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The university is bound by the Discrimination Act (2008:567) to conduct goal-
oriented work to actively promote equal rights for students and also to prevent
students from being subjected to harassment associated with one of the grounds
for discrimination or to sexual harassment. This work is to be documented in an
annual Equal Treatment Plan.

A university-wide Equal Treatment Plan was adopted through a President’s
decision on 17 June 2013. Both the Plan and the goals and measures stipulated
therein have been evaluated within the framework of this goal-oriented work.

This evaluation has resulted in a couple of adjustments of an organisational nature
being made to future plan periods. The former ‘Non-discrimination Group’
should be replaced by an ‘Equal Treatment Coordinator’ to clarify the
administrative responsibility for the Equal Treatment Plan. However, it is a
prerequisite that the Equal Treatment Coordinator has a close collaboration with
the schools in respect of the goal-oriented Equal Treatment Work. Furthermore,
it was considered appropriate for this purpose to adapt the annual plan period to
the academic year, for which reason the forthcoming Equal Treatment Plan —
Equal Treatment Plan for Students at Jinkiping University 2014/2015 (referred to
below as ‘the Plan’), attached hereto as Appendix 1 — should apply from and
including 1 September 2014.

A general follow up of the goals and measures from the previous plan period
together with the outcome of this is reported in the Plan.

The President decides

to adopt the Plan from and including today (1 September 2014) until such
time as a new President’s decision replaces it with a new equal treatment
plan for a future annual plan period,



to instruct the Managing Director of University Services to appoint a
competent and otherwise appropriate person within the University
Services organisation to exercise the function of Egual Treatment
Coordinator until further notice in accordance with the mandate and
responsibility set out for the Equal Treatment Coordinator under the

Plan.
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Appendix to President’s decision § 606

EQUAL TREATMENT PLAN
FOR STUDENTS
AT
JONKOPING UNIVERSITY

2014/2015

Introduction and layout

Jonképing University (JU) is organised a group comprising the Jénkoping University Foundation

(‘the Foundation’) and its five wholly owned subsidiaries: the School of Engineering (TTH’);

Jonkoping International Business School (JIBS’); the School of Education and Communication
(‘HILK); the School of Health Sciences (‘HHS’); and University Services (‘HS’). JTH, JIBS, HLK
and HHS are individually referred to below as ‘School’” and jointly as ‘the Schools’. The

Foundation and subsidiaries are jointly referred to below as JU’.

This plan — Egwal Treatment Plan for Students at Jonkdping University 2014/ 2015 (‘the Plan’) —
constitutes Jonkoping University’s Equal Treatment Plan under Chapter 3, Section 16 of the
Discrimination Act (2008:567) (‘DA”). The Plan is divided into the following four sections:

>

A brief outline of the legal background and a presentation of JU’s organisation and
assignment of responsibilities for our equal treatment work are given in Section L
Finally, JU’s Policy for the Promotion of Equal Rights and Opportunities and for
the Counteraction of Disctimination and Harassment is presented in this section.

A desctiption of JU’s general points of reference for the work to promote equal
rights and opportunities and also to prevent and hinder harassment and sexual

harassment is provided in Section II.

A more detailed description of the promotional and preventative work is provided
in Section I11. This work is divided into: (1) ongoing work that is being conducted
continuously, and (2) specific work that is to be conducted or started during this
plan petiod. A follow-up of goals and measures from previous plan periods atre also

reported in this section,

A description of JU’s model for complaint and investigation procedures together
with actions to be taken against harassment, sexual harassment and other forms of
discrimination can be found in Section IV. A glossary, including definitions and

explanations of certain key concepts and terms, concludes this section.

The Plan is decided by the President and applies to all units within JU from and including

1 September 2014. The Plan applies until such time as it is replaced by a decision of the President

with a new equal treatment plan for a future annual plan period.
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SECTION I
L Legislative background
1.1. DA prescribes an express prohibition' for education providers (for example, JU) to

1.2.

1.3.

1.4.

1.5.

1.6.

discriminate against JU students or other students participating in or applying for JU
activities.” This prohibition encompasses all of the Act’s seven grounds for
discrimination, i.e. sex, transgender identity ot expression, ethnicity, religion or other
belief, disability, sexual orientation or age. When applying the prohibition, it is important
to remember that JU is responsible for the actions of employees and contractors within

the framework of the employment or contract.’

JU has an extensive obligation under DA to investigate suspected cases of harassment or
sexual harassment and also, in the event of such, to take reasonable measures to prevent
such harassment in the future.” This obligation arises the moment a representative of JU
1s informed that a Student considers that they have been subjected to harassment or
sexual harassment in conjunction with JU activities. The provision and obligation to
investigate and take measures applies both in situations where a Student harasses another

Student and in situations where an employee or contractor from JU harasses a Student.

As a supplement to the express prohibition of discrimination, DA prescribes that JU shall
conduct goal-oriented work to actively promote equal rights and opportunities for
Students, regardless of sex, ethnicity, religion or other belief, disability or sexual
otientation.’ This work at JU is referred to below as ‘the Promotional Work’.

DA also prescribes an obligation for JU to take measures to prevent and hinder any
Student from being subjected to harassment associated with sex, ethnicity, religion or
other belief, disability or sexual orientation or to sexual harassment.® This work at JU is

referred to below as ‘the Preventative Wortk’.

The Promotional Work and Preventative Work are jointly referred to below as ‘the Equal
Treatment Work’.

Finally, under DA, JU is obliged to document in an annual equal treatment plan the
measures that need to be taken within the framework of the Promotional Work and

! Cf. Chapter 2, Section 5 DA

2 JU student’ means someone who has been admitted to and is pursuing first-, second- or third-cycle higher
education at JU. *Other student’ means someone who has been admitted to and is pursuing studies on a course or
study programme that forms part of the higher vocational education institute and that has been organised by JU.
‘Applicant’ means someone applying for higher education or higher vocational education at JU. For ease of
presentation, they are jointly referred to as ‘Student’ in the Plan.

® There is an exemption from the prohibition of discrimination — the prohibition does not prevent measures that
contribute to efforts to promote equality between women and men for admissions to education; cf. Chapter 2,
Section 6, item 1 DA.

“Ct Chapter 2, Section 7 DA

> Cf. Chapter 3, Section 14 DA

éct Chapter 3, Section 15 DA



1.7.

2.2.

2.3.

Preventative Work under Sub-clauses 1.3 and 1.4 above.” This Plan is to contain an
account of which measures JU intends to begin or implement during the coming year. An
account of the outcome of the measures planned is to be included in the next yeat’s equal
treatment plan.

The Equality Ombudsman (‘DO’) 1s a supervisory authority and has been mandated to,
among other things, review JU’s Equal Treatment Work under DA.

Otrganisation and responsibility

The Equal Treatment Work is to be an integral part of the operation at JU. This means
that everyone operating at JU — employees, contractors and Students — are obliged to
comply with DA and work to ensute that the goals of the Plan are satisfied.

The President has the ultimate operational responsibility for compliance with DA at JU.
‘This means, among other things, that the Plan is adopted through a President’s decision
and that the President is the person ultimately responsible for the implementation of the
Plan.

The President is to be assisted in the Equal Treatment Work by a special officer who has
been instructed to administer the Equal Treatment Work at a JU level, referred to below
as ‘the Equal Treatment Coordinator’. The Equal Treatment Coordinator administers the
Plan under a direct mandate from the President, including responsibility for surveys,
situation assessments, formulation of goals and measures, follow up and evaluation.®
Furthermore, the Equal Treatment Coordinator is to initiate proposals for improvements
to relevant managerial functions within JU. When applicable, the Equal Treatment
Coordinator shall also participate in the implementation of measures under the Plan. This
mandate also means that the Equal Treatment Coordinator has a standing responsibility
to produce proposals for JU’s annual equal treatment plan and report on the proposal in

preparation for a President’s decision.

The work of the Equal Treatment Coordinator is to be conducted in close collaboration
and dialogue with other functions in JU’s Equal Treatment Work, e.g. the OLIK (equal
treatment representatives) and managing directors at Schools. The Equal Treatment
Coordinator is to receive implementation reports when measures under the Plan are
implemented and incident reports when a matter relating to discrimination, harassment or

sexual harassment is being investigated by the Discrimination Investigator.

When necessary, the Equal Treatment Coordinator is to initiate investigations and also be
involved in internal training and the dissemination of information relating to Equal

Treatment Issues.

"Ct. Chapter 3, Section 16 DA
8 Cf. JU’s model for the Equal Treatment Work in Section 5 below



2.4.

2.5.

2.6.

2.7,

Information, both internal and external, represents a key component of the Equal
Treatment Work and forms part of the normal tasks of University Services. The work is
to be carried out in close collaboration and dialogue with other functions in JU’s Equal
Treatment Work.

All Students are linked to a School. The Schools play a very important role in the Equal
Treatment Work owing to their proximity to the Students.

The managing director for each School is the person ultimately responsible for those
parts of the Equal Treatment Work that rest with the School under the Plan. This
includes responsibility for staffing and the availability of skills, the implementation of
measures for which the School is responsible under the Plan, that the prescribed
reporting and cooperation takes place and also that sufficient resources are set aside for
the Plan’s implementation (in relevant respects). The managing director of a School also

makes decisions on issues that are to be decided by the School under the Plan.

Each School is to have at least one equal treatment (non-discrimination) representative
(referred to at JU as ‘OLIK’), who is appointed by the managing director of the School.
Each OLIK 1s to support Students in respect of the matters covered by DA. The OLIK is
to conduct a close dialogue with the Equal Treatment Coordinator and report

observations and needs in respect of issues relating to the Equal Treatment Work.

The OLIK is to also participate when those measures, for which the School is responsible
under the Plan, are being implemented. This role includes dealing with the prescribed
implementation reporting for the Equal Treatment Coordinator on the mandate of the

managing director.

In the event that a Student wants to make a formal complaint about harassment, sexual
harassment or other discrimination, this complaint must be submitted to the OLIK. The
OLIK 1s responsible for the complaint being registered and the matter being forwarded

to the Discrimination Investigator for investigation.

In the event that a Student makes a formal complaint that they have been subjected to
harassment, sexual harassment or other forms of discrimination, the matter is to be
mvestigated by JU’s special investigator for discrimination issues (‘the Discrimination
Investigator’). The Discrimination Investigator is institutionally part of the University
Services” organisation. The Managing Director for University Services is responsible for
the appointment of a competent and otherwise appropriate person as Discrimination
Investigator. The Managing Director for University Services shall also ensure that the
appointed Discrimination Investigator is given appropriate further training and sufficient

resources for the mandate.



2.8

2.9.

2.10.

2.11.

2.12.

2.13.

When the investigation has been concluded, the Discrimination Investigator is to present
the matter for at decision and is also responsible for reporting the incident to the Equal
Treatment Coordinator.

Student Health Care, which institutionally forms part of University Setvices, is to teport
observations and needs to the Equal Treatment Cootdinator. Furthermore, Student
Health Care is to offer support and help for Students who have been or consider that
they have been subjected to harassment, sexual harassment or other forms of
discrimination. The Managing Director of University Services is the petson ultimately
responsible for staffing, the availability of skills and the injection of resources at Student
Health Care.

The Disciplinary and Expulsion Committee at Jonkoping University (‘DAN’) is a special
committee established by the Foundation with the mandate of dealing with and making
decisions on matters relating to disciplinary measures in relation to students. According to
JU’s rules and regulations in this area,” a disciplinary measure may be taken in respect of a
student who subjects another student (or employee) at JU to harassment or sexual
harassment as referred to in DA. In this respect, DAN forms patt of JU’s organisation
for the work under DA, as a disciplinary measure may constitute one (ot mote) measures

that are taken to prevent harassment in the future.

The Board of Appeal at Jénképing University (HJON) is a special board that was
established by the Foundation with the mandate of dealing with appeals, for example
against decisions made by DAN about disciplinary measures. HJON forms part of JU’s
organisation for the work under DA, for the same reasons as stated above in tespect of
DAN.

If an employee at JU subjects a Student to harassment, sexual harassment or other
discrimination within the framework of their employment, this constitutes grounds for
initiating a staff disciplinary matter. This may result in the managing director at the
School/University Services or President deciding on a disciplinaty sanction against the

employee.

If a contractor subjects a Student to harassment, sexual harassment or other
discrimination within the framework of their contract, the matter is to be reported to JU’s
lawyers, who will investigate the possibility of taking legal action against the contractor

owing to breach of contract.

The Equal Treatment Work at JU is to be characterised by openness and transpatency
and for this reason (with the exception of potential confidentiality in individual matters)
the work shall be carried out in dialogue and cooperation with Jonkoping Student Union

° Regelverk for disciplindira dtgiirder vid Higskolan i Jénkdping [Rules and regulations for disciplinaty measures at Jonképing
University] (adopted by the Governing Board on 26 October 2012)



3.2,

3.3.

3.4.

3.5.

and trade union organisations. Functionally, these thus also constitute part of JU’s

organisation for the Equal Treatment Work.

Policy

JU 1s to be characterised by an open attitude and respect for the differences between and
equal value of people. All Students are to have the same rights, obligations and
opportunities at JU regardless of sex, transgender identity or expression, ethnicity, religion

or other belief, disability, sexual orientation or age.

Students at JU are not to be discriminated against or harassed owing to sex, transgender
identity or expression, ethnicity, religion or other belief, disability, sexual otientation ot
age. Nor are they to be subjected to sexual harassment. All students are to be treated with

respect and dignity by employees and contractors at JU and by other Students.

Goal-oriented work is to be conducted at JU to actively promote equal rights and

opportunities for Students, regardless of sex, ethnicity, religion or other belief, disability

or sexual orientation. At JU, this work is to

) be conducted systematically and over the long-term

(i) be addressed to everyone

(i)  form part of the day-to-day work

(iv)  be conducted in cooperation with Jénkoping Student Union

) be based on knowledge about how discrimination and harassment arises

(vi)  include the competence development of staff to raise awareness of and knowledge
about discrimination and harassment

(vit)  mean that staff are given time to discuss their standards and attitudes

Positive measures are to be taken at JU to prevent and hinder any Student from being
subjected to harassment associated with sex, ethnicity, religion or other belief, disability or
sexual otrientation or to sexual harassment. The Preventative Wotk is to be conducted
systematically and in the long term and in cooperation with Jénképing’s Student Union.
The Preventative Work is to include the following components:

@ regular surveys of Student well-being and also their perception of the existence of
discrimination, harassment or sexual harassment

(1) analysis of surveys under (i) above to identify the risks of discrimination,
harassment and sexual harassment atising

(iif)  evaluation of preventative initiatives implemented previously

(iv)  formulation of concrete goals that can be followed up based on the risks
identified

) planning of which initiatives are to be implemented over the year in ordet to

achieve the goals, the resources required for this, how the initiatives are to be

followed up and who is to be responsible for each initiative

A system is to be established at JU for complaints and investigations of, and also action to

be taken against, discrimination, harassment and sexual harassment. This is to:



3.6.

®

(i)
(i)
(iv)
)

(vi)

include clear procedures for how complaints are to be made and how
investigations are to be implemented

clarify the assignment of responsibilities for the investigation

ensure that the investigation comprehensively sheds light on what has occurred
ensure that the investigation includes an analysis of the reasons for the occurrence
ensure that the investigation includes both the person(s) who performed the
violation and the person who was subjected to it

ensure that the investigation is documented in accordance with appropriate forms
and procedures that have been laid down

ensure that information is provided to those mnvolved

ensure that there are procedures for how acute situations are to be dealt with and
resolved

ensure that the measures taken are based on the investigation in the individual
case

ensure that measures are directed at both the person subjected to the harassment
and the person who cartied out the harassment

include the follow-up and evaluation of measures to ensure that the harassment
ceases and is not repeated

ensure that measures and evaluation are documented in accordance with

appropriate forms and procedures that have been laid down

Students and employees at JU are to be aware of DA and its application, of JU’s Equal

Treatment Work and also of JU’s complaint and investigation procedures. JU is to work

in cooperation with Jénkdping Student Union to ensure that the goals in the Plan are

enshrined throughout the study environment at JU.



SECTION II

4.2.

4.3.

4.4.

General points of reference for the Equal Treatment Work

It is a requirement of DA that the Equal Treatment Work be goal-oriented and planned.
The following model for the Equal Treatment Work is to be applied to all stages in order
to ensure this. The different parts of the model are explained below.

/' { Surveys “_J e

~ Evaluation M]
Improvement

( Situation
assessment
Student-

l Follow-up ’ influence lGoalformulaion

Implementation ‘ l Rieeas ]
el pr__ | Messue |

All Equal Treatment Work at JU is to be based on JU’s Equal Treatment Policy. This
policy is reproduced in full in Section 3 above. The Policy is based in its turn on the
requirements and obligations laid down in DA and also on the recommendations issued
by DO.

Student influence

Cooperation 1s to take palace with Jonkoping Student Union at all stages of the Equal
Treatment Work. This means, among other things, that the Student Union is to be
involved in an appropriate way in the survey and analysis wotk, in the formulation of
goals and measures, and also in the follow-up and evaluation. Depending on the nature of

the measure, the Student Union is also to be involved in implementation where possible.

Surveys

A precondition for the success of the Equal Treatment Work is that it is based on the
conditions and needs at JU. A continual survey of the current situation is required to
ascertain the needs for the Equal Treatment Work. Various survey methods may be used,
e.g. student questionnaires, dialogue with Jonkoping Student Union, reports from the
OLIK, statements from Student Health Care and other people who are in direct contact



4.5.

4.6.

4.7.

4.8.

4.9.

4.10.

with Students, and also a review of the applicable rules and procedures at JU. The
method is to be chosen on the basis of the purpose. It is often good to combine different

methods.

Situation assessment

The survey is to culminate in a report where the results are analysed and needs prioritised.
The situation assessment forms the basis of the work to formulate goals for the Equal
Treatment Work.

Goal formulation

The goal formulation work involves formulating goals for the Equal Treatment Work
based on the results of the situation assessment. The goals are to be clear and formulated
in a way that makes it possible to assess whether or not they have been achieved in
conjunction with follow-up. Goals ought to be laid down for all grounds for

discrimination.

Measures

The next stage is to formulate concrete measures/activities for how to achieve the goals
laid down. At least one measure is to be formulated for each goal. However, the number
of measures may be adapted to the circumstances in the individual case, for which reason
consideration must be taken of, among other things, the current situation and the

grounds for discrimination in question.

The person responsible for implementation is to be specified for each measure. The
measures are to be adapted to the situation at JU and formulated so that they can be
followed up. The measures ought to be linked to a budget to ensure implementation. The
period during which the measures are to be implemented or the date on which the

measures atre to start is to be determined.

Implementation

The concrete measures formulated are to be implemented according to plan. The
implementation must always be documented in an appropriate way in an implementation

report that can serve as a basis for follow-up.

Follow-up

The follow-up includes compiling reports and experience from the implementation.
Knowledge is derived through the follow-up about what functioned well and what could

be improved.

FEvaluations

The evaluation involves analysing whether the measure resulted in the goal being
achieved and, if so, how. In some cases this analysis may be conducted directly on the
basis of the follow-up, depending on the circumstances. In other cases the analysis may

only be conducted after a new survey has been carried out. When applicable, the



4.11.

5.2.

5.3.

6.2.

6.3.

10

evaluation must obviously result in improvements, e.g. in the form of remedying

irregularities or amending procedures and processes.

The Equal Treatment Work at JU is to be conducted systematically with the objective of
achieving continuous improvements. This means that the process described above never

stops, and that use is made of all experiences in the next cycle, etc.

Specific points of departure for the Promotional Work

A fundamental point of departure for the Promotional Work is that it is to result in the
long-term establishment of respect for the equal value of all human beings and it is also to
contribute to developing a study environment at JU where all Students feel safe and can
develop. In order to facilitate this, it is important that employees at JU are afforded an
opportunity to acquire knowledge about the grounds for discrimination and an

opportunity to review JU activities from a norm-critical perspective.
PP petsp

According to DA, the Promotional Work only encompasses the grounds for
discrimination ‘sex’, ‘ethnicity’, ‘religion or other belief’, ‘sexual ortentation’ and
‘disability’. The Plan must clearly show that the work covers these areas. At JU however it
must also be an aim to include the grounds for discrimination ‘transgender identity or

expression’ and ‘age’ in the Promotional Work.

Promotional work in specific areas
DO has defined six specific areas that should be covered by the Promotional Work. The

defined areas are:

()  the Students’ student welfare and physical environment

(1L the opportunity for Students to combine parenthood with studies
(i)  the recruitment of Students
(iv) the admission of Students

(v)  grading and examinations

It is to be a specific point of reference for the Promotional Work to formulate clear and

precise goals and concrete measures to achieve the goals in these areas.

Specific points of departure for the Preventative Work
The Preventative Work involves making long-term changes to the attitudes of employees,
contractors and Students. Measutes are consequently to be taken in this area even if there

are no incidents occurring in JU activities at the current moment in time.

An important instrument in the Preventative Work is to provide information and training
about issues relating to equal rights and opportunities. This also includes working on
different initiatives to promote relations in order to improve the feeling of solidarity
between employees/contractors and Students and also between Students.

JU is responsible for employees and contractors complying with both DA and the

prohibition of discrimination. Preventative measures are to be formulated so that all



6.4.

6.5.

11

employees and contractors are aware of the grounds for discrimination and the meaning
of harassment and sexual harassment. Time within staff teams is to be allocated to discuss
the grounds for discrimination and their relationship with norms and values, linked to

situations in day-to-day work.

One specific area that ought to be prioritised in the Preventative Work is the introduction
of new Students and the activities that are conducted during this period. Cooperation

with Jonkoping Student Union is particularly important in this respect.

Another area that ought to be prioritised in the Preventative Work is placements. The
work here ought to focus on checking that members of staff at the location of the work
experience ate aware of DA and to inform the Students that they have the same
protection against discrimination, harassment and sexual harassment when they are on

work experience.



12

SECTION III

7. Ongoing work
7.1. Promotional Work

Goal 1 — refers to all grounds for discrimination

Employees and Students are to be aware of DA’s rules, insofat as they concern JU, and of
JU’s Equal Treatment Work.

> Measure 1
Awareness raising activities for new Students about DA and JU’s Equal
Treatment Work

Responsibility

Equal Treatment Coordinator in cooperation with market within University

Services and the Schools

Budget

Financed within the framework of the current budget

Implementation

To be commenced at the start of each term and to be implemented within the

introduction period

Follow-up

Student questionnaire with questions about how the information was perceived

» Measure 2
Update information, in Swedish and English, about DA and JU’s Equal
Treatment Work on JU’s website/the Schools” websites and on the staff
web/intranet.

Responsibility

Equal Treatment Coordinator in cooperation with market within HS

Budget

Financed within the framework of HS’s current budget

Implementation
To be commenced at the start of the 2014 Autumn Term and to be implemented

during the plan period

Follow-up

Student questionnaire with questions about how the information was perceived.

Follow-up in conjunction with staff meetings.
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> Measure 3
Awareness raising activities for new employees about DA and JU’s Equal
Treatment Work are to be translated into English

Responsibility

Equal Treatment Coordinator in cooperation with HR within HS

Budget
Financed within the framework of HS’s current budget

Implementation
To be commenced during the 2014 Autumn Term and to be implemented during
the plan period

Follow-up

The implementation is to be reported to the Equal Treatment Coordinator on an

ongoing basis. To be documented in activity follow-up /annual report.
gong p P

Goal 2 — refers to all grounds for discrimination

Employees and Students are to be afforded an opportunity to reflect on the Plan and the
Equal Treatment Work.

» Measure 1
The Student Union is encouraged to continue its work to draw Students’

attention to and encourage them to reflect on equal treatment issues

Responsibility

Equal Treatment Coordinator

Budget
Financed within the framework of HS’s current budget

Implementation

Entire plan period

Follow-up

To be documented in activity follow-up/annual report. To be reported to the
Equal Treatment Coordinator.

> Measure 2
The Schools are invited to implement activities to draw employees’ attention to

and encourage them to reflect on equal treatment issues

Responsibility

Equal Treatment Coordinator in cooperation with the Schools



Budget
Financed within the framework of the Schools’ current budget

Implementation

Entire plan period

Follow-up

To be documented in activity follow-up/annual report. To be repotted to the
Equal Treatment Coordinator.

Goal 3 — refers to all grounds for discrimination
Course content, literature and practice examples are to be free from discrimination.

> Measutre 1

Support to be developed and made available for examiners and course
coordinators as support for an analysis of course content and material from a

discrimination perspective

Responsibility

Equal Treatment Coordinator in cooperation with the Schools

Budget
Financed within the framework of the Schools’ current budget

Implementation
To be commenced in the 2014 Autumn Term

Follow-up

To be documented in activity follow-up/annual report. To be reported to the
Equal Treatment Coordinator.

Goal 4 — refers to all grounds for discrimination

Steering documents are to be worded so that the risk of indirect discrimination does not

arise.

> Measure 1

Review procedures, rules and ways of working at an activity level from a

discrimination perspective

Responsibility
President and MD of HS

Budget
Financed within the framework of the current budget

14
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Implementation
Entire plan period and integrated into ongoing general work to review steering

documents and processes

Specific work for this plan period
Overview — goals and measures for the Promotional Work

Goal 1 — refers to the ground for discrimination ‘disability’
All Students with disabilities are to recetve the pedagogical support to which they are

entitled.

> Measure 1
Continued drive and support for the activity currently being pursued by
JU’s Co-ordinator of Support for Students with Disabilities

Responsibility
HS

Budget
Financed within the framework of HS’s current budget

Implementation
Entire plan period

Follow-up
Student questionnaire. To be reported to the Equal Treatment Coordinator.

Goal 2 — refers to the ground for discrimination ‘disability’
All recently admitted Students are to be informed about the suppott available for

Students with disabilities.

> Measure 1
Disseminate information about the support available for Students with disabilities

in conjunction with introduction

Responsibility
HS

Budget
Financed within the framework of HS’s current budget

Implementation
Entire plan period
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Follow-up
To be documented in activity follow-up/annual report. To be reported to the

Equal Treatment Coordinator.

Goal 3 — relates to Students with disabilities — tests and examinations
Students with disabilities are not to be discriminated against duting tests/grading or

examinations.

> Measure 1
Special investigation with a view to surveying whether Students are discriminated

against during tests /grading or examinations

Responsibility
HS

Budget
Financed by contribution from the Foundation (SEK 25,000) and otherwise

within the framework of HS’s current budget

Implementation

Entire plan period

Follow-up

To be documented in activity follow-up/annual repott. To be repotted to the
Equal Treatment Coordinator.

Goal 4 — relates to Students with parental responsibility

Make it easier for Students with parental responsibility to pursue studies at JU.

> Measure 1
Survey existing needs and opportunities to make things easier for Students with

patental responsibility

Responsibility
HS

Budget
Financed within the framework of HS’s current budget

Implementation

Entire plan period

Follow-up

To be documented in activity follow-up/annual repott. To be reported to the
Equal Treatment Coordinator.
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Goal 5 — refers to the ground for discrimination ‘disability’ — physical study environment

Students with disabilities are not to be discriminated against owing to the design of the

physical study environment.

> Measure 1
Survey the need to make it easier for Students with disabilities to study at JU

Responsibility
HS

Budget

Financed within the framework of HS’s current budget

Implementation

Entire plan period

Follow-up

To be documented in activity follow-up/annual report. To be reported to the
Equal Treatment Coordinator.

8.2. Overview — goals and measures for the Preventative Work

Goal 1 — refers to the ground for discrimination ‘ethnicity’

Increase knowledge about migration, ethnicity and integration.

» Measure 1
Hold open lectures as well as meetings and seminars on the subject of migration,

ethnicity and mntegration

Responsibility

Equal Treatment Coordinator in cooperation with the planning group for public
lectures at JU

Budget
Within the framework of JU’s current budget

Implementation

At least once during the plan period

Follow-up
To be followed up within the framework of the Equal Treatment Work
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Goal 2 — refers to all grounds for discrimination

Ensure that discrimination does not exist in conjunction with placements/wotk
expetience through those hosting the work experience being aware of DA and JU’s policy

and that these also apply during placements/work expetience.

» Measure 1
Produce specific information about DA and JU’s Equal Treatment Work directed

at those hosting work experience

Responsibility
HS

Budget
Financed within the framework of HS’s current budget

Implementation
To be commenced in the 2014 Autumn Term

Follow-up

Measute to be repotted to the Equal Treatment Coordinator. Assessment to be

made through questions for those hosting the work experience.

Goal 3 — relates to all grounds for discrimination — social welfare environment

There is to be no harassment and sexual harassment in conjunction with annual kick-off

activities.

> Measure 1
Organise kick-off training for those responsible for kick-off at Jonképing Student
Union

Responsibility
HS

Budget
Financed within the framework of HS’s cutrent budget

Implementation

Entire plan period

Follow-up
To be documented in activity follow-up/annual report. To be reported to the

Equal Treatment Coordinator.
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Goal 4 — refers to all grounds for discrimination
Ensure that discrimination does not exist in JU’s recruitment work.

> Measure 1

Review JU’s recruitment material from an equal treatment petspective

Responsibility
HS

Budget
Financed within the framework of HS’s current budget

Implementation
Eatire plan period

Follow-up

To be documented in activity follow-up/annual report. To be reported to the

Equal Treatment Coordinator.
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Follow-up of goals and measures from previous plan periods
A reportt is provided below of JU’s follow-up of goals and measures from the preceding

plan period and the conclusions drawn by JU from this.

The outcome of the ongoing Promotional Work planned in Clause 7 of the previous

equal treatment plan is reported in Sub-clause 9.2.1"

The outcome of the specific Promotional Work planned in Clause 8 of the previous equal

treatment plan is reported in Sub-clause 9.3.

The outcome of the specific Preventative Work planned in Clause 8 of the previous equal

treatment plan is reported i Sub-clause 9.4.

A general appraisal is that most of the activities were not implemented or completed
according to plan. This is unacceptable. In view of this, a new organisation has been
introduced in the Plan where an Equal Treatment Coordinator replaces the previous
Non-discrimination Group. This creates a clearer assignment of responsibilities for the

planned work (see Sub-clause 2.3 about this).

Evaluation of ongoing Promotional Work

Goal 1

As Goal 1 it was stated that: Employees and Students are fo be aware of DA’s rules, insofar as they
concern JU, and of JU'’s Equal Treatment Work. Goal 1, which related to all grounds for
discrimination, was to be achieved through the following four planned measures.

Measure 1

Awareness raising activities about DA and JU’s Equal Treatment Work for new Students
in conjunction with introduction/introduction lectures during the 2013 Autumn Term
and the 2014 Spring Term.

Measure 2
Update information about DA and JU’s Equal Treatment Work on JU’s website/the

Schools’ websites and on the staff web/intranet.

Measure 3
All relevant information material relating to DA and JU’s Equal Treatment Work is to be
translated into English.

10 ‘Equal Treatment Plan for students at Jénkoping University’, which was adopted on 17 June 2013
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Measure 4
Information about DA and JU’s Equal Treatment Work is to be provided at staff
meetings.

Follow-up, conclusions and proposals for Goal 1

Information about JU’s Equal Treatment Work is cleatly available on the joint Student
web, both in Swedish and English. In the course of the introduction period, students are
nstructed about who they should approach for individual matters. In addition, Students
are informed about the important role of the Student web and the information available
there. The Equal Treatment Plan itself and similarly procedures and contact persons
(OLIK) ate cleatly described here; brip:/ / by.se/ student/ en/ studies/ rights-and-regulations/ non-
discrintination.btml. Besides reference to the web, different information activities have been
partially implemented at each School. The Student Union at JU held general training prior
to kick-off in 2014, which included equal treatment issues.

The questionnaire, which was planned to follow up how the information had been

perceived, has not been implemented.

Memberts of staff at the different Schools have been informed in various ways about the

appointment/existence of the OLIK.

Evaluation/ Improvement:

The Student web recently developed by Jonkoping University serves well as an
information channel for this kind of general information. The Equal Treatment Plan has
its own sub-heading and is well-presented.

It is proposed that in the future a supplement be made to the documents issued to all new
students to further strengthen our efforts with student information aimed at making them

aware of this work.

It 1s proposed that the coordinating person appointed as the joint equal treatment
coordinator at JU provides hereafter (the same) information every year to all Schools
about any changes to DA and JU’s Equal Treatment Work. It is proposed that Goal 1
continues for the next plan period (see Clause 7 of the Plan).

Goal 2
As Goal 2 it was stated that: Employees and Students are to be aware of and afforded an apportunity
to reflect on the consequences of the Equal Treatment Work. Goal 2, which related to all grounds

for discrimination, was to be achieved through the following planned measure.

Measure 1
Investigate the possibility of introducing a theme day at each School with an opportunity

to discuss valuation questions linked to equal treatment.
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Follow-up, conclusions and proposals for Goal 2

The possibility of introducing a separate theme day has been investigated but has not
been implemented under the auspices of the Schools. On the other hand, the Student
Union implemented activities during the year that generated both discussion and
reflection linked to equal treatment (e.g. hanging out rainbow flags and a panel debate at
Jonkdping Qom ut (Jonkdping Pride Festival).

Evaluation/ mprovement:

It is proposed that the Student Union together with the Schools and student associations
ate encouraged to continue the work to draw students’ attention to and encourage them
to reflect on equal treatment issues in order to promote understanding and discussions
about the Equal Treatment Plan and work relating to this at JU. It is proposed that

Goal 2 continues for the next plan period, with slight adjustments to the wording (see
Clause 7 of the Plan).

Goal 3
As Goal 3 it was stated that: Coznrse content, literature and practice exanples are to be free from
discrinzination. Goal 3, which related to all grounds for discrimination, was to be achieved

through the following planned measute.
Measure 1
Course content, literature and practice examples are reviewed in accordance with the

matrix produced by the School of Education and Communication (HLK).

Follow-up, conclusions and proposals for Goal 3

This review has not been implemented.

Evaluation/ Inmprovement:

In order to encourage education being free from discrimination, it is proposed that
support is developed (for example, based on HLK’s existing mattix) and made available
for examiners and course coordinators as support for an analysis of course content and
material from a discrimination perspective. It is proposed that Goal 3 continues for the

next plan period, including revising the measures (see Clause 7 of the Plan).

Goal 4
As Goal 4 it was stated that: Szeering documents are to be worded so that the risk of indirect
discrimination does not arise. Goal 4, which related to all grounds for discrimination, was to

be achieved through the following planned measute.

Measure 1
Review procedures, rules and ways of working at an activity level from a disctimination

petspective.
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Follow-up, conclusions and proposals for Goal 4
A general review of the rules, procedures and processes at the University has been

initiated and the discrimination perspective has been considered within this framework.
Evaluation/ Improvement:
The review involves a great deal of work that is expected to last for several years. It is

proposed that Goal 4 continues for the next plan period (see Clause 7 of the Plan).

Evaluation of specific Promotional Work

Goal 1

As Goal 1 for the specific Promotional Work it was stated that: A/ Students with disabilities
are fo have the pedagogical support to which they are entitled. Goal 1, which related to the ground
for discrimination ‘disability’, was to be achieved through the following planned measure.

Measure 1
Continued drive and support for the activity that is currently being conducted by

JU’s Co-ordinator of Support for Students with Disabilities.

Follow-up, conclusions and proposals for Goal 1

Jonképing University has employed a special person for the wotk to coordinate special
educational support for Students with disabilities. Students with disabilities can contact
the coordinator to have a decision with recommendations for support measures. These
measures cover both teaching and examination situations as well as the general student
support available at JU. Students with reading and writing difficulties may be offered help,
including an investigation by a dyslexia teacher who wotks for JU on a consultancy basis.
The coordinator currently works 50% and for all four Schools at JU.

One hundred and eighty-six Students wete registered for special educational suppott prior
to the 2014 Autumn Term, with several others awaiting a decision. The work with
Students who need special educational support peaks at the beginning of both terms and
then continues for the entire study year. The objective of the work is that all Students can
pursue studies and achieve the objectives of the courses in a legally secure way through
the support compensating for the disability as far as possible.

According to the Plan, a student questionnaire is to be conducted to follow up this work
and the results are to be reported to the Non-discrimination Group. The student

questionnaire has not yet been implemented.

Evaluation/ Inmprovement:
The student questionnaire is to be implemented. It is proposed that Goal 1 continues for
the next plan period (see Clause 8 of the Plan).
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93.2. Goal2

9.3.3.

As Goal 2 for the specific Promotional Work it was stated that: A/ recently admitted Students
are fo be informed abont the support available for Students with disabilities. Goal 2, which related to
the ground for discrimination ‘disability’, was to be achieved through the following

planned measure.
Measure 1
Disseminate information about the suppott available for students with disabilities in

conjunction with introduction.

Follow-up, conclusions and proposals for Goal 2

The coordinator attends information meetings — arranged by the Education Support and
International Relations Department at HS — during the introduction weeks, when it
provides information about special educational support. Corresponding information is
also available via the Student web under ‘Setvice’ — ‘Suppott for Students with
Disabilities” (both in Swedish and English) and also the film recently produced (ready for
the 2014 Autumn Term) ‘New Student at Jonkoping University” and the brochure Bra arr
veta som 1y student vid Hogskolan i [onkiping [Some good things to know as a new student at
Jonkoping University] (new for the 2014 Autumn Term).

Students with disabilities who plan to study at JU can also receive information about

support measures in conjunction with JU’s annual Open Day.

Corresponding information is given to those teachets who are course
coordinatots/examiners during the induction of new staff at the various Schools.

The purpose of this activity is to generate greater awareness of the support available for
students with disabilities when studying at college/university. Impottant components
include explaining that there is a legal background for the work involving special
educational support as well as a separate policy for JU and also linking these components

to the planned work.

Evaluation/ Improvement:

The work is considered to be important and successful. Prioritised ateas for improvement
include further work to enable Students with disabilities to make contact with the
coordinator at an eatlier stage. An overview of the organisation of the coordination work
is desirable, in which connection the opportunity for two people to share the mandate as
coordinator and also the establishment of a working group within this ought to be
considered. It is proposed that Goal 2 continues for the next plan period (see Clause 8 of
the Plan).

Goal 3
As Goal 3 for the specific Promotional Work it was stated that: Students with disabilities are

not to be discriminated against during fests/ grading or examinations. Goal 3, which related to the
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ground for discrimination ‘disability’, was to be achieved through the following planned

measure.
Measure 1
Special investigation with a view to surveying whether Students are discriminated against

during tests/grading ot examinations.

Follow-up, conclusions and proposals for Goal 3

A special investigation as refetred to above has not been initiated. It is proposed that the

goal and measures continue for the next plan period (see Clause 8 of the Plan).

Goal 4
As Goal 4 for the specific Promotional Work it was stated: Make it easier for Students with
parental responsibility fo pursie studies at JU. Goal 4 was to be achieved through the following

planned measure.
Measutre 1
Survey existing needs and opportunities to make things easier for Students with patental

responsibility.

Follow-up, conclusions and proposals for Goal 4

The survey has not been started. It is proposed that the goal and measutes continue for

the next plan period (see Clause 8 of the Plan).

Goal 5

As Goal 5 for the specific Promotional Work it was stated that: Students with disabilities are
not to be discriminated against owing to the design of the physical study environment. Goal 5, which
related to the ground for discrimination ‘disability’ — physical study environment, was to

be achieved through the following planned measure.

Measure 1
Survey the need to make it easier for Students with disabilities to study at JU.

Follow-up, conclusions and proposals for Goal 5

The survey has not been started. It is proposed that the goal and measures continue for
the next plan period (see Clause 8 of the Plan).

Goal 6
As Goal 6 for the specific Promotional Work it was stated that: Special adpmission
requirements are not fo involve direct or indirect discrimination. Goal 6, which related to all grounds

for discrimination, was to be achieved through the following planned measure.
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Measure 1
Conduct a special survey of the occurrence of direct or indirect discrimination owing to

special admission requirements.

Follow-up, conclusions and proposals for Goal 6
The survey has not been started. There ate no plans for this goal and measutes to

continue for the next plan period.

Evaluation of specific Preventative Work

Goal 1
The following was stated as Goal 1 for the specific Preventative Work: Raise awareness
about migration, ethuicity and integration. Goal 1, which related to the ground for

discrimination ‘ethnicity’, was to be achieved through the following planned measure.

Measure 1
Hold open lectures and meetings or seminars on the subject of ethnicity.

Follow-up, conclusions and proposals for Goal 1

A public lecture was organised in December 2013 on the subject Hur kin, etnicitet,
segregation och tolerans pdverkar inkomsten [How sex, ethnicity, segregation and tolerance

affect income]: (speaker Sofia Wixe).

Evaluation/ Improvement:
This lecture was part of JU’s joint lecture series and we propose that one lecture a year

also continues to be earmarked for this area.

Goal 2

The following was stated as Goal 2 for the specific Preventative Work: Ensure that there is
no discrimination in conjunction with placements/ work experience through those hosting the work
experience being aware of DA and [U'’s policy and that these also apply diuring placements/ work
experience. Goal 2, which related to all grounds for discrimination, was to be achieved

through the following planned measure.
Measure 1
Produce specific information about DA and JU’s Equal Treatment Work directed at

those hosting work experience.

Follow-up, conclusions and proposals for Goal 2

This measure has not been implemented. It is proposed that the goal and measures

continue for the next plan period (see Clause 8 of the Plan).
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Goal 3

The following was stated as Goal 3 for the specific Preventative Work: Harassment and
sexatal harassment are not to arise in conjunction with annnal kick-off activities. Goal 3, which
related to all grounds for discrimination, was to be achieved through the following

planned measure.

Measure 1
Organise kick-off training for those responsible for kick-off at Jonkoping Student Union.

Follow-up, conclusions and proposals for Goal 3
Training has not been successfully implemented. There is a continuous need for activities
in this area owing to the turnover of students. It is proposed that the goal and measures

continue for the next plan period (see Clause 8 of the Plan).

Goal 4
The following was stated as Goal 4 for the specific Preventative Work: Ensre that
discrimination does not exist in [U’s recruitment work. Goal 4, which related to all grounds for

discrimination — recruitment, was to be achieved through the following planned measure.

Measure 1
Review JU’s recruitment material from an equal treatment perspective.

Follow-up, conclusions and proposals for Goal 4

No review has been implemented. It is proposed that the goal and measures continue for

the next plan period (see Clause 8 of the Plan).
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SECTION IV

10.
10.1.

10.2.

10.3.

10.4.

10.5.

Complaint and investigation procedures

JU is actively working to prevent and hinder Students from being subjected to
discrimination, harassment and sexual harassment. In the event that a Student feels that
they have been subjected to any form of discrimination or harassment in conjunction
with JU activities,'" the matter is to be dealt with in the following way. These provisions
apply both if it is an employee/contractor at JU and another Student who has acted in a

way that is perceived to be discrimination ot harassment.

Dealing with the matter in an informal way

JU recommends that anyone who feels that they have been subjected to discrimination
should refer in the first instance to some person at JU who they trust and in whom they
are confident. Dialogue and support are important in the initial stages, and these can be
most quickly provided within the framework of an informal dialogue. Examples of
people/functions who may be approached include heads of education, programme
coordinators or teachers. There are also specially appointed non-discrimination (equal
treatment) representatives (OLIK) at each of the Schools who can be contacted. Student

Health Care may also be contacted.

JU is obliged to investigate an issue as soon as a representative of JU (employee ot
contractor) is informed that a Student feels that they have been subjected to
discrimination. It should be noted in this context that it is irrelevant how JU was
informed about the incident. This means that all employees/contractors at JU are obliged
to either take action themselves or pass the issue on to one of the above-mentioned

persons/functions as soon as possible.

Formal complaint

A Student who feels subjected to discrimination or harassment may also decide to make a
formal, written complaint about the discrimination, harassment or sexual harassment at
any time. Such complaints are to be submitted to the OLIK at the Student’s School. The
OLIK must register the complaint, which then becomes an official document.”” The
OLIK must then forward the complaint to the Discrimination Investigator (JU’s special

investigator for discrimination issues).

The Discrimination Investigator is responsible for the investigation. The investigation
must start immediately and is to be objective and impartial. Both sides are to be given an
opportunity to make a written statement during the investigation process. The
Discrimination Investigator is to pursue the matter, presenting supplementary questions
to clarify any ambiguities. Both sides are entitled to read the documents submitted or

prepared in the matter. In the course of the investigation process, the Discrimination

"1 These tules also apply to events that occur during placements.
*2 All documents received ot drawn up in the matter ate to be registered as ‘official documents’.
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Investigator may call in the expertise that the matter requires after consulting the MD for

HS. The University’s lawyers are to assist with the investigation.

When the investigation has been completed, the Discrimination Investigator must prepare
a written report and then present the case for a decision. Decisions ate made by the
managing director of the company (School or HS) where the reported petrson is employed
or under contract, or alternatively by the managing director of the School where the

reported person is a Student.

The decision may mean that the matter is dismissed if there is not consideted to have

been any discrimination, harassment or sexual harassment.

On the other hand, the decision must state what action is to be taken where there is
considered to have been an infringement. The purpose of the action is to ptevent future
infringements. This may involve taking labour law sanctions against an employee at JU or
giving notice terminating a contract with a contractor. It may also involve submitting the
matter to the Disciplinary and Expulsion Committee (DAN) for furthet investigation and
possible decision on disciplinary action.

The decision must also include an impact analysis, the purpose of which is to prevent
incidents in the future, e.g. by reviewing and amending procedures or improving the study

environment.

The decision is to be sent to both the complainant and the person reported as well as the
Equal Treatment Coordinator, who will use it as a basis for their planned Equal
Treatment Work.

A Student may also make a complaint directly to the Equality Ombudsman (DO) as an

alternative or supplement to a formal complaint, as described above."

Definitions and explanations

Definitions and explanations are provided below for some key concepts and terms that
are used in the Plan or that it is important to be aware of in the course of our Equal
Treatment Work:

Ableism [Sw. ableisn) — derogatory attitudes to people with disabilities
Widening participation [Sw. breddad rekrytering] — to strive for the recruitment and

throughput of students on equal terms regardless of sex, transgender identity or
expression, ethnicity, religion or other belief, disability, sexual otientation or age.

3 DO is a governmental agency that has, among other things, the mandate to ensure compliance with DA. DO is
entitled to represent a Student as a party. If the parties cannot come to an agreement, DO may pursue the case at the
district court. It does not cost the Student anything when DO brings proceedings at court.
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Discrimination [Sw. diskriminering] — that someone is treated less favourably than
someone else and this treatment is associated with sex, transgender identity or expression,

ethnicity, religion or other belief, disability, sexual orientation or age.
‘Discrimination’ is defined as an umbrella term'* that represents

1. Direct discrimination — that a student or applicant is disadvantaged by being
treated less favourably than someone else is treated, has been treated or would
have been treated in a comparable situation, if this disadvantaging is associated
with sex, transgender identity ot expression, ethnicity, religion ot other belief,

disability, sexual orientation or age.

2. Indirect discrimination — that a student or applicant is disadvantaged by the
application of a provision, a critetion or a procedure that appears neutral but
that may put people of a certain sex, a certain transgender identity or
expression, a certain ethnicity, a certain religion or other belief, a certain
disability, a certain sexual otientation or a certain age at a particular
disadvantage, unless the provision, ctiterion or procedure has a legitimate
putpose and the means that are used are approptiate and necessary to achieve

that purpose.

3. Harassment — conduct that violates a student’s or an applicant’s dignity and
that is associated with one of the grounds of discrimination sex, transgender
identity or expression, ethnicity, religion or other belief, disability, sexual

orientation or age.

4. Sexual harassment — conduct of a sexual nature that violates a student’s ot an

applicant’s dignity.

5. Instructions to discriminate — orders or instructions to discriminate against
someone in a manner referred to in items 1-4 above and that are given to
someone who is in a subordinate or dependent position relative to the petrson
who gives the orders or instructions or to someone who has committed herself

ot himself to performing an assignment for that person.

‘Discrimination’ is sometimes also used as an umbrella term for direct discrimination,

indirect discrimination and instructions to discriminate.

Ethnicity [Sw. etnisk tillhirighel] — national or ethnic origin, skin colour or other similar

circumstance

4 Cf. Chapter 1, Section 4 DA
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Disability [Sw. funktionshinder] — defined in DA as a permanent physical, mental or
intellectual limitation of a person’s functional capacity. This may be due to injuty or

illness that existed at birth, has arisen since then or may be expected to arise.

Disability [Sw. funktionsnedsittning] — a term used by the Equality Ombudsman (DO) that
describes the impairment of a physical, mental or intellectual functional capacity. It is thus
something that a person has, not something that a person is. DO considers that a
disability [Sw. funktionshinder] is instead something that arises in an environment where

barriers exist for people with disabilities [Sw. finktionsnedsittning.”
HBT [Sw. HBT] — umbrella term for homosexual, bisexual and transgender persons.

Hetetonormativity [Sw. beferonormen] — the conviction that everyone is heterosexual and
that this is the natural and desirable way to live. One of the points of depattures is
expectations of femininity and masculinity as each othet’s opposites and complements.
Heteronormativity is about power. People belonging to the heterosexual norm have the
privilege of being something more than their sexual orientation and also having the power
to assess what is different and undesirable. People who transgress the boundaries of

heterosexuality are perceived as deviants.

Equality [Sw. jimlikbel] — means equitable conditions between all individuals and groups
in society and that everyone has equal value regardless of sex, transgender identity or
expression, ethnicity, religion or other belief, disability, sexual otientation or age.

Gender equality (equal opportunities) [Sw. jimstilldbef] — means that women and men

enjoy equal rights, opportunities and obligations in all areas of society.
Sex [Sw. ko] — that someone is 2 woman ot a man.

Gender identity or gender expression [Sw. kdusidentitet eller kinsuttryck] — DO has
decided to use the term gender identity or gender expression (in contrast to DA’s term
Iransgender identity or expression). According to DA, everyone has gender identity and gender
exptession, not just transgender persons. By ‘gender identity” or ‘gender expression’, DA
means a person’s identity or expression in the form of clothing, body language, behaviour

or other similar circumstance with respect to gender.

Transgender identity ot expression [Sw. kdnsoverskridande identitet eller uttryck] — defined
as follows in DA: that someone does not identify herself or himself as a woman or a man
or expresses by their manner of dressing or in some other way that they belong to

another sex.

15 Translator’s note: Both of the terms ‘funktionshinder and ‘funktionsnedsiittning are referred to as ‘disability’ in the UN
Convention on the Rights of Persons with Disabilities brip:/ / wwmw.regeringen.se/ content/ 1/ c6/12/ 36/ 15/ 6f7c30¢1 pdf



Divetsity [Sw. mdngfald] — A combination of differences such as, for example, sex, age,

sexual orientation, ethnic origin, religion or other belief, disability and social background.

Sexual orientation [Sw. sexwel/ /iggning) — homosexual, bisexual or heterosexual

orientation.

Transgender persons [Sw. #ranspersoner] — an umbrella term used for people who in vatious
ways break the two-gender norm and society’s conceptions about how women and men
and girls and boys are expected to be, look like and behave. People covered by this term
may, for example, include transvestites, intersexual persons (petsons who have been born
with an unclear sex) or inter- and transgender persons (people who define themselves as
beyond sex or outside traditional gender identities).

Age [Sw. dlder] — length of life to date



