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1. levads un pldna m6r$is
BiedrTba "JUras Zeme" (turpmEik - BiedrTba) savd darbTbd ievdro vienlTdzTgu iespdju, nediskrimindcijas,
cie4as un ieklaujo5as lTdzdalTbas principus. Dzimumu lTdztiesTbas pldna mdr(is ir noteikt praktisku un
samdrTgu sist6mu, kd Sie principi tiek Tstenoti Biedrlbas iekSEjd p6rvaldTbd, nodarbindtTbd, l6mumu
pie4emSand, projektu Tsteno5and, sadarbTbd ar partneriem un darbd ar vietdjdm kopiendm.

Pldns veidots, pemot v6rd Bie'drTbas kd vietdjds attTstTbas organizdcijas darbTbas raksturu un Eiropas
Komisijas pieeju dzimumu lTdztiesTbas pldniem. Tas vienlaikus kalpo kd praktisks iek56jds pdrvaldTbas

instruments un apliecindjums BiedrTbas aprldmTbai ievdrot dzimumu lTdztiesTbas principus Eiropas
SavienTbas un citos projektos.

Pldna Isteno5and dzimumu lldztiesTba tiek saprasta kd vienlTdzTgas tiesTbas, iespdjas, atbildTba un
piekluve resursiem neatkarTgyi no dzimuma, vienlaikus 4emot vdrd situdcijas, kurds faktiskas
nevienlTdzTbas mazin6Sanai nepiecie5ama TpaSa uzmanTba.

English

1. Introduction and Purpose of the Plan

The Association "JUras Zeme" (hereinafter - the Association) adheres to the principles of equal opportunities, non-
discrimination, respect, and inclusiver 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. lt serves both as a practical internal
governance instrument and as a dernonstration 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, oppodunities,
responsibilities, and access to resrlurces 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
VienlldzTgas iesp6jas. BiedrTbas darbd, nodarbindtTbd, sadarbTbd un aktivitdt€s netiek pielauta

nepamatota atS(irTga attieksme dzimuma d6l.

Cie4pilna un dro5a vide. IliedrTba nepielauj seksudlu uzm6k5anos, ar dzimumu saisUtu aizskar5anu,
pazemo5anu, vardarbTbu vai diskrimindjo5u rTcTbu.

. Lr-dzdaliba. BiedrTba tiecas nodro5indt daZddu sabiedrTbas grupu iesp€jas piedalTties lEmumu
pieqemSand, pasdkumos, l<onsultdcijds un projektos.

Datos balst-lta pieeja. Ja tas ir samdrlgi un iesp6jams, BiedrTba apkopo un analiz6 datus dzimumu
griezumd, lai identificdtu nervienlTdzTbas riskus.

Dzimumu lldztieslbas int,eg!.C5ana. Pldnojot projektus, pasdkumus un komunikdciju, tiek izv6rtdts,

vai konkr6tajai aktivitdtei ir bUtiska dzimumu dimensija.
Sam6rlgums. Pasdkumi tiek pieldgoti BiedrTbas lielumam, cilv6kresursiem un darbTbas specifikai,

izvairoties no formdlas birokrdtijas, kas nerada praktisku ieguvumu.



English

2. Core Principles
. Equal Opportunities. The Association does not tolerate unjustified differential treatment based on

employment practices, cooperal:ion, or initiatives.
. Respectful and Safe Environmernt. The Association does not tolerate sexual harassment, gender

humiliation, violence, or discriminatory behaviour.
. Participation. The Association seeks to ensure opportunities for different groups in society to

making processes, events, consiultations, and projects.
r Data-lnformed Approach. Whr:re proportionate and feasible, the Association collects and

disaggregated data in order to identify potential risks of inequality.

designated contact person coordinates the monitoring of the Plan, the collection of relevant data, and the
information.

of a specific project or by the requirements of a funding body, dedicated human resources, training
expenditure may be allocated to support gender equality measures.

in its activities,

harassment,

in decision-

gender-

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

Proportionality. Measures are adapted to the Association's size, human resources, and specific nature
avoiding formal bureaucracy thert does not provide practical added value.

of its activities,

3. AtbildTba un resursi
Par Dzimumu lTdztiesTbas

darbinieku, valdes locekli
Kontaktpersona koordind
aktualiz65anu.

pl6na Tsteno5anu kopumd atbild BiedrTbas valde. Valde
vai projekta vadTtdju par kontaktpersonu dzimumu lldzti

pliina uzraudzTbu, nepiecie5amo datu apkopo5anu

BiedrTba pldna Isteno5anai iznranto eso5os administratTvos un projektu resursus. Ja projekta

atseviSkiraksturs vai finansEtdja prasTbias to paredz, dzimumu lTdztiesTbas pasakumiem var tikt
cilv6kresursi, apmdcTbas vai cili izdevumi.

English

3. Responsibility and Resources

The Board of the Association holds cverall responsibility for the inrplementation of the Gender Equality The Board may

designate an employee, Board member, or project manager as the contact person for gender matters. The

The Association uses its existing administrative and project resources to implement the Plan. Where by the nature

of related

or other

l6mumu

attieksmi.

4. Datu apkopoSana un uzraudzlba
Vismaz reizi gadd BiedrTba pdrskata pieejamos datus un informdciju par dzimumu lTdzsv . Personas

dati tiek apkopoti tikai tad, ja tam ir tiesisks un praktisks pamats, iev6rojot datu praslbas.

. darbinieku un valdes sastd'vs dzimumu griezumd;
o ja iespdjams un lietderTgi- projektu, mdcTbu, darba grupu un publisko pasakumu (

o pdrstdvniecTba darba grupas, komisijds, ekspertu grupds un citos BiedrTbas

ieku sastdvs;

pienemSanas formdtos;
. sanemtie zir;rojumivai s0dzlbas par iespdjamu diskrimindciju, aizskar5anu vai

lkgadejd pdrskatd valde izvErtE, vai konstatdjamas bUtiskas disproporci.jas vai 5(615li, un

gad-rjuma nosaka kori$6jo5us Flasakumus.



English

4. Data Collection and Monitoring

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

The review may include:

-the gender composition of the Assor:iation's staff and Board;

-where possible and relevant, the gender composition of pa
public events:

-gender representation in working groups, committees, expe
the Association;

-reports or complaints received concerning possible discrimin

As part of the annual review, the Board assesses whether any
necessary, determines appropriate crorrective measures.

5. Darba un privdtds dzives lidz
. iesp6ju robe2as izmantot elastTgu darba organiz

to pielauj;

o pldnojot sandksmes un pasakumus, nemt vera
apr0pes piendkumus;

. veidot darba vidi, kurd darbiniekiem un sadar
aprUpes piendkumiem;

. komunikdcijd izvairTties no rlzimumu stereotipie

English
5. Work-Life Balance and Oroanisalional Culture

. The Association promotes a 'working environment th
organisational culture. In particular, the Association seek

o provide flexible working arrangoments and remote work
nature of the work;

. take reasonable scheduling into account when planni

caregiving responsibilities;
o foster a working environment irr which employees and c

caregiving responsibilities;
avoid gender stereotypes and any degrading, discriminatory,

E h-:- . t?l--- --^l;t-= ..-6. Dzimumu lidzsvetrs vadTbd un rernurru prer,rerrsdnd
BiedrTba atzTst, ka kvalitatTvu ldmumu pie4em5anu veicina daldda pieredze un Veidojot
darba grupas, komisijas, ekspertu grupas, diskusiju panelus un citus formdtus, BiedrTba,

iesp6jams, tiecas pdc lTdzsvarotas pdrstdvniecTbas.
tas praktiski



English

6. Gender Balance in Leadership and Decision-Making

vienlldzTgiem principiem 
;

a

a

o

a

a

Dzimumu lTdzsvars netiek piem6rots mehdniski vai pretdji kompetences principam, tacu
dzimuma dominances gad-ljumEr BiedrTba izv6rtE, vai pastdv novEr5amis(cr5!iotra dzimuma

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

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

7. VienlldzTgas iesp6jas nodarbindfibd un profesiondlajd
attistTbd
o darbinieku, ekspertu un pal<alpojumu sniedzdju atlases kritdriji ir saist-rti ar kompe

darba uzdevumu;
. vakances un sadarblbas ies;pdjas formuld neitrdli un ieklaujo5i;
o p?f lTdzv€rtTgu darbu tiek pir:m6roti lTdzv6ftTgi atlTdzTbas principi neatkarTgi no dzimuma;
. apmacTbu, komandEjumu, profesiondlds izaugsmes un pdrstdvniecTbas iespdjas tiek noc

. grUtnieclba, vecdku piendkurmi vai gimenes stdvoklis nedrTkst bUt pamats nelabvEllgai

English

7. Equal Opportunities in Employmerrt and Professional Development
. The selection criteria for employ'ees, experts, and service providers are based on competence,

requirements of the relevant assignment or position.
. Vacancies and cooperation opportunities are formulated in a gender-neutral and inclusive manner.
o Equal remuneration principles are applied for work of equal value, regardless of gender.
o Access to training, business travel, professional development, and representation opportunities is p

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

treatment.

vai sieviet6m un vTrie5iem ir vienlTdzTgas iespdjas piedalTties aktivitdtd un izmantot tds r
vai pasdkuma laiks, vieta, mobilitdtes vai apr0pes apstakli nerada nevajadzTgus 5[6r5lus
vai sabiedriskajds apspried€ls un lTdzdalTbas procesos tiek sadzirddtas daZddas
vai projekta rezultdti, infrastruktUra vai pakalpojumivar atSfirTgi ietekmdt sievietes un
vai komunikdcijd un vizudlajos materiSlos netiek nostiprindti nevajadzlgi dzimumu

Ja dzimumu dimensija konkr6tai aktivitdtei nav bUtiska, nav nepiecie5ams mdksllgi
pasdkumus tikai formdlas prasTbas izpildei.

8. Dzimumu dimensija projektos un viet6jds attTstibas rba
l),lemot v6ra Biedrlbas darbu vietdjds un lauku atustTbas, piekrastes, kopienu, uznE
tUrisma un sabiedrlbas lTdzdallbas jomds, dzimumu lTdztiesTbas dimensija tiek
aktivitd5u pldno5anas stadijd.

making. When
sion-making

pieredzi un

ieksmei.

, and the

on an equal

discriminatory

, vides,
projektu un

atseviS(us



English

8. Gender Dimension in Projects and Local Development Activities

Considering the Association's work in the fields of local and rural development, coastal deveropn
development, entrepreneurship, environment, tourism, and public participation, the gender equality dimen
during the planning stage of proyectsr and activities.

In particular, the Association considr:rs:

whether women and men have equerl opportunities to participate in the activity and benefit from its outcom

whether the timing, location, mobility requirements, or caregiving circumstances associated with ar

unnecessary barriers for any group;

whether diverse perspectives are heard and taken into account in public consultations and participatory pr

whether project outcomes, infrastructure, or seruices may have different impacts on women and men;

whether communication and visual rnaterials avoid reinforcing unnecessary gender stereotypes.

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

9. Inform6Uba un alpmdctbas
BiedrTba nodro5ina, ka valdes locekli un darbinieki ir informdti par ST plana principiem. Visr
darbTbas perioda tiek organiz6ta vai nodro5indta iesp€ja piedalTties apmacTba vai informal
par dzimumu lTdztieslbu, nediskrimindciju un neapzindtiem aizspriedumiem. Ja nepiecie5i
tiek integrdti projektu komandu ievadapmdcTbas.

English

9. Awareness and Training

The Association ensures that Board members and employees are informed about the principles set out in

least once during the period of validity of the Plan, the Association organises or provides an opportunity to
training or an awareness-raising activity on gender equality, non-discrimlnation, and unconscious bias.

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

10. RTcibas pldns 2026-2029

community
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activity create

measures
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Public6t
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Noteikt GEP
kontaktoersonu.

2026 Valde Kontaktpersona
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Skai
par I
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ra atbildTba
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dzlbu

Reizi gadd
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pieejamos
dzimumu
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uzla

r balstTta
dAba

PdrskatTt atlases,
pasdkumu un
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praksi no
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Katru gaclu Valde / projektu
vadltaji

PdrskatTtas b0tiskds
procedUras

Mazi
diskr
risks

ks netie5as
nindcijas

NodroSindt
informdtTbu vai
apmdcTbu par
dzimumu
lTdztiesTbu un
neapzindtiem
aizspriedumiem.

Vismaz 1 reizi
2026-20129

Valde Notikusi
apmdcTba/informatTvs
pasdkums

Paar
darb
vadTl

komr

gstindta
rieku un
AS

etence

Projektu
plSnoSand
izvdrtdt dzimumu
dimensijas
brltiskumu.

PastdvTgi Projektu vadltdji lzv6rtdjums
attiecTgaj os proj ektos

Dzin
pers
integ
nozTr

Jmu
ektTva
6ta, kur td ir
lrga

lzv6rt6t pldna
izpildi un
nepiecieSamTbu
to aktualizdt.

Katru gaclu; pilns
pdrskats 2029

Valde Valdes izv6rtEjums Pldn
aktui

saglabd
litati

English
10 Action Plan 2026-2029

Measure Deadline Resoonsible lndicator Expec ld Result

Publish the approved
Gender Equality Plan
on the Association's
website.

Within one month of
approval

Board Plan publicly
available

The At
public
genoel
oemor

sociation's
;ommitment to
equality is
rtrated

Designate a GEP
contact person.

2026 Board Contact person

designated
C ear
for mo
Pan

)sponsibility
itoring the

Compile available
gender balance data
on an annual basis.

Annually Contact person i
Board

One review per year Data-ir

monitc

formed
'ing

Review recruitment,
event organisation,
and communication
practices from an

Annually Board / Project
Managers

Relevant procedures
reviewed

Reduc
indirec

rd risk of
discrimination



Measure Deadline Resoonsible Indicator Expecl rd Result

equal opportunities
perspective.

Provide awareness-
raising or training on
gender equality and
unconscious bias.

At least once during
2026-202'9

Board Training or
awareness-rarstng
activity completed

Increar

compe

awarel
staff ar

manac

30

3nce ano

3SS amOng

l
rment

Assess the relevance
of the gender
dimension when
planning projects.

Ongoing Project Managers Assessment carried
out in relevant
projects

Gender
integra'
relevar

perspective
:ed where

Review the
implementation of the
Plan and assess the
need for updates.

Annually; I'ull review
in2029

Board Board review
completed

The Pl

relevar
date

n rematns
t and up to

11. UzraudzTba un plana aktualizESana
Pldns ir spCka no ta apstiprindiianas dienas lTdz2029. gada 31. decembrim. BiedrTbas vald
gadd izvdrtE td Tsteno5anu. Ja mainds BiedrTbas darbTba, normatTva vide, projektu finansdti
vaitiek konstat6ti bUtiski dzimumu lldztiesTbas riski, pldnu var aktualiz6t pirms td darbTbas t
beigdm.

English

1 1. Monitoring and Updating the Plan

The Plan shall remain in force from the date of its approval until t|'l December 2029. The Board of the Assr
review its implementation at least orrce a year.

lf there are significant changes in thr: Association's activities, the regulatory framework, the requirements c

funding bodies, or if significant gender equality risks are identified, the Plan may be revised and updated b

its period of validity.

12. Publiskums
Pdc apstiprind5anas Dzimumu lTdztiesTbas pldns tiek purblicdts BiedrTbas tTmeklvietnE un ir
darbiniekiem, valdes locekliem, sadarblbas partneriem un citdm ieinteres6tajdm persondm.

1 2. Public Availability

Following its approval, the Gender Eiquality Plan shall be published on the Association's website and madt
employees, Board members, cooperation partners, and other interested parties,

vtsmaz rezl
u prasTbas

rmipa

)iation shall

hrnia^i

'ore the end of

available to



Atsauces
Pldna izstrdd6 izmantota Eiropas Komisijas Horizon Europe guidance on gender equality
aktualizdtd vadlTniju pieeja) un European Institute for Gender Equatity (EIGE) GEAR
skaidrojums par Horizon Europre GEP krit€riju.

Eiropas Komisijas GEP pieejd kd minimums uzsv€rts publisks vadTbas apstiprindts
Tsteno5anai paredzEti resursi, datu apkopo5ana un uzraudzTba, kd arT informdtTbas un
pasdkumi.

English

References

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

(ErGE)

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

document
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"JUras Zeme" valdes


