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INCLUSION GUIDE FOR CYCLE
LOGISTICS IN EUROPE

The cycle logistics sector is at a pivotal
moment. To address growing labour shortages,
it must open up to a wider range of profiles,
including women, people distant from the
labour market, and newcomers from other
countries. However, this transition does not
happen automatically : it requires deliberate
engagement and concrete actions to transform
internal practices and become more welcoming
to those beyond the sector’'s traditionally
overrepresented group of young, privileged
men.

Promoting  inclusion  benefits  everyone.
Improving  working  conditions, providing
training for all, ensuring fair recruitment and
promotion processes, and involving workers in
governance enhances well-being, reduces
turnover, and professionalises the sector.
Equally important is challenging and

deconstructing the prevailing image of the job —
currently seen as highly athletic and male — to
attract a broader, more diverse workforce.
Diversity and gender balance are powerful
drivers of creativity, innovation, and overall
performance.

Embedding equality and inclusion as strategic
priorities brings wider societal and economic
benefits : fostering social justice, promoting
cycling practices, and encouraging innovation in
industry products. This guide focuses on
actionable steps to create a more
representative, equitable, and sustainable
sector, targeting those at risk of social
exclusion, including women, unskilled youth
(especially NEETs), older workers, people with
disabilities, immigrants and refugees, and

others distanced from cycle logistics
opportunities.
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ONE DAY AS A BIKE COURIER

Overview

The aim of this section is to present the work of a cycle courier as it truly is, while challenging
common stereotypes — such as the perception that it is an exclusively male profession or that most
of the working day is spent only on the bike. In practice, the role of a cycle courier is far more diverse.
It involves a wide range of activities, from preparing delivery rounds to tidying up equipment at the
end of the shift, with the delivery process itself forming only one part of the working day.
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SELF-ASSESSMENT TOOL

Introduction

This tool does not pretend to provide a full diagnostic of the level of inclusion within an organisation.
Yet, it is designed to provide first insights and understand their current level of inclusion. By
assessing where you stand today, it will highlight the areas that need the most attention.

The tool is structured around eight categories : gender diversity, socio-cultural diversity, recruitment,
training, equity, governance, infrastructure and material, and operational planning. For each
category, a score from 1 to 7 is calculated, where 1 represents the lowest level of inclusion and
diversity and 7 represents the highest.

By connecting the scores across the eight categories in the matrix, you can generate your
organisation’s internal profile. This profile highlights the areas that require the most attention and
allows you to prioritise corrective actions. As a general guideline :

e Scores 1 to 3 : significant gaps and a need for corrective measures |
e Scores 4 to 5 : moderate performance, where improvements can strengthen inclusion X
e Scores 6 to 7 : strong performance, can serve as good practices for other organisations/s]

Take the test and assess your level of inclusion by following this link.

Operational Gender
planning diversity

Infrastructure
Material

Socio-cultural
diversity

Governance

Equity
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SELF-ASSESSMENT TOOL

Diversity

Gender diversity

Men are overrepresented in the logistics and
transport sector, cycle-logistics is not an
exemption. This result was highlighted in our
first report and is also shown in various sector
reports : women make up 22% of transport
workers in Europe (EC, 2022), 13% of
professional in the cycling industry are women
in France (France Vélo, 2023 ; FUB, 2023)
12,7% of bike couriers do not identified as men
(BCLF, 2023).

To assess this indicator, divide the total number
of workers identifying as men (hereafter
referred to as people from category 1) by the
total number of workers.

Socio-cultural diversity

In our analysis of the sector, we observed
varying patterns in socio-cultural diversity
across organisations. In some companies, a
recurring profile emerges - ie., an
overqualified, able-bodied person in their thirties
and in good physical form — while others display
a broader range of backgrounds and
experiences.

To assess this indicator, divide the total number
of European workers characterised by a certain
level of overqualification, able-bodied, in their
30s and in good physical form (hereafter
referred to a category 1) by the total number of
workers.

Number of workers from Category 1

Number of workers

The grading system goes as follows :

The grading system goes as follows :

% Interpretation Score

100% Homogeneity 1
[90%-100%] Very strong imbalance 2
[80%-90%] Strong imbalance 3
[70%-80%] Clear imbalance 4
[60%-70%][ Noticeable imbalance 5
[50%-60%][ Approaching balance 6
50% or less Balance 7
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SELF-ASSESSMENT TOOL

Recruitment, along with the selection process, can sometimes create barriers to entry in a sector. It
refers to the actions of finding, attracting, screening, interviewing, selecting, and hiring new
candidates. To make your organisation more inclusive, it is important to review and adjust these

processes.

Use the following questions to evaluate the inclusivity of your courier recruitment process. Each “Yes”

answer scores one point on a 7-point scale.

Questions

Yes

No

Defined process : does your organisation have a clearly defined recruitment and
selection process?

Transparency : is this process communicated clearly to all candidates?

Targeting underrepresented groups : do you make efforts to reach
underrepresented or minority groups?

Skills-based assessment : does the process prioritise transferable skills and
potential rather than expecting perfect prior experience?

Bias mitigation : are steps taken to reduce unconscious bias during screening,
interviews, or evaluations?

Inclusive job descriptions : are job postings written in a way that encourages a
diverse range of candidates to apply (e.g., inclusive language, avoiding unnecessary
requirements)?

Feedback and improvement : does your organisation collect candidate feedback
and review recruitment outcomes to continuously improve inclusivity?

Total

I\, A score between 0 and 3 suggests that the inclusion in the recruitment process is low to

nonexistent and corrective measures should be taken.

X A score between 4 and 5 suggests that inclusion in the recruitment process is moderate and

corrective measures should be considered.

1] A score between 6 and 7 suggests that inclusion in the recruitment process is high and should be

maintained.
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SELF-ASSESSMENT TOOL

Training is a series of learning activities designed to help a person acquire the skills and knowledge
needed for a new job, activity, or process. It plays a central role in making a profession more inclusive.
It enables the development of both technical and soft skills for all types of profiles, helping to remove

barriers to entry and career progression.

Use the following questions to evaluate the inclusivity of your organisation’s training process for

couriers. Each “Yes” answer scores one point on a 7-point scale.

Questions

Yes

No

Initial training : are new candidates provided with initial training when they join?

Continuous Training : is there a form of ongoing or continuous training available?

Formalised Training : is the training structured and formalised (e.g., with a
curriculum or training plan)?

Assessment moments : are there moments of evaluation or feedback to monitor
progress and learning outcomes?

Diversity of needs : does the training accommodate the different needs and
learning styles of participants?

Accessibility : is the training accessible to people with varying levels of prior
experience or educational background?

Supportive Environment : are mentoring, coaching, or additional support
mechanisms available to help all participants succeed?

Total

I\ A score between 0 and 3 suggests that the inclusion in the training process is low to nonexistent

and corrective measures should be taken.

2 A score between 4 and 5 suggests that inclusion in the training process is moderate and

corrective measures should be considered.

1 A score between 6 and 7 suggests that inclusion in the training process is high and should be

maintained.
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SELF-ASSESSMENT TOOL

Equity and governance

Equity

Equity refers to the level of fairness within an organisation, both in terms of working conditions and
opportunities for professional development. Ensuring equity helps all employees, regardless of
background, to have equal access to rewards, recognition, and career progression.

Use the following questions to evaluate the inclusivity of your organisation’s equity practices for
couriers. Each “Yes” answer scores one point on a 7-point scale.

Questions Yes No

Pay equity : is there pay parity for equivalent roles within your organisation?

Transparency of compensation : are compensation structures and criteria for pay
increases clearly communicated and transparent?

Access to benefits : do all employees have equal access to benefits, allowances,
or other forms of support?

Opportunities for development : are promotion and career development
opportunities available fairly to all employees?

Decision-making fairness : are decisions regarding work assignments, promotions,
or responsibilities made based on objective criteria rather than subjective bias?

Supportive policies : are there policies or practices in place to address inequities or
provide additional support to underrepresented or disadvantaged employees?

Intersectional equity : does your organisation consider intersectional factors (e.g.,
gender, origin, disability) when assessing pay equity?

Total

I\ A score between 0 and 3 suggests that the level of equity is low to nonexistent and corrective
measures should be taken.

X A score between 4 and 5 suggests that the level of equity is moderate and corrective measures
should be considered.

] A score between 6 and 7 suggests that the level of equity is high and should be maintained.
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SELF-ASSESSMENT TOOL

Equity and governance

Governance

Gouvernance refers to the mechanisms that structure an organisation while providing spaces for
dialogue, participation, and decision-making that support inclusion and diversity. Inclusive governance
ensures that all voices are heard and considered in shaping policies, processes, and workplace

culture.

Use the following questions to evaluate the inclusivity of your organisation’s governance. Each “Yes”

answer scores one point on a 7-point scale.

Questions

Yes

No

Trusted representatives : are trusted individuals designated to support employees
and ensure their concerns are heard?

Diverse leadership : does the leadership or decision-making body reflect a diversity
of backgrounds, experiences, and perspectives?

Participation opportunities : Are there formal opportunities for employees at all
levels to contribute to decisions affecting the organisation?

Transparency : are decision-making processes and criteria clearly communicated to
staff?

Inclusive policies : are policies in place to ensure that all employees can participate
meaningfully in organisational discussions (e.g., meetings, committees, feedback
channels)?

Accountability mechanisms : are there systems in place to hold individuals
accountable for all forms of discrimination and violence?

Strategic alignment : are diversity and inclusion objectives integrated into the
organisation’s strategy and regularly reviewed by leadership?

Total

1. A score between 0 and 3 suggests that inclusion in the gouvernance is low to nonexistent and

corrective measures should be taken.

X A score between 4 and 5 suggests that inclusion in the gouvernance is moderate and corrective

measures should be considered.

1] A score between 6 and 7 suggests that inclusion in the gouvernance is high and should be

maintained.
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SELF-ASSESSMENT TOOL

Infrastructure, material and operational planning

Infrastructure and material

It refers to the adaptability of the physical work environment and equipment to accommodate different
profiles of couriers. This includes facilities such as changing rooms, restrooms, and rest areas, as well
as the adjustability of equipment to different body sizes and morphologies (e.g., bicycle saddle and

handlebars, protective clothing, and gear).

Use the following questions to evaluate the inclusivity of your organisation’s inclusion level in terms of

infrastructure and material. Each “Yes” answer scores one point on a 7-point scale.

Questions

Yes No

Changing facilities : are changing rooms designed so that all employees can find a
suitable and comfortable space?

Restrooms accessibility : are restrooms separated, inclusive, and equipped to
ensure everyone can use them with dignity (e.g., sanitary bins for menstrual
products)?

Rest and break areas : are rest areas accessible, comfortable, and adequate for
employees of all profiles?

Safety and accessibility : are all facilities (e.g., entrances, storage areas, repair
stations) physically accessible and safe for people with different mobility or sensory
needs?

Bicycle adjustability : are bicycles adjustable to accommodate different body sizes
and morphologies?

Protective clothing and equipment : are uniforms, protective clothing, and
personal protective equipment adaptable to different body types?

Feedback and improvement : is there a process for employees to report
infrastructure or equipment issues and suggest improvements related to accessibility
or comfort?

*
*
*

Total

. A score between 0 and 3 suggests that the infrastructure and the material are
corrective measures should be taken.

not inclusive and

“X A score between 4 and 5 suggests that the infrastructure and the material are moderately inclusive

and corrective measures should be considered.

] A score between 6 and 7 suggests that the infrastructure and the material are relatively inclusive

and should be maintained. .
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SELF-ASSESSMENT TOOL

Infrastructure, material and operational planning

Operational planning

Operational planning refers to the internal organisation of work (such as working hours and shift
durations) and the design of delivery rounds (including distance to cover and weight to carry). Inclusive
operational planning ensures that work schedules, routes, and physical demands are manageable and

fair for all employees.

Use the following questions to evaluate the inclusivity of your organisation’s inclusion level in terms of

operational planning. Each “Yes” answer scores one point on a 7-point scale.

Questions

Yes

No

Flexible working hours : can work schedules be adapted to accommodate
employees with family responsibilities, such as parents?

Maximum route distance : is there a maximum distance set for delivery rounds
(e.g., 40 km per shift)?

Maximum load : is there a maximum total weight limit for delivery rounds (e.g., 120
kg per round)?

Maximum parcel weight : is there a maximum weight per parcel or item to be
delivered (e.g., 10 kg per unit)?

Handling equipment : does the organisation provide handling equipment (e.g.,
trolleys, pallet trucks) to assist with heavy loads?

Shift duration : are shift durations designed to be manageable and equitable for all
employees?

Participatory planning : are employees involved in the design or adaptation of
operational planning to ensure it reflects diverse needs and constraints?

Total

1. A score between 0 and 3 suggests that inclusion in the gouvernance is low to nonexistent and

corrective measures should be taken.

X A score between 4 and 5 suggests that inclusion in the gouvernance is moderate and corrective

measures should be considered.

1] A score between 6 and 7 suggests that inclusion in the gouvernance is high and should be

maintained.
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TAKING CONCRETE ACTIONS

JCommunication channels : to increase the

diversity of applicants, it is preferable to
advertise job openings through multiple
channels—such as direct contact with
employment and training agencies, social
media, company websites, or specialised job
platforms

J-Job description focus on the truly
essential skills and qualities required and avoid
gendered wording. When describing the ideal
candidate, there is a risk of listing an excessive
number of skills, some of which may not
actually be relevant to the position, and thereby
discouraging otherwise qualified applicants.

J-Evaluation : use a recruitment evaluation
grid as it helps to assess candidates as
objectively as possible at every stage and
allows for fairer comparisons.

J-Mixed gender-balanced recruitment pair
to reduce cognitive bias in evaluations.

J-Training on inclusive recruitment to raises
awareness of biases and prevents common
pitfalls.

J-Consider temporary quotas
addressing underrepresentation.

to help

JNon-mixed test sessions to allow
participants to perform at their best without
self-censorship or stress.

J-Skills-based selection processes to focus

on practical skills rather than formal
experience, assessing only truly necessary
technical and soft skills.

Co-funded by
the European Union

J-Technical training modules provide
instruction on the profession and digital tools to
support those less familiar due to educational or
generational factors.

JViolence and discrimination prevention
training : collaborate with expert partners to
address all forms of violence and discrimination,
targeting both managers and couriers/trainees.

JMentoring in the first month : assign an
experienced mentor to guide new couriers,
offering feedback and support to build
confidence and ease the learning process.

J-Accessible training materials supply
resources in multiple formats, such as written
supports, short videos, simulations.

J-Partnerships with vocational training
centres, NGOs and local entities : to offer
specialised courses and provide soft and
technical skills training in communication,
conflict resolution, time management,
languages, digital tools through organisations
experienced in social inclusion.

Image : Urbike
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TAKING CONCRETE ACTIONS

Infrastructure, material and operational planning

Inclusive and safe workspaces

JInclusive design : remove any sexist or
stereotypical visuals and provide varied spaces
(shared and private) that cater to different
needs and personalities.

J-Rest areas : balance leisure and relaxation
areas to appeal to everyone, not just to a single
demographic.

JAccessible facilities provide
gender-neutral or separate dressing rooms,
sanitary protection, and safe, well-lit rest areas.

JSupport couriers during their period :
map safe city locations where couriers can
access restrooms during their rounds (e.g., via
formal agreements with regular customers) and
formalise menstrual leave.

Realistic workload and delivery times

J-Hourly pay : avoid task-based remuneration
as it only increases the pressure on speed and
efficiency.

JAchievable delivery times design
schedules that allow for safe riding, customer
interaction, and rest breaks.

JRoute optimisation : use software that
distributes deliveries fairly based on distance,
load, and difficulty.

JWorkload limits : define maximum loads
and number of stops per route to prevent
physical strain.

JAdjust staffing during peak periods :
reinforce teams or adapt shifts to manage
seasonal or event-related workload increases.

JRespect recovery periods ensure
couriers have adequate rest between shifts to
avoid burnout and injury.

Co-funded by
the European Union

Ergonomics and equipments

J-Bike and equipment adaptability : provide

different bike options, as well as adjustable
saddles, handlebars, seats, handles, footrests,
and clothing options to prevent strain and
ensure everyone feels comfortable.

J-Maintenance : ensure regular servicing and
equip bikes with safety features such as disc
brakes and puncture-resistant tyres.

JProtective gear : supply helmets, gloves,
and reflective clothing to minimise risks on the
road.

JPromote ergonomic practices : train
employees on proper posture, lifting techniques,
and bike handling to avoid musculoskeletal
injuries.

Weather conditions

J-Appropriate clothing : offer rainproof and
thermal gear to reduce discomfort and health
risks in harsh conditions.

JImplement safety protocols : define clear
rules for suspending or modifying routes during
storms, extreme heat, or icy weather.

JCreate rest and warming areas : provide
indoor or sheltered spaces where couriers can
take breaks during severe conditions.

JEducate on weather preparedness
Include seasonal safety training and advice on
hydration, rest, and self-care.

JChanging room provide space for
changing clothes, as well as personal storage
such that bike couriers can be prepared for
different weather conditions.

14



TAKING CONCRETE ACTIONS

Infrastructure, material and operational planning

Work-life balance

J-Schedule inclusively : avoid organising
meetings, training, or important events late in
the afternoon to allow full participation,
especially for employees managing domestic
responsibilities.

JEncourage parental leave for second
parents promote the uptake of full
second-parent and parental leave, particularly
among fathers, to foster equality in caregiving.

J-Offer flexible working hours adapt
working shifts to personal constraints, and
emphasise the right to disconnect.

J-Monitor gendered impact : track and

assess how planning and working conditions
affect workers participation, pay, and long-term
benefits, aiming to reduce inequalities linked to
caregiving responsibilities.

Support

J-Foster community links : organise regular

opportunities to meet, share experiences, and
build solidarity, including dedicated groups or
networks for women and gender minorities.

J-Provide confidential reporting channels :
implement anonymous systems for reporting
abuse, harassment, overload, or safety
concerns, ensuring protection from retaliation.

J-Offer access to mental health support :
provide counselling services or partnerships
with mental-health professionals, giving couriers
tools to manage work-related and personal
stress.

J-Encourage peer mentoring pair new
couriers with experienced riders to strengthen
social ties, facilitate knowledge sharing, and
promote mutual support.

Image : Urbike
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TAKING CONCRETE ACTIONS

Equity and governance

Fair remuneration and transparency

JEnsure pay transparency : make salary
grids, pay scales, and criteria for raises
accessible to all employees.

JInclude salary information in job
postings : to demonstrate fairness from the
outset and helps avoid negotiations that may
disadvantage underrepresented groups.

J-Review bonus allocation processes
assess the criteria used to award bonuses to
ensure they are objective and free of bias.

JGuarantee legal pay increases after
parental leave : to ensure that their career
progression is not penalised by parenthood.

Fight against all form of discrimination and
violence

J-Include clauses in contracts
explicit clauses that prohibit all
violence or harassment.

: integrate
forms of

J-Appoint and train a contact person :
nominate a trained point of contact for
prevention of violence. This person should
receive resources and authority to act.

JFormal protocol define unacceptable
behaviour and the steps for detecting,
reporting, investigating, and sanctioning cases.

JConfidential reporting mechanism
create a listening cell where victims and
witnesses can safely raise concerns.

J-Accessible information display clear
information about rights and procedures in
common spaces.

J-Accountability : once a report is made, a
clear treatment process should be in place to
ensure timely investigation and appropriate
action.

SRl Co-funded by
N the European Union

Leadership commitment

J-Lead by example : management must set
the tone by modelling inclusive behaviour.

J-Create working group to work on inclusion
and diversity : form a dedicated group that
represents different roles and profiles within the
organisation. Renew its membership annually to
give everyone an opportunity to contribute and
to share responsibilities fairly.

JHR policies and resources : formalise the
organisation’s commitment — such as a Code of
Conduct, an Equality Charter, and a Prevention
Guide.

J-Transparent communication : report and
communicate the cation undertaken — for
example during team meetings.

Inclusion in governance

J-Shared leadership structures : introduce
co-management arrangements to ensure
gender balance and diversity of perspectives at
the decision levels.

JParity quotas apply parity quotas in
decision-making bodies.

J-Bike courier committee : even in small
enterprises, set up a group of couriers who
meet regularly with management to discuss
operational issues, share feedback, and relay
concerns.

JRegular anonymous surveys : gather staff
feedback on workload, well-being, and training
needs through anonymous digital or paper
surveys. Provide an open suggestion
mechanism where workers can submit ideas for
improvement.
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TAKING CONCRETE ACTIONS

General recommendations for inclusion and diversity

Highlight team diversity in communication

{}Representative visuals of different ages,
genders, and cultural backgrounds.

{J*Sharing couriers' stories highlighting the
diverse experiences on the job, but also
fostering representation among
underrepresented minorities.

Community engagement

{FCollaborate with local employment
centres and NGOs.

{*Partner with migrant and refugee support
organisations.

{}Participate in events to raise awareness of
the sector.
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Advocacy and public action

{*Participate in public debates (panels,
forums, meetings) with city officials.

i{#Use your communication platform to
showcase working conditions.

{FLaunch press releases and campaigns
highlighting the benefits of cycle logistics
and the risks of harmful policies.

{F#Report to local or national cyclists’
associations and federations.
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INCLUSION GUIDE FOR CYCLE
LOGISTICS IN EUROPE

As introduced earlier, fostering inclusion and diversity in cycle logistics requires concrete actions and
committed form sector organisations. This short guide aims at engaging its actors to take actions and
improve, step by step.

This guide is a condensed version of a more detailed deliverable, which is available here. It
provides more detailed information on

e inclusion and diversity (context of the sector, profiles of people at risk, benefits, European
context, gender stereotypes and violence, inclusive training approaches)

e concrete actions to be deployed for more inclusive and diverse cycle logistics organisations

e use cases and inspirations from the cycling, cycle logistics and socio-professional integration
sectors.

INCLUSION GUIDE

FOR CYCLE

LOGISTICS IN

EUROPE

COMPREHENSIVE & INCLUSIVE
CYCLE LOGISTICS EDUCATION
PROGRAM (CICLE)

INTRODUCTION
Profiles of people at risk

Before using this guide and its tools, i is essential fo identify the profiles of people at risk of
exclusion and discrimination. It is also crucial to understand the specifc challenges faced by each of
hese target audiences in order (0 address them eflectively.

This work IS particularly Important, as our report on the state of training in Europe highiighted a
significant overrepresentation of young, relatively privileged men in the majorly of the

organisations we surveyed.

Groups at risk Primary obstacles

Consequences on employment

Unskilled youth
raining.

Lack of academic and professional| Precarious  jobs, low  wages.

temporary  contracts, no  career
progression.

People with disabilities [Social _stgma, lack of workplace| Low Minng raies, unsuitable ob
a offers.

daptations

Vuinerable women
social)

soncersased vioknce.

Double mscmmauan | i

0d,| contracts, difficuty accessing senior
positions, informal employment.

SELF-ASSESSMENT TOOL

Use cases

==
Diversity : 25% of women In the staf (steadly
increasing share), diverse ages, backgrounds,
education levels, and nationalfes.

Recruitment & training process : focus on
motivation and leaming potential rather than
flers aim for inclusiviy, but
trer s sl oo or improvement. Training is
consistent, specific, and personalised.
Equity & Governance  transparent, fair pay
ang nmmmmn Daseﬂ on omeawe criteria, vitn
a fixed pay rati. rative govemance
S e making.

1. : Recruitment process
Operations : hub comforaccessibilfy could < : Gender diversity, infrastructure and material
be improved, imited by space an 3 - Socio-cultural diversty. equity., govemance,
‘Schedules are flexible and adapted to personal  operational planning

needs, with monitored loads and distances.

Seniors (over 0] [Prejidces (Ngh cosi, 1ack _off Long-lem unempioyment, 10ss of
acapiabilty o new technologles). | career and selfesicem CARTEN —
PLEIN =
Fomeiess people |Lack of 3 e aadress. heall ssues,| Adminsiraive bamers, professional Diversity - social and professional integration
asconnectin from the labour market | sofaton, empioyer rejecton by recruing people from _dwerse _ant

stigmatisation.

Former inmates.

quahncamns

e e, Gcomecsan Foo Inedde — denesa_upon
abour unsultavle| background  checks,  dificulty

explaining gaps in CVs.

Immigrants [Non-recogniton _of

Very imited access 10

qualr
Refugees cutural and social barriers, mgmar employment, work i the i

aaministrative status.

economy, under-skiling,

Note that a person may belong to several groups at the same time, tnereby increasing the risk of

exclusion.

disadvantaged backgrounds. Commitment to
improving gender balance  (objective 10
women in the team by 2026).

Recruitment & training process ° focus on
motivation rather than prior skils (developed
througn training). Efforts to afract candidates,
especially women, who may be discouraged by
the nature or perception of the job.

Equity & Govemance - transparent and
equitable pay, with all employees navmu equal
‘access to benefts, allowances, and st

1. - Gender diversty, equty

Image :Carton Pren, Pars < - Governance
Operations - separate changing rooms, [ - Socio-culural diversiy, recruitment and
clusiaie iycle, and equpmentforllbody g processes,nfasrcure and matrel,
types. Work schedules are flexible, and  operational planning

Co-funded by

Co-funded by

delivery routes are designed with manageable
distances and loads to allow timely breaks.

Co-funded by

the European Union the European Union L the European Union 2
Infrastructure, material and operational planning Social and ethnic diversity in cycle logistics Les Mercedes
Inclusive and safe workspaces Ergonomics and equipments Current state of the sector Structural barrers Mercedes Barcelona SCCL s a non-profit cooperaiive established n July 2020 by 2 group of
professionals in educational tourism. The COVID-19 crisis provided an opportunity to rethink urban
Creatng Inclusve, safe, and wekcoming  Proper equpment and ergonomics dfecty The cycle logisics sector remains largely  Several systemic barrs conlrbuie 10 the iy and ogitc, eadng 1 8 medel cenered on sustaieable, socaly responsibl trnsport. The
paces Is essential 1o ensure thal every  affect courlers’ healtn, safely, and comfort homogeneous, both soclally and ethnically.  sector's omogenelty coperative offers Fansportaion ‘and logilics solon for ‘companies and ndvidals, promolng
e o o st Ve & Pofang o i el 210 Our analysis ofbike couriers' raining programs Biytcs 5 (AL TO% o5 Valie  aiaives 10 BT Tssd oMl o pat of
workspace hal reflecis diverse needs — fom  diverse gear helps. prevent. injuries, reduce aleady highlihted an overrepresented profe 1. Linguistic and cultural barrers : cycle oo eolomica Aot GG e oupeals i i oS Elyeelonh SCCL
ey and sccessoey fo genr saictyandfaiue, an make e o accesae 1 young. able-badied and overqualifed men. The logisics(joba oficn, e masiery{ of SN Comtuias 10 DA SR 6 GI7S rene TSR WA Vackie, BRSIGiehiagy
fepresentation — helps chalenge stercolypes  of diffrent body-ypes and abilties. It is same observation emerges in France where e o e (oonschia ana soH Gy vasoq (Prcici i\ aieres Ban boites AL CTHA A Fetple.
and promotes a stronger sense of belongin articularly  important for bikes, but other he typical worker in the sector is a while man, Maenance, commutication): This can "
amorgalcouers. O Caiments such as hemets, cihes or 5365 re 33 years. o, oen hoing nnes efiecively exclude people with migrant e e N0 AlNa e
shoud also be considered in the eflections. ecucation degrees (Bac+2 10 Bac+S), even backgrounds or those who are. not andgsnsec parspactys s sactertconsly dominstnd by men
Inclusive design - remove any sexist or though such qualifications are not required for DyeeE, Key actions
Stereotypical visuals and provide varied spaces and equipment adaptability © provide the job (Les Boltes 3 Vélo, 2023). 2. Network-based recruitment - hirng
(shared and priale) that cater o diferent  difleent bike options, as well as adjustable en occurs Informaly,  through « Developed an inclusive, diverse workforce integraiing women, LGTBIAQ peopie, migranis
needs and personalies. saddies, handiebars, seais, handes, foolrests, [young i good physicatiom | worg-ot-mouth or within ocal cyciing ‘and raciaised or vulnerable indiiduls
and clothing options to prevent strain and /4 unities.  While efficient,  this o Promoted gender perspective and actively challenged the male-dominated culture in urban
 Rest areas : balance leisure and relaxalion  onqre everyone feels comortable. man < able-bodied reproduces  social homogeneity and Togistics.
areas to appeal fo everyone, ot just o a oving oot imis acess for peapc v teso . Vatanea 3 e e chanica a1 dcic s Ve, Y s, nd
single demographic. Maintenance : ensure regular servicing and — networ Isothermal motorcycles for food transport, adapted to different operation:
equip bikes with safety features such as disc < overqualified 3 Ster o'ypes about the job - the o Offered specialised, professional customer service combining delivery and mm te logistics
Accessible _ facilties POVde prakes and punciure-resistant fyres.
ot W » collective image of a bike courier Is ~ Colaboratd wih localenites pecatsng n abo emeaton, poving cppertnies for
Sanitary protection, and safe, wellIt restarcas, & Protective gear - supply helmets, gloves, yplcally & spory, independen, uban inchakiss o rak of socl excimion
T T ST T G man. This stereolype discourages ofhers « Engaged in intercooperation with other urban distribution cooperatives, buding
upport couriers during their period pi ~ especially women, older workers, or economic frameworks oulside of radional capialst models and fostering responsible
map sate cly locations where courers can eople flom _diferent socioeconomic consumption
access restrooms auring their founds (©.9. v © Promote ergonomic practices : ain R backgrounds -~ from pursuing the « Made visible and supported marginalised groups to combal siructuralinequalies cucing
T s W' g ComeoAa) | enghpess o oo PO Wy R, it n sl s profession. patriarchy,racism, and ableism.
and formalise menstrual leave. and bke handing to avoid musculoskeletal el Sepresentniivencss W e sector 4 Lack of inclusive policies - few e e
Ay Oppotunies n Gy ks aeofen e ks N S e 2
onl i st o enveomen et iperares e kg s
it ot B T
J rcenepeseried. goura: i e
formal  quaifications o igrant e
backgrounds  frequenty um o delvery
plattoms, which are perceved as more
accessible but often less secure and more
precarious,
Intemational studies also show a broader lack
of dversiy in the bicycle and cargo bike
ecosysiem,  visible  not
undertepresentation of women but also in the
absence of atiention o socil or migratory
pm— origins among employees.
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https://drive.google.com/file/d/10Cre7Mqlq6wAseVlSL_JJD70R4oWgpsv/view?usp=sharing

