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INTRODUCTION
“Gender: refers to the social attributes and 
opportunities associated with being male and 
female and the relationships between women and 
men and girls and boys, as well as the relations 
between women and those between men. These 
attributes, opportunities and relationships are socially 
constructed and are learned through socialization 
processes. They are context/ time-specific and 
changeable. Gender determines what is expected, 
allowed and valued in a women or a man in a given 
context. In most societies there are differences 
and inequalities between women and men in 
responsibilities assigned, activities undertaken, access 
to and control over resources, as well as decision-
making opportunities. Gender is part of the broader 
socio-cultural context. Other important criteria for 
socio-cultural analysis include class, race, poverty 
level, ethnic group and age.”

In the notes below you’ll find the link to the UN 
WOMEN website, with this definition and further 
resources, as well as links to other definitions – as 
stated by different organisations. The fact that 
different organisations and scholars provide us 
slightly different definition of what gender is food for 
thoughts about the complexity and sensitiveness of 
this issue

Notes:
UN WOMEN  http://www.un.org/womenwatch/
osagi/conceptsandefinitions.htm )
WHO definition http://www.who.int/gender-equity-
rights/understanding/gender-definition/en/ 
WOSM – strategy resource ‘Doing gender in 
scouting’ (the results of a research project) has 
a whole section defining gender over ten whole 
pages, talking about social constructs, the difference 
between sex and gender etc
EYF gender statement http://www.coe.int/en/web/
european-youth-foundation/gender-mainstreaming

WHAT DO WE MEAN BY ‘DIVERSITY’? 

‘Diversity’ in a group of people means that they each have characteristics that can 
be used to differentiate between them. In literal terms, this could be anything, 
from whether or not they drink alcohol to how many books each of them has in 
their home. 

However, when we talk about it in terms of a social project, what we are normally 
referring to are the kinds of differences that cause people to be treated differently 
in broad terms in society. Age, class or caste, economic background, educational 
background, ethnic background, physical ability, religion, and linguistic differences 
are some of the most common differences addressed in diversity projects. These 
kinds of differences are the ones that affect how you are treated by the society in 
which you live. 

Mainstreaming for diversity, like mainstreaming for gender, means being respectful 
and conscious of such diversities, and aware of the impact that they have on a 
person’s interaction with anything in the world - including the event, activity or 
process you are currently considering. 

BUT IN MY WORKPLACE/FAMILY/GUIDING AND SCOUTING 
ORGANISATION, WE ARE GENDER/RACE/ABILITY-NEUTRAL!       
WE TREAT EVERYONE EQUALLY! 

Being ‘gender neutral’, saying ‘I see the person, not the race’ or otherwise 
positioning ourselves as neutral towards difference sounds like it should be a 
positive thing - an approach that treats all people equally regardless of their 
personal characteristics. 

However, such an approach ignores the fact that our differences have an impact 
on how we treat anything in the world - and how the world treats us. It does not 
take into account that different people are going to need different support to 
reach the same goals precisely because of their experiences as a person with a 
gender, race, set of abilities, economic background, educational attainment level 
or any other diversity. If you haven’t had the same advantages as the person next 
to you, you are going to find some things much harder than they will if the people 
in charge of the situation don’t recognize that you are starting from different 
levels. 

People who have experience of multiple kinds of social differences will experience 
each one of those things differently as a result. Extra differences don’t just ‘add to 
the list’, they also change each other. For example, two fifteen-year old girls in the 
same class at school in a majority-Christian country will not have exactly the same 
experience of being a female teenager if one of them is Catholic and one of them 
is Muslim. Awareness of this is called an intersectional approach. 

Mainstreaming is a more powerful approach than ‘neutrality’, because it takes into 
consideration all of these intersecting different experiences, to offer everyone 
truly individual support.

WHY GENDER AND DIVERSITY? 

Europe Region WAGGGS (ERW) has a commitment 
to work on gender and diversity issues in all that 
it does. Guiding and Scouting does not happen 
in a vacuum: it happens in our wider societies, in 
which we all have different experiences and face 
different challenges. We need to work actively to 
embrace difference in our movement and ensure that 
everyone who wants to access Guiding and Scouting 
can do so. This is critical to achieve our goals and our 
mission to enable girls and young women to develop 
their fullest potential as responsible citizens of the 
world. You can read more about these commitments 
in the ERW strategies on gender and diversity1.

Guiding and Scouting impacts on the development 
of young people’s identities from an early age, and 
therefore has a unique role in offering our members 
opportunities to develop on the basis of self-defined 
parameters, beyond social expectations. It is our 
responsibility to create spaces that respect the 
different backgrounds of young people and help them 
to find a home in the WAGGGS movement.

Embracing inclusion is a matter of children’s well-
being. Ensuring the well-being of children and young 
people in everything that we do is the basis of 
delivering a good educational programme and having 
an environment where young people can learn to 
thrive2.  

 1 https://www.wagggs.org/en/our-world/europe-region/about-us/
 2 Link too child protection toolkit and policy
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WHAT DO WE MEAN BY ‘GENDER’? 

Gender’ is more than just the physical characteristics 
that we use to tell whether ‘it’s a girl’ or ‘it’s a boy’  
when a baby is born. As gender is a complex social 
construction there are many definitions that aim to 
explain what ‘gender’ means and it consequences 
when working on inclusion and equal rights. We are 
reporting here the definition of UN WOMEN.



WHAT IS GENDER AND DIVERSITY 
MAINSTREAMING? 

Mainstreaming simply means considering gender 
and diversity in everything that we do. It is a process 
through which we can work towards becoming fully 
inclusive, ensuring that all stakeholders are involved 
in a safe, open and diverse environment which best 
meets the needs and reality of your organisation. 

When we think about gender and diversity, we 
sometimes think of targeting particular groups of 
people: those from a religious or racial minority in 
our country; those with a physical disability; those 
from a particular socioeconomic background. This 
approach can be helpful in certain circumstances. 
Nonetheless, we are all different in many different 
ways. Our identities are made up of many layers, 
and one person can belong to both privileged and 
underprivileged groups at the same time. Two people 
may look the same from the outside, but need very 
different support in order to be able to achieve the 
same goals. 

Instead of thinking about targeting one group, 
mainstreaming helps you make all your activities 
flexible and supportive to everyone. It is about 
creating a mindset in which you are open to adapting 
your planning, work and evaluation so that you can 
take into account everyone’s inner diversity.

BUT WE ARE ALREADY WORKING ON 
GENDER AND DIVERSITY! 

And that is fantastic! Many MOs are already running 
great projects and undertaking all sorts of new 
measures to tackle gender inequality and ensure that 
their membership is as diverse as possible. 

The ERW Gender and Diversity Task Forces have 
produced this manual to help MOs mainstream 
gender and diversity following several research 
projects in the region. This research has shown that 
there is still work to be done, even in MOs that work 
openly on the issues already. Mapping projects have 
indicated to us that some MOs would like further 
support to ensure broader access. 

The Gender and Leadership Project in particular 
showed that MOs who work on gender and diversity 
as thematic areas may still benefit from further 
measures to respond better to every single member’s 
needs as an individual. The project followed both 
single-sex and co-educational groups, and found 
evidence that the young people were still struggling 
with the effects of gender biases in both groups. 

The Gender and Leadership project is a research 
project conducted in 2016 by WAGGGS in 
partnership with Girl Guiding UK (Scotland) and 
Scouting Nederland, with the consultancy of Oxford 
Brooks University. Using a Participatory Action 
Research approach SN (coeducational setting) and 
Girl Guiding Scotland (single sex setting) investigated 
how their young members perceived gender norms, 
and whether girls and young women felt they had 
equal opportunities to pursue leadership roles both 
within and outside of the movement. 

The report, which you can download from the 
WAGGGS website3, showed that while individual 
members may be aware of gender and diversity 
issues as political or social concepts, they sometimes 
need help to identify them as barriers to fulfilment in 
their own lives. It also showed that we can be more 
aware of diversities present in a seemingly equal 
group.

The Gender and Leadership Project is an example 
of Participatory Action Research, in which both  
national-level volunteers and local leaders of an MO 
worked with a researcher to shape the project. This 
meant research was only carried out according to 
what was specifically appropriate to their particular 
setting, and it enabled the participants to begin 
changing what needed to be changed during the 
project itself. The local leaders reported finding it an 
extremely positive and surprisingly easy experience, 
and it was a new way for MOs to gather live 
information about their current situation. We would 
definitely recommend that you read the project 
summary if this appeals to you.

 3. https://www.wagggs.org/en/our-world/europe-region/
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RELEVANCE OF THE TOOLKIT FOR BOTH SINGLE SEX AND 
CO-EDUCATIONAL ORGANISATIONS

The experience of “being gendered” surrounds us always, even when we 
are alone, regardless of other genders being present or not. In a single-sex 
environment, gender expectations can be just as limiting as in co-educational 
settings. Both educational settings offer a variety of options to work with the 
topic of gender.

In single-sex environments, we can embrace the unique support that individuals 
who have been through similar experiences can offer to empower each other. We 
can consciously design activities where members take on very different roles and 
attitudes from the ones they usually are in, or the ones that society expects from 
their gender.

Mainstreaming for both gender and diversity is equally important in both single 
sex and co-educational organisations. Regardless of what kind of organisation 
you are from, you will be able to ask yourself and your fellow members all of the 
questions that are in this toolkit. 

Sometimes it can be easier to see how focusing on diversity issues, particularly 
gender, is more necessary in a co-educational environment where young people 
have to negotiate relationships between the genders there and then. However, 
research conducted in the ERW Gender and Leadership project showed that it’s 
important to consider the gender identities even in single-sex groups, for several 
reasons: 

• Guiding and Scouting does not happen in a social vacuum. While young 
people involved in Guiding and Scouting do show less gender bias than young 
people outside of the movement, they nonetheless carry with them all the 
prejudices about gender from their wider society. 

• This can impact not only the way they treat each other, but the way they 
view themselves and the confidence that they have in their ability to pursue 
opportunities within Guiding and Scouting. 

• Young people’s intersecting diversities mean that they do not all experience 
their gender in the same way. A single-sex unit will be full of young people 
who have different ways of living with their gender.

ISSUE
Achieving our vision 

that all girls and young 
women are valued and 

take action to change the 
world can be impeded 

by stereotypes which are 
embedded in our society 

and restrictive norms 
of gender and diversity 
are transmitted into our 
activities and structures. 
Too often membership 

of Guiding and Scouting 
associations represents 

only a section of 
the population. We 
can change this by 

embracing difference 
and welcoming everyone 
who shares our values.

OPPORTUNITY
The Europe Region WAGGGS has a group of 

volunteers who make up the gender and diversity 
task force. In collaboration with staff and with 

funding from EY, there is an opportunity to develop 
a resource to help member organisations mainstream 

gender and diversity in their associations.

INPUTS
• EY Funding

• WAGGGS staff and volunteer 
expertise in gender and diversity

• Time and feedback of pilot 
Member Organisations

OUTPUTS
• Creation of a gender and diversity 

mainstreaming manual 
• Completion of pilot phase with 10 

participating member organisations
• Training of 10 pilot MOs on how to use 

the manual

OUTCOMES 
(LONG TERM)

• Barriers to joining the movement for 
certain groups are removed

• MOs enable girls and young women 
to develop their fullest potential as 
responsible citizens of the world

• Building of a more inclusive 
movement which reaches more girls 

and young women

GENDER AND DIVERSITY 
MAINSTREAMING MANUAL

This resource will provide Member Organisations with:
• An understanding of the importance of 

mainstreaming gender and diversity
• Practical tools to evaluate their current practices 

around gender equality and diversity
• The “know how” to apply a gender and diversity 

lens into everything they do

OUTCOMES 
(SHORT/MEDIUM-TERM)

• MOs are more conscious of gender 
and diversity issues

• MOs consider gender and diversity 
in everything they do

• MOs better understand the barriers 
that prevent girls and women from 

certain groups from joining and 
staying in the movement

• MOs put to use the gender and 
diversity mainstreaming tools in the 

manual for use in their context
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USING THIS MANUAL 
This manual presents five big questions, broken down into smaller practical 
questions, that you can ask yourself to ensure you are considering gender and 
diversity issues in all areas of your work. The smaller, practical questions are aimed 
to be answered by people engaged in MOs at national level.  If you and your team 
for any given project consider these five questions as part of your process when 
you are undertaking any area of work, then you are mainstreaming.

Six core areas 
The manual relates to existing WAGGGS materials on developing your MO, such 
as the Guidelines for Self-Assessment for Growth, in that it focuses on the Six 
Core Areas: membership, educational programme, finance, relation to society, 
structure and management, and training. Each Core Area has its own chapter.

In each chapter, you will be asked five questions. These are the same questions 
that appear in the One Pager “Quick Start” mainstreaming tool, also downloadable 
from the ERW website. 

These are questions you and your team can ask yourselves regarding any aspect 
of your work. Specific sub-questions are suggested in each chapter for each 
particular Core Area, to get you thinking. They are arranged in two sections in 
each chapter, focusing on gender and on other diversities separately. 

You may find that you cannot answer some of these questions. This in itself may 
be useful to you, as it can show you where you may consider collecting data on 
issues that you currently do not investigate. Data collection is key in gender and 
diversity mainstreaming. Guiding and Scouting does not happen in a bubble, and 
we bring in our G&S activity biases that are present in society even if we don’t 
want to. Looking at census data and collecting specific data related to gender 
and diversity can help us to see aspects of our association that were invisible 
before. If you already are very inclusive, and you don’t have any data other than 
the common perception in your MO this would be a good opportunity to start 
data collection. This will also be extremely useful if you are working on growth.   
(Further information on data collection is available at the end of this manual in 
the annexes.)

1. Who do we reach?

• How and when do we communicate to other people about our activities?
• How and when do we communicate with our group ? Is our external and 

internal communication (unconsciously) tailored to certain kinds of people?

2. Who joins us?

• How can we make it easier to start being a scout, guide or leader?
• How are the relationships between genders or between major identity groups 

in the unit, team,  and national organisation ?

3. Who stays

• Who becomes long-term members? Is there a pattern for the type of girls and 
the type of boys who stay? 

• Are the basic needs of women and men, boys and girls, and other groups 
being addressed equitably?

• Are there unequal or discriminatory roles and responsibilities in determining 
tasks, responsibilities and decision-making?

4. Who has influence?

• Who has a voice and who is being listened to at different levels? Are 
strategies used in practice to encourage the participation of the less 
influential voices?

5. Who leaves?

• Who quits and why? What are you doing to understand the reasons? 
• Are inequalities and discrimination challenged constructively?
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CORE AREA: MEMBERSHIP
Introduction
Membership should reflect the composition of our society; therefore it has a key role in achieving diversity and 
gender equality. If we can bring in members representing the entire local community, and support everyone 
fully, we can trust that our diverse and empowered membership will initiate an inside-out change throughout 
the whole of the organisation. 
In Guiding and Scouting we have many traditions and ceremonies. These traditions and ceremonies make us 
feel like we belong to a strong group and make us feel safe. They mark us as distinct from the world outside 
our unit, group or team. But to become inclusive, we need to think about how these practices might feel for 
someone new to our community. Maybe these are exactly the practices that make potential members feel 
excluded and prevent them from staying long enough to participate fully in the movement. 

QUESTIONS 
- FOCUS ON GENDER
Who do we reach?

• In our language, do we use gender in grammar5? How? What message does this 
convey?

• How do we represent the balance between men/women in photos and advertising?
• Do we have an inclusive policy for LGBT members? 
• When signing up as a new member, can members freely choose how to label their 

gender?
• Focus for single-sex MOs: How do we speak about men and boys/women and girls? 

Do we categorise individuals?

Who joins us?

• Are we running activities for specific “characters’ only, such as adventurous girls 
only? For boys only? For both together?

• Do we recruit a balanced number of members from all genders in every age-group?
• Do we have more female or male leaders? At which age sections?
• Focus for single sex MOs: Is there a typical image of a Girl Guide that we recruit, 

or are we open for non-typical characters who don’t fit a certain stereotype of how 
girls or women should be?

Who stays?

• As they become older, are members of one gender more likely to stay than others? 
• How are local groups structured? Do we have balanced teams, of different sexes, in 

units? 
• Do you compile membership statistics on the numbers of males and females in your 

organisation and the positions they hold?
• Focus for single sex MOs: How do we communicate to your members that Girl 

Guiding/Girl Scouting is not only meant for “adventurous” or “girly” girls? Do we 
make conscious effort to show openness to a range of personalities? 

 5  http://unesdoc.unesco.org/images/0011/001149/114950mo.pdf

Who has influence?

• Are the representatives of each age group gender-balanced in decision making 
structures?

• How do you ensure opportunities for girls and young women to feel 
empowered? 

• Do female leaders have the same opportunities to be heard as males ? Do you 
have an equal number of influential leaders of each gender?

• Focus for single sex MOs: do you include an “other-sex perspective” in your 
decision-making process?

Who leaves?

• Do you keep statistics about the quitting rate of each gender in each age group?
• Do you think about gender stereotypes as a possible reason for members 

leaving?
• For single sex: do girls who don’t fit traditional images of a girl feel welcome, or 

do they leave with time?

Examples: Gender
Example 1

In a local group, leaders of the older section are envied 
by leaders for the younger ages, because they do 
not have to face the struggle with young Scouts and 
Guides who are afraid in the forest and have difficulties 
with some aspects of camping. In this older group, 
they proudly say, “By age 14, we got rid of the Hello 
Kitty girls,” meaning there are only girls left who enjoy 
getting dirty in outdoor activities. A neighbouring 
group has a different approach to its young members. 
Asking the question “who leaves?” they realised that 
in order to keep older girls in the group, they needed 
to offer optional programmes and keep a balance 
between indoor and outdoor activities.

Example 2

Focus for single-sex MOs:
It may happen that the gender roles modeled by Girl 
Guides seem inappropriate for some girls, whose 
beliefs about gendered behaviour may be different 
from what is expected in local groups. Playing very 
physical games outside, with a female leader being 
decisive and in charge, might not fit everyone’s 
understanding of proper roles for girls and women. 
Being aware of this challenge means keeping in mind 
the need to adjust programmes locally and supporting 
the collection of feedback regarding the local offer.
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QUESTIONS 
- FOCUS ON DIVERSITY

Who do we reach?

• Who recognizes themselves in guiding and scouting, and who is attracted to 
become a member?

• Who fits your profile of an ideal guide or scout? Who is represented in images 
used to promote guiding and scouting? 

• Whose attention do you lose by saying you are single-sex/Co-educational? 
Would you like to attract members of this group, if you knew how to reach 
out to them?

Who joins us?

• Do people need specific skills, abilities or resources6  to become a participant 
or leader? 

• Will new members be able to participate in activities with members of the 
same age?

• Do people need to travel a lot to join us?
• What information do you collect about new joiners? 
• Does your membership reflect the population composition of your whole 

country?
• Focus for single-sex MOs: how can you attract those not familiar with single-

sex environments to try our activities?

Who stays?

• Who will thrive in guiding and scouting?
• Will everybody meet the same opportunities?
• Are some ways of participating considered to be of higher value than others?
• Focus for single-sex MOs: do our members experience peer pressure against 

staying in a girls/women-only environment outside of our movement?

Who has influence?

• Who is heard and who takes decisions?
• What information do you monitor about people in decision-making positions?
• What happens if someone is not feeling heard?
• Focus for single-sex MOs: do you promote certain stereotypical attitudes over 

ones that are “outside of the box” when taking decisions?

Who leaves?

• Does it make a difference who leaves and why they do so? 
• Do we have sufficient knowledge about who leaves and why?
• Is it okay that someone leaves in certain circumstances?
• Is it part of our culture to uncover the true reasons for leaving, even if it 

brings about confronting opposing opinions?

 6  please note that time is a resource

Examples: Diversity
Example 1

An MO whose membership is not based on faith 
asks “who joins us?” and finds that young Muslim 
people are underrepresented in the organisation 
when compared to the general population. The MO 
arranges for advertising materials to be distributed 
in several towns with large Muslim populations and 
organises meetings where new families could meet 
local units. However only a few families show up to 
these meetings and there is no significant increase 
in young people signing up to the movement. 
Asking “who has influence” reveals to the MO that 
no decision makers of Muslim backgrounds were 
invited to contribute to the discussion about how to 
cooperate with other social institutions to reach out 
to a wider membership base. In their future work, 
the MO ensured they had representative working 
groups leading the effort to reach out to a wider 
membership.

Example 2

In one organisation, the main way for members to 
join a unit is through their parent finding their local 
unit and speaking to the leader. A girl who is new 
to the country would like to join but her parents 
do not speak the local language, and do not feel 
confident attending at the meeting place. Asking 
themselves “who joins us”, the MO examined the 
sign-up processes available across its local groups. To 
avoid putting off members by requiring their parent 
or carers to be put out of their comfort zone, the MO 
sets up a central online system where parents can 
make contact and find their local unit. 
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EDUCATIONAL PROGRAMME
 
The educational offer of your organisation is the most visible part of Guiding and 
Scouting to our individual members. The educational framework and programme 
need to take into account the diverse needs of all members, and of all potential 
members.

To reach more members we must have a better understanding and ability to respond 
to the diversities young people enjoy, the stereotypes and biases surrounding them, 
their expectations, and the opportunities available to different groups of people in 
Europe today and tomorrow. Organisations should reflect this understanding in the 
educational framework and programs they use as the basis of our daily Guiding and 
Scouting.

The Girl Guiding and Girl Scouting Method foresee a holistic approach to education, 
ensuring that all young members have the opportunity to thrive and step out of their 
comfort zone in a safe environment. Providing the space to  explore areas of personal 
development they would not look at otherwise is a wonderful opportunity to 
challenge stereotypes that are already present in our educational framework. Making 
sure we take full advantage of this holistic approach is a responsibility of each of us, 
from national to local level.
   
What we think is “healthy”, “natural” or “appropriate” is likely to be gender biased 
thus it will affect the delivery of the programme we offer to our members. But these 
norms and preconceptions might prevent our members from trying out different 
ways of expressing their gender and identity and everyone having equal opportunity 
to master the activities.

Our goal is to ensure that the educational framework and programmes in use in our 
member organisations encourage young people to challenge the stereotypes they 
themselves may hold, as well as equipping them with the confidence to thrive in the 
wider world.

As mentioned in the introduction to this manual, the Europe Region’s Gender and 
Leadership project recently demonstrated that both single-sex and co-educational 
organisations can benefit from reviewing the messaging on gender and other 
diversity issues in their educational programming.

The context may slightly differ between single-sex organisations and co-educational 
settings. In single-sex organisations it might be worth considering whether the 
educational program in use respects all the different interests among diverse 
members and is not designed based on stereotypical thinking on what girls “should” 
like or dislike. Meanwhile, in co-educational organisations it might be reasonable to 
review the educational programme to ensure it gives all members equal opportunity 
to enjoy activities, take action and participate in different events. The programme 
should enable all genders to engage to an equal extent.

Looking at the Girl Guiding and Girl Scouting 
educational framework, educational methods and 
programme it is worth focusing on three specific 
aspects of our learning framework and of the 
method:

• Why, How and What?
• The cross cutting elements that make a 

programme REAL
• The area of the method called ‘my path, my pace

When designing and implementing educational 
activities we go through the process of thinking 
about 3 main points:

WHY - we do what we do – this can be looked at a 
macro level, going back to our mission or at a micro 
level, thinking about specific educational objectives 
related to specific needs of one specific member. Of 
course there is a continuum between the two. The 
idea is that the first question we ask ourselves when 
designing the programme for our association, or the 
educational activities at local level is ‘why?’ who do 
I want to reach? As education to be a world citizen 
is part of our goals, we want to be sure our activities 
are aligned with the purpose – thus leading toward 
inclusiveness 

HOW – this question directly links to the GGGS 
educational methods, and its five areas. If we include 
all the areas in our programme we will be more likely 
to ensure a holistic approach that will enable us 
to welcome people with different background and 
identities. 

WHAT – this relates to our activities (camping, 
games, volunteering to support Refugees, advocacy, 
etc…). We want to be sure that what we do is 
coherent with the purpose, and uses our GGGS 
educational methods. If we plan a game on 
inclusiveness, and some of its rules exclude some of 
our members (thus they can’t play because of the 
rules we established) we are defeating the purpose. 

IF YOU WANT TO KNOW MORE
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The cross cutting elements that make our programme 
REAL. REAL stands for Relevant, Exciting, Accessible 
and Learner-led. If we think about mainstreaming 
gender and diversity we might focus only on 
accessibility. Accessibility is certainly important in our 
efforts to be inclusive, and the other three elements 
are related to accessibility and as important as it is. 
Thinking about offering a Relevant programme we 
have to keep in mind that what is relevant might 
change from one local group to another, from an 
age group to another, and that the background of 
our members might also influence what is relevant 
to them. So how do you know if the programme 
is relevant? Our funder helps us with the answer: 
“Ask the boy”! Meaning ensure your programme is 
learner-led! If your members have an active role in 
shaping the programme at all levels, they will have 
the possibility to input to have relevant and exciting 
educational activities.

My path, my pace: this area of the GGGS educational 
methods recognise that each child and each person 
are different the one from the others. We learn 
in different ways, and are passionate in different 
things. “youth members take the lead in choosing 
and planning activities, leaders facilitate a wide range 
of activities to engage different learning styles, and 
individuals aren’t pressured to reach a set standard”  
We have to keep in mind that the majority of people 
– including our leaders - might have unconscious 
bias. It is our work as an association to support local 
leaders in understanding these biases and to provide 
tool to celebrate differences. Having an educational 
framework that encourages personal differences 
to be expressed and valorised will create a safe 
and welcoming space where people with different 
background can thrive. 
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QUESTIONS 
- FOCUS ON GENDER

7 Prepared to Learn, Prepared to lead

Who do we reach?

• Are some events lacking participants because of gender-related issues? For 
example, do some people feel that an event/activity is not for their gender?

• How do you assess the needs of your members?
• Do you need to be a member to access activities?

Who joins us?

• Do all individual members of your organization have an equal possibility to 
join activities, take action and participate in different events irrespective of 
gender?

Who stays?

• Does every young member feel adequately challenged and enriched? How 
do you ensure that the program is not adjusted based on gender, e.g. 
leaders expecting less of either girls or boys in a particular activity?

• Who writes/creates programme?
 

Who has influence?

• Who has responsibility for ensuring that the programme is not promoting 
stereotypical gender roles? 

• How do you ensure you collect feedback on the programme from young 
people and leaders of all genders?

• Who develops the activities for young members?
• Do you involve your young members in the decision making process 

regarding activities?

Who leaves?

• How do you find out what activities those who quit the movement choose 
to do instead? What do you do with this information?

 

Example: Gender
Example 1 

An MO has a strong emphasis 
on outdoor and adventure 
activities. This programme 
might be just perfect for those 
members who like physical 
activities, sleeping in a tent and 
wearing practical clothes - and 
these members would typically 
fit the implicit image of the ideal 
Girl Scout in this association. 
But what about the girl who 
likes to play computer games 
or the girl who likes to dress 
up and perform in front of an 
audience? These girls might feel 
less included in the outdoor 
activities, and will perhaps 
always have less opportunity 
of mastering an activity and 
showing personal and social 
skills in this context. The 
question for this association 
is whether it wants to attract 
more girls of different gender 
expressions, and if they do, how 
to provide space to other ways 
of being a girl and excelling in 
activities.
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QUESTIONS 
- FOCUS ON DIVERSITY 
Who do we reach?

• Where do you think about advertising your MO? What do the current 
advertising targets have in common and what aspects of your programme do 
you promote?

• How do you adapt different activities to allow different people to achieve the 
same educational goals?

• Which leaders are you reaching with your programme materials? Who 
disconnects from the association and runs their own programme? What 
values, methods and ideals will those leaders connect to instead?

Who joins us?

• How do you work to identify what currently interests young people?
• How do you communicate values, methods and ideals to  young members and 

their parents?

Who stays?

• What are the dominant focuses of activities in your MO? What steps do you 
take to ensure that this appeals as broadly as possible?

• How do you identify possible barriers for current members to access certain 
activities?

• Who recognises the educational  value of guiding and scouting?  
• Who recognises themselves in guiding and scouting?

Who has influence?

• Who has responsibility for reviewing your educational programme? How 
do you ensure that you have as wide a range of views from across your 
organisation as possible? 

• Do you invite external opinions from other youth social actors on your 
educational programme?

Who leaves?

• What information do you capture about the programme when someone 
leaves a local unit?

• Do you ask about activities, what people who leaves like and did not like?
• Can everyone see meaning in the things you do? Does everyone feel 

competent in the educational programme you are offering?

Examples: Diversity 
Example 1
One association decided to include a module of “enriching 
educational program” as a fixed part of a leadership training 
course to develop the program in use. In this module participants 
are asked to come up with as many different ways as possible 
to carry out one activity. The facilitator leads the participants to 
consider whether the diversity of the target group has an impact 
on how the activity is carried out. Usually the outcome is that 
there are more creative ways suggested to carry out educational 
program and its activities. For example the facilitator first divides 
the participants into small groups and gives each group a different 
activity from the educational program to work with.be carried out 
in two  One group´s task is first to read the “camp cooking” activity 
from the brownies program and make a plan how to arrange the 
activity for the brownies. On the second round facilitator asks how 
the participants would adjust their plan if the target brownie group 
consisted of e.g. people from different ethnic backgrounds or of 
disabled children.  All the findings are documented and included 
to the hints and tips part of the educational program. This way the 
ideas are shared to all leaders nationwide. 

Example 2
One MO, which uses a co-educational programme, wanted 
to review their activities in terms of terminology related to 
different sexual minorities. Activities targeted to the age group 
of 13-15-year-olds were reviewed with the help of an external 
specialist from another organisation. Surprisingly offensive terms 
were found in the activity descriptions and for instance a specific 
activity where participants learn to recognise, understand and 
accept differences in sexual orientation was lacking plenty of 
content, missing some key ideas and ignoring the fact that many 
more children have different families. The activity descriptions 
were changed in such a way that diversity of families was 
represented in the activity material, fostering respect for diversity.

Example 3
One MO asking itself the questions “who do we reach” and “who 
stays” found that many of its local groups were not choosing to 
use any of its centrally distributed programme materials. Further 
investigation suggested that some of these local leaders struggled 
to find activities that their own groups felt were interesting. The 
MO adapted its methods of reviewing educational programme to 
include more input from local leaders and young people.
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RELATION TO SOCIETY
Key to the ethos of Girl Guiding and Scouting is the relationship its members have 
with their community.  This is included in many organisations’ promise and values. 
In many communities our organisations are a valuable part and make a significant 
contribution to the work of the society around them.

Being aware of what are the topics and issues that young people face today, but 
also what is happening in the reality of the citizens of your country, would help 
you to build strong relations with the social context you are addressing. Having a 
deeper understanding will enhance these connection but also give you access to 
niche pockets of the society that usually are neglected. 

In relation to gender and diversity mainstreaming we need to be aware what kind 
of partners we are forming partnerships with, and thus which voices in society we 
are supporting and supported by. If we want to be more diverse, we need to make 
sure that we have partners who share our commitment to diversity. Furthermore 
we need to be aware of our profile in society and who is attracted to this profile.

Furthermore, the right partners can be powerful allies for the helping to build a 
more diverse and inclusive organisation by helping us to reach communities and 
groups of people who do not usually join Guiding/Scouting. 

• They will already have deep insights in to the group/community, so use this 
pool of knowledge to your advantage.

• They are likely already to be trusted by people from that group/community, so 
again use this to your advantage.

• They may be able to help you understand why girls from that group/
community are not already engaging with your MO, for example the venue of 
troupe meetings, the type of activities undertaken etc.

An example: You identified that you had a lack of Jewish girls and volunteers in 
your MO. You worked with a Jewish youth organisation to attract more. However 
your trekking/camping trips were still always held over a weekend, from Friday 
night to Sunday morning meaning that no orthodox Jewish girls or volunteers 
could participate because of their Sabbath (sundown on Friday to sundown on 
Saturday).

Our concept of ‘our society’ includes interacting with families, teachers, peer 
groups, the media, civil society organisations and businesses. 

“Connecting with my world”
The GGGS educational methods have a 
strong link with the core area ‘relation to 
society’. Thinking about our mission “to 
enable girls and young women to develop 
their fullest potential as responsible 
citizens of the world” we have to think 
about what being a responsible citizen 
of the world means and how we enable 
girl and young women to achieve this. 
The area of the educational method that 
relates the best with this is what we 
call ‘Connecting with my world’. “Youth 
members reflect on what it means to be a 
global citizen by undertaking community 
projects and speaking out on issues 
they care about […] Youth members are 
challenged to adapt their learning so 
they can thrive in different environments, 
and to nurture the communities and 
environments they care about” It is likely 
that in activities related to this area of 
the method GGGS will be in contact and 
collaborate with external partners. When 
doing community service groups will 
establish partnerships with other NGOs 
and organisations, and when exploring 
urban environments they will be visible to 
the wider citizens. Even when exploring 
nature through outdoor adventure their 
activities will influence an environment 
in which multiple stakeholders are 
involved - not only the flora and fauna 
– but also park administration, other 
youth movements or simply people 
enjoying nature. When thinking about 
mainstreaming gender and diversity in 
‘relation to society’ is important to keep 
in mind that this area is also part of the 
programme, and the two influence each 
other.

IF YOU WANT TO KNOW MORE
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QUESTIONS
- FOCUS ON GENDER
Who do we reach ?

• Are you conscious about the gender roles you represent in the eyes of 
society?

• What do other organisations working on gender equality think of your own 
organisation?

• Focus for single-sex MOs: What are the dominant ideas of single-sex 
organisations in your society? What does the public think about them?

Who joins us?

• What is the role of gender in your partnerships? How do you express publicly 
the importance of work on gender in your organisation? Do you share 
policies?

• Are you an acknowledged expert in the eyes of our community when it comes 
to issues that affect girls and young women?

Who stays?

• What role does your organisation play in the wider community and the 
development of ideas of gender identity within that community?

• Has your organisation evolved as gender roles within society have evolved? Is 
this replicated in the partnerships you make?

Who has influence?

• Are you active in communicating concrete messages regarding gender-related 
themes in society?

• Focus for single-sex MOs: Do you use your position as a single-sex youth 
organisation to influence discussions in your community on gender?

Who leaves?

• Is gender a topic that you can equally discuss with the media, partner 
organisations, or parents of your members?

• To what extent is gender a politicised topic in your community? Is your 
engagement with it affecting your relationships with social partners?

Examples: Gender
Example 1 

In a single sex group within an MO, a member 
enjoys attending Girl Guiding and Scouting. She 
gains an understanding of how a woman can 
do many things; be a leader, do adventurous 
activities. She is empowered by the activities 
she takes part in and what she learns from 
the programme. At home it is very different; 
her mother carries out all of the domestic 
chores without sharing these with any of the 
male members. Her leaders became aware of 
a conflict between what we teach our young 
women and the examples they receive at home. 
To improve the relationship with this particular 
family and to preserve relationships with 
others, they organise activities on facilitating 
intergenerational dialogue on gender to increase 
awareness and understanding of diverse models 
and reasoning and feeling behind it. 

Example 2

One single sex organisation annually surveys 
its members and external young women about 
issues which matter to them.  The results 
can then form the basis of programmes and 
campaigns the organisation can focus on.  It 
may be that there is such a response to a 
particular issue that an organisation decides to 
lobby external organisations or government.
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QUESTIONS
- FOCUS ON DIVERSITY
Who do we reach? 

• Who do you think of as the ideal partner for guiding and scouting and who 
do you reach out to? Do they look like you or are they different from you? 
Are you prioritising partners according to specific parameters, i.e. finances or 
influence? Could other potential partners be relevant?

• Is your communication aimed at the poorest and most disempowered young 
people in society?

• What profile of Guiding and Scouting are you showing society? What stories 
are you telling? Will some parts of society connect more to your profile and 
storytelling than others?

Who joins?

• Who are you able to form partnerships with? Is it the same as always or are 
you able to form new and different partnerships?

• Do you reflect the society your members live in? What do you look like to 
external partners and future members? How do you share your policies on 
matters like diversity?

Who stays?

• Does your organisation grow and change along with your society? 
• What assumptions are you making about your young members, local leaders, 

and national level volunteers in terms of their relationships? What do you 
assume about their households, educational and work background and 
financial situation?

Who has influence?

• What voices in society are you supporting by your choice of partners and by 
the actions you take?

• What influence do your external partners have on our organisation, values 
and the way we work? Do you let them influence your membership structure?

• Do you represent the views and voice of your members in the press and with 
external organisations

Who leaves?

• Who stands back from cooperating with you and why? Do you have sufficient 
knowledge about who and why?

• Is it okay to give up partnerships in certain circumstances?
• Could you be losing members because of who you partner with?

Example: Diversity 

In a diverse organisation, members have many 
different life experiences and backgrounds. 
Many members face challenges in their 
personal lives. It is essential to helping to 
develop our members that we are aware of 
their different interactions with the people in 
the rest of their lives.
One organisation decided the best way to 
equip their leaders was to deal with these 
worries head-on. They set up a partnership 
with a national organisation working to 
prevent domestic violence, and ran training on 
dealing with difficult conversations. Leaders 
now gain skills in recognising their limits, 
dealing with difficult disclosures, talking about 
healthy relationships, and signposting young 
people to appropriate services.
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FINANCES
Finance is a core component of managing an MO 
successfully. You will no doubt be very familiar with 
key questions regarding maintaining healthy finances. 
Considering your finances in light of gender and 
diversity issues may sound strange, but is in fact 
extremely important when it comes to broadening 
access to the movement. 

The financial decisions your MO takes regarding 
the support of and provision for different groups 
of people will have a great impact on who is able 
to participate, and how. You will need to think on 
the level of the individual member, on the level of 
support for local groups, and on a wider level, linking 
your organisation’s financial priorities to its work in 
wider society.
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QUESTIONS 
- FOCUS ON GENDER
Who do we reach?

• Do you allocate extra costs for reaching out to potential members with 
atypical gender roles?

• How is the relation of gender and financial stance in your association? For 
example, do you attract the financially stable segment of young mothers, but 
not so much the less wealthy individuals?

Who joins us?

•  Is the participation of the different genders affected differently by your fees? 
Could it be that parents are more willing to pay for their sons as opposed to 
their daughters, or the other way round?

• Is there a correlation between the ability of members to pay and their 
preferred gender roles? In other words, are the members with better financial 
access to your activities also those members who better fit societal norms?

Who stays?

• Are you aware of the power that money represents in society and how this 
resource is decided on in your organisational culture?

• Is the handling of money traditionally done by one gender in your society or 
your association? How about making significant financial decisions?

Who has influence?

• Is it possible for a member to openly ask financial decision makers about 
considering the gender perspective in the budget?

• Do you demonstrate an awareness that money represents power, and 
therefore is a source of conflict, especially when disagreements around gender 
also play a role?

Who leaves?

• Does one gender have more opportunity for personal income (e.g. for teenage 
boys to get work) and therefore more able to continue paying membership 
fees, camp fees, etc?

• Looking at statistics does one gender leave more than the other? 
• In their exit interview, do they mention issues such as difficulties in balancing 

a work-family-volunteering life that could be solved with the MOs offering 
services? Or do they mention lack of safety on their way back home, if 
meetings are held in the evening? 

Examples: Gender 
Example 1 

One group which operates in a culturally 
diverse community notices that in some 
cultures, money is more likely to be spent 
funding a male member of the family’s activities 
rather than the female members.  Clothing and 
equipment required for many hobbies can also 
be expensive. Having essential conditions for 
clothing can be a barrier to members. They 
decide to relax their uniform requirements; 
allow members to wear their school uniforms; 
operate a second hand uniform programme; 
and provide free initial meetings for members 
to establish if they want to stay.  This also takes 
the pressure off finance as a factor in a decision 
to continue membership.

Example 2 

In a single-sex association, setting the budget is 
the responsibility of senior leaders and is seen 
as a “necessary evil” among the leaders’ tasks. 
Younger leaders may have little say in money 
allocations, which promotes narrow views on 
who is supposed to do what, encouraging the 
limiting of gender roles instead of opening 
up new opportunities for self-development 
and taking responsibility for the group. In this 
association, senior and junior leaders decide 
to work jointly on the budget to ensure 
greater access and influence for the younger 
generations to where the common money is 
spent.
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QUESTIONS
- FOCUS ON DIVERSITY
Who do we reach?

• Is the amount of money you ask from your members appropriate for their 
socio-economic backgrounds? Do you offer any sliding scales for costs?

• Do you look like an organisation that your potential members can afford?
• How do you prioritise different local units in your budgeting? Are specific 

aspects taken into consideration, or are the same groups always privileged, 
e.g. in relation to geography?

• How do your ways of prioritising reflect or contribute to socio-economical 
structures in society? 

• Where do you get our money from? How does that affect equal possibilities 
for all?

Who joins us?

• Who can afford to participate? How much equipment is needed to 
participate? Is it okay to borrow equipment from others, or do you need to 
buy your own?

• Do you have ways of making all activities affordable for all members?
• How do leaders fund their activities? Are you putting pressure on leaders to 

self-fund any aspect of their activities?
• Do you have partners at the local level who can sponsor individual members if 

needed? What position does this give sponsored members?

Who stays?

• How do leaders report on their group finances? Do leaders have the resources 
and the support to do so?

• Who can afford to continue as a member? If they have another family 
member looking to join, can they both afford to attend?

• What types of activities are you prioritising in your budget? Will these 
activities reach groups who are not traditionally your core members?

• Are you aware of economic changes in your country and local area to ensure 
you adapt with your budgets?

• In areas where financial resources are invested in decreasing the impact of 
barrier to access, do you see an increase in people from diverse backgrounds 
staying more? 

8 For instance, if a local group invests in eliminating architectural barriers where 
the meetings take place, do people with physical disability join and stay longer?

Who has influence?

• If there are specific support mechanisms to support individual members with 
low financial resources, who makes decisions on who will get support and who 
does not?

• Do you take action to develop autonomy of your members in taking financial 
decisions?

• Who decides on the budget? What interests are they representing?
• Will some positions in the association include specific privileges such as 

refund of costs?
• Who decides on financial support to members in need?
• Do you allow external institutions and partners influence your programmes in 

order to obtain funding from them?
• Do those with personal wealth have more influence’?

Who leaves?

• Who leaves because it is too expensive to participate? Does peer pressure 
for purchasing equipment, clothes etc. play a role in making staying harder for 
some more than others?

• Are you sure that our volunteers do not lose money because they help in your 
organisation?

• Which groups struggle to continue and are financially weaker? 
• Which partnered institutions and organisations begin or end financing Guiding 

and Scouting and why?
• Do member leaves as consequence of economic changes in their household?
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Examples: Diversity 
Example 1 

Unfortunately, in our current economic climate, the cost of a hobby 
influences a member’s or their responsible adult’s decision to join the 
organisation. Consider the cost of being a member of the organisation.  Is it 
value for money and affordable to your members? 
It is important for an organisation to be aware of the socio-economic 
backgrounds of its members. Membership may be affordable in some areas 
where it is a barrier in others. 
Funded places could be given to those from certain backgrounds or areas.  
Perhaps the model which you use for paying your membership fee could be 
adapted, giving local groups the flexibility to allow payments in installments.
Due to the nature of how groups are run, leaders may be required to 
purchase resources.  Although any expenses incurred by leaders should be 
refunded, a delay in refunding can put some leaders into difficulty and may 
be a barrier. Providing a float and upfront payments for future expenses can 
ease this pressure.

Example 2 

In a local group, budgets are decided by a majority vote of group members. 
However, this way minorities, such as a member using a wheelchair and 
other members from ethnic minorities never get to do the activities they 
truly are interested in. How would you deal with this dilemma in your local 
group?
Ensuring you have an inclusive organisation will require budgeting for 
additional needs. The organisation may need to budget to support its 
groups i.e. funding places for those from deprived backgrounds; adapting 
or moving meeting places to be accessible to members; or developing new 
programmes and activities which are more inclusive. These aspects should 
be considered when budgeting, providing grants and looking for external 
grants and support.

Example 3 

One local group member organisation is supported well by external 
funders. But there are other funders they struggle to receive money from. 
They know that these partners look at all aspects of the organisation and 
particularly support diversity. External funding can be a valuable resource 
for many MOs, who should consider critically (i) what external funding they 
attract; and (ii) what external funding they want to attract.
It is important that these organisations reflect our values. Look at external 
partners and institutions which provide funding and consider: do they have 
inclusive gender and diversity profiles? Are they active in promoting gender 
equality and diversity? 
Equally, what does your organisation say to those partners you wish to 
attract funding from? Compare your approach to inclusion against those 
funding bodies. Is this an area upon which you differ? Is there something 
you could improve in the organisation?

STRUCTURE AND 
MANAGEMENT
 

The structure of an MO decides how individuals and 
groups relate to one another within it.  It defines who 
makes the decisions, and how finite resources are 
allocated. 

The way your association is organised also influences 
the way your members act and the kinds of people who 
will be able to fulfil managerial roles. Decision makers 
who only meet in person twice a year must be very 
confident in expressing their views on the phone.  A 
working group that only meets in the country’s capital 
city is going to be harder to join for people who live a 
long way away and don’t drive or have access to public 
transport. 
 
It is therefore very important to ensure that your 
structures are safe, diverse and open. An open structure 
that aims to invite and represent everyone in your MO’s 
community helps achieve this.

Equally as important as attracting members from diverse 
backgrounds, is ensuring that your MO represents a 
welcoming space for people from all backgrounds. 

Your MO should already have a mission and a vision, but 
do you have a statement that provides the basis for how 
all members are treated? 

This might be called a statement of inclusion, a 
statement of principles, etc. Whatever you decide to call 
it, it refers to the standard to which all members are held 
and the basis for how we treat one another. At its core, 
the statement should lay out how you will create a space 
where all are welcome and those who are marginalised 
in the wider world can feel free from discrimination and 
oppression based on their identity. 

In order to be most effective, the statement should be 
shared with all members.
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QUESTIONS
- FOCUS ON GENDER
Who do we reach?

• Do you have a quota for male/female representation in any of your structures 
e.g. staff, board, committees….

• How do you describe the ideal candidate for your leadership positions ? Is it 
gender-based?

• Who chooses the rules you use for deciding how to deal with gender in your 
language, if applicable? Who feels comfortable with these rules?

Who joins us?

• What allowance do you make for family responsibilities?
• How do you define responsibilities and roles in your projects? Do you only 

consider skills and experience gained in formal roles, or are there any other 
criteria your MO treats as important?

Who stays?

• How do you ensure everybody can be who they wants to be?
• How do you deal with different leadership styles? How do you ensure various 

styles are recognise?
• How does the personal life of your members have an impact on their leading 

position in our association? 

Who has influence?

• What characteristics do people in leadership positions have in common? 
• Who raises their voice during important meetings? How do you manage 

respect and equal opportunity to speak during these meetings?
• What influence do your partners and donors have regarding your structure 

and your values? Are they connected to any association’s strategy regarding 
gender ? Do they have a power to change our structure/management and 
values? 

Who leaves?

• Who stays longest in high-level positions? Which roles are usually filled only 
briefly?

• If someone leaves before the end of their term, or if people won’t say in a 
particular post, what can you find out from those who leave?

Examples - gender 
Example  1

In a coeducational MO, two men hold two of 
the the most senior positions, one in his forties, 
the other in his sixties. At a quarterly leadership 
team meeting, the two men speak most of 
the time and are rarely convinced by anything 
any younger members of the team have to 
say. The meetings pass with fewer and fewer 
people daring to propose new ideas. New 
leaders feel unsure and inadequate, they tend 
to overwork to prove their worth, but then 
give up and leave after two or three years. A 
dedicated group in The MO asks itself “who has 
influence” and “who leaves” and realises that it 
needs to take steps to ensure that more young 
people and more women are involved in the    
decision-making processes.

Example 2

Establishing a “gender watch group” can be 
a great tool to monitor your organization 
from the angle of diversity and gender. The 
mission of such a group is to regularly report 
on relations and balance in representation 
between individuals and groups (men/women 
for example, minorities/majority, 
cis-heterosexual/LGBT).

The aim of gender watch group can be defined 
as mapping the situation on gender in the 
organisation. The group contributes to gender 
equality by providing current data based on 
analysis. A core task of the gender watch is to 
collect numbers (e.g. representation of genders 
in decision bodies), analyse and interpret 
these to reveal whether gender relations are 
balanced in the organisation. They can also be 
a point of contact for members at any level in 
the organisation who have concerns or ideas 
regarding the way gender is approached by the 
MO.
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QUESTIONS
- FOCUS ON DIVERSITY
Who do we reach?

• Which core values do you promote? How are they inclusive regarding both 
members/non members and volunteers/staff members?

• Who do you address in your job advertisements? Who do you include and 
exclude in your selection criteria?

• Who is offered participation in annual meetings and general assemblies?
• Who feels included by the language used by the top leadership level in the 

association?
• How are the people in positions of authority in your MO different from 

one another? How are they similar? How well does this represent your 
membership?

Who joins us?

• Who can identify with different positions in the association? 
• How do you define responsibilities and roles in your projects? What are the 

most common characteristics of your current project teams/working groups? 
• How do you consider your core values in the recruitment process? 

Who stays?

• Do you have a policy on accessibility for all venues used by the MO?
• Which criteria do you consider when setting responsibilities, organisation, 

deadlines etc.?
• Whose cultural calendars do you use when thinking about annual 

organization?

Who has influence?

• Who is able to create a network and status within the association 
management layer?

• Are the different levels of management representative of geography, gender, 
age, educational level, social status etc.? Or are everyone in leadership 
positions similar in some way or the other?

• How well do people move between local and national level in the association?
• Who decide who the project leaders are? 
• Which influence do your partners and donors have regarding your structure 

and your values? Do they have a power to change our structure/management 
and values?

• How do you know you are truly led by your members?

Who leaves?

• Who does not have resources to commit to a leadership position?
• How is a healthy rate of personnel turnover ensured in order to balance both 

change and continuity? When is it a good thing that someone is leaving their 
position?

Examples - diversity 
Example 1 

Glass ceilings are invisible filters that only allow a 
certain type of individual to rise in a hierarchy. 

At the start of a career, most individuals get a 
chance to develop into a more senior position. But 
as individuals take steps up the hierarchy level, glass 
ceilings make sure that only those favored by the 
organisational culture manage to rise to the most 
important positions. As a result, it is always the same 
type of individuals with a similar mindset who are 
involved in key decisions and who have the most 
influence on the organisation. How do you make sure 
in your organisation that everybody gets a chance to 
advance and come to decision making positions? 

Example 2 

It is a common phenomenon that instead of taking 
the time and effort to truly transform into a more 
diverse organisation, only a few positive examples 
for diversity will be created, so-called “tokens” or 
“trophies”.

In reality, it is not possible to achieve diversity simply 
by electing a few individuals who are representing 
a more diverse community or just making sure you 
always have a man and women working on certain 
projects. This only solves the problem temporarily. To 
be inclusive at an organisational level, a deep change 
over a period of time is required, in a joint effort from 
all members.
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QUOTAS
Quotas are a method of ensuring representation of a particular 
group, who suffer discrimination, within a larger population. 
They are  implemented by ensuring that a certain number of 
people from the discriminated group have access to positions 
or opportunities. For example, several European countries, 
such as France and Norway, have quotas that say a minimum 
number of board members of any publicly listed company must 
be female. Many countries around the world reserve seats in 
their parliaments for women, from Argentina to Bangladesh 
to Rwanda. The South African national cricket teams have 
a minimum quota for Black sportspeople. In a Guiding and 
Scouting context, quotas might say that a minimum number of 
national level positions have to be occupied by people under 
the age of 30, or that there must always be a man and a woman 
in the most senior roles. 

Quotas are controversial. Arguments against quotas say that 
they are in themselves a form of discrimination, because 
they take into account people’s attributes - like gender, race 
or language - that have nothing to do with their skills and 
experience. This could have the unintended effect of making 
stereotyping even worse, as people may believe that someone 
‘only got their position because of a quota’ and is therefore not 
as qualified, competent or deserving as someone in an equal 
position outside of the quota. People in quota positions then 
run the risk of losing respect and having less real power. There 
is also the risk that an organisation believes it has ‘finished 
doing diversity or gender equality’ after establishing a quota, 
and does not then continue pushing for equality across all of its 
subsequent operations. 

On the other hand, voices in support of quotas argue that 
it is often the fastest way to bring about real change in an 
organisation that exists within a society where discrimination 
means people have very unequal opportunities. They can be 
used to diversify senior levels instantly, challenging people in 
power who have never before been challenged to change the 
way the whole organisation operates for the better. Promoting 
people with fewer opportunities into positions of power in this 
way can create role models for others. 

After using this toolkit to assess your current situation, you 
may find that there are inequalities in your organisation that 
a quota could help to relieve. When deciding whether or not 
to implement quotas, you should consult carefully with all of 
your stakeholders. This should involve the group of people 
for whom you are considering creating the quota e.g. minority 
religion young members, or people currently in junior leadership 
positions under the age of 30.

TRAINING
 

Mainstreaming for gender and diversity in your 
training programme is important for two reasons. 

Firstly, your training scheme is an important arena 
in which the values and priorities of your attitudes 
are transmitted and reinforced. Just as with the 
educational programme, your training scheme can 
be a way of communicating a culture of openness, 
diversity and care for all individuals. Trainers who 
learn this from your scheme will continue this good 
work in whatever area they are assigned in the 
organisation, spreading these positive values to more 
people. Therefore, it is important to get it right!

Secondly, it is also important to consider barriers to 
accessing training. If there are certain people in your 
society who can benefit from your training, while 
others find it harder to do so, then it disadvantages 
both the individuals and your MO. Building and 
maintaining a vibrant and diverse organisation relies 
on ensuring everyone can participate in all areas 
where they wish to. Anyone should be able access 
good training, and you may discover that there are 
certain groups who need more help than others to do 
so.
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QUESTIONS 
- FOCUS ON DIVERSITY
Who do we reach?

• What criteria are used to select who can access training? Is age privileged? 
Particular skills?

• Who decides which individuals can access training? 
• How do you decide which trainings to run? Can individuals request certain 

training for themselves or for whole groups of volunteers/staff?

Who joins us?

• Do individuals, or their local groups, have to pay for training themselves? 
What is the impact of this?

• Does training assume specific experience or previous education? 
• How do you ensure the logistical aspects of your training events meet the 

participants’ needs?
• How do you provide for participants who are also carers?

Who stays?

• What support is offered for participants who find they are struggling with the 
content of a training? 

• What are the common characteristics of your trainers? What makes them 
different? How do they reflect the overall population of your country and of 
your MO?

• Who stays as a Trainer or Trainers?

Who has influence?

• Who is trained to be a trainer and therefore is able to define the training? 
• How are decisions taken about what training to offer? Who can request 

training for themselves or for others? 

Who leaves?

• How long do your trainers stay in their roles? How often are they themselves 
retrained?

Examples - focus on diversity 
Example 1 
 
The composition of a group of trainers may send 
a strong message about what kind of participants 
are expected to take part in a training. Not seeing 
anyone like yourself among the trainers may make a 
participant feel an outsider or different in a “wrong” 
way. It is therefore important to pay close attention 
to the recruitment of trainers and attempt to ensure 
that there is a balanced mix of people who become 
trainers.
  Members of minorities should not be 
treated as representatives of their background but 
instead as individuals with varied backgrounds and 
competencies. For example, someone with a physical 
handicap should not limited to being a specialist on 
Guiding with a disability.
 
Example 2

The MO conducts an assessment of the people who 
have attended different types of training within the 
course of one year. The MO then considers whether 
they represent equally all membership categories 
(where appropriate) (gender, geographic areas, age 
groups, language background, ethnic background, 
religious background, disability etc.). The MO also 
considers whether the representation is balanced and 
representative considering the potential membership 
target groups (for example, are migrant groups and 
different languages represented proportionally to 
their representation in society, is membership and 
representation in trainings proportional to population 
shares of the different regions or are some regions 
underrepresented).The MO may then consider, if it 
is found that some groups are underrepresented or 
have less uptake of training, what are the factors that 
cause this and how they might be tackled.
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QUESTIONS 
- FOCUS ON GENDER
Who do we reach?

• Are the training descriptions neutral in terms of gender? 
• Focus on single-sex MOs: are the trainings planned thinking that certain 

activities are more “suitable” and appropriate for girls?

Who joins us?

• Are there any trainings aimed specifically at one gender or another? 
• Are there any gender quotas for trainings on particular areas of work?

Who stays?

• What specific training do you offer on working with gender issues? 
• Do you include training on gender as a regular component of trainings on all 

other areas?

Who has influence?

• Do leadership trainings discuss the stereotypes linked to men, women and 
leadership?

Who leaves?

• Do you monitor how much training men and women respectively receive in 
your organisation?

 

APPENDIX A: 

MAINSTREAMING ON 
THE PILOT PROJECT 
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DATA COLLECTION
1. What do we mean by data collection? Why is it important?

“Data” means the raw facts about a situation. This might be the numbers of 
young people registered in your organisation from particular socioeconomic 
backgrounds, the amount of money that is spent on training volunteers on 
diversity, or the answers that your local leaders give in a survey about how 
satisfied they are with volunteering. 

It is very likely that you in fact work already with data in monitoring your 
membership, but we would like you to think about how you collect it and what 
kinds of question you would like to answer with it. This will help you make 
the most of mainstreaming and monitor whether it is having an impact in your 
organisation.

2. What kind of data can you collect? 

There are two main kinds of data that you can collect: quantitative, and 
qualitative. 

Quantitative data is data that you can measure exactly, and express in numbers. 
For example: the number of young people from migrant backgrounds who stay 
in your organisation for more than two years. There can be no opinion about this 
data: it is a fixed number whoever is collecting it.

Qualitative data is data that cannot be measured exactly with numbers. It is often 
data about people’s experiences, values, or opinions. For example: the explanation 
that a member of your movement gives when you ask them to say how well their 
needs are met.

A benefit of qualitative data is that it can give you more insights into people’s 
motivations for their actions, needs and responses. Collecting it and analysing it 
can take more time as it is often not as simple as entering a number into a box.

You need to keep in mind three questions when choosing what to collect: what 
do I want to know? What can I collect? What can I analyse?

3. How can you collect data?

Quantitative data can be collected in various ways:

Census: data collection about every unit in a group, e.g. if you collect data about 
the age of participants in a basic training, that would be considered a “class 
census”.
Sample Survey: only part of the membership is approached for data, e.g. if you 
collect data about the age of female trainees in a programme, that would be 
considered a “sample survey of the programme”.
Administrative data: collected as a result of an organisation’s day-to-day 
operations, e.g. data on volunteer hours.
Tracer studies: usage of a) a regular survey as the core tool b) combining it with 
in-depth discussions with a sample of those surveyed and c) interviewing key 
informants on particular key issues

Qualitative data can be collected for example with: 

Surveys: Standardised questionnaires that ask the same question of every 
participant. These can take more different forms than you might realise - see the 
example below of the “gendered interruption in meetings” data collection.

Interviews: Structured or unstructured one-on-one directed conversations with 
key individuals or leaders in a community.

Focus groups: Structured interviews with small groups of similar individuals using 
standardised questions, follow-up questions, and exploration of other topics that 
arise

Observations: A group or single Scout/Guide are asked to perform a specific task 
or action. Observations are then made of behaviours, processes, workflows etc, in 
a real-life situation (e.g. at the General Assembly)
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When deciding between types of data collection, these questions may be useful:

• Are the methods of data collection suitable for the target groups and the 
issues being assessed?

• How reliable is the measuring instrument, i.e. will it provide the same answers 
to the same questions if administered at different times or in different places?

• What are the advantages and disadvantages of each one of the available 
types of data collection?

You can consider ways of making use of existing data collection that you are 
already engaged in. What information do you collect nationally for new member 
registrations? How do you map the geographic spread of your members? Do you 
already monitor the amount of time spent on different activities by the leadership 
of your organisation? Did any similar organisation as yours already collect data on 
what you are interested in and can you use some of that?
As you begin the mainstreaming project, you may only need to adapt some of 
the data collection that you already do to find the answer to the key question 
you are asking: is mainstreaming making Guiding and Scouting better and more 
accessible?

4. Designing good data collection tools

It is important to think in the first place about how will the data collected be 
analysed and disseminated and who should be involved in defining the vision of 
change, determining the indicators and gathering data. You might want to be sure 
that indicators are recognised as such by decision makers in the organisation, to 
avoid the results of the research being refused at a later stage.

It is important to be consistent so that you can see how the indicator that you are 
monitoring (number of participants, happiness levels) is changing over time. You 
can only compare data if you are collecting it in exactly the same way

Try to not anticipate the results. If you are creating a survey and you ask “do you 
think this policy is good?”, you are asking a different question from “what do you 
think about our policy?”. 

Your data needs to be updated on a regular basis to stay relevant and provide an 
accurate picture and to follow progress. Data collection procedures should also be 
routine and occur on a regular schedule, such as biweekly, monthly or annually, 
depending on the data being collected. To establish a schedule for data collection, 
look for and build upon any existing sources of routine data, such training 
completions.

Standardising data collection can facilitate ease-of-use as well as data quality. 
A good method of standardisation is for example to add selection menus or 
checkboxes to lists of data, rather than requiring the respondent to fill in a 
response. 

Forms are used most in data collection, but don’t limit your thinking to paper 
forms. Web- or mobile-based forms are easy for participants to complete in their 
own time, and you will get your information faster.

Critically consider form design to eliminate confusion and errors. Each field on the 
form should meet a specific goal. When designing a data collection form, ask why 
you are asking each question. If there is no good reason, consider removing the 
question. This will also result in a simpler form that is easier for respondents to 
complete, which may help ensure compliance.

Before distributing forms on a large scale, pilot-test the forms, asking one or more 
people who have not previously seen the forms to complete them. 

Take your time to build your study; take your time to make your analysis.
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5. Further considerations when planning your data collection

• Various data can be easily collected from your membership pool and 
subscription or who is attending our training and programs. It is easy to 
see from there if you have diversity and what is the gender balance of your 
members and their participation. 

• Once you have collected data, you can analyse it comparing your census data 
with national statistics, to find the percentage of girls who are members of 
your MO at ages ten and ages fifteen and then you can interpret this analysed 
data into information about the situation in your MO finding for example that 
many more girls than boys are quitting your organisation after age twelve.

• What change do you want to see? What would success look like? 
• Who should be involved in defining the vision of change, determining the 

indicators and gathering data? 
• Are there existing national indicators that could be used or adapted?  
• What legal frameworks exist that may enable or inhibit gender equality? 

For example, does national law prohibit violence against women? These 
frameworks can provide the basis for your research.  

• What information already exists, or is being collected, to assist in tracking 
changes? What relevant research and reports on the indicator already exist? If 
there is no data, what does that tell you and where might you look? 

• How can you ensure small changes will be measured? There is increasing 
pressure from donors to “manage for results” – to demonstrate significant 
changes in a fixed period. It is, however, important to consider which 
indicators could capture the often small, nuanced shifts in diversity or gender 
equality, that tend to happen over time.  

DATA 
PROTECTION 
When you are collecting data, you will possibly 
be collecting sensitive personal information tied 
to people’s identity, such as their names, dates 
of birth and contact information. You have a legal 
and moral duty to protect this data so that it 
cannot be accessed by anyone else without the 
consent of the person who gave it to you. Every 
country has their own laws around data protection 
and you should make sure that your organisation 
is complying with them. Generally, good data 
protection practice means 

• Thinking critically about the kind of 
information you are collecting. Do you really 
need people’s names/date of birth/city of 
residence? 

• Storing this data in a secure way. Paper forms 
with personally identifiable information should 
be locked away. Passwords and encryption 
should be used on digital storage methods. 
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Reflections on PAR from Scouting Nederland and 
Girlguiding Scotland10

• PAR can be a really useful way of engaging members of your MO to reflect on their 
practice and improve ways of working. 

• After some initial training on the methods, you do not necessarily need to involve an 
external academic all the way through....

• ...but there can be value in inviting an external observer in. This project showed the 
benefit of an external viewpoint, someone who could ask new questions that had 
not yet been tested. As an academic, the researcher had additional capacity to do 
“desk research” to supplement the active research, which the MOs might not have 
been able to do.

• Some local leaders were initially concerned that it was going to be a lot of work, but 
were pleasantly surprised at how easily the research fitted into their usual meetings 
with their groups.

• It was also a chance for local leaders to connect with each other within their 
own country, and they gave positive feedback about the benefits to their 
development that this offered. This kind of research does not have to be undertaken 
internationally: it could be used to investigate different conditions in contrasting 
areas of one country, such as urban/rural.

• Local leaders responded positively to a short timespan for this research, which was 
completed within a six month period – it felt doable. 

PARTICIPATORY ACTION 
RESEARCH 9 
Participatory Action Research (PAR) is a research process that has proven to be effective in assessing attitudes 
and the impact of activities on individuals in Europe Region WAGGGS Guiding and Scouting contexts. The 
ERW Gender and Leadership research project, whose results were presented at the Europe Conference 
in 2016, used PAR to investigate how gender was connected  to attitudes to leadership among its young 
members. It is a collaborative approach to research that emphasises the engagement of participants and 
personal reflection, and so it suits the movement’s youth-led model. It also strongly emphasises action: the 
goal is to research a need and test ways of responding to that need. It could therefore be useful to your 
organisation to measure the effects of any changes, new activities or new ways of working that you implement 
when engaging in this mainstreaming project. 

How does it work in a Guiding and Scouting context? 
PAR’s action-focused research cycle works as follows, with concrete examples from the Gender and 
Leadership project in bold: 

1.Consultation - deciding as a community what the issues are 

A meeting was held between local leaders and members of the national teams of both MOs. A trained 
university researcher led discussions to define the issues they wanted to investigate. She also trained them in 
data collection methods and facilitated discussions around relevant activity design. 

2.First analysis - data collection on the issues 

The researcher designed an online survey to measure the attitudes of individual young members, which they 
all completed to find a baseline measurement. Then, each local leader developed an audit activity suitable for 
their own group, carried out during their regular meeting time, to pinpoint what the most important issues 
were for their local context.

3.Collaborative design of action - coming together to devise actions 

The local leaders met in their respective countries and shared the results of their first analysis. Together they 
designed a range of actions that would tackle the issues identified in step 2. 

4.Implementation of action 

The local leaders carried out several actions with their local groups as activities in their regular meetings. 

5.Second analysis - measuring the impact of the action

The local leaders repeated the audit activity from step 2. The online questionnaire was then repeated, to see if 
attitudes in the local groups had been affected by participation in the project. 

6.Evaluation 

The local leaders, steering committee and researcher met to discuss results and reflect on the process. The 
researcher produced a full report based on all of their findings. 

 9 https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2566051/ ; http://yparhub.berkeley.edu/; http://unesdoc.unesco.org/
images/0023/002339/233979f.pdf; see also WAGGGS publication ‘Gender and Leadership in Girl Guiding and Girl 
Scouting: International Participatory Action Research in the Netherlands and Scotland - Final Report’

10  See WAGGGS publication ‘Gender and Leadership in Girl Guiding and Girl Scouting: 
International Participatory Action Research in the Netherlands and Scotland (Summary)’
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APPENDIX B:
EVENTS  
In mainstreaming events for gender and diversity, we need to bear in mind all aspects from preparation 
through execution to evaluation. We should apply a gender and diversity lens when deciding the composition 
of the planning team, setting goals, designing content, methods and activities, running the event itself, and the 
post-event activities like evaluation and reporting.

Events are all about participation. A chief concern should be how easy it is to serve on the planning team, 
attend the event, discuss how it went and carry out the evaluation and reporting. Examples of obstacles to 
participation particular to events, rather than any other aspect of work you may be planning, could be the 
location of the venue, security considerations, financial considerations, family life obligations, professional 
duties, legal constraints, moral/religious considerations… 

You can certainly use the Five Questions outlined in the main body of this manual when you are planning your 
events. The following additional questions may also be useful to you.
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6. ACTION PLAN 
1. Decide what you want to know and therefore what you are going to measure 
2. Decide how you will measure it  - choose your methods
3. Find your baseline - the starting point of your measurement 
4. Mainstream! 
5. Monitor by repeating your measurement
6. Analyse your measurement to understand what information it is giving you
7. Use this information to evaluate the impact of following the mainstreaming 

process
8. Feedback to your members on what you have found
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QUESTIONS
- FOCUS ON DIVERSITY
Goal-setting

• Have we included members from a variety of backgrounds in setting the 
goals? Which groups did we not manage to include and why? 

• Are there any minority groups or backgrounds who are always given a place in 
setting goals? What might be the reasons of their active participation?

• Are the objectives non-discriminatory?

Communication

• Do images represent society in a balanced way?
• Do images challenge norms that lead to inequalities?
• Are different languages taken into consideration when sending information 

and in communication in general?

Designing Activities, Methods, Content

• Has an equal access to activities for all members been considered? What 
alternative options are you considering for different participants to reach the 
same goals?

• Have we considered that participants might surprise us with unexpected 
needs?

• Is asking your participant to be able to communicate in a foreign language 
going to automatically exclude a large number of potential participants based 
on external factors to Guiding and Scouting?

 
Budget

• Does our budget reflect our policies for inclusion?
• If external funding sources limit our inclusiveness, or make us focus for one 

particular aspect, how do we counterbalance this to balance competing needs 
of our diverse memberships?

Preparation

• Do all social groups have access to full participation? Do we allocate resources 
to reduce these obstacles?

• Do we include specific diversity and gender targets in the goals for the event?
• Is there a balance of all social groups in the composition of the planning team, 

participants, speakers and staff?
• Do we provide an orientation on gender and diversity to the organisers?
• Do background materials include a diversity perspective?

Process

• Are methods meaningful to all and encouraging all to participate?
• Are methods challenging and transforming existing inequalities?

Post-Event 

• Do the final report or publications reflect the diversity aspects of the event 
and discussions covered in the meeting?

• Does the evaluation form ask for diversity information in order to analyse if 
the expectations of our diverse members have been met?
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Process

• Are methods meaningful to all and encouraging all genders to participate?
• Are methods challenging and transforming existing gender inequalities?
• Is the oral and written text using non-sexist language? For images represent all 

genders in a balanced way?
• Is there someone monitoring how the gender perspective is included in the 

process?
• Do we encourage all members to step into new roles and attitudes?

Post-Event 

• Do the final reports or publications reflect the gender aspects of the event 
and discussions covered in the meeting?

• Does the evaluation form allow you to analyse if men’s and women’s needs 
and expectations have been met?

• Will any impact analysis on this event explore how female and male 
participants are applying the skills and content gained?

• Focus for single-sex MOs: Are we aware of the added value that our unique 
educational setting meant to participants at this event?

 

QUESTIONS 
- FOCUS ON GENDER
Goal-setting

• Are the objectives non-discriminatory, equally benefitting all genders?
• Have we included representatives of all genders in the development and 

decision making on main goals and concrete objectives?
• Focus for single-sex MOs: How do we balance capitalising on our unique 

educational setting with remaining inclusive towards non-typical gender 
expressions?

Gender-sensitive communication

• Does any text referring to genders make them equally visible? This applies to 
all communications: templates and forms, documents, telephone directories, 
texts online, call for events, toolkits and support materials, posters and videos 
etc.

• Focus for single-sex MOs: Do we underline our single-sex approach in the 
communication we use?

• Designing Activities, Methods, Content
• Does the content of activities and methods meet the needs of all genders, 

taking into account the wide range of ethnic, religious and economic 
backgrounds of members?

• Do we design methods for working on gender and diversity that take into 
account and use the opportunities of any single-sex settings?

Budget

• To what extent are our budget allocation decisions driven by our policies on 
gender equality?

• Do we consider the diversity of our members’ gender roles and their various 
needs when making budgetary decisions?

Preparation

• Are there any obstacles to some genders, and in particular women’s and LGBT 
members equal and full participation ?

• Is there a gender balance in the planning team, the participants, the speakers?
• Are the chair and facilitators gender-responsive and aware of the specific 

gender issues affecting the learning environment? Or do they need specific 
training on gender issues? 

• Do background materials, handouts and facilitation materials/tools highlight 
gender issues, avoid gender bias, and value the experience of all genders?

• Have gender issues been mainstreamed into content and agenda?
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APPENDIX C

LIST OF RESOURCES 11

Scouterna publication ““Five-stage model - for inclusive and accessible activities” 

WAGGGS publication ‘Gender and Leadership in Girl Guiding and Girl Scouting: 
International Participatory Action Research in the Netherlands and Scotland’

http://www.who.int/gender-equity-rights/understanding/gender-definition/en/ 

http://genderchampions.com/

http://www.un.org/womenwatch/osagi/gendermainstreaming.htm 

http://www.ilo.org/public/english/bureau/gender/newsite2002/about/defin.htm 

http://eige.europa.eu/gender-mainstreaming/what-is-gender-mainstreaming 

http://igvm-iefh.belgium.be/fr/activites/gender_mainstreaming 

http://www.un-documents.net/udcd.htm 

http://www.unhcr.org/excom/standcom/484514f52/report-age-gender-diversi-
ty-mainstreaming.html 

https://www.britishcouncil.org/organisation/how-we-work/equality-diversity-in-
clusion/about 

http://socialdifference.columbia.edu/files/socialdiff/projects/Article__Mapping_
the_Margins_by_Kimblere_Crenshaw.pdf 

http://www.coe.int/en/web/genderequality/gender-mainstreaming 
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