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The North, Northeast, Midwest, Southeast and Southern regions of Brazil were the object of analysis
in this report. In total, a sample of 263 answers from all the thematic workshops of women who are
state and federal level prosecutors and promotors of the Public Prosecution Service from all five
regions of Brazil were analyzed for the purposes of this report.

The Northern Region encompasses the following regions: Acre, Amazonas, Amapd, Pard,
Ronddnia, Roraima and Tocantins. The Northeastern Region, in its turn, includes the States of
Alagoas, Bahia, Ceard, Maranhdo, Paraiba, Pernambuco, Piaui, Rio Grande do Norte and Sergipe.
The States of Mato Grosso, Mato Grosso do Sul and Goids are located within the Midwestern
Region. The Southeastern Region includes the States of Espirito Santo, Minas Gerais, Rio de Janeiro
and Sdo Paulo. And, finally, the Southern Region, encompasses the States of Parand, Santa
Catarina, and Rio Grande do Sul.




1. Workshop methodology of the six Thematic
Areas

The diversity among those who make up the Brazilian Justice system, including gender balance, adds
knowledge, skills and complementary experiences, while reflecting reality in society. The existing
references regarding the participation of women within the context of the careers of the Public
Prosecution Service (Projeto Cendrios — CNMP/CPE) show an imbalanced scenario, particularly in the
Northern, Midwestern and Southeastern regions. The general inequality in the composition of the
institutions connected to the Public Prosecution Service and the Justice System is pointed out as
consequence of the data collection made by the National Council of Prosecution Services (Conselho
Nacional do Ministério Publico or CNMP in Portuguese) regarding the participation of women in careers
within the justice system in Brazil.

This inequality varies among regions within the country and the type of position held within those same
institutions. At the outset, there is an imbalance in the several States between the number of women who
are promotors and prosecutors compared to men promotors and prosecutors. Looking at the numbers
advanced by the most recent report from the Cendrios de Género Project, by region, regarding the year
of 2018: in the Northern Region, we had 598 men who were promotors and prosecutors, in comparison
with 377 women who were promotors and prosecutors; in the Northeast there were 1.498 men and 1.158
women. In the Midwest, the region had 560 men who were promotors and prosecutors and only 325
women. In the Southeastern Region, there were 2.502 men who were promotors and prosecutors, versus
1.690 women. And finally, in the Southern Region, there were 1.169 men who were prosecutors and
promotors in comparison to only 760 women.

With the purpose of accomplishing gender equality, at the outset, this project has the exchange of good
practice and experiences regarding the representation of women in the Public Prosecution Service as an
objective; this is in order to identify affiimative actions and to enable a comparative approach of the
confexts and challenges lived out in Brazil and in the European Union and its Member States. The
discussion on gender equality in these conferences also includes the debate of the measures which
promote and value racial diversity in the workplace.

In order to disseminate the issue of a gender perspective regarding the career in a qualified and face-
to-face manner, the Presidency of the National Council of Prosecution Services and the Delegation of
the European Union to Brazil - EU, developed this project, entitled “Gender Equality Perspectives in the
Justice System - Public Prosecution Service” (“Perspetivas da Equidade de Género no Sistema de Justica
— Ministério PUblico” in Portuguese) with que objective of stimulating dialogue stemming from the five
regional conferences which were carried out during the first semester of 2019; there was one in each
region of the country and, after the formulation of a diagnosis, the promotion of exchanges between
representatives of the Public Prosecution Service/ Nacional Council of Prosecution Services (in short
MP/CNMP, in Portuguese) and those of the European Union.

Along these lines, the project proposed to promote the exchange of knowledge in the context of the five
regional conferences, following the geographical division of Brazil (northern, northeastern, midwestern,
southeastern and southern regions). It contemplated the Public Prosecution Services of the 26 States, as
well as the Prosecution Service of the Federal District and Territories, following the model used in the
successful “First National Conference of Prosecutor-Generals”, which took place on the 15" and 16™ of
June 2018. The events were organized by the presidency of the National Council of Prosecution Services,
with the support of the Head of the Human Rights and Collective Defense Unit (in short SDH/CNMP, in
Portuguese), as well as the Commission for the Defense of Fundamental Rights (in short, CDDF/CNMP, in
Portuguese) together with the General-Prosecution Offices atf state level - North, Northeast, Midwest,
Southeast and South- and with the Delegation of the European Union fo Brazil — EU.




The Presidency of the National Council of Prosecution Services (CNMP) opened a selection procedure
regarding women interested in parficipafing in each Regional Conference of Promotors and Prosecutors
of the Prosecution Service at state level. Each selection procedure had the objective of selecting 100
(one hundred) Promotors and Prosecutors from the several State Prosecution Services.

1.1. Objective of the Workshops

This pedagogical project included support material and texts on equality and gender equality, which
were previously discussed with the pedagogical coordination and with the workshop coordinators and
rapporteurs.

The debates occurred simultaneously in the six workshops, according to previously defined thematic
areas, with the mediation of two rapporteurs and one coordinator for each thematic area. This was
carried out with the purpose of gathering the opinions of women Promotors and Prosecutors on the flow
and on the obstacles regarding career admission, occupancy, internship, professional qualification and
career progression, reflecting on problems, solutions and good practice.

The debates took place in six thematic areas related to careers in the form of workshops, with the
objective of establishing a reflection in the groups about the thematic areas and their ramifications from
the answers to questions which had been previously placed, for the construction of alternatives to the
problems which were diagnosed and fo propose actions to be carried out on an institutional level.

1.2. Thematic Area Workshops
I. Career admission: recruitment, selection and professional qualification

Attractiveness of the career;

The Public Prosecution Service: an instifution for women?

Content of the public notices for the public exams in order to be admitted to the career;
Academic activity model program for enroliment and in order to carry out the infernship;
Quota systems.

o MDD -

Il. Working conditions: health, security, and internal and external professional recognition

Equal freatment;

Labor discrimination;

Moral and sexual harassment;

Labor and environmental risks;

Does being a woman require special conditions?
Sorority versus discrimination among women.

oA WDd -

lll. Internship: institutional policies, courses, professional qualification, training and good practice:

* Necessary specificities;

* Incentives;

e Aftributions;

e Specializations regarding skills;

e Professional qualification- needs; participation difficulties in pedagogical activities, efc.




IV. Career progression: criteria, difficulties and equality policies

e Promotions/transfers — necessary specificities with an impact on career progression (maternity
and looking after family);

e Professional qualification — criteria for progress and promotion due to merit;

e Occupying facilities with harsh conditions.

V. Career and other responsibilities: Gender and Family

e Career and private life;
¢ The incomplete revolution: the double shift at home and at work;
e Isit necessary to opt: children or career?

VI. Empowerment, leadership and political and institutional participation: gender equality and equality
policies

e Composition of collegiate bodies;

e Participation in coordinating roles;

e Participation in working groups or task forces;

e Participation in panels, conferences, seminars and courses promoted by the Public Prosecution
Service;

*  Are there some more feminine and other more masculine topicse

1.3. Composition of the Workshops

The Workshops were carried out simultaneously in each group with a: coordinator; two rapporteurs; and
the other participants who had previously been distributed according fo their preferences.

Coordinator: The coordinator had the task of initiating the work to be carried out; explain the rules; control
the fime of each intervention; propose the questions; stimulate the debate; mediate possible conflicts.

Thematic rapporteur: Reported with a focus on the problematization which was carried out, as well as
with the proposals and theories presented; previously organized the proposals and theories which were
presented or developed; drew proposals and institutional actions from the accounts in the Workshop
which were voted in the Plenary meeting.

Rapporteur of the minutes: Reported on what was said with a focus on the subjective accounts presented,
the testimonies, and the illustrative facts which were presented (in the format of a descriptive memorial,
in the minutes).
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1.4. Structure of the Workshops
There were two parts of in the simultaneous Thematic Workshops:
15t part of the Workshops (180 minutes);

2nd part of the Workshops (150 minutes);

Q) First part of the Workshops

Opening: Presentation, functioning, fime distribution and parficipation rules — Coordinator and
rapporteurs.

Time: 20 minutes.

Round of presentations: where you are placed; under which public competition procedure;
where you have been; where you want to be; how do you see yourself as a woman in the Public
Prosecution Service. 2 to 3 minutes per participant.

15 previously determined parficipants (approximate number).

Time: 60 minutes.
Questions and debates: questions from each thematic area. Mentimeter.com tool.
Time: 100 minutes.

Questions previously inserted in the tool. Each question was placed and answered in 3 to 4
minutes on the menti.com fool. After the 7 answers were inserted the debate could begin.

Proposals which generated immediate consensus were taken note of so they could be sent to
be voted on in the Plenary meeting.

b) Second part of the Workshops

Opening: Coordinator

Time: 5 minutes.

Presentation of the Conclusions of the previous day (Workshop 1): Rapporteur 1
Time: 10 minutes.

Problematization: Rapporteur 2

Time: 15 minutes.

3 issues maximum + complementary questions

Debates: Proposed issues — debates

Time: 40 minutes.
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Voting: Proposals and theories (maximum of 10 per group).
Time: 80 minutes.

Demanded coordination and drafting skills. The proposals were written with verbs in the infinitive
and in the form of specific actions with the possibility of institutional implementation or which
allowed for effective results.

Voting rules in the groups:

- The time was divided by the number of elaborated proposals, allocating a part to each one
of them;

- At least 2 defences and 2 oppositions were admitted, respecting the previously established
time division;

- The proposals or theories which obtained the simple majority of the votes were considered
approved.
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2. Most relevant results from the data
analyzed in the Workshop of the Thematic
Areas in the five regions:

I. Career admission: recruitment, selection and professional qualification:

Regarding the theme career admission: recruitment, selection and professional qualification, the women
from the Northern Region who responded as to why they applied for the public exams to be admitted to
their career in the Public Prosecution Service, essentially made reference to the affinity and identification
they felt with these functions; they also brought up the fact that they had this career in mind as the ideal
career during their youth, as well as the desire to fight criminality and to defend people’s rights. The fact
that the 1988 Federal Constitution brought new functions was also highlighted by some women as a
reason to have chosen to apply to the public exams for this career.

In the Northeastern Region, most of the answers focused on the fact that the women considered they
had a vocation for the career, or that they had always dreamed of a legal career serving others, as well
as their desire for a more just society, guaranteeing compliance with constitutional principles and the
defence of inalienable rights; lastly, they also expressed the desire to act and to be active in this context.
There were also answers which referred that the public competition for the Public Prosecution Service was
the first public exam available after the end of their Law degrees.

In the Midwest, most of the answers provided by the women concentrated on the fact they identified
with the attributions, ideals and agenda of the Public Prosecution Service. The promotors and prosecutors
also referred that they had great sympathy for the way other promotors and prosecutors and teachers
who were promotors and prosecutors acted in the performance of their tasks, as well as those in jury court.

In the Southeast, several answers concentrated on the fact that the women at stake felt an affinity with
the aftributions of the Public Prosecution Service, as well as a general appreciation for the justice system.
In particular, the promotors and prosecutors stated their inferest in collective and diffused rights, the
environment, defending human rights and social justice. Other women pointed out the attractive salary
and the financial stability provided by the profession, as well as their identification with the work carried
out by a specific promotor or prosecutor, or a special interest for the area of criminal law.

And lastly, in the South, several women who participated in this group also noted that what mofivated
them was the desire to provide justice and to fight for the rights of people most in need of support. They
also stated a specific interest in the powers of the state Public Prosecution Service which had a social
dimension. Again, other participants focused their answers on the fact that this career allowed them a
high degree of independence, not only on a financial level but also at a functional level, or also the fact
that their internship sparked what they considered to be a calling for this career. Furthermore, they
mentfioned that they had idenfified with the scope of action of the Public Prosecution Service, for
example, because they learnt about the work of a certain promotor or prosecutor.
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When they were asked whether this career had any specific appeal for women, a total of 68,5% of the
promotors and prosecutors who participated in the workshops of all the regions responded affirmatively,
versus 31% who considered that the career was not particularly compelling due to the fact that they were
women.

Dividing up the answers per region, the following results were obtained:

In the North, 66.6% of the enquired participants responded that the Public Prosecution Service did not
have a specific pull factor form them as women. Several prosecutors and promotors responded that there
were no particularly compelling factors for them but, on the other hand, that there were elements which
did not stimulate their choice (for example, the balance with maternity, internal challenges, mobility
issues, and a lack of infrastructures in court districts). Others pointed out that there were more attractive
careers. The remaining participants responded positively that there were appealing elements, such as
wanting fo change the situation of women, to confribute to the access fo justice, and the fact that it was
an inspiring career.

In the Northeast, 87,5% of women said yes, that there were specific factors which attracted women to
the career, mainly referring the purpose of changing the status quo, rendering justice and promoting
social change, as well as defending minorities and women'’s rights. Another enticing facet which was
referred was on an economic level, since their salary was financially rewarding.

In the Midwest, 66,6% of the promotors and prosecutors pointed out the existence of appealing elements
for them as women, referring specifically to the financial independence provided by the profession. Self-
fime management, functional independence or a greater degree of freedom in their scope of work, as
well as job satisfaction were also referred as some of the most appealing elements. And, even when the
answers were negative, financial Independence was still noted as a reason for interest in the career as
well as salary factors and the guarantee of emancipation on a personal and social level, along with
respect and credibility.

In the Southeast, all participants answered affirmatively, that there were elements of appeal for women,
while highlighting in their answers the fact that they could fully use their maternity leave without any salary
reduction, the stability the profession brought them, and the possibility of being selected by a public
competition procedure with objective criteria based on merit, without the influence of external factors,
so that they could carry out their career in this area.

Finally, in the South, 57,1% of women also described the existence of “pull” factors, indicating the financial
independence factor as an advantage again, as well as the fact that their position as prosecutors or
promotors was valued by society. They also mentioned that the working environment in the Public
Prosecution Service was more respectful of women on a professional level.
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Does a career in the Public Prosecution Service
have "pull" factors for women<

=Yes = Afew =Some =No

As for the question regarding whether women promotors and prosecutors had behavioral restrictions in
comparison to their colleagues who were men, 85,7% of the promotors and prosecutors who participated
in the workshops of all regions responded affirmatively, versus 13,9% who indicated they did not feel
behavioral restrictions when compared to their counterparts who were men.

The division of the answers by region produced the following resulfs:

In the North, the women to whom this question was put were unanimous - yes, there were restrictions in
comparison with their colleagues who were men — pointing out that those restrictions were essentially
regarding behavior, aftifude, the need for modesty, as well as authority and respectability. Several
promotors and prosecutors also mentioned social pressure as one of the restrictions, and some mentioned
limitations in interaction, in the way they spoke and in the clothes they wore.

In the Northeast, 87,5% of women considered that being a promotor or a prosecutor effectively involved
behavioral restrictions in comparison with their colleagues who were men, with explanations ranging from
sifuations of discrimination or constant harassment (mostly focused on their clothes), as well as
psychological harassment. Other promotors and prosecutors indicated inappropriate comments
regarding their social behavior, love life or sexual life, including, for example, regarding photos on social
networks, the way they dressed or even regarding the age of their partner (particularly if the partner was
a man and was younger than the woman prosecutor or promotor).

Again, in the Midwest, all women who were questioned regarding this issue considered that being a
prosecutfor or promotor involved conduct constraints in comparison with their counterparts who were
men. Accounts were mostly focused on limitations regarding social gatherings, or the socially imposed
obligation to dress a certain way. A more severe scrufiny of their general behavior was also referred, as
well as the requirement of what was described as an “ultraconservative” social behavior. Restraints due
to marital status were also identified by the promotors and prosecutors, particularly due to the fact they
were single or divorced. Finally, the women mentioned criticism directed at them because they were
married and had to leave work early due to the fact they had children.
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The same applied to the Southeast, where all the women who were asked this question responded that
being a promotor or prosecutor involved a condifioning of their demeanor, unlike their colleagues who
were men. Justifications were mostly centered on the fact that they felt their conduct and behavior were
observed and judged by their colleagues at work, as well as their clothes and social life in general. Several
limitations were pointed out in their respective district courts, and the participants referred that the
difficulties in integration in their respective districts had affected the career they wanted to have within
the institution.

In the Southern Region, 57,1% of prosecutors or promotors who participated in this group said that they
did not feel any constraints or that they could not say for sure if behavioral restrictions in comparison with
their colleagues who were men existed or not, while 42,8% of the parficipants said yes, that these
limitations existed regarding their conduct. From those who answered affirmatively, statements were
centfered on the fact that society still demands that women are more reserved than men, and the
promotors and prosecutors also referred that this pressure happened more when they worked in smaller
court districts in Brazil.

Do you have behavioural restrictions in
comparison to your colleagues who are mene

mYes ®Afew Some = No/Does not know

When the participants were asked to make suggestions on how to increase diversity among the women
of the Public Prosecution Service while taking into account race, color, ethnicity and social condition, the
promotors and prosecutors of the Northern region pointed out the need to promote inclusion, aftract
women and to ensure diversity. The organization of conferences, the dissemination of this issue in
Academia, the Public Prosecution Service and in the media were also suggested; finally, the need to
comply with the law where diversity issues were concerned was also pointed out.

In the Northeast, several answers went in the direction of implementing a quota system, namely, racial
quotas, as well as to guarantee parity and equality. Other suggestions were also made, such as
strengthening the participation of women in the bodies of the Higher Administration of the Public
Prosecution Service, as well as the existence of courses to reassert affirmative actions, with a 50%
placement guarantee for women in the feaching body and 50% places for women to study in these
courses. They also recommended allowing promotors and prosecutors to carry out their dufies without
conflicting with other encumbrances, through concrete and regulated measures. Lastly, the need to
work on diversity issues was underlined regarding the members of the Public Prosecution Service, so that
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they were effectively upheld, as prejudice from members and public servants within the institution
affected selection procedures.

In the Midwest, several answers went in the direction of the need fo rethink evaluation criteria, for
example, in the public competition procedures for the Public Prosecution Service (with quotas, places in
public competitions and special timetables for women). Other participants referred the need to comply
with the resolution of the Public Prosecution Service regarding the admission of people of African descent
to the institution, as well as the fact that it was important to foster diversity (for example: in the panels for
public competition procedures) and for the existence of institutional policies to eliminate racism (for
example, the creation of a unit to work on diversity issues). The possibility of enacting discussion strategies
in the various bodies of the institution and the possibility of increasing powers or responsibilities to fight
discrimination and to promote human rights were also raised.

In the Southeastern region, the most frequent suggestions focused on the existence of quotas for people
of African descent, as well as the existence of more affirmative actions within the institution. The need for
human rights to be a part of the public competition procedures was also referred to, as well as the
necessity for human resources to be prepared for diversity. Lastly, the issue of it being essenfial fo give
voice to those already occupying these spaces within the Public Prosecution Service was also pointed
out, namely, people who have already broken down certain barriers regarding diversity (for ex. regarding
their sexual orientation), in order to enable them to participate in the panels for the public competitions
to enter the career.

Finally, in the South, many propositions were directed at the need for more debates and gatherings to
allow for a discussion around the topics of race, color, ethnicity, social condition, and the need fo
stimulate the dialogue to strengthen the institution in itself. The participants also recommended that the
initiative was taken in order to advertise the work developed by the Public Prosecution Service on these
themes, as well as for the dissemination of ifs attributions. The promotors and prosecutors also suggested
handing out scholarships based on race, color, ethnicity and social condition, as well as the possibility of
quotas for the preparation course to enter the Public Prosecution Service. Lastly, the women also raised
the possibility of preparatory courses of the Public Prosecution Service focused on these particular groups.

As for the question related to the adequacy of the public competition procedure for women in order to
enter the career and the internship period, in 50% of the answers from all 5 regions women considered
the public competition procedures and the internship to be adequate, versus 30,6% of the answers, where
the promotors and prosecutors considered they were not adequate.

In the Northern Region, in 50% of the answers, the women noted that the public competition procedure
in order to enter the career was somewhat adequate, as it depended on the organic law of each State.
Some of the participants suggested the need for specific modules in the training courses for women, as
well as others which approached topics around psychological issues, in order to prepare promotors and
prosecutors to face potential difficulties in their respective district courts.

However, 33,3% of answers indicated that
the procedure to enter the career and the internship were not adequate nor were they focused on
women and on the particular needs involving their scope of work, as it did not explain the difficulties they
faced; with regard to the internship, it was also mentioned that there was a need the immediate
effectiveness of their full qualification to act. The lack of a standard period of time and subjects for training
courses was also mentioned. As for the answers which considered the public competition
procedure and internship procedures to be adequate, it was mentioned that women did not jeopardize
their length of service regarding the seniority criteria for the purpose of being considered fully qualified,
as the only period of time which was the object of suspension was the period for the internship.

In the Northeast most women responded affirmatively to this question (62,5%). On the other hand, 25% of
the participants answered that the public competition procedure and the internship were not adequate
fo women, highlighting, for example, that the issue of gender inequality should be a part of the content
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of the programmes, and that the course in order to enfer the career should be longer than a month.
These promotors and prosecutors also pointed out that the fraining should be ongoing until the moment
they are fully qualified, with special attention given to gender issues. The other 12,5% of the statements
produced by the participants were centered around the fact that in the moment of enrollment at the
beginning of their careers only domestic violence was seen as a gender issue, and also pointed to the
absence of an approach to topics such as psychological or sexual harassment, and the fact that most
of their instructors were men.

Most of the participants who were asked this question in the Midwest responded that the public
competition procedure to enter the Public Prosecution Service as well as the internship were not adapted
fo women (83,3%). Most of the answers highlighted that the institution did not take their specificities intfo
account, namely, in what concerned pregnancy, breastfeeding, and care for children and other
relatives. The fact that the course did not involve a gender perspective was also mentioned.

As for the Southeast, 50% of the women who were asked this question also pointed out the inadequacy
of the public competition procedures and the infernship, while 33,3% of the promotors and prosecutors
stated that the courses in order to enter and to remain in the career were only “somewhat” adequate to
women. Most of the negative answers focused on the fact that it was necessary to foster and establish
an adequate representation of women, not only in the evaluation and entry course to the career, but
also in the internship course period. The participants who considered the internship only “somewhat”
adequate mentioned the need for the existence of more activities directed at the integration of women,
and also the possibility of a Gender Commission, for example.

Lastly, in the South, 71,4 % of the women responded affirmatively that, in general, the public competition
in order to enter the career and the internship were adequate for women, as they considered the that
entering the career after the internship period and evaluation was in ifself a guarantee that they could
act as promotors and prosecutors without being subject to any pressure. However, the participants
pointed out that they considered that the internship period might not be adequate fo women with
children, having suggested that the necessary adjustments be made fo the internship course where
pregnant women were concerned. The promotors and prosecutors also mentioned the need to enhance
the internship programme so it could foresee gender issues.

Is the internship programme adequate for
womene

mYes =Alittle Somewhat = No/Can't say
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Il. Working conditions: health, security and internal and external

professional recognition

As for health, security and internal and external professional recognition, when they were questioned on
whether being a woman required special conditions for the job, 97,7% of the promotors and prosecutors
globally answered affirmatively in the 5 regions, in comparison to only 2,2%, who said no.

In the Northern Region, promotors and prosecutors were unanimous in their opinion that being a woman
required special conditions for the job. One of the main reasons which were presented were the physical
conditions of women and their gender specificities, which required a differentiated analysis and special
working condifions. Particular needs according to specific health conditions were also mentioned, such
as pregnancy, maternity (for ex. breastfeeding), as well as security issues, parficularly regarding
bathrooms and other restricted areas. The “double shift” of their profession and an excessive workload at
home were also pointed out in this context.

In the Northeast, all the participants said yes. The justifications were centered mostly around the fact that
those promotors and prosecutors who were asked this question considered women were different than
men for biological and hormonal reasons. Health issues were also referred to, particularly psychological
issues such as depression and isolation in their early career due to the distance from their families, and
due to maternity. Finally, situations related to their children were pointed out, as well as the fact that
personal life overloaded women, particularly with regard to the family, home, and even concerning
emotional issues and their own wellbeing.

Also, in the Midwest, when they were questioned on whether being a woman involved special conditions
for the job, all the promotors and prosecutors responded affirmatively. Explanations were mostly around
the fact that women had certain specificities (physical, psychological, personal, emotional and
biological) which should be considered, under penalty of perpetuating the fact that women were forced
fo abandon their professional aspiratfions. Problems regarding maternity, particularly breastfeeding, were
also referred, since they were viewed as factors which created difficulties in being substituted in distant
district courts. The fact that women were overburdened with their jobs and housework was also
mentioned.

Once again, in the Southeast, aimost all the women responded affirmatively (88,8%). Situations involving
maternity, particularly in what concerned breastfeeding, were pointed out again, as well as the need to
be away from work in order to benefit from maternity leave, which often occurred without institutional
support. The specificities related to the work of the promotors and prosecutors were also highlighted, such
as different “roles” outside work, with so-called “double” and “triple shifts”, frequently involving added
responsibilities with children. The participants also mentioned that they needed more flexibility in the
management of their day-to-day lives, precisely since many of the promotors and prosecutors had
children. Harassment cases in an institutional context were also referred to.

Lastly, all the women who were placed this question in the Southern Region also answered affirmatively
when they were asked if being a woman involved special requirements for the job. Responses were
particularly directed at the fact that the participants considered that these special conditions were
related to issues regarding their children, mostly when they were young, as well as issues related to
maternity in general, for example, the need for spaces in the workplace which enabled breastfeeding.

The need to care for older
relatives was also raised as an issue, as well as relatives with special needs, who were frequently the
responsibility of women. Participants pointed out that this involved so-called “double” and sometimes
“triple shifts”, also stating that the fact they carried out domestic chores required solutions for these
specific situations, namely differenfiated working conditions. The possibility for daycare centers which
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were closer to the workplace or the existence of specific breastfeeding periods during the workday were
raised as a possibility. Lastly, promotors and prosecutors pointfed out that with
better working conditions women would be able to combine their family and labor situations, and thus
take on new responsibilities in their careers in the Public Prosecution Service. This could also encourage
them to make decisions to take on new challenges on a professional level.

Does being a woman require special conditions
for the jobe

g

mYes = Afew =Some =No

When they were asked whether they had suffered or witnessed manterrupting, mansplaining, or
gaslighting in work meetings (inside or outside the Public Prosecution Service), 85,6% of the enquired
women of the 5 regions answered affirmatively.

In the Northern Region, all the women said yes regarding this question. As for their reactions in these
sifuations, several partficipants stated that they said they did not want to be interrupted, excused
themselves and confinued talking, or tried fo fight back. Other promotors and prosecutors stated having
been so shocked they were unable to respond or were incredulous during the hearings, and that judges
interrupted them, corrected them in a subtle manner, or advanced unnecessary explanations.

The percentage of answers where women said yes was also high in the Northeast, as 80% of the women
responded affirmatively, while 20% said that they did not suffer or witness manterrupting, mansplaining or
gaslighting in work meetings. Within the range of those who did, prosecutors and promotors mostly
referred to having witnessed chauvinistic comments, not only inside but also mostly outside the Public
Prosecution Service. The women who were asked this question pointed out that they were the direct
victims of these phenomena in general. Most of the reactions reported were incisive, as the women at
stake stated that they automatically demanded respect and imposed their stance, pointing out that they
did not want to be interrupted.

In the Midwest, the percentage of women who stated having suffered from or having witnessed
mansplaining, manterrupting or gaslighting was lower than the other two previous regions (62,5%). On the
other hand, 37,5% of these promotors and prosecutors answered that they had not been victims of these
situations. Among those who were, some reported having witnessed and having suffered from this,
particularly in the form of mansplaining and gaslighting, not only inside but also outside the Public
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Prosecution Office (mostly in the context of the judiciary). Examples were provided of prosecutors who
were men that mocked women from a certain institution, considering them mentally unbalanced and
making subjective evaluations of these women promotors and prosecutors; this did not occur regarding
men promotors and prosecutors. The reactions reported by the participants ranged from having opted
to respond in a calm manner, to contest with strong verbal arguments, to request to speak again, or to
fry to express themselves better when they replied.

In the Southeast, just like in the Northern region, 100% of the answers from the promotors and prosecutors
were affirmative. Most women pointed out that these situations occurred frequently, considering them
recurring behaviors and that they were often purposefully ignored. The participants noted that they did
not only witness but also suffered from these behaviors several times, not only in the beginning of their
career, but also all throughout their professional path (even when they got to the “top” of their career).
Lastly, one of the worst factors involved in these situations was the fact that the promotors and prosecutors
at stake tried to intervene, but were unsuccessful, having reported they felt undermined, and opted not
to respond in some cases. In the cases where the participants decided to react, they referred having
responded back in an assertive manner, or having called the Prosecutorial Council. However, these
women pointed out that, even speaking firmly, they saw that even their opinions did not have the same
weight as those of the men involved in those situations, even when they were technical.

In the Southern region, once again, a majority of 85,7% of the women responded they had suffered or
witnessed mansplaining, manterrupting or gaslighting, not only inside but also outside the Public
Prosecution Service. An example of manterrupfing was provided in a meeting which had only men in it,
and promotors and prosecutors also mentioned that these situations occurred tendentially in the interior
of the country. When they were questioned about how they reacted, their answers were divided, and
the women reported several types of reactions: in a first group of answers the participants referred having
reacted in every situation which occurred. Some of the women pointed out the fact that they were
interrupted, having asked for more time to speak, for example. Others mentioned that, when men stole
their ideas, they made a point of making it clear that they were theirs, and that they had previously
commented on them with their colleague.

Another group of answers focused mostly on the fact that the promotors and prosecutors remained silent,
not being able to react. The maximum they could say was that they had said exactly the same thing that
their colleague who was a man had said in that situation. Lastly, in a third group of answers, the
participants gave the example of having reacted by taking the microphone and questioning the
promotor or prosecutor on the matter, which the colleague at stake was unable to answer. Other women
mentioned having waited unfil their colleague finished speaking, and then highlighted the situation,
informing that they would be starting again, and asking people fo let them finish.
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Have you withessed or suffered manterrupting,
mansplaining or gaslighting in work meetings?

=Yes = Alittle =Some =No

When questioned on whether they considered if the working hours and workload in the Public Prosecution
Service impacted differently on women and men, 98,1% of the answers of the promotors and prosecutors
were affirmative in all the 5 regions which were analyzed.

In the Northern Region, affirmative responses by prosecutors and promotors were unanimous. The
participants pointed out the "double shift” for women (af home and at work) again, noting their exira
family duties and the overload of household work they faced.

In the Northeast, a great number of participants (equivalent to 90,9%) also said yes, that they considered
that the working hours and workload of the Public Prosecution Service had a different impact on women
and on men. Of the answers which were collected, most of the participants considered that they
accumulated their work hours and their house chores, responsibilities towards their children and personal
life, as well as other domestic duties and activities. They highlighted the burden they felf regarding the so-
called “double shift” because they were women, and that they considered they were busier than men
due to gender issues and cultural reasons. As possible solutions, these women suggested remote working
and flexible working hours.

In the Midwest, all the promotors and prosecutors answered affirmatively. Most referred that women had
other household chores, pointing out many activities. They pointed out that this “double shift” (work and
kids) left them no time for physical or social activities in comparison with men, point out that men had
fime to have a personal life, frequently working exclusively for the institution and not taking on domestic
duties.

In the Southeast, once more, the women were unanimous, as they evaluated that their working hours and
workload in the Public Prosecution Service had a different impact on women and men. They mentioned
the fact that they considered they spent on average 8 to 10 hours more a week on domestic chores and
activities than men. Their responsibilities regarding their family, their house, and excessive working hours
made it hard for them to make this compatible with work. The women also pointed out that, even though
they considered that men promotors and prosecutors had the same “mental burden™ at work as them,
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they did not have the same obligations outside work, as they did not assume responsibilities regarding the
household.

Lastly, some of the parficipants stated not knowing how to solve this buildup of chores, as they saw
themselves in this “double shift” but they were not able to reduce their working hours or their workload.
They also mentioned that, consequentially, their family life was jeopardized. One of the proposed solutions
in this group was the possibility of a system of working from home.

Lastly, all promotors and prosecutors also answered affirmatively in the Southern region. In their answers,
participants pointed out the "double and triple shifts” women faced, cumulating not only family
commitments but also other social duties with work. They also referred that, culturally, more chores were
attributed to women, who generally were in charge of caring for the children, which made them less
available for work in comparison to their promotor and prosecutor colleagues who were men. In
conclusion, the parficipants in this group stated that the reality was that their effective working hours and
workload at the Public Prosecution Service had a different impact on women and men. Therefore, they
suggested a negotiation of solutions for this problem between women and men who were promotors and
prosecutors.

Do working hours/workload have a different
Impact on men and women?

mYes = Alitfle =Some =No

53,2% of women promotors and prosecutors who were asked if their age interfered with their internal and
external professional recognition answered affirmatively, while 19,2% said no.

In the North, 44,4% of women said their aged didn’t interfere with their internal and external professional
recognition, either because they never felt such that kind of interference (including when they were
younger), or because they had not felt it it up to the moment when they answered this question, or
because they started their career at an older age. On the other hand, 33% of women considered that
their age interfered in their career when they were younger and that for this reason it was difficult to be
respected while carrying out their functions.

In the Northeast, 72,7% of the parficipants who were asked if their age interfered with their professional
internal and external recognition answered yes. They pointed out that young women were tfendentially
considered incapable or inept for the functions they were carrying out and were also discredited due to
the fact they were seen as lacking experience. Women referred that the mere fact that they had a
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youthful appearance was interpreted as being synonymous of incompetence. On the other hand, it was
also referred that the competence of older women was also questioned (older persons were generally
designated as “Jurassic”). It was also mentioned that older women were considered “outdated” and
were even questioned regarding the reason they had not yet retired.

In the Midwest, 50% of the participants responded affirmatively, mentioning it was harder to accept
younger promotors in positions of power (for ex. from the part of the population), and that there was
prejudice as it was considered they did not have enough experience due to their youth; it was mentioned
again that their appearance led to them being treated as immature. Some of the promotors and
prosecutors pointed out that they had been discriminated at the beginning of their career but were
progressively respected as the years went on in their career.

In the Southeastern region, an inferior percentage of women (37,5%) responded that their age effectively
interfered with their recognition, pointing out that younger people had more internal than external
recognition, as society in general and external enfities (such as judges and lawyers) doubted their
competence, particularly in their early career. However, promotors and prosecutors poinfed out again
that they were not respected by their colleagues who were men due to the fact that they looked
younger, even though this was not the case. Another 37,5% of the participants explained that currently
their age did not interfere with their professional internal and external recognition, but when they were
younger this did occur; according to their statements, being young was a factor of mistrust regarding
their competence on the part of other professionals when they entered the career.

Lastly, 85,7% of promotors and prosecutors in the Southern region who were questioned on whether their
age interfered with their professional recognition on an internal and external level responded
affirmatively. The explanations presented by the participants were centered on the fact that youth was
associated to inexperience in the case of women, particularly in the external context. However,
it was also pointed out by these women that prejudice also existed when promotors and prosecutors were
older, as was the case when women were asked why they did noft refire due to their age. The existence
of very conservative men promotors and prosecutors in the new public competitions for the Public
Prosecution Service was also mentioned.

Does age interfere with internal/external
professional recognition?

N

mYes = Alittle =Somewhat =No
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When they were questioned regarding whether they felt at ease to perform typically masculine tasks,
92,7% of women promotors and prosecutors from the five regions which were analyzed responded
affirmatively, while only 7,2% said they didn’t feel comfortable carrying out these chores.

In the North, when questioned if they felt at ease to carry out these activities, most women- 88% - said
yes, with “no problem”, and some of them stated that they did not believe in the existence of “masculine
tasks”.

In the Northeast, women were unanimous in their affirmative responses, and some pointed out that they
felt completely at ease to carry out these activities without any difficulty. The argument that there were
no masculine tasks also appeared in this group.

In the Midwest, when questioned on whether they felt comfortable performing typically masculine tasks,
87.5% of women said yes, and some of the participants said they carried out these duties even when they
felt there was prejudice against them in doing so. Other promotors and prosecutors pointed out again
that both women and men are prepared to perform the same tasks, even with one or other physical
limitation which may represent a barrier for women; the participants even mentioned the existence of
activities considered to be “"masculine” which they were not "authorized” to perform.

In the Southeast, 87,5% of the promotors and prosecutors responded affirmatively (exactly the same
percentage as in the Midwest). In several answers, the women highlighted that they did not feel any
constraints of difficulties, and that they did not see anything which differentiated women and men in
carrying out any kind of activity within the institution; some of the participants noted their preference for
political cases, as well as other more complex activities. They reiterated that the concept of *masculine
activities” was a cultural concept, and that women could gain ground in demonstrating that there were
other ways to perform tasks, sometimes in a more effective way than the ones used by men. The issue of
discrimination was also brought up. Women considered this something typical in the Public Prosecution
Service, and pointed out that they were subject to discrimination when, for example, they were asked to
perform certain tasks that, in their opinion, were attfributed to them due to the fact they were the only
woman present (for example, fo write the minutes of a meeting).

Lastly, in the Southern Region, when they were questioned regarding if they felt comfortable carrying out
typically masculine tasks, all the answers of the group in question were affirmative. The promotors and
prosecutors of this group also mentioned the fact that they considered they could do anything men did.

Do you feel comfortable carrying out typically
masculine taskse

\

mYes =Alittle =Somewhat =No
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Still in the context of this theme, at a moment where there is a debate regarding working conditions,
health, security and internal and external recognition, several suggestions were made in the Northern
Region.

The first fopic which was debated was on how to deal with the fact that the specificities related to gender
issues regarding women members were often invisible for the Higher Administration of the Public
Prosecution Service. The need for regulation on the part of the Public Prosecution Service was pointed
out regarding these problems, as well as the promotion of the participation and increased awareness of
administrators and colleagues in relation to these subjects. The need for more attention regarding
women's health issues (for ex. iliness, pregnancy, children), as well as the need for multidisciplinary feams
of psychologists, doctors and social workers was also referred.

The absence of regulation on the part of the Higher Administration of the Public Prosecution Service
regarding the specific health situations of their women members and their close family was also
approached in the debate, and the need for regulation was pointed out again fo avoid women being
at the mercy of administrators (for ex. in situations of pregnancy, breastfeeding, or serious illness).

As for the need for the physical adaptation of the workplace to attend to gender specificities regarding
women members, once again, the suggestions ranged from the need for more physical security (for ex.
specific bathrooms, more private and safer spaces for women), as well as the adaptation of spaces for
breastfeeding and pregnancy situations, as well as the need for so-called “kid spaces”.

Regarding the need to foster the debate between members of the Public Prosecution Service to include
gender equality issues, recommendations varied from the need to detect hidden harassment situations
to the creation of the internal means to receive complaints. In this context, the setting up of specialized
commissions within the Public Prosecution Service was also suggested regarding situations of sexual abuse
and harassment. The importance of support being given by psychologists and social workers to these
victims was also highlighted, as well as the dissemination of information of general interest among
coordinators who were men.

Lastly, the issue of the absence of institutional policies focused on the preservation and funding for the
good health of the members was also debated, and in this context the suggestion of the creation of a
specialized multidisciplinary feam with psychologists, social workers and doctors for specific women's
issues came up again.

M. Internship: institutional policies, courses, professional qualification,

training and good practice

As for incentives, professional improvement, further qualification and training in the context of remaining
in the career, when they were asked if they had considered giving up as promotors or prosecutors, 64,5%
of women of all the regions combined said yes, while 35,4% said that they had not considered giving up
their career.

In the North, 90% of the participants who were asked this question answered affirmatively. The reasons
brought forward were mostly to do with the lack of infrastructures and of quality of life at the workplace
(for ex. in the inferior of the country), and also due to family, personal, or relationship reasons, as well as
those related to the needs of their children (for ex. academic reasons). Distance (for ex. from the family)
and the lack of mobility from the workplace were also referred to as reasons for promotors and
prosecutors to consider quitting. The women of this group also mentioned the lack of perspectives and
the delay in promotions as factors which made them consider giving up their career. As for the reasons
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which made them stay, the desire for the search for justice came up, as well as the promotion of social
change, or the will to confribute to the Public Prosecution Service and fo carry out changes in their own
institution. A calling for the career or the urge for new challenges, as well as the support provided by the
administration were also mentioned as motivational factors for the promotors and prosecutors at stake to
remain in the career.

In the Northeast, 54,5% of the women said they had not thought of giving up their career, while 45,4%
stated they had. As the main justifications to remain, the promotors and prosecutors pointed out that they
considered the career a life mission, a job that allowed for personal fulfilment and that enabled them to
confribute to reduce social inequalities. They also highlighted that their greatest challenges involved
dividing their time with their family and the postponement of maternity. It was even referred that this
career opftion affected their pregnancies and led women to not want fo have more children, or that it
hampered adequate attention to their children. As for reasons fo give up, the main ones focused on the
lack of physical conditions to reach their workplace, as well as its lack of infrastructure.

In the Midwest, all the promotors and prosecutors responded that they had thought of giving up their
career. The main reasons pointed out were the sacrifices involved in order to carry out their functions,
while balancing family life with work life, namely, the distance from their families. The participants also
stated that there were other sources of pressure, like the fact that their workplace was in the interior of
the country, or psychological pressure, referring episodes of anxiety and depression. As for their motives
to remain in the career, answers were divided in 3 different areas: the salary and financial stability
provided by the profession, the possibility to contribute to social fransformation through the Public
Prosecution Service, and vocation.

Confrarily, in the Southeast, 87,5% of the participants said they had not thought of giving up their careers.
However, they did refer that the idea crossed their minds in certain moments, and there were women
who mentioned they did not think of it simply because they saw no other career option. Other promotors
and prosecutors pointed out the fact that they always liked the profession, but they had felt difficulties
engaging their colleagues around human rights causes, for example. Lastly, some of the participants
pointed out that giving up their career would be to abdicate from their dream to provide justice.
Therefore, it was not an option in their particular case. As for their reasons to stay in the profession, on one
hand, a certain degree of resignation was mentioned and, on the other hand, participants pointed out
the existence of moments of personal fulfiment that motivated them to remain in the career.

Lastly, in the South, when they were asked if they had thought of giving up their careers as promotors and
prosecutors of the Public Prosecution Service, 75% of the promotors and prosecutors said they had not
thought of doing it. Nevertheless, even though the women in this group referred they had never thought
of abandoning the profession, they did mention that they sometimes thought of acting differently, for
example, in a more contained manner. The participants of this group also pointed out that their will o
carry out their duties in a passionate manner (which they felf they had sometimes lost) came back when
they found out about the possibilities of success that their work at the Public Prosecution Service involved.

As for the participants who responded that they had
thought of giving up their career, some mentioned they had felt like giving up at the beginning of the
career, for example, due to the fact they wanted another profession, while others reported more serious
sifuations involving the loss of family members, which were also referred as reason for some of the
participants to quit the profession.
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Have you thought of quitting the Public
Prosecution Service?

mYes = A few times Sometimes = No

And when they were asked about the reason they did not retire before the age for retirement, 43,1% of
the answers of women from 4 of the regions (Northeast, Midwest, Southeast and South) were focused on
the fact they wanted to continue to contribute to the work of the Public Prosecution Service. In the answers
with the next highest percentage (40%), the participants stated that they had not completed the
necessary time to retire yet, and that this criteria did not apply to their situation; other women pointed out
that their current working conditions did not allow them to retire.

In the Northeast, the larger percentage of the women who were questioned (40%) stated that they
wanted to continue working. The main justifications were based on the fact they still felt able to work even
when they could retire, as well as the desire to conftribute to the Public Prosecution Service and to defend
justice. The promotors and prosecutors in question also pointed out that they still had professional dreams
they wanted to fulfill. In the group of answers which gathered the next higher percentage (30%), the
women noted that they sfill had not completed the necessary fime to retire or that they had just started
their career. Lastly, 20% of the participants said they had more availability and fime nowadays than
before due to the fact their children were already out of school/college.

In the Midwest, the larger percentage of women who were asked this question (42,8%) mentioned that
their current working conditions did not allow them to reach the necessary age for retirement, whether it
was due to health reasons or other reasons, such as the sacrifices required in what concerned their
personal life. Some of the promotors and prosecutors referred they were considering this possibility, and
others pointed out that they would retire on the condition that they had their full salary and/or more
quality of life.

In the Southeast, the larger percentage of the participants (62,5%) stated that they never thought of
retiring before retirement age, or that this option did not interest them, as even if they completed the
requirements, they did not think of doing so. Other promotors and prosecutors pointed out that, even if
they could, they would not do it because they considered they still had a lof to achieve and fo
accomplish in their careers.

Lastly, in the South, the answers of the women were split in two groups (50% of answers from each group).
The first group referred they wanted to confinue to contribute as a justification not o refire before
retirement age. The participants also pointed out the fact that they loved what they did as promotors
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and prosecutors, and that they had no infention of giving up as they considered having a calling for the
profession. Other women mentioned they were not interested in refiring so soon; the example was given
of a promotor/prosecutor who could have retired 10 years ago but who still felt she could continue to
contribute to the Public Prosecution Service, so she was thinking of working up to such a time where she
considered she had nothing further to give to the institution. The second group of answers (equivalent to
the other 50% of the participants) focused on the fact that the promotors and prosecutors in question
had not completed the necessary career fime for early retirement to be possible.

Why didn't you retire before retirement age?

ll

g

= Does not apply/did not complete time/current conditions don't allow it
= Lack of options/only if full salary is provided
Wants to continue to contribute/more available now

= |s considering it

When they were asked why they remained in the career having completed their necessary period for
retirement, 57,8% of the promotors and prosecutors from the five regions pointed out they wanted to
continue to contribute. The other 35,2% noted they had not yet completed the necessary time for
retirement or that they were waiting for retirement age, and so that specific criteria did not apply in their
case.

When this issue was approached in the Northern Region, 40% of women referred that they had not
completed the necessary time to retire, while another 40% stated they wanted to continue to work. The
will fo remain active, personal balance and the difficulty fo begin again in another professional area were
some of the main justifications these promotors and prosecutors put forward in this group. The remaining
20% of the answers were focused on the fact that financial reasons influenced their option fo remain in
the career after these participants completed their time for retirement.

In the Northeast, 63,3% of the answers were that they remained in the career after they completed their
fime for retirement due to the fact they wanted to continue to confribute fo the work of the Public
Prosecution Service. The motives stated by the participants were not only wanfing to continue fo
contribute but also the fact that they felt motivated and able to continue to serve due to the fact they
enjoyed work, and for personal fulfilment reasons as well. On the other hand, 36,3% of promotors and
prosecutors referred not having had the opportunity to complete the necessary time for retirement.

In the Midwest, 85,7% of the answers of the participants were also centered around the fact they wanted
to remain in the career. Explanations essentially were focused on the fact that these promotors and
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prosecutors felt a calling for this profession, and they also wanted to contribute to social change that the
work of the Public Prosecution Service generated; affinity with their institutional mission, as well as the
institutional encouragement which was offered to them at a professional level were also given as
justifications to stay in this career. Other justifications to remain were based on personal fulfillment reasons,
but promotors and prosecutors from this group also pointed out the need to have a greater quality of life,
as well as other working conditions.

Again in the Southeast, 50% of the answers of women were in line with remaining in the career, as they
liked what they did, while another 25% referred that this situation did not apply to their specific case. The
participants who said they wanted to remain in this profession because they liked what they did also
justified their answers with the fact they felt accomplished and happy in this way, and that they wanted
fo continue to contribute with their work, namely, social work, and to continue to produce good results.
These promotors and prosecutors also pointed out that they felt satisfied not only at a professional level,
with the fact that they felt that their work was valued, but also on a personal level.

Lastly, in the Southern region, just like in the Southeast, 50% of the answers of the participants indicated
that they wanted fo remain in their career at the Public Prosecution Service due to the fact they wanted
to continue to contribute. These promotors and prosecutors stated that they felt they still had many
challenges and new interests ahead of them, that they continued to have a lot of enthusiasm for the
profession, and that therefore they considered they still had a lot to give the institution. Some of the
women also highlighted the fact that the activity which they carried out at the Public Prosecution Service
allowed them to be the interlocutors of their own ideas, and that the work af the institution enabled them
fo remain updated, and this gave them a feeling of belonging. The social aspect of the profession was
also mentioned, as the women stated this as an advantage to them. The other 50% of the answers which
were obtained in this group focused on the fact the promotors and prosecutors pointed out that in these
cases they remained in the career because they didn't have the necessary career time in order to retire.

Why do you remain in the career even after
having completed time for retiremente

\g

= Did not complete time/waiting for retirement age/does not apply
= Once time completed would not remain
Financial reasons

= Want to continue to contribute/like what they do/would remain even if
time completed
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Regarding the question of which areas of the Public Prosecution Service they liked the most and the least,
the distribution of answers among four of the regions (Northeast, Midwest, South, Southeast) was the
following:

In the Northeast, regarding the question of the areas of work of the Public Prosecution Service which they
liked the most, the maijority of the women pointed out fundamental rights and citizenship as their favorite
areas of work, as well as defending the rights of vulnerable groups and criminal law. The areas they liked
the least to work on were family law, matters related to children, and juvenile justice in general.

In the Midwest, most of the parficipants pointed out as preferential areas criminal law, communication
with the public regarding complaints and contact with the population, defending diffused or collective
rights, and areas of work which involved a more proactive approach. The area of civil law was referred
by the promotors and prosecutors of this group as one of the areas which they liked the least to deal with.

In the Southeast, most of the women highlighted the area of criminal law as their preferential area of
work, due to the fast response which has provided to the population in this context, as well as collective
rights, namely monitoring and proposing public policies for people who were more socially vulnerable in
the area of the protection of human rights. On the other hand, the area of the environment was referred
fo by the promotors and prosecutors of this group as being one of the areas they liked the least to work
on.

Finally, most of the women from the South to who were questioned on this point noted the areas of the
environment and microenvironment, family law, children and juvenile justice, and the area of human
rights as their favorites. They also pointed out the area of education, administrative probity, management
functions, carrying out their competencies, the criminal and public security area, appeals and
professional qualification as an atypical area which involved consensus building. As for the areas they
liked the least, the participants from this group also mentioned the areas of childhood and youth, partially
since they felt a personal involvement in these cases.

As for the question regarding if they thought the Public Prosecution Offices was a good place to work (as
a member, a public servant, an intern or a subcontracted worker), most of the enquired promotors and
prosecutors from the several regions responded affirmatively (70,5%).

In the Northern region, all the participants who were asked this question said yes. However, several
necessities were pointed out, namely, the following ones: On one
hand, the need for a differentiated incentive policy was pointed out, as well as more incentives for
professional advancement, as professional qualification policies could adapt to the specificities of each
region, and the need for a professional advancement policy. On the other hand, the promotors
and prosecutors in this group pointed out the need for more structure, namely, institutional safety for
women, as well as institutional policies (for example, to avoid moral and/or sexual harassment). The
women also referred the need for adequate spaces for kids, as well as monitors in the institution in order
to support children. As for the more positive aspects of the Public Prosecution Service as a workplace, the
participants noted the guarantee of equal rights between women and men, gender equality, good
salaries and the professional valorization of public servants and members in general. Lastly, they
highlighted the possibility for professional advancement and growth provided by the Study Centers for
Professional Advancement.

In the Northeast, 63,6% of promotors and prosecutors said that the Public Prosecution Service was a good
place to work, while 36,3% said it wasn't. The justifications for the affirmative answers were distributed in
three areas: the first area focused on the fact that the Public Prosecution Service promoted justice, was
democratic, valued professional careers and provided gender equality; the second area which the
answers provided by women focused on was centered not only around the fact that women were more
rigorous in complying with public policies, but also on the fact that a women could contribute from a
technical perspective but also with their sensitivity; and lastly, the fact that women could be an example
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for other women in society was also poinfed out. Most of the negative answers were around the fact that
the Northeast was very chauvinist, and some of the participants referred that the Public Prosecution
Service reproduced that same patriarchal and chauvinist culture.

As for the Midwest, 57,1% of women also responded affirmatively, considering the Public Prosecution
Service a good place to work, distributing their answers by several explanations, such as their personal
fulfilment, institutional guarantees or their working hours. Some of the participants of this region referred
that one could consider there were fewer gender disparities in the career of the Public Prosecution
Service than in other professions, in comparison not only with other public entities but also with the private
sector itself. Other promotors and prosecutors pointed out that the Public Prosecution Service involved
difficulties for women which were like the difficulties felt in other professions, namely, the lack of social
conscience regarding gender inequalities.

In the Southeast, regarding whether or not the Public Prosecution Service was a good place to work (as
a member, a public servant, an intern or a subcontracted worker), 57,1% of women answered
affirmatively, while 28,5% of promotors and prosecutors referred that the Public Prosecution Service was
only arelatively good place to work and, finally, 14,2% of the participants said that it wasn't a good place
to work.

Lastly, 75% of the answers of the promotors and prosecutors in the Southern region were also affirmative,
while 25% of the women who were asked this question stated that the Public Prosecution Service was not
a good place to work. However, in the affirmative answers, the participants pointed out that they were
a minority in the Southern region, and that even though there were no major difficulties there was room
to evolve. Among the answers of the promotors and prosecutors who considered the Public Prosecution
Service was not a good place to work, the women referred that chauvinism dominated the work scene
as, for example, men fook over speaking fime in meetings without asking whoever was presiding for
permission, while women, even when asking the chair for permission to speak, were frequently interrupted.
Harassment cases were also pointed out and it was mentioned that often it was made to look like women
were taking over places destined for men in the career.

In conclusion, the Public Prosecution Service in this group of answers was portrayed as not being a good
or easy place to work for women. For these promotors and prosecutors, the lack of gender equality in this
career made it harder to achieve gender balance within the profession.

Do you think the Public Prosecution Service is a
good place to worke

mYes = Alittle =Somewhat =No




32

As for the question regarding which institutional policies could be developed to protect women at work,
suggestions by the promotors and prosecutors from the North, Southeast and South were the following:

In the North several recommendations were presented, and the main ones were around the importance
of the establishment of an internal complaint mechanism (for example, anonymous), with swift answers
and disciplinary procedures, as well as the need to fight moral and sexual harassment (using, for example,
political means). The need for the existence of courses, conferences and specific training for this purpose
was also referred, as well as the creation of more security conditions for women, adapted to regions
(particularly in the interior of the country) and paid for by the public prosecution services.

In the Southeast, the answers divided up in different areas. The main suggestions focused on the need for
regular campaigns in order to report harassment, as well as to avoid new reports. The need for
educational campaigns was also raised as an option, for example, for the clarification of how to face
gender discrimination and harassment, as well as campaigns related to other important issues. The
existence of more infernal measures for harassment cases was also proposed. Another group of
suggestions focused on the need for the existence of more incentives and more democratic opportunities
for studying in order to progress with professional qualification, as well as with public policies supporting
and encouraging women's institutional improvement. The need was also referred for the existence of
equality policies, as well as of parity in the concession of leave of absence for reasons related to studies,
and also incentives for women's participation in the higher administration of the Public Prosecution
Service. Fostering studies, conferences and debates about gender, as well as other thematic gatherings
and educative internal actions were also the object of several suggestions, as well as the rise in the
proportion of women on examination panels and other strategic positions. In the cases of harassment,
the need for well-known and accessible complaint mechanisms, as well as the possibility for specialized
assistance in all the spheres of the insfitution was poinfed out. The need to respect confidential hearings
(without any possibility of information leaks) regarding complaints brought to the institution for
clarification, as well as to motivate women to complain were also highlighted.

Lastly, the answers in the South also focused on several recommendations. Most of the answers were to
do with the creation of a commission and of a protocol regarding moral and sexual harassment at work.
The need was also pointed out for gender parity in events, courses, and among members and course
instructors in fraining courses in all areas for new members who had just started their careers. The women
further noted the necessity to provide a better organizational climate, as well as the possibility of
developing and making fraining and the public realm more prestigious for women. Lastly, the need was
also pointed out in this region for informative and frequent campaigns regarding this topic, as well as a
requirement for greater regulation and fraining courses in this area.

V. Career progression: criteria, difficulties and equality policies

In the area of career progression: promotions, fransfers and appointment to positions, when questioned if
they had refused to apply or given up promotions, 68,1% of the answers of the promotors and prosecutors
of the five regions of Brazil were affirmative, while 31,8% were negative.

When they were questioned, 70% of the women of in the Northern region stated that they refused to apply
or gave up promotions, having presented as justifications distance, particularly from their families, or the
fact that they had opted for another position. 30% of the promotors and prosecutors referred that they
did not refuse or give up promotions due to the fact they did not have an interest in changing areas of
work.

In the Northeast, when questioned if they had refused to apply or if they had given up promotions, 81,8%
of the participants responded affirmatively, and the more frequent explanation was the fact that the
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duties atf stake were incompatible with the duties around childcare or, for example, the fact that they
were in a faraway court district, or for family budget reasons. Only 18,1% of women answered no to this
question in this region.

In the Midwest, 55,5% of women responded affirmatively, and the most frequent reasons presented by
the enquired participants were making their personal and family lives compatible, as well as caring for
their children and the fact that they did not want to be away from their place of residence.

Inversely, in the Southeast, 66,6% of the promotors and prosecutors of this group answered that they had
not refused to apply and/or did not give up on promotions. However, these same participants pointed
out cases in which, even though they were promoted, they saw themselves obliged to opt between a
promotion and pregnancy. The other 33% of the participants answered affirmatively, as they had refused
to apply or given up on promotions, pointing out similar reasons, such as the fact that they had to think
about their families or that they had to opt for giving priority to work in the court district they were in.

Lastly, all the women from the Southern region said yes, that they had indeed refused or given up on
promotions, having justified their refusal mostly due to family commitments, in other words, they were
acting in the inferest of their families, to be able to be near them in general, and more particularly to be
near their children.

Did you refuse to apply/give up on a promotione

mYes = = NoO

Regarding the same question, but in relation to the enrolment in public competitions in order to be
transferred, 77,3% of the promotors and prosecutors answered affirmatively: they did not enroll in transfer
competitions, while 22,6% of the participants responded that they had.

In the North, when they were questioned about if they did or did not enroll in these competitions in order
to be tfransferred, 80% of the women answered that they didn’t, and half of them presented the following
reasons: lack of structure of difficult access to services (health included) and lack of educational
conditions for their children in the place of the promotion.




34

Regarding the same question, but in the Northeast, percentages were more distinctive, with 0% of the
participants stating that they had not enrolled in tfransfer competitions. The reasons mostly pointed out by
the women in this case were family reasons, as these transfers made compatibility with family life harder.
The distance from their workplace in relation to their families and their lack of interest regarding the
specialization area on offer were referred to as reasons why these promotors and prosecutors did not
enroll in transfer competitions.

In the Midwest, percentages were divided ex aequo, having 50% of promotors and prosecutors affirmed
that they did not enrollin fransfer competitions, and another 50% answered in the opposite sense, pointing
out that they had enrolled in these competitions.

In the Southeast, 66,6% of participants said they did not enroll in fransfer competitions, while 33,3% of the
participants said that they did enroll in these competitions in order to be transferred. Justifications for not
enrolling ranged from family reasons, the fact they their partner worked in the same city, or the fact that
they wanted to confinue to work in the district court they were currently in. The smaller percentage of
women referred that they still had not had the opportunity to participate in these competitions.

Lastly, the answers of the participants from the South were unanimous, as all the promotors and
prosecutors in this group pointed out that they did not enrol in these transfer competitions due to the fact
that they prioritized the proximity to their families, to their partners and children over the possible fransfer.
Personal reasons as a moftive fo not enrol were also mentioned by the women in this group.

Did you ever stop enrolling in transfer
competitionse

mYes = = NO

Regarding the issue of not having enrolled or having refused invitations for advisory positions, 48,3% of the
promotors and prosecutors referred that they had applied and enrolled for these positions, while 35,2% of
the participants of the several regions answered that they hadn’t, and that they had refused invitations or
h