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Madame Chairperson, Ministers, distinguished delegates !

Before I continue with my message, I am proud to tell you that the study on “Gender Attitudes in Azerbaijan, Trends and Challenges”, was completed in 2007 as a result of cooperation between the State Committee on Family, Women and Children, UNDP and The Norwegian Embassy here in Baku, and a strong support from the First lady, Mrs Alyieva. The report is a good tool for moving ahead on Gender Equality in Azerbaijan and in line with the spirit of the Council of Europe.
Council of Europe has its strength in promoting and protecting human rights in its member states. Its tools and guidelines should be used as good examples also for other countries.  
Ladies and Gentlemen,

gender equality is smart economy. Do not fall into the trap of loosing gender equality out of focus in hard times. This message is  also underlined in our (draft) Resolution MEG 7 (2010) which Norway look forward to include in our national work.  

I will use two examples from Norway, of typical quotation measures or affirmative actions with sanctions, which not only have changed the gender balance (in the areas affected) dramatically. It has also contributed to radical changes in stereotypical images of women’s and men’s roles. May be the most effective way of changing stereotypical images sometimes is to introduce radical and controversial changes ! The media and the press are certainly always interested when such measures are introduced . 
The quota for gender balance on companies’ Board of Directors and the father’s quota in the parental leave scheme, were both controversial when proposed as legal acts, but have proved to be efficient.  And not the least: They have  strengthened the economy  (80 % of the women work) as well as the fertility rate of Norway (1,98).
Talents are of course equally distributed between men and women. (A majority of university graduates in Norway are women, and increasingly also from business schools.)  In spite of this the industry in 2003 recruited only 7 per cent women to their boardrooms. Competent women were not seen – not recruited. This was a political embarrassment – to most political parties.
In 2003, Parliament made it mandatory for all State owned companies and the so called Public Limited Companies (PLCs) / companies with a broad spread of shares and listed on the Stock Exchange, to elect at least 40 per cent of both genders to their boards. 4 other types of companies were also affected by the law amendment.  
Legislation with strong accountability-tools  to follow up,  is a forceful measure. When the PLC’ regulation entered into force in 2006, they had a 2 years of transition to meet the requirement.  Today more than 40 % of the board members in PLC’s are women.  The other companies affected, have an average of 43%. 

The introduction of this requirement of gender balance caused much and loud discussion when it was introduced. The Business Confederations strongly disagreed with the use of the quota. Today, the critics have gone silent. 
Many corporate leaders tell us that this was a necessary reform. They needed something dramatic to open up their eyes to the talents they were missing out on . Women were not hard to find. And women were (of course) willing to take on such responsibilities!
 The outcome is redistribution of power and changing harmful stereotypes, often reproducing inequality.  It is smart economy using Gender Equality as a catalyst for rethinking corporate and commercial decision-making! Employing all available human capital is simply good for business, and for GNP, effectiveness and innovation. De facto gender equality!
Another gender equality challenge in Norway, like in most other countries, is to increase men’s involvement in child care and house work. A father’s quota in the parental leave was introduced already in 1993. 4 weeks were mandatory leave for the father, not transferable to the mother - “choose or loose” as we call it. From 2009 the quota has been extended to 10 weeks (of a total period of 56 weeks with 80 per cent pay or 46 weeks with 100% refunding of salaries). The present Cabinet in Norway intends to expand the father’s quota to 14 weeks. 

 Today 90% of the fathers with this right use their right. ¼ of the young fathers take more leave than the quota, as they can share half & half with their spouse. From de jure to de facto gender equality !
The male roles and models of masculinity changed forever and ever, after intro​ducing the father’s quota. After 17 years in action we can tell that this law also has changed the women’s and mother’s roles and how they perceive the balance between work and family life. Today it is broadly accepted that those who benefit is not only the father, but also the child and the mother. By stimulating fathers to take parental leave, we may enable both women and men to participate in working life and family life – on an equal footing. We also know from recent research, that equal pay for work of equal value is better secured by women re-entering work life earlier as fathers come home. 
Quotas have shown that not only is gender equality in output secured, but that images, attitudes and stereotyping, change. These two quotas have indeed contributed to change the stereotypical image of limitations in the roles of women as well as in the roles of men.  
Thank you for your attention.
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