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1. levads un plana mérkis

Biedriba “Juras Zeme” (turpmék — Biedriba) sava darbiba ievéro vienlidzigu iespé&ju, nediskriminacijas,
cienas un ieklaujo$as Ifdzdalibas principus. Dzimumu [idztiesTbas plana mérkis ir noteikt praktisku un
sameérigu sistému, ka Sie principi tiek Tstenoti Biedribas iek$&ja parvaldiba, nodarbinatiba, |8mumu
pienem8ana, projektu Tsteno$ana, sadarbiba ar partneriem un darba ar vietéjam kopienam.

Plans veidots, nemot véra Biedribas ka vietéjas attistibas organizacijas darbibas raksturu un Eiropas
Komisijas pieeju dzimumu lidztiestbas planiem. Tas vienlaikus kalpo ka praktisks iek§€jas parvaldibas
instruments un apliecindjums Biedribas apnémibai ievérot dzimumu lidztiesibas principus Eiropas

Savienibas un citos projektos.

Plana isteno$ana dzimumu Iidztiestba tiek saprasta ka vienlidzigas tiesibas, iespéjas, atbildiba un
piekluve resursiem neatkarigi no dzimuma, vienlaikus nemot véra situacijas, kuras faktiskas
nevienlidzibas mazina$anai nepiecie$ama Tpasa uzmaniba.

English
1. Introduction and Purpose of the Plan

The Association “Jiras Zeme” (hereinafter — the Association) adheres to the principles of equal opportunities, non-
discrimination, respect, and inclusive: participation in all its activities. The purpose of the Gender Equality Plan is to establish
a practical and proportionate framework for implementing these principles in the Association's internal governance,
employment practices, decision-making processes, project implementation, cooperation with partners, and engagement with
local communities.

The Plan has been developed taking into account the nature and scope of the Association’s activities as a local development
organisation, as well as the European Commission’s approach to Gender Equality Plans. It serves both as a practical internal
governance instrument and as a demonstration of the Association's commitment to upholding gender equality principles in
European Union-funded and other projects.

For the purposes of implementing this Plan, gender equality is understood as ensuring equal rights, opportunities,
responsibilities, and access to resources regardless of gender, while recognising that particular attention or targeted
measures may be required in situations where existing inequalities need to be addressed.

2. Pamatprincipi

e Vienlidzigas iespé&jas. Biedribas darba, nodarbinatiba, sadarbiba un aktivitatés netiek pielauta
nepamatota atskiriga attieksme dzimuma dél.

e Cienpilna un drosa vide. Biedriba nepielauj seksualu uzmak3anos, ar dzimumu saistitu aizskar$anu,
pazemosanu, vardarbibu vai diskriming&josu ricibu.

o Lidzdaliba. Biedriba tiecas nodro$inat dazadu sabiedribas grupu iespé&jas piedalities Iémumu
pienem$ana, pasakumos, konsultacijas un projektos.

o Datos balstita pieeja. Ja tas ir samérigi un iesp&jams, Biedriba apkopo un analizé datus dzimumu
griezuma, lai identificétu nevienlidzibas riskus.

e Dzimumu lidztiesibas integré$ana. Planojot projektus, pasakumus un komunikaciju, tiek izvertéts,
vai konkrétajai aktivitatei ir bltiska dzimumu dimensija.

e Samérigums. Pasakumi tiek pielagoti Biedribas lielumam, cilvékresursiem un darbibas specifikai,
izvairoties no formalas birokratijas, kas nerada praktisku ieguvumu.



English
2. Core Principles

» Equal Opportunities. The Association does not tolerate unjustified differential treatment based on gender in its activities,
employment practices, cooperation, or initiatives.

* Respectful and Safe Environment. The Association does not tolerate sexual harassment, gender-based harassment,
humiliation, violence, or discriminatory behaviour.

» Participation. The Association seeks to ensure opportunities for different groups in society to participate in decision-
making processes, events, consultations, and projects.

s Data-Informed Approach. Where proportionate and feasible, the Association collects and analyses gender-
disaggregated data in order to identify potential risks of inequality.

s Gender Mainstreaming. When planning projects, events, and communication activities, the Assocjation assesses
whether the particular activity has a relevant gender dimension and, where appropriate, takes it into account.

Proportionality. Measures are adapted to the Association’s size, human resources, and specific nature |of its activities,
avoiding formal bureaucracy that does not provide practical added value.

3. Atbildiba un resursi

Par Dzimumu [1dztiestbas plana Tsteno$anu kopuma atbild Biedribas valde. Valde var noteikt vienu
darbinieku, valdes locekli vai projekta vaditaju par kontaktpersonu dzimumu [Tdztiesibas jautajumos.
Kontaktpersona koording plana uzraudzibu, nepiecieamo datu apkoposanu un| informacijas
aktualizéSanu.

Biedriba plana Tsteno$anai izmanto eso8os administrativos un projektu resursus. Ja konkréta projekta
raksturs vai finansétaja prasibas to paredz, dzimumu lidztiesTbas pasakumiem var tikt planoti atsevidki
cilvékresursi, apmacibas vai citi izdevumi.

English
3. Responsibility and Resources

The Board of the Association holds cverall responsibility for the implementation of the Gender Equality Plan, The Board may
designate an employee, Board member, or project manager as the contact person for gender equaii:tyr matters. The
designated contact person coordinates the monitoring of the Plan, the collection of relevant data, and the updating of related
information.

The Association uses its existing administrative and project resources to implement the Plan. Where required by the nature
of a specific project or by the requirements of a funding body, dedicated human resources, training activities, or other
expenditure may be allocated to support gender equality measures.

4. Datu apkoposana un uzraudziba

Vismaz reizi gada Biedriba parskata pieejamos datus un informaciju par dzimumu [idzsvaru. Personas
dati tiek apkopoti tikai tad, ja tam ir tiesisks un praktisks pamats, ievérojot datu aizsardzibas prasibas.

¢ darbinieku un valdes sastavs dzimumu griezuma;

e jaiespé&ams un lietderTgi — projektu, macibu, darba grupu un publisko pasakumu dalibnieku sastavs;

e parstavnieciba darba grupas, komisijas, ekspertu grupas un citos Biedribas veidotos lémumu
pienem&anas formatos;

e sanemtie zinojumi vai stidzibas par iesp&jamu diskriminaciju, aizskar§anu vai nevienlidzigu attieksmi.

Ikgadé&ja parskata valde izvérté, vai konstatéjamas bitiskas disproporcijas vai $kérsli, un nepiecieSamibas
gadijuma nosaka korigéjosus pasakumus.



English
4. Data Collection and Monitoring

At least once a year, the Association reviews the available data and information concerning gender balance. Personal data
are collected only where there is a legitimate legal and practical basis for doing so and in compliance with applicable data
protection requirements.

The review may include:
-the gender composition of the Association’s staff and Board:;

-where possible and relevant, the gender composition of participants in projects, training activities, working groups, and
public events;

-gender representation in working groups, committees, expert groups, and other decision-making structures established by
the Association;

-reports or complaints received concerning possible discrimination, harassment, or unequal treatment.

As part of the annual review, the Board assesses whether any significant imbalances or barriers can be identified and, where
necessary, determines appropriate corrective measures.

5. Darba un privatas dzives lidzsvars un organizacijas kultiira

¢ iespéju robezas izmantot elastigu darba organizaciju un attalinatu darbu, ja darba pienakumu raksturs
to pielauj;

e planojot sanaksmes un pasakumus, nemt véra sapratigu norises laiku un dalibnieku gimenes vai
apripes pienakumus;

e veidot darba vidi, kura darbiniekiem un sadarbibas partneriem nav jaattaisnojas par gimenes vai
apripes pienakumiem;

¢ komunikacija izvairities no dzimumu stereotipiem un pazemojo$a vai izslédzosa satura.

English
5. Work—Life Balance and Organisational Culture

e« The Association promotes a working environment that supports a healthy work-life balance and an inclusive
organisational culture. In particular, the Association seeks to:

o provide flexible working arrangements and remote work opportunities where possible and where compatible with the
nature of the work;

o take reasonable scheduling into account when planning meetings and events, including participants' family and
caregiving responsibilities;

« foster a working environment irt which employees and cooperation partners are not expected to justify their family or
caregiving responsibilities;

avoid gender stereotypes and any degrading, discriminatory, or exclusionary content in its communication. |

6. Dzimumu Iidzsvars vadiba un iémumu pienemsana

Biedriba atzist, ka kvalitativu I8mumu pienemsanu veicina dazada pieredze un perspektivas. Veidojot
darba grupas, komisijas, ekspertu grupas, diskusiju panejus un citus formatus, Biedrba, ciktal tas praktiski
iesp&jams, tiecas péc lidzsvarotas parstavniecibas.



Dzimumu lidzsvars netiek piemérots mehaniski vai pretgji kompetences principam, taéu izteiktas viena
dzimuma dominances gadijumé Biedriba izvért, vai pastav novéréami 8kérsli otra dzimuma iesaisti$anai.

English
6. Gender Balance in Leadership and Decision-Making

The Association recognises that diversity of experience and perspectives contributes to high-quality decision-making. When
establishing working groups, committees, expert groups, discussion panels, and other participatory or decision-making
formats, the Association seeks, as far as reasonably practicable, to ensure balanced gender representation,

Gender balance is not applied mechanically or at the expense of competence and expertise. However, where there is a
significant predominance of one gender, the Association assesses whether there are identifiable and avoidable barriers to
the participation and representation of the other gender.

7. Vienlidzigas iespéjas nodarbinatiba un profesionalaja
attistiba

 darbinieku, ekspertu un pakalpojumu sniedz&ju atlases kritériji ir saistiti ar kompetenci, pieredzi un
darba uzdevumu;

* vakances un sadarbibas iespéjas formulé neitrali un ieklaujosi;

* par [Tdzvértigu darbu tiek pieméroti [Tdzvértigi atlidzibas principi neatkarigi no dzimuma;

* apmacibu, komand&jumu, profesionalas izaugsmes un parstavniecibas iespéjas tiek nodrosinatas péc
vienlidzigiem principiem;

* grutnieciba, vecaku pienakumi vai gimenes stavoklis nedrikst bt pamats nelabvéligai attieksmei.

English

7. Equal Opportunities in Employmert and Professional Development

» The selection criteria for employees, experts, and service providers are based on competence, expetience, and the
requirements of the relevant assignment or position.

* Vacancies and cooperation opportunities are formulated in a gender-neutral and inclusive manner.

*  Equal remuneration principles are applied for work of equal value, regardless of gender.

*  Access to training, business travel, professional development, and representation opportunities is provided on an equal
basis.

Pregnancy, parental responsibilities, or family status must not constitute grounds for unfavourable or discriminatory
treatment.

8. Dzimumu dimensija projektos un vietéjas attistibas darba
Nemot véra Biedribas darbu viet&jas un lauku attistibas, piekrastes, kopienu, uznéméjdarbibas, vides,
tirisma un sabiedribas ldzdalibas jomas, dzimumu fidztiesibas dimensija tiek izvértéta projektu un
aktivitadu planosanas stadija.

e vai sievietém un virieSiem ir vienlidzigas iespéjas piedalities aktivitaté un izmantot tas rezultatus;

e vai pasékuma laiks, vieta, mobilitates vai apripes apstakli nerada nevajadzigus $kér$lus kadai grupai;
» vai sabiedriskajas apspriedés un [ldzdalibas procesos tiek sadzirdétas dazadas perspektivas:

 vai projekta rezultati, infrastruktira vai pakalpojumi var at$kirigi ietekmét sievietes un virie$us;

e vai komunikacija un vizualajos materialos netiek nostiprinati nevajadzigi dzimumu stereotipi.

Ja dzimumu dimensija konkrétai aktivitatei nav bitiska, nav nepieciesams maksligi veidot atsevigkus
pasakumus tikai formalas prasibas izpildei.



English
8. Gender Dimension in Projects and Local Development Activities

Considering the Association's work in the fields of local and rural development, coastal development, community
development, entrepreneurship, environment, tourism, and public participation, the gender equality dimension is assessed
during the planning stage of projects and activities.

In particular, the Association considers:
whether women and men have equal opportunities to participate in the activity and benefit from its outcomes:

whether the timing, location, mobility requirements, or caregiving circumstances associated with an activity create
unnecessary barriers for any group;

whether diverse perspectives are heard and taken into account in public consultations and participatory processes;
whether project outcomes, infrastructure, or services may have different impacts on women and men;
whether communication and visual rmaterials avoid reinforcing unnecessary gender stereotypes.

Where the gender dimension is not relevant to a particular activity, there is no requirement to create separate measures
artificially solely for the purpose of formally complying with gender equality requirements.

9. Informétiba un apmacibas

Biedriba nodro8ina, ka valdes locekli un darbinieki ir informéti par &1 plana principiem. Vismaz reizi plana
darbibas perioda tiek organizéta vai nodrosinata iespé&ja piedalities apmaciba vai informativa pasakuma
par dzimumu [idztiestbu, nediskriminaciju un neapzinatiem aizspriedumiem. Ja nepiecie$ams, jautajumi
tiek integréti projektu komandu ievadapmacibas.

English
9. Awareness and Training

The Association ensures that Board members and employees are informed about the principles set out in this Plan. At
least once during the period of validity of the Plan, the Association organises or provides an opportunity to participate in
training or an awareness-raising activity on gender equality, non-discrimination, and unconscious bias.

Where appropriate, these topics are also integrated into induction or introductory training for project teams.

10. Ricibas plans 2026-2029

Pasakums Terming Atbildigais | Raditajs Rezultats
Publicét 1 ménesa laika Valde Plans publiski Nodrosinata
apstiprinato péc pieejams publiska
Dzimumu apstipriné8anas organizacijas
lidztiestbas planu apnemsanas
Biedribas

timeklvietné.




Noteikt GEP 2026 Valde Kontaktpersona Skaidra atbildiba

kontaktpersonu. noteikta par plana
uzraudzibu

Reizi gada Katru gadu Kontaktpersona/ | 1 parskats gada Datos balstita

apkopot valde uzraudziba

pieejamos

dzimumu

lidzsvara datus.

Parskatit atlases, | Katru gadu Valde / projektu Parskatitas botiskas | Mazaks netie$as
pasakumu un vaditaji procediras diskriminacijas
komunikacijas risks
praksi no
vienlidzigu
iespéju viedokla.
Nodrosinat Vismaz 1 reizi Valde Notikusi Paaugstinata
informéttbu vai 2026-2029 apmaciba/informativs | darbinieku un
apmactbu par pasakums vadibas
dzimumu kompetence
lidztiesibu un
neapzinatiem
aizspriedumiem.
Projektu Pastavigi Projektu vaditaji [zvértéjums Dzimumu
planosana attiecigajos projektos | perspektiva
izvértét dzimumu integréta, kur ta ir
dimensijas nozimiga
batiskumu.
lzvértét plana Katru gadu; pilns | Valde Valdes izvértgjums Plans saglaba
izpildi un parskats 2029 aktualitati
nepiecieSamibu
to aktualizét.

English

10 Action Plan 2026-2029
Measure Deadline Responsible Indicator Expected Result
Publish the approved | Within one month of Board Plan publicly The Association’s
Gender Equality Plan | approval available public commitment to
on the Association's gender equality is
website. demonstrated
Designate a GEP 2026 Board Contact person Clear responsibility
contact person. designated for monitoring the

Plan

Compile available Annually Contact person / One review per year Data-informed
gender balance data Board monitoring
on an annual basis.
Review recruitment, Annually Board / Project Relevant procedures | Reduced risk of

event organisation,
and communication
practices from an

Managers

reviewed

indirect discrimination




Measure Deadline Responsible Indicator Expected Result

equal opportunities

perspective.

Provide awareness- | At least orice during Board Training or Increased

raising or training on | 2026-2029 awareness-raising competence and

gender equality and activity completed awareness among

unconscious bias. staff and
management

Assess the relevance | Ongoing Project Managers Assessment carried Gender perspective

of the gender out in relevant integrated where

dimension when projects relevant

planning projects.

Review the Annually; full review Board Board review The Plan remains

implementation of the | in 2029 completed relevant and up to

Plan and assess the date

need for updates.

11. Uzraudziba un plana aktualizéSana

Plans ir spéka no ta apstiprinaganas dienas ITdz 2029. gada 31. decembrim. Biedribas valde vismaz reizi
gada izvérté ta istenoSanu. Ja mainas Biedribas darbiba, normativa vide, projektu finansétaju prasibas
vai tiek konstatéti bitiski dzimumu lidztiesibas riski, planu var aktualizét pirms ta darbibas termina
beigam.

English
11. Monitoring and Updating the Plan

The Plan shall remain in force from the date of its approval until 31 December 2029. The Board of the Association shall
review its implementation at least orice a year.

If there are significant changes in the Association’s activities, the regulatory framework, the requirements of project
funding bodies, or if significant gender equality risks are identified, the Plan may be revised and updated before the end of
its period of validity.

12. Publiskums

P&c apstiprind8anas Dzimumu fidztiesibas plans tiek publicéts Biedribas timeklvietné un ir pieejams
darbiniekiem, valdes locekliem, sadarbibas partneriem un citam ieinteresétajam personam.

12. Public Availability

Following its approval, the Gender Equality Plan shall be published on the Association’s website and made available to
employees, Board members, cooperation partners, and other interested parties.



Atsauces

Plana izstradé izmantota Eiropas Komisijas Horizon Europe guidance on gender equality plans (2021:
aktualizéta vadiiniju pieeja) un European Institute for Gender Equality (EIGE) GEAR rikkopas
skaidrojums par Horizon Europe GEP kritériju.

Eiropas Komisijas GEP pieeja ka minimums uzsvérts publisks vadibas apstiprinats dokuments.
Tsteno$anai paredzéti resursi, datu apkopo$ana un uzraudziba, ka arT informétibas un apmacibu
pasakumi.

English
References

The Plan has been developed with reference to the European Commission’s Horizon Europe Guidance on Gender
Equality Plans (2021, including the updated guidance approach) and the European institute for Gender Equality (EIGE)
GEAR toolkit guidance on the Horizon Europe Gender Equality Plan (GEP) criterion.

Under the European Commission's approach to GEPs, the minimum requirements include a publicly available document
formally approved by the organisation's management, dedicated resources for implementation, data collection and
monitoring, as well as awareness-raising and training activities.
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