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Finanseé Eiropas Savieniba. Tomér paustie uzskati un viedokli ir tikai autora(-u) viedoklis un ne vienmer atspogulo Eiropas Savienibas vai Latvijas
Republikas Valsts izglitibas attistibas agentdras (VIAA) viedokli. Ne Eiropas Savieniba, ne VIAA par tiem nav atbildigas.
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Praktiska kontrolsaraksta izveide

1 Organizacijas politika

Skaidra politika pret diskriminaciju, sudzibu izskatiSanas kartiba un atalgojuma parredzamiba

2 Ikdienas riciba

Mikroagresijas, partraukSanas un smalku izstumsSanas izpausmju atpaziSana

3 Personalvadibas prakse

Objektivi kritériji personala atlasei, paaugstinasanai amata un taisnigai uzdevumu sadalei

a Grutnieciba un vecaku dzive

Aizsardziba pret diskriminaciju grutniecibas laika un péc tas

5 LGBTQ+ ieklausana

Politika attieciba uz vietniekvardu lietojumu, piekluvi telpam un atbalstu dzimuma mainas procesa

D Sis kontrolsaraksts ir praktisks, lauj veikt novérojumus un ir vérsts uz ricibu, palidzot identificét sléptu nevienlidzibu, pirms ta saasinas.
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1. Organizacijas politika un strukturas



Co-funded by
the European Union

1.1. Pamatpolitiku esamiba

I Dzimumu lidztiesibas politika I Pretdiskriminacijas politika
I Politika pret uzmaksanos un mobingu I LGBTQ+ ieklausanas politika

Grutniecibas, maternitates un berna Atbalsta politika vardarbibas gimene

kopsanas atvalinajuma politika gadijumos
JAUNS - biezi tiek nepamanits un ietekmé darba

sniegumul.
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1.2 Politikas kvalitate un skaidriba

Skaidras definicijas (uzmaksanas, Nepienemamas uzvedibas piemeri
diskriminacija, aizspriedumi,
stereotipizesana, atriebiba)

Step-by-step reporting procedures Lomas un pienakumi (HR, vadiba,
lidztiesibas amatpersonas)
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1.3. Pieejami zinosanas mehanismi

Darbinieki zina, ka, kur un kam zinot.
Anonimas zinosanas iespejas

Aréjie vai neatkarigie kanali

Daudzvalodu versijas, kur tas nepieciesams

Aizsardziba pret atriebibu
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1.4. Sistemas aizsardzibai pret uzmaksanos

o N

Skaidrs sudzibu Terminos ierobezoti Sekas par uzvedibas
izskatisanas process izmeklesanas grafiki noteikumu parkapumiem
S 9

Noradijumi un pienakumi klatesosajiem Sudzibu iesniedzeju aizsardziba pret
nelabveligu attieksmi
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1.5 Datu vaksanas un uzraudzibas sistemas

Dati ar dzimumu dalijjumu par:

Atalgojuma limeni Sistémas nevienlidzibas izvertésanai reizi ¢

Paaugstinasana amata

Personala atlases prakse

Darbiniek ini aditaji - - c e g w== - v
arbinieku mainibas raditaji Rezultatu publiska vai iek$éja zinosana

Vecaku atvalinajuma izmantosana

Pieejamiba apmacibam un lideribas programmam
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1.6. Augstaka limena vadibas un
darbinieku ricibas kodekss

Prasibas attieciba uz cienpilnu sazinu
Aizliegums iztureties pazemojosi vai agresivi
Atbildibas nodrosinasanas pasakumi

Vadosa loma lidztiesibas veicinasana

Obligata apmaciba augstaka limena vadibai

Co-funded by
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1.7 Parvaldibas un
atbildibas
strukturas

Lidztiesibas jautajumu specialists vai komiteja

Ikgadejie lidztiesibas ricibas plani

Regularas apmacibas darbiniekiem un vadibai

Caurspidiga ieteikumu 1stenosanas uzraudziba
Dzimumu lidztiesibas integrésana stratégiskaja
planosana




Lasiet un uzziniet
vairak

Kontrolsaraksta saite 1

Saistitas ES tiesibu akti - 1.1. saite



https://unlockequality.com/wp-content/uploads/2026/09/1.UnlockEquality-WP2A2-CHECKLIST-Denmark-Babele-LV.docx
https://unlockequality.com/wp-content/uploads/2026/09/1.1UnlockEquality_WP2A2_EU-legislation_BABELE-DENMARK-LV.docx

2. IKDIENAS UZVEDIBA UN
SAVSTARPEJAS ATTIECIBAS




2.1 Mikroagresija

Partraukumi

Kolégu - 1pasi sieviesu -
regulara partrauksana vai
runasana viniem pari sarunu
vai sanaksmju laika.

Ar dzimumu saistiti kome

|lzteikumu pausana, kas
nostiprina stereotipus vai
pienemumus, kuri balstiti uz
dzimumidentitati.

Noraidoss tonis

Augstpratigas valodas vai tona
lietosana, kas mazina
ieguldijumu un kompetenci.

Tokenisms (JAUNUMS)

Personu iesaistisana tikai tapéc,
lai raditu daudzveidibas
lespaidu, bez patiesas
ieklausanas vai vinu
ieguldijuma novértésanas.
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Saubas par kompetenci

Nepamatota speju vai
kvalifikacijas apsaubisana,
radot neuzticésanas gaisotni.

Pienemumi par
spejam vai interesem
Pienemumi par to, ko kads var
vai nevar darit, balstoties uz
dzimumu, nevis individualajam
sp&jam.
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2.2 Nevienlidziga attieksme sanaksmes

Kurs ir uzaicinats?

lzvértéSana, vai visam attiecigajam ieinteresétajam pusém ir iespéja piedalities IEmumu pienemsana vai ari noteiktas grupas
tiek sistematiski atstumtas.

Kurs runa visvairak?

Likumsakaribu noteikSana attieciba uz to, kurS dominé sarunas un vai runasanas laiks ir sadalits vienlidzigi.

Kurs sanem atzinibu?

Sekosana lidzi tam, vai ieguldijumi tiek pienacigi attiecinati uz to autoriem un vai citi neuzdod idejas par savéjam.

Kuras idejas tiek i1stenotas?

Analizet, vai noteiktiem viedokliem konsekventi tiek dota prieksroka, kamér citi tiek ignoreéti.

Ar dzimumu saistiti moderesanas stili

Apzinaties, ka facilitacijas pieejas var netisi dot prieksroku noteiktiem komunikacijas stiliem salidzinajuma ar citiem.
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2.3 Agresivas komunikacijas modeli

Naidiga uzvediba Dubultstandarti

* Publiska pazemosana - apzinata kolégu * Sieviesu uztversana ka mazak autoritativu -
apkaunosSana vai noniecinasana citu klatbutnée lideribas vai kompetences apsSaubisana dzimuma dél

* Kliegsana vai iebiedesana - balss skaluma, * Sijeviesu sodiSana par uzvedibu, kas viriesiem tiek
agresivas kermena valodas vai draudu izmantosana pielauta - atskirigu standartu piemérosana attieciba
situacijas kontrolei uz uzstajigumu, tieSumu vai emociju pausanu

D gie modeli rada toksisku vidi, kura noteikti cilvéki tiek apklusinati, kamer citiem tiek lauts dominét ar
agresiju.
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2.4 Exclusion from Decision-Making

Women or LGBTQ+
individuals left out of
key decisions

Systematically excluding diverse
voices from strategic planning,
policy development, and

important organisational choices.

Pregnant workers not
consulted

Failing to involve pregnant
employees in decisions that
affect their roles, schedules, or
career progression.

Younger workers or
educators overlooked

Dismissing contributions from
early-career professionals or
those in educational roles,
regardless of their expertise or
insight.
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2.5 Customer-Preference Discrimination

"Customer preference" used to justify role segregation

Organisations sometimes claim that customer preferences necessitate assigning roles based on gender, using
external demand as justification for discriminatory practices.

Common Contexts

Gendered assumptions in hospitality, sport, education

* Hospitality: Assuming customers prefer female servers or male managers
* Sport: Segregating coaching or training roles based on perceived customer expectations
* Education: Assigning subjects or age groups based on gender stereotypes rather than qualifications

[J These practices perpetuate inequality by using unverified assumptions about customer preferences to maintain traditional gender roles.
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2.6 Social Inclusion in Workplace Culture

y

Are social events Are after-hours Are informal

inclusive for all activities reinforcing networks dominated
? i ? ?

g&&#n%méther workplace %rﬁiln%ﬁmgﬁer informal by one gender.

gatherings accommodate diverse socialising creates barriers for those Identifying whether key relationships

needs, interests, and comfort levels.  with caring responsibilities or and information-sharing happen in

different lifestyles. spaces that exclude certain groups.

Workplace culture extends beyond formal structures. Social dynamics can either
reinforce or challenge existing inequalities, making it essential to critically examine
how informal interactions shape opportunity and belonging.
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Lasiet un uzziniet vairak

Kontrolsaraksta saite 2



https://unlockequality.com/wp-content/uploads/2026/09/2.UnlockEquality_WP2A2_Checklist_DONUM_CROATIA-LV.docx
https://unlockequality.com/wp-content/uploads/2026/09/2.1UnlockEquality_WP2A2_EU-legislation_DONUM_CROATIA-LV.docx

3.HR Systems:
Recruitment, Pay, Task
Assignment &
Promotion




3.1 Recruitment Practices

Gender-neutral job
descriptions

No inquiries about
family plans or
preghancy

Mixed-gender
interview panels

Inclusive hiring for
LGBTQ+ and gender-
diverse people
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No bias in selection
questions



ﬁ
3.2 Pay Equity I |I-

* Transparent salary bands

* No unexplained pay
differences

* Pay audits conducted
annually

ST Co-funded by
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Equal pay analysis across Employee Groups Equal pay ‘employee Groups

W 101%

L4

] I

Equal pay rupes 10,2000 - 27,1 Equal pay in equal c2ass

Salary decisions o om
documented

Monitoring pay progression
over time

18%
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@/ |
h -
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3.3 Task Allocation

Equal access to high-profile tasks Women not confined to supportive or
administrative roles

Men welcomed into care-oriented or Rotation system for repetitive or
front-facing roles invisible tasks (NEW)
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3.4 Promotion &
Leadership Development

01

Transparent promotion pathways

Criteria available to all employees

02

Equal access to leadership training

03

Sponsorship/mentoring programmes for under-
represented groups (NEW)

04

Panels balanced by gender and expertise
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3.5 Performance Evaluation

Evaluations based on objective criteria

No bias against assertive
communication from women

No penalisation for parental obligations

No reward for "always available"
behaviour that disadvantages
caregivers
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3.6 Recruitment & Retention of Minority C

Support systems for minority gender groups
Monitoring retention rates to identify patterns
Inclusion in professional development opportunities
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Lasiet un uzziniet
vairak

Kontrolsaraksta saite 3



https://unlockequality.com/wp-content/uploads/2026/09/3.UnlockEquality_WP2A2_Checklist_Eurodimensions-_MALTA-LV.docx
https://unlockequality.com/wp-content/uploads/2026/09/3.1UnlockEquality_WP2A2_EU-legislation_Eurodimensions-_MALTA-LV.docx
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4. Pregnancy, Parenthood & Work-Life Bala
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4.1 Treatment During Preghancy

I No contract termination I Duties adjusted safely and fairly

Access to opportunities maintainf No sudden change of policies
targeting pregnant staff
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4.2 Maternity & Parental Rights

Employees informed of entitlement®Parental leave normalised for all

o | | | genders
Clear communication of all available rights and benefits.

Creating a culture where all parents can take leave
without stigma.

No stigma for taking full leave Equal treatment for adoptive parents

Supporting employees who utilise their complete entitlementEnsuring parity across all forms of parenthood.
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4.3 Returning from Parental Leave

01 02

Structured reintegration plan Updated training provided if needed
03 04

No assumed skill deterioration No automatic downgrade of

responsibilities



4.4 Flexible
Working & Work-

Life Balance

* Equal uptake among men and women
* No penalties for using flexibility
* Respect for boundaries outside working hours

Co-fun by
the EuropéaniUnion
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4.5 International Assignments & Mobility

No pregnhancy-
based recall
Ensuring pregnancy does not

result in premature return from
assignments.

Fair opportunities
for assignments

quz!l'gc?gs to international

roles regardless of parental
status.

Parental
obligations
considered without
discrimination
responsibilities in mobility
decisions.
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https://unlockequality.com/wp-content/uploads/2026/09/4.UnlockEquality_WP2A2_Checklist_LCCI_Latvia-LV.docx
https://unlockequality.com/wp-content/uploads/2026/09/4.1UnlockEquality_WP2A2_EU-legislation_LCCI_Latvia-LV.docx
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5. Inclusion of LGBTQ+ & Gender-
Diverse Employees



Co-funded by
the European Union

5.1 Respectful Communication

Correct pronouns and
names used

Ensuring all employees are
addressed with their correct
pronouns and chosen names in
all workplace interactions.

Misgendering
corrected promptly

Swift and respectful correction of
any misgendering incidents to
maintain a supportive
environment.

No pressure to disclose
gender identity

Employees have complete
autonomy over sharing their
gender identity without any
workplace pressure.



5.2 Facility Access

Right to self-
identified-gender
facilities

All employees have the right to
use facilities that align with
their self-identified gender,

ensuring dignity and respect in
the workplace.

Private/unisex
options available
iIf possible

Where feasible, private or
unisex facilities are provided to

offer additional comfort and
choice for all employees.

Co-funded by
the European Union

No segregation or
isolation

Gender-diverse employees are
fully integrated into workplace
facilities without any form of
segregation or isolation.
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5.3 HR & IT Systems

Easy updating of personal data

Streamlined processes allow employees to update
their personal information quickly and without
barriers.

Confidentiality during transitions

Complete privacy is maintained throughout any

transition process, protecting employee dignity.

No requirement for legal
gender change

Systems accommodate gender identity updates
without requiring legal documentation or gender
marker changes.
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5.4 Training & Awareness

LGBTQ+ inclusion in diversity trainiGgiidance for supporting

o transitioning employees
Comprehensive diversity training programmes

incorporate LGBTQ+ inclusion as a core component, Clear guidance and resources are provided to
ensuring all staff understand and respect gender managers and colleagues on how to support
diversity in the workplace. employees during their transition, creating a

compassionate and informed workplace culture.
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5.5 A Safe & Supportive Environment

Zero-tolerance for
harassment

A strict zero-tolerance policy is
enforced against any form of
harassment or discrimination,
ensuring all LGBTQ+ and gender-
diverse employees feel protected
and valued.

Support networks or
resource groups

Employee resource groups and
support networks provide
community, advocacy, and peer
support for LGBTQ+ and gender-
diverse staff members.

Inclusive language in
documents

All workplace documents, policies,
and communications use inclusive
language that respects and
acknowledges gender diversity.



Co-funded by
the European Union

Lasiet un uzziniet
vairak
Kontrolsaraksta saite 5

Saistitas ES tiesibu akti - 5.1. saite



https://unlockequality.com/wp-content/uploads/2026/09/5.UnlockEquality_WP2A2_Checklist_INQ_NETHERLANDS-LV.docx
https://unlockequality.com/wp-content/uploads/2026/09/5.1UnlockEquality_WP2A2_EU-legislation_INQ_NETHERLANDS-LV.docx
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Please visit our
website for more
Information

https://unlockequality.com/

The Unlock Equality project includes references and links to
external websites, including but not limited to sources
concerning European Union legislation, policy documents,
guidance materials, publications, and further third-party
resources. These links are provided solely for information and
convenience. The Erasmus+ consortium partners of the Unlock
Equality project do not own, control, monitor, or endorse the
content of external websites and cannot guarantee accuracy,
completeness, relevance, legality, timeliness, accessibility, or
continued availability of any information found on them.The
consortium partners shall not be held liable for any loss,
damage, inconvenience, or consequence arising directly or

. n |re om the yse of xternal websites, third- rt% h th £ th thor(s)
ot Dol g ﬁféﬁ HHELGERER rovmr et e sy
Age%q,yI¥I

e European nion nor SEDA can be held responsible
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