deals with harassment complaints affecting the Parliament’s staff is 
not perceived as effective and many workers ignore the existence of this service. This policy 
does not include the advisory staff, who depend on internal measures within their respec‑
tive political parties.

Area 3. Prominence of the gender perspective in parliamentary activity

Area Indicators

3.
1.

 S
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g Strengths: the Parliament has a consolidated gender equality structure within parliamentary 
work, the Equality Committee, and a new structure, the Gender Equity Working Group, to 
bolster the elaboration and implementation of the internal equality plan.

Weaknesses: the Equality Committee is the parliamentary committee with the lowest share 
of male Members of Parliament (17.4%). There is no office specialised in gender equality 
within the parliamentary structure.
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Area Indicators
3.
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rk Strengths: half the parliamentary groups count with advisory staff who have some exper‑

tise in gender equality. Most parties claim to provide gender equality training to their ad‑
visory staff. As for Members of Parliament, 47.3% women and 43.9% men claim to have 
received some training in this field. Parliamentary dossiers on women and gender equality 
have been issued.

Weaknesses: in parliamentary committees witness hearings there is still a gender gap in 
favour of men (35.8% of women). In addition, the proportion of witnesses who are experts 
in gender equality and sexual diversity is very low on the whole across the various commit‑
tees. Members of Parliament and Parliamentary Counsels have not received gender training 
by the Parliament. The Parliament’s Library has few source documents on gender equality 
policies. The Procedures of the Parliament of Catalonia are fundamentally gender‑blind. This 
blindness affects both the legislative and oversight functions. 

3.
3.
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n Strengths: some social responsibility clauses have been included in public procurement.

Weaknesses: no gender training has been provided for staff at the Parliament. The Par‑
liamentary Administration does not have staff who are specialised in this area. The gender 
perspective is absent from the Statutes of internal regime and government. The Parliament’s 
budget fails to mainstream gender. The gender perspective has not been applied either to 
occupational health and safety measures. There are no specific requirements that guaran‑
tee the effective implementation of the gender perspective by the Parliament’s external pro‑
viders. 

Area 4. Delivering legislation with a gender perspective

Area Indicators

4.
1 
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s Strengths: there is a set of laws (5/2008, 11/2014, 17/2015) that take into account inter‑

national mandates on gender equality and non‑discrimination.

Weaknesses: there is a need to update Law 5/2008, on the right of women to eradi‑
cate sexist violence, so that it adjusts to the Istanbul Convention. Law 11/2014 and Law 
17/2015 are waiting for the effective implementation of many of the corresponding sanc‑
tioning measures and penalty systems. Positive action measures are under developed in 
the legislation produced by Parliament. 

4.
2.

 
M

ai
ns

tr
ea

m
in

g 
of

 t
he

 g
en

d
er

 
p

er
sp

ec
tiv

e 
in

 
le

gi
sl

at
io

n Strengths: an overwhelming majority of bills submitted by the departments within the 
Generalitat attach a gender impact assessment.

Weaknesses: gender impact assessments are only provided for bills if requested by the 
corresponding department within the Generalitat. The recommendations in these assess‑
ments are not always taken into account in the parliamentary processing of legislative 
projects. Parliament does not offer Members of Parliament any guidance, tools or mech‑
anisms for assessing the gender impact of bills.

4.
3.
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s Strengths: increased attention has been paid to gender equality and non‑discrimination 

in the oversight of Government actions by means of resolutions and motions, especially 
during the last two legislatures. The Parliament of Catalonia has issued a number of state‑
ments and recommendations on the application of international conventions and treaties 
regarding gender equality.

Weaknesses: there is a poor mainstreaming of the gender perspective within the scru‑
tinising of the Government’s actions carried out by the parliamentary committees as a 
whole. Of the 51 monographic general debates that have taken place in the plenary since 
1980, none of them has been devoted to gender equality and diversity.14

14 This situation changed on the 17th of December, 2019, when the first monograph session on gender equality took place.
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Area 5. Gender equality in the symbolic function of Parliament

Area Indicators
5.

1.
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 Strengths: there are a similar number of men’s and women’s restrooms and there are 

also unisex restrooms (those adapted for disabled users) – baby changing units are locat‑
ed within these restrooms.

Weaknesses: the Parliament does not have a childcare space or a breastfeeding room. 
The female ushers feel the cold to a greater extent during winter than their male coun‑
terparts when working in the open hallways on the first floor. Female Members of Parlia‑
ment experience cold during the Summer months as the temperature in the hemicycle 
tends to suit male Members of Parliament’s. The Parliament has not examined the distri‑
bution of spaces and resources from a gender perspective. There is a strong gender bias 
in the artistic works owned by or loaned to the Parliament from museums, and several of 
the works representing women evoke passive roles or stereotyped traits that have tradi‑
tionally been associated with femininity (such as beauty or motherhood).

5.
2.
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n Strengths: the institution’s commitment to the rights of women and the LGBTI community 
is shown through various institutional declarations and manifestos, especially on certain 
dates of celebration or remembrance and when condemning feminicides that have taken 
place in the country. Parliament has organised a growing number of events around gen‑
der equality. Visits to the Parliament show the contrast between current parity and the low 
number of female Members of Parliament during the first legislature. There is a substantial 
increase in the role of women in the news published on the Parliament’s website. There 
has been considerable improvement with regards to gender balance in terms of reporting 
the speeches made by women and men during the plenary summaries provided by the 
Parliament’s television channel.

Weaknesses: the Parliament’s website has a gender‑specific tag, but it does not include 
content on parliamentary activity and institutional events dedicated to gender equality and 
diversity. There is no systematic dissemination of parliamentary initiatives (motions, reso‑
lutions, declarations, etc.) related to gender equality and the rights of the LGBTI communi‑
ty. Attention to diversity in the Parliament’s news is still low. Parliamentary communication 
policy does not use an inclusive language. There is no protocol for mourning the victims 
of femicide that may occur in the country. No action has yet been taken by the institution 
regarding demeaning comments based on gender or sexual orientation or disrespectful 
comments with a sexual connotation and harassment, which are suffered by three quar‑
ters of female Members of Parliament and one third of male Members of Parliament on 
social networks, nor with regard to the rape threats suffered by a third of the female Mem‑
bers of Parliament.

5.
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y Strengths: the historical overrepresentation of men in the designation of senators has 

been reduced, and parity has been achieved since 2010 when the criteria for making 
such appointments were modified. Parity is observed in the number of speakers at offi‑
cial institutional events or those organised by other organisations in the Parliament palace. 
Visits of parliamentary delegations achieve close to 50% parity. There is also parity in the 
staff assigned to surveillance tasks by the Parliament (44% of women).

Weaknesses: among the appointments made by Parliament to statutory bodies, men 
constitute the vast majority  (90.7%), and the appointments made for other institutions 
women only reach 19.8%. The gender gap in the reception of Parliamentary Medals of 
Honour shows 16 percentage points in favour of men (those medals awarded to organi‑
sations or institutions are excluded from the calculation).
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