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BACKGROUND

United States Agency for International Development (USAID) has a long standing commitment to
gender equality and women’s empowerment, including promoting women’s economic empowerment
(WEE) through thoughtful and innovative programming. Supported under the USAID Gender Integration
Technical Assistance Il Task Order, Banyan Global is the implementing partner for the USAID Women’s
Economic Empowerment Community of Practice (USAID WEE CoP).

Through the USAID WEE CoP, members share knowledge to better understand what works, what
doesn’t, and how to exponentially accelerate increasing women’s economic empowerment and gender
equality. The USAID WEE CoP was established to gather and generate evidence and address data gaps.
To support USAID WEE CoP member learning related to WEE and private sector engagement, this
landscaping study explores the following learning question:

What drives companies to invest in policies, practices, and programs to increase women’s
equitable participation in leadership, operations, and supply chains? And which policies,
practices, and programs have been proven to be effective?

Conducted between July and November 2021, this study is based on a review of more than 500 sources,
including company publications, independent evaluations, and academic papers, as well as on interviews
with 46 key informants from companies around the world, including multinational and national
companies from across sectors and of various sizes.

There was a heavy reliance on English language material published by companies, creating an inherent
bias in the evidence used for the study. The most reliable evidence comes from academic studies and
independent evaluations of company programs. However, companies do not typically carry out such
evaluations. Hence, there are gaps in the evidence.

During the analysis of primary and secondary data, a typology was developed to catalog policies,
practices, and programs for increasing women'’s equitable participation in leadership, operations, and
supply chains. The typology includes the following six categories: strategic approaches, workforce,
leadership, supply chain, asset leverage, and external engagement. The data were then assessed based on
agreed evidence-criteria (Table I).
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TABLE |: EVIDENCE CATEGORY, DESCRIPTION, AND CRITERIA

Proven: clear beneficial Good evidence based on multi-country and/or longitudinal analyses, peer-reviewed
effect and strength of articles, randomized control trials, quasi-experimental studies, external evaluations, or
evidence several individual or regional studies that all indicate similar findings (published research or

conducted by internationally recognized institutions).

Promising: promising Sufficient body of evidence drawn from one or more country-level studies, internal
beneficial effect and assessments, or evaluations and project-specific reports that demonstrate a correlation
strength of evidence between outputs and outcomes.

Potential: positive trend  Several reports indicating positive trends or impacts, but no systematic reviews or
with limited or mixed analyses. The trends or impacts are largely anecdotal or qualitative.

effects; not well studied

lllustrative company examples—with outcome data when available—were used throughout this
landscaping study. Their inclusion alone should not be read to imply evidence of impact. In addition, the
availability of evidence led to a focus on large companies in specific sectors, which does not necessarily
reflect the total volume of activity in this field.

EXECUTIVE SUMMARY

To address evidence gaps for the USAID WEE CoP, this landscaping study researched the drivers of
company investment in increasing women’s participation and sought evidence for the impact of company
policies, practices, and programs.

Section | provides an overview of the current status of private sector engagement on WEE, highlighting
the broader societal barriers as well as private sector barriers to increasing women’s participation.

Section 2 highlights the key drivers compelling businesses to engage in WEE, noting that companies that
increase women’s equitable participation experience overall business growth, stronger financial
performance, and increased productivity because they can attract the best talent, focus on innovation,
and gain access to new and changing markets. Concerns about the sustainability of supply chains, human
rights compliance, reputation, license to operate, and responsiveness to social movements also shift
business perspectives and drive activity to increase women’s equitable participation.

Section 3 presents the opportunities for increasing women’s participation in key industries, including
financial services; information and communications technology; consumer products; health care; and
other “legacy industries,” tourism, and transportation. Although individual companies have unique
histories, organizational structures, and operating contexts that impact their engagement with increasing
women’s equitable participation, companies face common challenges and opportunities within specific
industries (as summarized in Table 2).
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TABLE 2: INCREASING WOMEN'’S EQUITABLE PARTICIPATION IN KEY INDUSTRIES

CHALLENGES AND OPPORTUNITIES

KEY POLICIES, PRACTICES, AND PROGRAMS

FINANCIAL SERVICES

Women are significantly underrepresented in leadership
and on boards. Women also represent a vast, untapped
consumer market globally, offering a significant
opportunity to generate business growth as well as

increase women’s economic participation.

The industry is working to increase women in leadership
and technical positions. It is also customizing products for
women and leveraging expertise to offer business and
financial education to women. Gender-lens investing is a
growing field that is beginning to impact mainstream

investing.

INFORMATION AND COMMUNICATIONS TECHNOLOGY (ICT)

Women lack equitable and safe access to ICT products
and services and constitute a significant untapped market
for this industry. The industry lags behind in women'’s
workforce and leadership participation, not least because
of its reputation for having a macho culture and treating
women employees poorly. This prevents companies from

attracting and retaining talent.

The industry is investing heavily in encouraging girls to
pursue careers in science, technology, engineering, and
mathematics (STEM), working to reduce the gender digital
divide, and leveraging its knowledge to support increasing
women’s participation. For example, the industry is
adapting recruitment practices that increase women'’s
participation in the workforce and innovating to improve

online safety.

CONSUMER PRODUCTS

From the farm, to the factory, to the retail store, the

consumer goods industry workforce is disproportionately
women and low-paid. Women also tend to be the primary
decision-maker regarding the purchase of consumer goods

within households.

Companies are adapting their procurement practices to
favor businesses that are women-owned or led, or have
strong gender equality policies. They are also developing
more women-centric products and working to eliminate

harmful stereotypes in products and advertising.

HEALTH CARE

Women are underrepresented in leadership, but
overrepresented in a frontline workforce that is
overworked, vulnerable, and low-paid. Women are the
industry’s largest consumer base, though products and

services are rarely designed to meet their needs.

The industry is working to increase the number of women
in technical and senior positions, for example, by investing
in STEM education. There is also some work to improve
conditions for frontline workers and customize products

and services to meet women'’s needs.
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OTHER INDUSTRIES

Women’s participation has been slow within the There is less evidence of company policies, practices, and
operations, leaderships, and supply chains of “legacy programs for these industries, though some companies
industries,” tourism, and transportation. are seeking to transform their workplaces to address

gender outcomes.

Section 4 organizes company policies, practices, and programs that increase the equitable participation
of women in leadership, operations, and supply chains into five typologies: strategic approaches,
workforce, leadership, asset leverage, and external engagement. The policies, practices, and programs
are further organized per the evidence categories outlined in Table |. Tables 3 to 5 summarize the two
proven, 22 promising, and 26 potential policies, practices, and programs that increase women’s equitable
participation.

TABLE 3: TWO PROVEN PRACTICES

Increasing Equitable Participation in the I.  Inclusive Recruiting Language
Workforce

Increasing Equitable Participation in 2. Hiring External Recruiters
Leadership

TABLE 4: TWENTY TWO PROMISING POLICIES, PRACTICES, AND PROGRAMS

Strategic Approaches to Increase I.  Auditing, Measurement, and Analysis

i

Equitable Participation Company-wide Policies and Targets

w

Cross-Functional Integration of Gender Goals

Increasing Equitable Participation in the Pay Analysis and Transparency

Workforce Employee Pipeline Development

Engaging Men

Family Leave and Return-to-Work Programs
Childcare Provision

Health Care Provision

0. Gender-based Violence (GBV) Initiatives

= 0 ©® N o U

I'l. Targets and Policies
2. Role Modeling

Increasing Equitable Participation in

Leadership
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Increasing Participation and Equity in 3. Sourcing

Supply Chains I4. Creating Access to Markets
I5. Procurement

I6. Skills-based Training: Factory Workers

I7. Skills-based Training: Agricultural Producers

I8. Skills-based Training and Mentoring: Entrepreneurs
19. Digital-Financial Access Initiatives

20. Community Development

21. Community Gender Sensitization

22. GBYV Initiatives

TABLE 5: TWENTY SIX POTENTIAL POLICIES, PRACTICES, AND PROGRAMS

Increasing Equitable Participation in the Positive, Inclusive Framing

Workforce Unconscious Bias / Diversity Training

Shifting Perceptions of Women in Non-Traditional Roles
Employer Branding

Blind Candidate Assessment

Structured Interviewing

Hiring Tests

Flexible Work Options

Improving Workplace Safety

=S 0 ©® NV A WS —

0. Grievance Reporting

Increasing Equitable Participation in I'l. Performance Management

Leadership I2. Mentoring and Sponsorship
13. Peer Groups
I4. Leadership Training

I5. Global Mobility

Increasing Participation and Equity in 6. Holistic Approaches

Supply Chains

7. Gender-Smart Products

Leveraging Company Assets to Increase
I8. Inclusive Marketing and Advertising

the Equitable Participation of Women . >
19. Gender-Lens Investing and Partnering

20. Commitment to Principles and Standards
21. Certification and Labels
22. Disclosure and Benchmarking

Engaging Externally to Increase the

Equitable Participation of Women

23. Participation in Associations and Coalitions
24. Participation in Campaigns

25. Research and Advocacy

26. Partnering

EVIDENCE GAPS

Section 5 lists nine specific gaps in evidence under three categories: the business case; industry and
business types; and policies, practices, and programs. In summary, these gaps are:

I. There is virtually no evidence regarding the extent to which specific policies, practices, and
programs to increase women'’s equitable participation impact business performance.
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2. There is little evidence of activity around increasing women’s participation in sectors and
companies that have limited exposure to public and media scrutiny and in small- and medium-
sized companies that may not have the resources to invest in studying and communicating about
their activities or may not engage in any activities to increase women'’s participation.

3. There is limited evidence for policies, practices, and programs in general, which means there is a
heavy focus on large companies in sectors with urgent challenges related to gender equity. This
evidence is unlikely to reflect the total volume of activity in this field, and reliance on evidence
produced by companies creates bias in the analysis.

KEY FINDINGS AND RECOMMENDATIONS

Section 6 contains 18 recommendations, summarized below, for companies, governments, or
development partners.

e Customize the business case to the unique circumstances of individual companies using in-depth
analysis, considering the data needs of specific stakeholders across multiple functions, and using
positive framing to highlight opportunities for increasing women’s equitable participation.

e Promote holistic policies, practices, and programs within companies to increase gender equity,
such as integrating gender equality across all functions and showcasing women and men in non-
traditional roles. Shifting company norms and everyday practices are more likely to have a
positive impact than conditioning women to participate in legacy systems.

e Build a gender-equal ecosystem to support companies, e.g., education, workforce development,
and legally mandated parental leave.

e Conduct evaluations of policies, practices, and programs that seek to increase women’s
equitable participation in leadership, operations, and supply chains. More evidence is needed to
understand how to effectively increase women’s participation and how businesses can optimize
their investments. Industries such as transport, tourism, and legacy industries,’ small and
medium-sized companies, and companies operating in culturally traditional environments in
particular would benefit from an improved evidence base for the business case and what works
to increase women’s equitable participation.
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|. PRIVATE SECTOR ENGAGEMENT IN WOMEN’S ECONOMIC
EMPOWERMENT

Realizing human rights and achieving long-term development require economically empowering women
and girls. At the current rate of change, the gender gap in economic participation will take 267 years to
close.ii The private sector, at the center of global economic growth and development, will drive the pace
of change by acting—or not acting—to increase women'’s equitable participation in company leadership,
operations, and supply chains.ii However, there are both societal as well as private sector barriers that
must be addressed.

1.1 BARRIERS TO WOMEN ACHIEVING FULL PRIVATE SECTOR PARTICIPATION

In most countries, women have limited public policy support for their participation in the workplace,
and many countries legally restrict when and where women can work.v At the same time, gender
norms—frequently perpetuated by products and marketing—devalue care work and suggest that
women are less capable than men.” Two-thirds of working women globally are in the informal sector,
which is characterized by instability, lack of social protections and benefits, and low earnings.vi

Many countries also restrict women’s access to
property rights, financial services, and digital
technology.vi Despite a narrowing gender gap in
education, most illiterate adults are women,vii
and women generally lack access to skills
training.x Far fewer women than men study
STEM in tertiary education, leading to under-
representation in technology fields.x

Finally, GBV at work and at home negatively
impacts women’s health and security. This

increases absenteeism and the rate of women iSTOCK
permanently leaving the workforce, limiting their
ability to participate in the economy.x

1.2 PRIVATE SECTOR BARRIERS TO INCREASING WOMEN'’S PARTICIPATION

Many companies say that increasing the equitable participation of women is important, but most do not
make it a strategic priority.xi Companies have historically made isolated investments rather than used
cross-functional strategies to leverage resources to address women’s participation.xii

In addition, company leaders have little experience in addressing women’s equitable participation.x
Without investment in a deeper understanding of how women’s equitable participation impacts business
performance, a company’s leadership may view achieving gender-related goals as less urgent than other
issues that compete for their attention, such as climate change.

Strong social norms, as well as traditional socioeconomic and legal environments, can make increasing
women’s equitable participation in the workplace feel like an impossible goal in some contexts. For
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example, measures to increase women’s equitable participation risk backlash from employees and
communities.x

Ensuring that companies have the right expertise and resources to not just increase the equitable
participation of women, but also to influence the systems that support them, requires effective
collaboration with stakeholders and experts, often from different sectors.xi However, communications
and procedural differences between sectors can make this collaboration challenging.»vii
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2. BUSINESS DRIVERS FOR INCREASING WOMEN'’S
PARTICIPATION

The participation of women in the private sector has been increasing, albeit very slowly, for decades.
Reinvigorated civil rights and social movements, the mainstreaming of Environment, Social, and
Governance (ESG) reporting, and, most recently, the impact of COVID-19 has renewed attention to the
persistent inequity women face in the workplace.

In parallel, the evidence base for the business value generated by increasing equity in the workplace has
grown stronger, although it tends to be limited to correlations between greater equity and business
performance. More evidence is needed regarding the impact of specific activities on equitable
participation and the return on investment from these activities.

Regardless of the unique history, size, structure, products, clients, supply chain, and socioeconomic
operating context of companies, there are common opportunity-, risk-, and value-based drivers for
companies to increase women'’s equitable participation. Eight common drivers are outlined below.

2.1 GROWTH AND FINANCIAL PERFORMANCE

Greater participation by women in leadership and on boards is strongly linked to better financial
performance.xii In addition, diversification of supply chains can have a significant impact on company
revenues and profits and reduce vulnerability in times of crisis.xix

Financial performance results from a range of factors, including productivity, innovation, accessing
markets, developing talent, risk mitigation, and customer engagement. The evidence demonstrates that
increasing women’s equitable participation in the labor force positively affects each of these factors.

2.2 PRODUCTIVITY AND INNOVATION

Gender diversity brings different perspectives to the workplace, resulting in more innovation that
enables companies to develop better problem-solving strategies, which can create an edge for businesses
in competitive global markets.xx Investments in the equitable participation of women have been shown
to increase productivity and reduce absenteeism in the formal workplace.x As the world’s primary
consumers,iwomen add value to the design, strategy, sales, marketing, and delivery of products, which
are central to customer engagement.xii Studies in the agricultural sector have shown that investments in
women can dramatically increase agricultural outputs.xv

2.3 ACCESSING NEW AND EVOLVING MARKETS

In low- and middle-income countries, there is a sizable gender gap in access to products and services.>v
Closing that gap can increase market reach for companies. For example, it has been estimated that
closing the global gender gap in mobile access represents a US$170 billion market opportunity.>vi Many
companies, in particular in the financial sector, are creating new products and services designed
specifically to meet the needs of women.xii Companies that adapt their products, services, and
communications to align with evolving values and meet women’s needs have a clear competitive
advantage.xxii
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2.4 ATTRACTING AND RETAINING TALENT

Women are key to meeting increased demand for scarce, high-level skills in the workforce.xxix
Companies that are perceived to practice ethical behavior, which can include improving gender equity in
their workforce and supply chain, reduce attrition and make recruitment and hiring more efficient.x
This is particularly true when hiring younger people, who increasingly put purpose ahead of salary.xxi
Major employers are actively recruiting more women and using gender-equal and family-friendly benefits
packages to improve recruitment and retention.xxxi

2.5 ENSURING A SUSTAINABLE SUPPLY CHAIN

Increasing the number of women-owned and women-led businesses in the supplier base can have several
positive benefits, including increased competition, greater continuity and flexibility, lower costs because
of supplier gains in productivity, innovation, and reduced absenteeism and attrition.xxii

As a result of increased attention to ESG analysis and reporting, companies are finding that investing in
the equitable participation of women can mitigate human rights risks and positively contribute to a
broad range of company goals by ensuring legal compliance around worker rights.>xv For example,
companies can amplify their environmental impact by encouraging women’s leadership of environmental
initiatives. o

2.6 REPUTATION AND SOCIAL LICENSE TO OPERATE

Companies that practice and publicize gender diversity can substantially enhance their reputation and
prevent potential backlash in response to poor practices. i This strategy helps gain favor with
investors, who focus heavily on reputation and rely on investor rating platforms, which are increasingly
adding gender equality metrics such as pay equity and board quotas.»xii For example, in the mining
industry, companies that operate in specific communities may value a strong reputation among
community members—sometimes known as “a social license to operate”—and invest in improving
community development outcomes, including increased women’s participation.xxvii

2.7 LEGAL AND REGULATORY COMPLIANCE

Companies must comply with laws and regulations that may include the provision of benefits, such as
family leave, health care, and salary equity.>=x|n addition, companies may be required to have women
on boards* and refrain from using stereotypes in advertising.xi While laws can sometimes mandate non-
discriminatory practices, enforcement is often lacking.xli

A binding European Union (EU) regulation regarding human rights in global supply chains, which is
gaining momentum, has the potential of extending protections to women workers beyond EU-based
operations.xii Many companies favor such legislation as it creates a level playing field, enabling them to
support their ESG goals while remaining competitive.xiv

2.8 THE RIGHT THING TO DO

Recently there has been a vigorous debate about the role of businesses in society; climate change and
COVID-19 have increased scrutiny of business behavior, and social movements such as #MeToo and
#BlackLivesMatter are driving increased business attention on addressing GBV, sexual harassment,
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diversity, equity, and inclusion.x Widespread recognition that women not only have a right to
participate in the economy on an equal terms with men but also that their participation is necessary to
achieve sustainable development has led key business leaders to champion these goals.xVi
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3. KEY INDUSTRIES: OPPORTUNITIES FOR INCREASING
WOMEN'’S PARTICIPATION

While the business case for investing in women’s participation is specific to every company—and to the
stakeholders it is presented to—there is value in understanding common opportunities and challenges
through an industry lens.

This section highlights the opportunities for increasing women’s
participation in key industries, including financial services;
information and communications technology; consumer products;
health care; and other “legacy industries,” tourism, and
transportation.

For each industry, there is a summary of the current status of the
industry as it relates to women’s equitable participation, a
discussion of the opportunities for the industry in the future, and
illustrative examples of policies, practices, and programs
undertaken by industry actors. These examples are shared to
provide a current status of industry investments to date and are :
not ranked by the evidence criteria in Table I. ' STOCK

3.1 FINANCIAL SERVICES

As women business owners and wage earners increase their participation in the global economy, they
are demanding financial products and services that meet their needs. Expanding access to financial
services, such as credit and savings to low-income women, presents financial institutions with the
opportunity to build a key future market.<i From the consumer perspective, although women’s
personal wealth has risen rapidly in recent years,xVii many factors, including legal and cultural barriers,
continue to limit their access to financial services. This impedes women’s access to resources and their
ability to grow their businesses and achieve economic independence.xix

Despite recent progress, women working in the financial services industry, including asset management,
banking, insurance, and payments, are less likely than men to be promoted to management. Women
account for just 20 percent of global representation on executive committees in major financial services
firms.! Elevating women to leadership positions in the financial sector will help institutions capitalize on
the growth in new markets and ensuring that women are well represented in technical positions and at
management levels will spur innovation in product development and expand customer engagement.

POLICIES, PRACTICES, AND PROGRAMS

The major financial institutions have used their expertise and resources to empower the future
workforce and potential partners by offering business and financial literacy education, mentoring, and
networking for women and girl consumers and entrepreneurs.'i

e Expertise and Resource Examples: Bank of America Mentoring VWWomen in Business, Barclays’ Life
Skills, Goldman Sachs 10,000 VWomen, and Mastercard Girls4Tech.
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Local partnerships between multinationals, public institutions, microfinance institutions, and civil society
organizations, are providing savings and credit options for women. These initiatives have helped to
improve perceptions of—and increase trust in—women as consumers.

e Savings and Credit Examples: Access Bank WV Initiative, BRAC, Grameen Bank, International
Financial Corporation (IFC) and Goldman Sachs Women Entrepreneurs Opportunity Facility,
Mastercard farmer and retailer programs, MiCash, and VimoSEWA.

A multitude of investment funds aim to transform investments, nudge the companies they invest in
toward increased gender awareness, i and accelerate the development of women fund managers and
entrepreneurs.™v Known as gender-lens investing (GLI), this investment approach has grown rapidly in
the last decade and is receiving increasing attention from mainstream financial institutions."

e GLI Examples: 2X Collaborative, Acumen, AlphaMundi Group, Calvert Impact Capital, CARE
SheTrades, Ignite, Mastercard Start Path, RH Capital, Root Capital, and WIC Capital.

3.2 INFORMATION AND COMMUNICATIONS TECHNOLOGY

The ICT industry, which includes communications networks and the technologies that supports them
such as applications, faces immense challenges attracting, retaining, and advancing women employees to
leadership positions," not least because of its reported problems with poor work-life flexibility, sexism,
harassment, and general exclusion.i Evidence suggests that investing in STEM education for women and
shifting workplace norms can help ICT companies address the talent shortfall through an increased
supply of qualified women graduates. Investment in STEM education for women also lays the foundation
for continued growth by fostering innovation, enhancing operational efficiency, improving product
quality, and meeting the needs of women consumers. i

From the consumer-citizen perspective, the gender digital divide exacerbates existing inequalities and
limits women’s access to the economy.x Furthermore, ICT products such as social media platforms can
facilitate and amplify the sexual harassment and exploitation of women online, as well as perpetuate
unhelpful stereotypes and social norms.x The ICT industry has significant potential to support the
increased economic participation of women by improving women’s access to information and
communications technology and reducing the gender digital divide, increasing the customer base. In
addition, the ICT industry can work to deliver products and services that promote positive gender
norms, freedom, and women’s voices.

POLICIES, PRACTICES, AND PROGRAMS

Company programs encourage girls to study STEM subjects and pursue STEM careers. The programs
focus both on building technical skills and breaking down stereotypes and shifting social norms through
role models.

e STEM Examples: Girls Who Code corporate partnerships including AT&T, Apple, and Dell
Technologies; Google Women Will and #lamRemarkable; Intel Million Girls Moonshot; Mastercard
Girls4Tech, and Qualcomm Thinkabit Lab.
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https://womenwill.google/impact/
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https://www.mastercard.us/en-us/vision/corp-responsibility/social-sustainability/corporate-philanthropy-volunteering/girls-4-tech.html
https://www.mastercard.us/en-us/vision/corp-responsibility/social-sustainability/corporate-philanthropy-volunteering/girls-4-tech.html
https://www.qualcomm.com/company/corporate-responsibility/stem-education/thinkabit-lab

By providing women with equipment and internet access, companies are significantly increasing women’s
participation and reducing the gender digital divide. These initiatives alone enable women to engage in
business and gain access to online goods and services, including financial services.

e Closing the Gender Digital Divide Examples: Ericsson Connect To Learn, GSMA Ecosystem
Accelerator, Microsoft Airband Initiative, and Qualcomm Wireless Reach.

Companies are leveraging ICT products to increase their understanding of issues that affect women,
such as access to economic opportunities. Through data analysis, they are improving online safety and
developing women-centric products, including digital-financial products to support women-owned
businesses.

e Data Analytics Examples: Google Women Techmakers, Inclusive Fintech 50, LinkedIn Talent
Solutions, Mastercard Digital Payroll, Uber-IFC Rideshare Analytics, and Vodafone TecSOS.

3.3 CONSUMER PRODUCTS

The consumer products industry produces and sells a wide variety of household goods, i with a
workforce—from the farm, to the factory, to the grocery store—that is disproportionately made up of
women, often in vulnerable and low-paid roles.Xi The consumer products industry could potentially
improve its productivity and operational efficiency by reducing the gender pay gap and creating safe
working conditions throughout the supply chain, as well as by increasing the number of women in
leadership positions.v

Paradoxically, while gender inequality is a driving force for cheap consumer goods, women have
potentially transformational power: up to 80 percent of purchasing decisions are made by women,
women own 36 percent of small
businesses worldwide, and half of the
world’s smallholder producers are
women. The consumer products
industry would benefit from adapting to
changing social norms by working in-
house and with its supplier base to
customize products to meet women’s
needs and end the use of harmful gender
stereotypes, such as idealized, unrealistic
body types, perpetuated through
consumer products and advertising, most
notably clothing, cosmetics, hygiene
iSTOCK products, and toys.xvi

POLICIES, PRACTICES, AND PROGRAMS

Comepanies have adapted their procurement practices to boost women'’s equitable participation. For
example, they have increased the number of women-owned or women-led businesses from which they
buy goods and services. They have also attached conditions to contracts with suppliers requiring the
adoption of policies and practices that support their gender equity goals.
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® Procurement Examples: Procter & Gamble (P&G), The Coca-Cola Company, Unilever, UPS
SheTrades, Walmart, WEConnect/VWomen Owned, and Women’s Forum for the Economy &

Society.

As a result of shifting social norms, increased legislation, and greater awareness of the harmful impacts
of gender stereotypes,i companies are changing how they develop and advertise products, particularly
in relation to a woman’s body image and her ability to participate in activities traditionally dominated by
men.lxviii

e Advertising Examples: AB InBeyv, Aerie, Diageo, Dove, Hasbro, Lego, Mattel Barbie body redesign,
gender-neutral dolls, and women-in-STEM Barbies, Musket Transport, P&G, and Safaricom.

Multinational companies facing human rights and reputational challenges have initiated direct programs
with factory owners, workers, agricultural producers, and “last mile” distributors and retailers to shift
norms, offer paths to career development and recourse for discrimination, and build an enabling
environment for women workers to increase their participation in the labor force.

e Workforce Support Examples: Gap Inc.’s PACE and supplier partnerships, Levi Strauss/VF
Corporation/Marks & Spencer (M&S) with Mastercard, L’'Oréal, M&S, PepsiCo, The Coca-Cola
Company, Unilever, and World Cocoa Foundation.

3.4 HEALTH CARE

Women are underrepresented in leadership across the health care industry, which includes everything
from manufacturing equipment, pharmaceuticals, and supplies to the delivery of services. At the same
time, women represent 70 percent of the frontline workforce, which is understaffed, low-paid, and
vulnerable.x Improving work conditions—pay, benefits, work hours, and safety—and providing
educational opportunities for women can increase productivity and efficiency in health care companies,
thereby improving the delivery of products and services to customers. !

Women are also the largest consumers of health care.< Despite women’s greater needs due to
pregnancy, infant, child, and elder care, and general responsibility for the health of their households,
health care products and services are often not designed to meet these needs. Moreover, they are
frequently expensive and inconvenient.<ii Increasing the number of women in technical and leadership
positions can lead to innovation and the development of products and services that meet women’s
specific needs. The development of women-centered products and services can expand the industry’s
access to markets while also increasing women’s economic participation by improving women’s ability to
worlk, Ixxiii

POLICIES, PRACTICES, AND PROGRAMS

Health care companies are setting ambitious targets and investing in policies and programs to increase
women’s representation at senior levels. Programs include providing mentors and role models, as well
as encouraging girls to study STEM subjects and pursue STEM careers.

e STEM and Mentorship Examples: GlaxoSmithKline (GSK) targets and programs, Johnson & Johnson
(&]), Medtronic, Merck, and Pfizer.

20 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV
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https://www.unilever.com/suppliers/partner-with-purpose/our-people-plans/
https://about.ups.com/us/en/our-stories/innovation-driven/the-power-of-ups-and-shetrades.html
https://about.ups.com/us/en/our-stories/innovation-driven/the-power-of-ups-and-shetrades.html
https://corporate.walmart.com/esgreport/esg-issues/supplier-opportunity
https://buywomenowned.com/
https://www.womens-forum.com/daring-circles/women-for-business/
https://www.womens-forum.com/daring-circles/women-for-business/
https://brandingforum.org/branding/campaigns/pony-malta-hacks-fifa-21-and-creates-the-first-all-female-club-she-f-c/
https://www.unstereotypealliance.org/en/resources/member-spotlight/aerie
https://www.unstereotypealliance.org/en/resources/member-spotlight/diageo---challengeaccepted
https://www.dove.com/us/en/dove-self-esteem-project/our-mission/the-dove-self-esteem-project-our-mission-in-action.html
https://www.npr.org/2012/12/18/167513152/the-last-word-in-business#:%7E:text=Transcript-,McKenna%20Pope%2C%2013%2C%20of%20New%20Jersey%20wanted%20to%20get%20an,silver%2C%20blue%20and%20black%20oven.
https://www.npr.org/2021/10/12/1045244110/lego-toys-survey-gender-bias-stereotypes
https://time.com/barbie-new-body-cover-story/
https://www.npr.org/2019/09/25/764363013/mattel-launches-new-gender-neutral-dolls
https://www.npr.org/2021/08/05/1024888880/mattels-barbie-turns-women-of-science-including-a-covid-vaccine-developer-into-d
https://www.weps.org/sites/default/files/2021-01/CASE_STUDY_Musket_Transport.pdf
https://us.pg.com/gender-equality/
https://www.unstereotypealliance.org/en/resources/member-spotlight/safaricom
https://www.gapinc.com/en-us/values/sustainability/people/p-a-c-e-empowering-women
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https://www.mastercard.com/news/press/2019/september/mastercard-partners-with-levi-strauss-co-marks-spencer-and-vf-corporation-on-programs-to-help-garment-factory-workers-build-more-secure-financial-futures/
https://www.mastercard.com/news/press/2019/september/mastercard-partners-with-levi-strauss-co-marks-spencer-and-vf-corporation-on-programs-to-help-garment-factory-workers-build-more-secure-financial-futures/
https://www.loreal.com/en/articles/sharing-beauty-with-all/burkina-faso-solidarity-sourced-shea-butter/
https://corporate.marksandspencer.com/documents/plan-a-our-approach/global-community-programme-report-june2015.pdf
https://www.land-links.org/2021/07/climate-change-is-not-gender-neutral/
https://www.coca-colacompany.com/content/dam/journey/us/en/policies/pdf/sustainability/the-coca-cola-company-5-by-20-report-december-2016.pdf
https://www.coca-colacompany.com/content/dam/journey/us/en/policies/pdf/sustainability/the-coca-cola-company-5-by-20-report-december-2016.pdf
https://www.unilever.com/
https://www.worldcocoafoundation.org/wp-content/uploads/files_mf/1512401062EmpoweringwomencocoafarmersinWestAfricaFINALVERSIONPUBLIC.pdf
https://www.gsk.com/en-gb/media/press-releases/gsk-announces-gender-and-diversity-aspirational-targets-to-increase-representation-at-senior-levels/
https://us.gsk.com/en-us/media/press-releases/gsk-announces-10m-program-to-advance-black-people-latinx-people-women-in-stem/
https://www.jnj.com/innovation/how-johnson-johnson-is-helping-pave-the-way-for-women-in-stem
https://www.jnj.com/innovation/how-johnson-johnson-is-helping-pave-the-way-for-women-in-stem
https://www.medtronic.com/us-en/our-impact/women-in-science.html
https://www.emdgroup.com/en/sustainability/health-for-all/healthy-women-healthy-economy.html
https://www.pfizer.com/sites/default/files/investors/financial_reports/annual_reports/2019/our-bold-moves/unleash-the-power-of-our-people/strengthening-our-commitment-to-equity/index.html

Companies have developed a range of approaches to improve conditions for frontline health workers.
This includes commitments to pay a living wage, recruit and train frontline community health educators,
support the development of health infrastructure, and provide education and training.

e Workforce Support Examples: GSK, ]&|, and Novartis.

Health care product development that has been shown to empower women and increase their
economic participation includes affordably pricing for medicine and services, enhancing access to
affordable menstrual hygiene and reproductive health products including contraception, closing research
and development gaps, and improving service access in rural areas.

e Inclusive Product Examples: Novo Nordisk, GSK, Merck for Mothers, Merc & Co, Bayer, Eli Lilly,
BD, and The Coca-Cola Company.

3.5 OTHER INDUSTRIES

Other industries, such as “legacy industries,”—which include energy, mining, utilities and waste services,
materials, and industrial sectors—tourism, and transportation are critical to increasing the economic
participation of women in the economy. However, they have been slower to address increasing
women’s participation in their operations, leadership, and supply chains. Therefore, there is less
evidence of company policies, practices, and programs for these industries.

LEGACY INDUSTRIES

Many “legacy industries” are under increasing pressure to innovate and transform, including oil, coal,
construction, paper products, metals and mining chemicals and utilities and waste services. These
industries are traditionally dominated by men within the workforce, executive management, and board
seats, and the low participation of women throughout the workforce is in part because the work
involves manual or technical work that is legally prohibited or culturally stigmatized for women.bxv

Some companies are striving to transform their
workplaces with programs to increase women'’s
participation in the workforce. For example,
companies are reducing the gender pay gap, >
implementing mentoring programs,>vi and
developing protective equipment for women. i
Companies are working on developing a talent
pipeline by funding STEM education for girls, xxvii
establishing internships and creating job

opportunities,ix providing professional training,xx
and establishing employee resource groups.x They
are also adopting policies that require inclusive hiring practices and supporting women entrepreneurs in

iSTOCK

supply chains.iAs industries evolve toward green technology, increasing women’s equitable
participation will be critical for success. As primary household consumers and caretakers, women are
community-minded and future-oriented, and they are more likely to invest resources in sustainable
outcomes. boiii
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Finally, companies with a heavy presence in specific communities, for example in the extractive
industries, have a history of community investment programs, which have increasingly recognized the
importance of addressing the challenges of underserved groups, including women.boxiv

TOURISM

Activity to increase women'’s equitable participation in the tourism sector is predominantly public sector
driven, but recently industry groups have paid more attention to the issues facing women,xxv especially
considering their contribution to the growing eco-tourism industry.xvi By employment numbers,
tourism is the world’s largest industry.xvi Women make up slightly more than half of the global
tourism workforce, yet they are concentrated in the lowest-paid, most vulnerable, lowest status jobs,
for example, cleaning and food services. Women also perform a significant amount of unpaid work in
family tourism businesses, and due to the nature of the work—such as room cleaning or customer
service roles (e.g., bar work)—they are at a heightened risk of GBV.boxvii

TRANSPORTATION

The transportation industry has a clear role to play in increasing women'’s equitable participation in
society and the economy. Transportation systems tend to be predominantly funded, regulated, and
managed by governments. While some systems have introduced policies to increase women'’s equitable
participation in the transportation labor force and in the use of transportations systems,xix there is
limited evidence of steps taken to improve women's recruitment, hiring, promotion, and retention in
privately held companies. Gender-sensitive design of transport services can broaden women’s access to
services and employment. Diversifying the transportation workforce can better serve the needs of
women customers.x
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4. EVIDENCE: PROVEN, PROMISING, AND POTENTIAL COMPANY
POLICIES, PRACTICES, AND PROGRAMS

There is a wide range of company policies, practices, and programs with the goal of increasing the
equitable participation of women in leadership, operations, and supply chains. They have been
categorized below into six typologies—strategic approaches, workforce, leadership, supply chain, asset
leverage, and external engagement—and have been assessed based on the evidence-criteria outlined in
Table I.

lllustrative company examples—with outcome data when available—were presented throughout this
section. Their inclusion alone should not be read to imply evidence of impact. The availability of
evidence led to a focus on large companies in specific sectors, which does not necessarily reflect the
total volume of activity in this field.

4.1 IMPLEMENTING STRATEGIC APPROACHES TO INCREASE EQUITABLE PARTICIPATION

The study identified three promising policies, practices, and programs that took place at the strategic
level, meaning that they were overarching, cross-functional, comprehensive, or foundational to achieving
company goals for women’s participation.

PROVEN

No proven company policies, practices, or programs were found.

PROMISING
AUDITING, MEASUREMENT, AND ANALYSIS

Gender and diversity assessments—including disaggregation,*< materiality analysis,*<i gender auditing,xii
employee surveys,xv and needs assessments*—can help companies to understand challenges, develop
a business case, identify priorities, and dedicate resources to increasing women’s equitable participation.

e Gender Diversity Survey Example: eBay conducted a gender diversity survey of its top 1,700
leaders. The survey, which identified a mix of unconscious mindsets, behavior, and blind spots that
colored employees’ gender perceptions, led to changes aimed at embracing individual differences
within the business.

Targeted assessments to address specific issues/programs, such as salary gap analysis,x talent pipeline
and leadership gap analysis, and skills mapping to support unbiased succession planning and promotion,
can also support increasing women'’s equitable participation.

e Job Evaluation Example: Swedbank put in place a job evaluation system to map, evaluate, and
compare each job in the organization. If gender gaps were found, the company took corrective
measures using a budget set aside specifically for this purpose.

Toolkits can help companies conduct gender-based auditing, measurement, and analysis. Examples
include the Women’s Empowerment Principles (VWEPs) Gender Gap Analysis Tool, pay analysis tools
such as Payscale, and the Gender Data Report in Sedex Analytics, which is based on the Business for
Social Responsibility’s (BSR) Gender Data and Impact Framework.
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e Gap Analysis Tool Example: Sumitomo Chemical used the WEPs Gender Gap Analysis Tool to
assess its gender equality performance, identify focus areas, and engage departments across the
organization. This assessment raised awareness, identified key drivers of inequity, and highlighted
opportunities for increasing gender equity.

Gender-based supply chain analysis has helped companies to understand gender-based needs, challenges,
and opportunities for women workers and producers. Companies have used this type of analysis to
restructure their policies, practices, and programs to increase women’s equitable participation.xvi

e Gender-based Supply Chain Analysis Example: McCormick & Company conducted a diagnostic
study of women in its raw material supply chains to understand gender-based risks and
opportunities relating to supply chain and community resilience. A dashboard supports effective
resource allocation and tracks the impact of investments.

While challenging to implement, rigorous baseline and impact studies that incorporate metrics around
women’s productivity, income, and well-being can help companies understand how their investments
impact women’s equitable participation in their supply chains.xcvi

e |mpact Study Example: Mondelez International includes women respondents at the farmer
household and community levels, as well as women’s empowerment metrics, in the rigorous impact
studies it conducts for its Cocoa Life program, enabling it to understand women farmer and
community member needs and customize its interventions.

COMPANY-WIDE POLICIES AND TARGETS

A high-level commitment paves the way for policies to ensure that women are equally represented and
valued throughout a company's workforce.xix Commitment from leadership enables cross-functional,
company-wide policies, practices, and programs to support increasing women’s equitable participation.c

e Equal Employment Example: Electricity Distribution Company (EDCO) implemented an equal
employment opportunity policy that led to a focus on increasing women’s participation throughout
the organization, resulting in increased participation and improved perceptions of women as
employees.

Comepanies have successfully increased the proportion of women in their workforce and leadership by
setting targets for interview shortlists, including women on hiring panels, and ensuring that they have a
pool of strong women candidates not only at each stage of the hiring process but also in succession
planning.

e Recruiting Example: DNB set a goal of at least 40 percent women in top management positions and
implemented policies that included recruiters identifying the best-qualified men and women
candidates for management positions before final selection. This increased women in top
management from 30.5 percent to 38.1 percent over four years.

Despite legislation to mandate board diversity and the recognition of the value of women on boards,
there has been limited progress in increasing the presence of women on boards.< To overcome
perceived limitations,<i companies can add board seats, limit terms, and introduce better search
approaches.di
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CROSS-FUNCTIONAL INTEGRATION OF GENDER GOALS

A decade ago, WEE programs tended to be individual, opportunistic, siloed, and often philanthropic
activities not connected to day-to-day business operations.<v It is now more commonly accepted that an
integrated, holistic approach across business activities is necessary to accelerate women’s equitable
participation.<

e Integrated Approach Example: Unilever’s 2020 Compass strategy incorporates WEE across
functions and departments, from achieving gender balance in leadership, to supporting women in its
supply chain, to driving and amplifying products and messages through its brands for its
predominantly women consumer base.

POTENTIAL

No potential company policies, practices, or programs were found.

4.2 INCREASING EQUITABLE PARTICIPATION IN THE WORKFORCE

The study identified 18 policies, practices, and programs—ranging from inclusive recruiting language and
pay analysis to health care provision and positive, inclusive framing—that were focused on achieving the
equitable participation of women within the workforce of the company. While these policies, practices,
and programs may have included management and leadership, they did not include operations (e.g.,
supply chains) outside of the company.

PROVEN
INCLUSIVE RECRUITING LANGUAGE

Using more inclusive language in job advertisements encourages women to apply for work in industries
dominated by men, and men to apply for work in industries dominated by women.< Careful use of
language in job advertisements can also encourage women to negotiate their salaries and benefits in the
recruitment process, closing the pay gap.<i

e Job Advertisement Example: Electricidade de Mocambique increased its ability to hire women
by revising language used in jobs ads, ensuring job profiles were gender-inclusive and attractive for
women, improving candidate application
screening techniques, and helping
candidates fill out their applications.

PROMISING
PAY ANALYSIS AND TRANSPARENCY

Rigorous and transparent pay analyses have
been demonstrated to reduce the gender pay
gap and contribute to the retention of women
staff in some countries.«ii Pay analyses can also

serve as a motivating factor for potential

OB9

women recruits.cx
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e Compensation Example: Starbucks analyzed compensation and compensation decisions. It shared
salary equity information with employees and potential employees and explicitly permitted
employees to discuss wages. In 2018, it announced |00 percent pay parity for employees in the
United States as a result of these policies.

EMPLOYEE PIPELINE DEVELOPMENT

By investing in education, companies can support the entry of women into fields traditionally dominated
by men, particularly in STEM, and create a more robust pipeline to support their diverse workforce and
skills needs.<

e Investing in STEM Education Example: Intel’s Women in Technology scholarship program is part
of a broader strategy to support the attraction, growth and development of diverse talent, which
has contributed to achieving 43 percent annual diverse hiring and 100 percent gender pay equity
across U.S. job types.

Even smaller companies who cannot commit to significant investment in workforce development are
able to benefit and meet their diverse hiring goals by engaging directly with educational institutions to
promote the study of STEM subjects and their business as a place to work.

® Investing in Education Example: With a workforce of 21 percent women, EVN visited schools to
encourage girls and their parents to think about jobs in the power sector, offered scholarships and
vocational programs, and emphasized that women make great engineers and technicians. As a result,
39 percent of new hires were women a year after the program began in 2017.

Internship programs have also been shown to increase the entry of women into positions traditionally
held by men.= While some larger companies can administer their own successful programs, smaller
companies can benefit from participation in externally funded internship programs.

e Internship Example: Rwanda and Tanzania-based Africa Energy Services Group, in partnership with
USAID’s Women in Rwandan Energy program, implemented an internship program that enabled the
company to hire more women in technical and management roles and demonstrated the value of
increasing women’s participation to business stakeholders.<xi

ENGAGING MEN

Men in leadership roles are often the most effective messengers and role models for policies and
practices that aim to increase the participation of women.<ii There is particularly strong evidence of this
relating to the uptake of family leave by men, even in traditional environments.

e Parental Leave Example: EY introduced a gender-neutral parental leave policy accompanied by an
effort to encourage fathers to make use of the leave, including supportive messaging by men in
leadership positions. The proportion of fathers taking leave increased from |9 percent to 38 percent
in the first year after the introduction of the new policy.

In communities where men traditionally hold dominant roles, it may be helpful to engage men in
increasing women’s participation and to shift social norms. This engagement is particularly helpful in
places where men may respond negatively to activities that focus specifically on women.exiv
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e Community Forum Example: Ibadan Electricity Distribution Company (IBEDC) Nigeria
conducted forums and community initiatives to support WEE. It also conducted after-school
programs for both girls and boys to encourage buy-in to targeted policies and practices to increase
the participation of women in the utilities business.

FAMILY LEAVE AND RETURN-TO-WORK POLICIES

There is a wealth of evidence demonstrating that strong family leave policies, including elder care and
long-term sick care, keep women in the workforce and have a positive business impact, particularly
when they go beyond what is required by legislation.e

e Family Leave Example: Danone Nutricia Early Life Nutrition (ELN) introduced a campaign
informing parents of their rights as caretakers at work and, simultaneously, increased parental leave
and pay for birth and adoptive parents. The program led to more parents using this leave and other
benefits through its return-to-work program.

Proven to be beneficial for retaining women, increasing productivity, and reducing absenteeism, return-
to-work programs might include gradual return, support and mentoring, additional facilities for new
parents such as breastfeeding rooms, and support accessing childcare.

e Return-To-Work Example: Martur Fompak International provides fully equipped lactation
rooms, free transportation for women needing to breastfeed, and some childcare provisions. As a
result, more women returned to work, absenteeism fell by more than half, and staff turnover
decreased by more than 3 percent between 2013 and 2017.

CHILDCARE PROVISION

Improving access to childcare goes hand in hand with fostering workplace gender diversity and helping
parents enter and advance in the workforce.=vi Employer-supported childcare can also encourage
fathers to share the role of caretaker, enabling the increased participation of women in the
workforce. oxvi

Solutions to support working parents can be adapted to the characteristics and size of each company at
zero or low cost.«ii More resource-intensive strategies include workplace-based childcare facilities.
Less resource-intensive strategies include providing information, referral services, and back-up care
benefits.

e Childcare Subsidy Example: Borusan Group offers a childcare subsidy, childcare facilities at some
locations, and flexible working and leave arrangements. As a result, it has attracted and retained its
best workers, maintained a positive corporate reputation, and attracted investment and business
partners.

HEALTH CARE PROVISION

Provision of extended health care benefits, such as on-site facilities, digital health care access, and paid
time off to procure health care has been shown to support the retention of women in the workforce, as
well as improve productivity and reduce absenteeism.xix
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e Mobile Health Example: VF Corporation’s Worker and Community Development initiative
addresses worker and community issues in its manufacturing zones. For example, in Cambodia, a
mobile clinic was used to make health care more accessible to workers, leading to reduced absentee
and turnover rates.

GENDER-BASED VIOLENCE REDUCTION INITIATIVES

Company practices can promote a safe working environment, reducing GBV. Company approaches that
systematically address GBV and harassment emphasize training for staff and management, engagement
with women’s organizations and GBYV service providers, and the empowerment of women workers.ox

e Safe Transportation Example: Supreme Poultry introduced dedicated transportation for night-
shift workers to address their personal safety concerns about moving through the local area at night.
Both women and men have benefited from this program.

POTENTIAL
POSITIVE, INCLUSIVE FRAMING

Framing diversity efforts positively—for example, engaging
managers, increasing their on-the-job contact with women
workers, and promoting accountability based on managers;”
desire to be fair-minded—is more effective than highlighting
and penalizing the wrong behavior.ox

Focusing on equality and inclusivity rather than specific groups
avoids potential backlash driven by a perception that initiatives
are unfair and not meritocratic.i Furthermore, programs that
focus on women can reinforce the belief that it is women, and
not company norms, that are the problem.cxii

UNCONSCIOUS BIAS / DIVERSITY TRAINING

Training courses that focus on gender diversity strategies, policies, and codes of conduct, as well as
gender awareness, anti-discrimination, diversity and inclusion, and unconscious bias are a common
approach to increasing gender equity in the workplace.oxiv

e Inclusion Training Example: Sodexo holds a mandatory one-day inclusion training for all managers,
as well as more than 25 voluntary learning labs to help employees continually strengthen their
knowledge about gender inequity issues and develop their skills to foster a more inclusive
environment.

The effectiveness of this type of program depends heavily on the quality of implementation. Some
studies have found that the positive effects of diversity training only last for a short time; other studies
suggest that training can activate bias or spark a backlash if negative messages and implied threats are
used in the training.oxv
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SHIFTING PERCEPTIONS OF WOMEN IN NON-TRADITIONAL SPACES

Exposing workplaces to images of women in non-traditional roles positively shifts attitudes toward
women in these roles.=i More broadly, demonstrating that women can do well in roles traditionally
held by men, such as technical and manual work, can shift attitudes and encourage greater
participation.ovi

e Advertising Example: K-Electric tackled stereotypes about women in the energy sector by
producing a commercial showcasing the first-ever women meter readers, appointing women to
work with households as safety ambassadors, and promoting women into leadership positions.

Proactively seeking and engaging with women can help industries traditionally dominated by men, such
as the financial and energy sectors, to recognize women as reliable customers and business partners.
Some initiatives have found women to be more reliable than men, for example, with making utility
Payments.cxxviii

e Employee Training Example: Bank of Palestine launched the Felestineya Mini-MBA program,
where Bank of Palestine employees supported businesswomen with training and coaching. A key
program outcome was that Bank of Palestine managers developed an improved perception of
women as customers.

EMPLOYER BRANDING

Most employment candidates research companies before applying for a position.=xix Therefore,
companies must invest in communicating their business as a good place for women to work, as well as
implement its stated values with current employees, who may rate their employers online.oxx

e Website Example: Shell emphasized its commitment to promoting women in its workforce by
publishing profiles of women employees from around the world in a variety of leadership and
technical roles on the careers area of its website.

Benchmarks, “best places to work” lists, and awards can gain a company recognition as a good employer
for women based on factors such as having a zero tolerance harassment policy, workforce and
leadership diversity, and flexible work options.oxxi

e Award Example: The Catalyst Award is given to companies of all sizes, regions, and industries
with “groundbreaking” initiatives to increase gender equity. For example, 2021 winner Barilla’s
achievement of pay equity contributed to its recognition.

BLIND CANDIDATE ASSESSMENT

Companies have also adopted blind approaches to candidate assessment to increase the participation of
women in the workforce.=i Some companies are using technology to provide a neutral review of
resumeseii but caution is needed as algorithms may reflect the gender bias of their creators.ooxiv

STRUCTURED INTERVIEWING
There is some evidence, particularly in professions with gender imbalances, that interviews should be

structured so that every candidate is asked the same questions in the same order, and their answers are
scored according to strict criteria.coxv
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HIRING TESTS

Some evidence shows that hiring tests can help to fight bias. However, to be effective, they must be
used in conjunction with social norms and cultural interventions to ensure that managers do not use the
tests selectively or ignore results, which may amplify rather than suppress bias.oovi

FLEXIBLE WORK OPTIONS

Flexible work arrangements, such as adjusting working hours, working from home, or job-sharing, can
enable workers to balance their career and care responsibilities. The flexibility allows women to stay in
the workforce and men to be more involved in caring for children or other family members. oo

The degree to which flexible work options increase
women'’s participation depends, however, on the degree to
which the company encourages and enables employees to
use these arrangements without detriment to their career.
Flexible work arrangements could reinforce gender
stereotypes if the company favors working on-site and if
women disproportionately utilize the arrangements. ooovii

IMPROVING WORKPLACE SAFETY

iSTOCK

Taking measures to increase workforce safety—installing

security systems, requiring IDs, providing safe transportation, and allowing people to work from
home—can help companies to recruit and retain women in non-traditional roles and to work alternative
hours, such as during overnight shifts.

e Security Systems Example: Estarta Solutions introduced robust security systems, |ID
requirements, a waiting room for family member escorts, and an option to work from home. These
steps led to a significant increase in women’s willingness to work overnight shifts. The majority of
overnight staff are now women.

GRIEVANCE REPORTING

Aside from their value as part of a package of policies to tackle GBV and sexual harassment,exxix there is
limited evidence about what type of grievance reporting approaches and mechanisms work in supporting
women’s equitable participation in the workplace.

4.3 INCREASING EQUITABLE PARTICIPATION IN LEADERSHIP

Building on the activities in the previous section as a foundation, the study identified eight additional
policies, practices, and programs that aimed to achieve the equitable participation of women in company
management and leadership—from hiring external recruiters to setting targets with measurable actions.
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PROVEN
HIRING EXTERNAL RECRUITERS

Academic research shows that leadership candidate pools include more women when headhunters
select candidates than when candidates apply on their own. This is likely because women are being
considered for jobs without having to put themselves forward.!

PROMISING
TARGETS AND POLICIES

Targets can be central to communicating gender-related goals, signaling a company’s intentions, and
providing a basis for accountability. However, targets alone are insufficient; companies must put
concrete, measurable actions in place to achieve their goals. <

Companies that highlight the equitable participation of women in their leadership often point to
comprehensive policies that they implement to achieve this goal. These policies typically contain multiple
practices and programs. These policies, practices, and programs are assessed individually throughout this
section of the landscaping study.

e |Integrated Strategies Example: Lilly used four strategies to increase the participation of women in
its leadership: buy-in from the top, rigorous analysis to understand the challenges, dissemination of
results, and adaptation of management practices and training. In the first year, the number of women
in leadership increased significantly.

ROLE MODELING

Role models can reduce gender stereotypes that, beginning in school, discourage girls from pursuing
specific careers and reinforce stereotypes for the next generation.i They can shape a woman’s view of
leadership in the workplace and her ability to become a leader. i

Exposing employees to women in leadership positively shifts attitudes of women and men toward
women in leadership roles.=liv Taking this further, telling stories about how women in leadership can
benefit men helps change the narrative that women need the support of men to succeed.o

e Showcasing Women in Leadership Example: Google discovered that women were promoted less
often than men because, to be promoted, employees were required to self-nominate. The company
started to showcase women leaders in workshops, outlining the promotion process. As a result, the
gender difference in self-nominations virtually disappeared.

POTENTIAL
PERFORMANCE MANAGEMENT

Traits that tend to be interpreted as competent behavior of leaders, such as confidence, are more
associated with men, leading to barriers to promotion for women. Training women on these traits
offers one solution (see “Leadership Training” further below); changing perceptions of what constitutes
leadership traits is another.xVi
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e Adapting Evaluation Criteria Example: BSES Rajdjani Power Limited (BRPL) India adapted its
evaluation criteria of employees to focus on performance and knowledge instead of only assessing
technical awareness or field experience, which can be challenging for women to gain in light of social
and gender norms. This led to 20 percent of women participants obtaining a more senior role.

Changing practices to ensure unbiased performance assessment, such as using independent evaluation
committees or multiple evaluators, can have some impact in eliminating bias.>"i Some argue, however,
that eliminating bias requires shifting norms within organizations and managers more broadly.cxlix

e Using Data Example: Unilever introduced a Gender Appointment Ratio, which analyzed the
recruitment records of some of its senior leaders for their review. This improved their gender
awareness, triggered discussion, and supported future unbiased choices.

MENTORING AND SPONSORSHIP

Mentoring can support women as they progress through their careers. It is most successful when they
are matched with mentors who are men.< However, women find it hard to connect with mentors, and
they do not experience the same benefits of mentorship as men, such as growing a personal network
within a company.ci

Women benefit most from sponsorship, when sponsors use their networks and knowledge to help
them advance their careers.i Sponsorship can be a complex relationship, but when it is managed well, it
can increase women’s confidence, compensation, and willingness to compete for positions.i

PEER GROUPS

Employee groups offer a forum for peers to discuss challenges and provide a collective voice on key
issues. However, there is evidence that these groups do not help women attain leadership positions,
probably because they do not offer strong connections to people who can influence their careers.cv

LEADERSHIP TRAINING

Lack of confidence presents a barrier to women being
promoted and must be addressed early in women’s education
and career.<v Evidence suggests that training can increase self-
efficacy, but it can also be argued that companies should
incorporate more diverse leadership criteria, including traits
traditionally associated with women’s leadership styles.<Vi

GLOBAL MOBILITY

International experiences can be key to attaining leadership
positions, yet many companies perceive women as less mobile
and do not select them for these opportunities.<vi Companies
can adapt to ensure women have equal access to international
assignments or eliminate these experiences as vital steps on the
pathway to leadership.cvi
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4.4 INCREASING EQUITABLE PARTICIPATION IN SUPPLY CHAINS

Beyond activities that aim to increase the equitable participation of women in companies’ own
operations, the study identified eleven promising and potential policies, practices, and programs that
seek to achieve these goals within company supply chains. These include procurement and sourcing,
skills-based training, and community development programs.

PROVEN

No proven company policies, practices, or programs were found.

PROMISING
SOURCING

Commitments to source from women-owned businesses have become common among U.S.
companiesdix and are beginning to gain traction in other parts of the world,x leading to more
opportunities for women entrepreneurs to participate in global supply chains.

e Sourcing Example: Walmart spent nearly US$30 billion with women-owned businesses (for
merchandising and services combined) between 201 | and 2019 and reported that offering enhanced
buyer support to women-owned businesses has brought critical innovation into its retail stores.

Companies can overcome the challenges of finding women-owned partners by expanding outreach
through networks such as WEConnect International, hosting or participating in supplier conferences,
publishing their procurement policies and procedures, and listing supplier pages on their websites.cxi

e Networking Example: P&G, as a cofounder with Women’s Forum and leader of the Women &
Business Daring Circle, is working with WEConnect International, UN Women, and other partners
to build the infrastructure in Europe to enable more companies in their journey toward gender
inclusive sourcing.

33 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://corporate.walmart.com/content/dam/corporate/documents/purpose/environmental-social-and-governance-report-archive/walmart-2019-esg-report.pdf
https://corporate.walmart.com/newsroom/2020/03/06/opening-doors-for-women-opening-doors-for-innovation-highlighting-women-owned-businesses
https://weconnectinternational.org/
https://urldefense.com/v3/__https:/cdn-assets.inwink.com/4b35381f-d595-4da9-8f03-d28d973544c0/4ed51779-df8d-4449-b99e-a987ac538622__;!!NgSi4SaN6ydtRVQ-!gbFAtMI8NZ-Q2ZXq5lbVKKs1tEqPB8P5qXzS6oEi_MeDDly--PtgNQLAlEkNPA$
https://urldefense.com/v3/__https:/www.womens-forum.com/daring-circles/women-for-business/__;!!NgSi4SaN6ydtRVQ-!gbFAtMI8NZ-Q2ZXq5lbVKKs1tEqPB8P5qXzS6oEi_MeDDly--PtgNQLvRJYXaw$
https://urldefense.com/v3/__https:/www.womens-forum.com/daring-circles/women-for-business/__;!!NgSi4SaN6ydtRVQ-!gbFAtMI8NZ-Q2ZXq5lbVKKs1tEqPB8P5qXzS6oEi_MeDDly--PtgNQLvRJYXaw$

ACCESS TO MARKETS

Supporting women'’s participation in markets can include reducing risk for women producers through
long-term contracting and guaranteed purchase agreements, as well as strengthening business
relationships among exporters, traders, and processors.

e Market Participation Example: The Coca-
Cola Company’s 5by20 program worked
with producers of mangoes and passion
fruit to support relationship building and
offer technical training to help them access
markets and improve sales. The program
led to a 140 percent increase in income for
participants.

Companies have also supported the
development of unique models to build new
markets, adapt to market changes, and create
new supply chains in underserved communities.

Companies can also create new education and ISTOCK
entrepreneurship opportunities for women.

o Women Distributors Example: An international pool of manufacturing partners, through
JITA, ensures that goods reach the hands of rural consumers through a wide network of women
micro-merchants and women door-to-door sales agents. As a result, women micro-distributors
have increased their incomes by up to 47 percent.

Through digital access programs, companies can support women-owned businesses by opening up new
market opportunities. For example, these programs help women entrepreneurs by enabling online sales
and payments as well as creating demand for new services.

e Digital Ordering Example: Mastercard Kionect is a digital ordering system for women small kiosk
owners in Nairobi, Kenya, to order and pay for products from wholesalers via SMS. Orders
submitted through a feature phone create a digital record for kiosk owners to obtain access to
micro-loans, which help to stock inventory and grow their business.

Increasing access to market information, such as operating dates, times, and product pricing, can
improve market participation for women, particularly for those who may be disadvantaged due to
limited digital access, time constraints, or low literacy levels.

e Market Information Example: Qualcomm Wireless Reach developed a digital application that
enabled women fish processors in Senegal to minimize their trips away from home by giving them
market prices in advance. The program also allowed them to share processing best practices and
health information, leading to improved livelihoods.

PROCUREMENT

Through procurement, companies can extend internal gender-based practices to their external supply
chains. These practices may include corporate policies, targets for women in leadership and technical
positions, training and mentorship opportunities, and gender-specific key performance indicators.cki
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e Influencing Suppliers Example: HP Inc asked its supplier agencies to increase the number of women
and minorities in creative and leadership positions. In the first year, all agency partners exceeded the
goal for women’s representation. In some cases, this increased women and minority participation by
as much as 55 percent.

Technical assistance programs can help to accelerate the transition to compliance with required gender-
based practices, particularly for smaller businesses in more traditional settings.

e Training Supply Chain Actors Example: Gap Inc. works with factories to improve labor standards
and working conditions through its partnership with |[LO Better Work and the Social & Labor
Convergence Program. Gap Inc.’s program delivers assessment and remediation, as well as
leadership training on workplace cooperation, engagement, and supervisory skills.

Initiatives advocating for the adoption of policies and practices to address the needs and rights of
women workers, many of which have been implemented in the garment sector, have been successful by
focusing on making the business case for improved working conditions for women workers.clii

e Improving Worker Conditions Example: Gap Inc. and Better Work have published data that
indicates a clear correlation between improved factory conditions and increased productivity,
profitability, and resilience for enterprises. Workers in factories who enjoy a clean, safe, and
equitable working environment are also more motivated, loyal, and less likely to leave their jobs.

In the agricultural setting, supply-chain traceability and direct sourcing initiatives can advance supply-
chain oversight and accountability. This transparency leads to greater recognition of women as
producers and ensures that women’s rights are respected, their needs are met, and their challenges are
understood.

e Direct Sourcing Example: Primark works with CottonConnect to increase the visibility of women
in cotton production. Engaging directly with producers through trusted partners, this initiative
provides skills-based programming to improve environmental, financial, and leadership outcomes.

Other agricultural supply chain programs work to formalize women'’s participation in cooperatives by
increasing women’s membership and incorporating women’s participation and leadership into decision-
making structures through advocacy, gender sensitization, education, and use of role models.

e Working with Cooperatives Example: Mondelez International’s Cocoa Life program has
increased women’s membership in and leadership of cooperatives in Ghana by engaging with
communities, providing gender-sensitization workshops, and deploying women extension agents as
role models.

SKILLS-BASED TRAINING: FACTORY WORKERS

Across the garment sector, supply chain factory programs have addressed challenges driven by low pay,
abusive and exploitative conditions, and underrepresentation of women in leadership positions by
delivering skills-based training to increase the agency of women garment workers.

e Training Individuals Example: GAP Inc. PACE Program has trained 800,000 women and girls in 17
countries in skills including communication, problem solving, time-management, and leadership.
Participants reported higher self-esteem, increased productivity, and improved communication and
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financial literacy skills, as well as a greater ability to make decisions and lead in their workplaces,
households, and communities.

SKILLS-BASED TRAINING: AGRICULTURAL PRODUCERS

Across the food and beverage sector, programs to improve agricultural productivity and diversify
incomes in producer households have focused on expanding women’s equitable participation to increase
household and supply chain resilience.cixiv

® Increasing Productivity Training Example: The
World Cocoa Foundation Cocoa Livelihoods
Program found that interventions to increase cocoa
productivity resulted in greater increases for women
than men. The interventions increased both the
resilience of the cocoa supply chain and the incomes
of farmers.

As part of training on agricultural practices, some : .
companies have promoted sustainable farming practices iSTOCK
that advance corporate environmental commitments

while also providing economic and social benefits to women.cixv

e Sustainable Farming Training Example: PepsiCo’s program with women potato farmers in West
Bengal has demonstrated that, in addition to increasing yields and profitability, training women
producers can promote sustainable farming practices that advance environmental goals.

SKILLS-BASED TRAINING AND MENTORING: ENTREPRENEURS

“Last mile” programs with women distributors, retailers, and artisans can support women who operate
informal businesses connected to corporate supply chains to grow—and formalize when relevant—their
businesses, manage their finances, and increase their influence within their households around financial
decision-making.cxi

e Business Management Training Example: The Coca-Cola Company 5by20 initiative includes
more than 125 programs focused on micro-retailers. These programs offer, among other things,
immersive business training, access to financial institutions and credit, and peer mentoring. Impact
studies have demonstrated increased confidence, income, and savings among women micro-retailers.

Training that improves logistical and technical skills can also help to enhance women’s access to markets.
Programs, which include marketing and communications as well as financial management, also teach
women how to connect with buyers, suppliers, investors, and other entrepreneurs.cxvi

e |ogistics Training Example: UPS’s Women’s Exporter Program provides training on logistical
and other business skills to women-owned businesses. It connects women with buyers, investors,

and suppliers in |5 countries. The program has led to increased revenue, new jobs, and connections
to microfinance institutions.cxvii

Companies are investing in accelerators and investment funds to support women-led businesses,
develop potential future partnerships, and use the catalyzing effect of women’s economic participation
to innovate in their supply chains.
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e Business Mentoring Example: P&G Ventures partners with entrepreneurs to build brands for P&G.
So far it has invested more than US$1 billion dollars in women-owned ventures, providing
customized expertise as well as leveraging P&G’s capabilities and relationships.

DIGITAL-FINANCIAL ACCESS INITIATIVES

Programs to educate women factory workers about money managementcxx have given women more
control over their finances as well as benefited factory management by creating payroll efficiency. These
programs focus on a range of items including banking, loans, savings, and payslip deductions.

e Financial Literacy Example: M&S implemented a financial literacy program with women factory
workers in India that resulted in a 30 percent increase in bank accounts held by women and a 30
percent increase in the number of women with savings, with 20 percent of women wage earners
having their salaries deposited directly into their bank account.

Digital wage payments can increase confidentiality regarding when and how much workers are paid, thus
contributing positively to women’s control over their income, reduce the risk of theft, facilitate
household bill payments, support saving, and increase participation in financial decision-making. Multiple
programs have supported factories to transition from a cash-based to a digital payment system.

e Digital Payments Example: Mastercard, Levi Strauss & Co, Marks & Spencer, and VF
Corporation are partnering to support factory efforts to deposit wages directly into workers’
accounts, which are accessed through debit/prepaid cards or digital wallets. They are also providing
digital financial literacy training.

COMMUNITY DEVELOPMENT PROGRAMS

Community development programs may provide education and skills, develop school and water systems
infrastructure, or provide health care or other community goods, which can have a significant impact on
women in communities that are directly linked to corporate supply chains.

e Water and Sanitation Example: VF Corporation provided access to water, sanitation and hygiene
products, such as water filters and handwashing stations, and supported community efforts to
strengthen their water systems. These measures reinforced the infrastructure to support COVID-
|9 vaccination programs and reduced absenteeism in factories.

Comepanies with rural supply chains are investing in women’s groups such as Village Savings and Loans
Associations (VSLAs), which have demonstrated a positive impact on producer resilience< and WEE«xxi
in underserved communities globally.

e VSLA Example: Mars implemented VSLAs in collaboration with CARE and with support from the

Jacob’s Foundation in Céte d’lvoire. By mid-2019, 458 VSLAs with 12,134 members—80 percent of
whom were women—had mobilized a total of more than US$700,000 in savings.
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COMMUNITY GENDER SENSITIZATION

“1'1' i » Gender sensitization and role modeling programs

3 implemented with whole households and communities have
shown strong results in increasing respect for women and
shifting cultural norms. These programs significantly improve
women'’s ability to fully participate as equals in their
households, communities, and throughout supply chains.

e  Shifting Gender Norms Example: M&S worked with
coffee cooperatives in Peru to implement the Gender Action
Learning System (GALS) methodology. As a result, over half
of participating families reported a change in behaviors and a
better understanding of the importance of women’s roles in
coffee production. Furthermore, the number of women becoming members of cooperatives, selling
at markets, and assuming community leadership positions increased.

iSTOCK

POTENTIAL
COMBINED APPROACHES

The evidence suggests that impact is greater when programs are bundled, for example, skills-based
training combined with market-access initiatives. Increasingly, companies are adopting ambitious
approaches to tackle whole ecosystems to increase the economic participation of women.

e Bundled Interventions Example: PepsiCo partners with USAID in West Bengal to empower women
producers in its potato supply chain through productivity training, market access, land rights
interventions, and women'’s groups. Early outcome data suggest the effort is improving women’s
status as decision makers and entrepreneurs.

4.5 LEVERAGING COMPANY ASSETS TO INCREASE THE ECONOMIC POWER OF WOMEN
CLIENTS AND CONSUMERS

This section highlights three ways in which companies may utilize their assets, for example, their financial
resources, knowledge, products, or brands, to increase the equitable participation of women in
leadership, operations, and supply chains.

PROVEN

No proven company policies, practices, or programs were found.

PROMISING

No promising company policies, practices, or programs were found.
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POTENTIAL
GENDER-SMART PRODUCTS

The creation of new financial products for women consumers and business owners enables women to
access financial services, such as digital payments, savings, and credit. These products support women’s
entrepreneurship and independence, as well as household resilience, by giving women more control
over household decision-making.cixxi

e Digital Transactions Example: Diamond Bank created BETA, a doorstep service using digital
transactions on mobile phones through a network of mobile agents in markets near where women
live and work, reducing the prohibitive costs of formal banking for women entrepreneurs in Nigeria.

Expanding access to credit can enable women to improve health and save time,“xxii as well as to start
and grow businesses.<x<v Digital innovation and psychometric testing have accelerated the ability of
lenders to determine the eligibility of women borrowers and non-traditional loan applicants.cxxv

e Digital Credit Example: Mastercard and Unilever’s Jaza Duka initiative combines distribution data
from Unilever and analysis by Mastercard of how much inventory a store has bought over time. This
effort eliminates requirements, such as a formal credit history or evidence of collateral, that women
often cannot meet to qualify for credit.

Women tend to be primarily responsible for household management, including the household budget.
Their concern for the conservation of resources has led the green energy sector to engage with women
as primary consumers, even in very traditional communities.

e Green Energy Example: SECCCO uses women-centric customer service to offer green energy
solutions, including solar-powered water pumps and clean cookstoves. It also partners with
women’s groups to make solutions affordable, improving women’s ability to exercise agency within
their households.

By acting on studies detailing the benefits of eliminating negative gender stereotypes,<vi as well as
reacting to a shift in laws and social norms encouraging inclusivity,*xii companies have adapted products
to neutralize or reverse gender stereotypes.cxxvii

e Children’s Toy Example: Mattel’s adaptations across its product line in recent years—redesigning
its Barbie dolls with a diversity of body-types and adding new dolls, including gender-neutral, STEM
career Barbies as well as dolls_to honor women in science—reflect shifting cultural norms and show
increased business resilience.

Some companies have utilized their digital user data to improve understanding of women in the
marketplace and workforce. They are using this information to develop ways to challenge harmful
stereotypes and empower women.

e Use of Data Example: LinkedIn analyzes user data to assess gender equality across industries and
evaluate gender differences in self-promotion of profiles as well as to understand how men and
women apply for jobs and how companies recruit employees. These data are helping businesses to
benchmark their diversity goals and interact with candidates.
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INCLUSIVE MARKETING AND ADVERTISING

Advertising campaigns are increasingly attempting to break down stereotypes. For example, advertising
might show a range of body types and fluid gender profiles, or depict men and women in non-traditional
roles, such as fathers parenting or performing domestic work and women participating in jobs or leisure
activities traditionally associated with men.

® Product Marketing Example: P&G’s Ariel Campaign in India aimed to challenge the deeply rooted
belief that it is a woman’s responsibility to do the laundry. Since the beginning of the campaign, the
percentage of Indian men who report thinking, “household chores are a woman’s job,” dropped
from 79 percent to 52 percent.

Some companies have looked beyond specific campaigns and are adopting a systemic approach to
eliminating harmful gender-based stereotypes within their advertising. This includes partnering with
other businesses on advocacy initiatives, such as the Unstereotype Alliance, and adapting how they
procure advertising, for example, by requiring women creative leads.

e Advertising Procurement Example: Mars mandates that marketing and advertising agency bids
include a director who is a woman. In partnership with the Geena Davis Institute on Gender in
Media, Mars annually reviews its advertising to identify and reduce gender bias.

GENDER-LENS INVESTING

Initially focused on investing in companies with a higher representation of women on boards and in
leadership, GLI has evolved to investing directly in women owners or companies that provide products
and services that impact women’s lives and has grown into a multi-billion dollar industry.cbxxix

e Agricultural GLI Example: Root Capital and the Walmart Foundation are working together to
strengthen gender-lens investing in the agricultural sector. They have developed innovative
approaches to provide credit to gender-inclusive and women-led businesses and to catalyze gender-
lens investment in the broader agricultural finance sector-.

4.6 ENGAGING EXTERNALLY TO ADVANCE WOMEN’S ECONOMIC EMPOWERMENT

Finally, the study identified seven potential ways—ranging from adopting voluntary principles to
conducting research to partnering with other organizations—in which companies partner externally to
support their policies, practices, and programs to increase the equitable participation of women in
leadership, operations, and supply chains.

PROVEN

No proven company policies, practices, or programs were found.

PROMISING

No promising company policies, practices, or programs were found.
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POTENTIAL
COMMITMENT TO PRINCIPLES AND STANDARDS

The adoption of voluntary principles and standards can help companies focus their efforts, understand
and address their business challenges, track progress, and build a strong corporate reputation.cxxx

e Voluntary Principles Example: The WEPs has
5,401 signatories committed to working
collaboratively to empower women.
Companies have established harassment
complaint mechanisms, adapted procurement
practices, and offered training and scholarships
for women.

Some sector-based business associations or
coalitions have developed sector-specific
standards for increasing the participation of
women. These associations support their
members by identifying sector-relevant best
practices and sharing knowledge.

e Voluntary Standards Example: Equal by 30 is 089
a public commitment to work toward equal
pay, equal leadership, and equal opportunities for women in the clean energy sector by 2030. In
2021, more than 135 energy companies were committed to ongoing data collection and |3 industry
associations to setting industry best practices.

CERTIFICATION AND LABELS

Certification schemes, using independent verification, can help companies progress towards goals,
increase accountability, and engage with the consumer. Schemes such as the International Organization
for Standardization (ISO), Fairtrade, and Rainforest Alliance have incorporated gender components into
their standards. Other schemes with gender-specific standards have emerged.

e Certification Example: Economic Dividends for Gender Equality (EDGE) Certification
works with nearly 200 organizations in 50 countries and 23 industries, measuring and reporting on
workforce diversity, pay equality, and sound policies and programs.<xi L’Oréal was the first
company in the United States to be certified with the EDGE global standard.

However, certification may not go far enough; schemes are known for their process-driven approach
and limited focus on outcomes.cxxii Moreover, they frequently focus on worker rights, which means that
they tend not to provide a view on informal or invisible workers in supply chains.cbxii

DISCLOSURE AND BENCHMARKING

Disclosure and benchmarking can have a significant impact on company communications, increasing
equity with consumers, employees and potential employees, and other stakeholders such as
investors.<xxv Standardized approaches to support businesses may be broad-based or gender-
specific. chooxv
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There is limited evidence to date of the impact of disclosure and benchmarking on business behavior.
Some studies caution that too much focus on disclosure can lead to an excessive production of
documents by marketing teams, and not enough investment in outcomes.cxxxvi

PARTICIPATION IN ASSOCIATIONS AND COALITIONS

Business participation in associations—both general and sector-specific—offer opportunities to
collaborate, develop policy, standards, and best practices, advocate for public policy, and deliver
programming. Associations may have groups or sub-chapters focused on supporting women in business.

® Broad-based Coalition Example: The World Economic Forum Gender Gap Accelerator
brought together dozens of public and private sector actors to work on the global employment and
pay gap. In Chile, the program has reduced wage inequality for more than seven percent of salaried
employees in the private sector.

Industry-level initiatives can support progress on specific challenges whose solutions go beyond the
capabilities of one organization.cxvi A multitude of coalitions that coalesce around shared objectives for
increasing the economic participation of women has emerged.

® Industry Specific Coalition Example: The Empower@Work Collaborative was established by
organizations working in the garment industry that have, over the last decade, developed, tested,
and implemented proven empowerment, skill-building, and GBV programs for supply chain workers
and managers across the garment industry.

PARTICIPATION IN CAMPAIGNS

Collective campaigns, typically led by civil society or the public sector, offer the private sector an
opportunity to demonstrate a shared perspective and influence a large audience with regards to
women’s rights and economic participation.

e Cross-Industry Campaigns Example: HeForShe is a social campaign involving hundreds of
thousands of men from around the world, including chief executive officers (CEOs) of companies
such as Vodafone, Twitter and Barclays, who have committed to gender equality. HeForShe has
been the subject of more than 2 billion conversations on social media.

Company campaigns can also address gender equality issues, typically when issues can be linked to the
industry, company, or product, for example, alcoholic beverage companies working on campaigns to
tackle GBV.
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e Company-Specific Campaigns Example: AB_InBev launched a multi-year #NoExcuse campaign to
change society’s views and tolerance of GBV in South Africa. It expanded the #NoExcuses campaign
to include a dedicated WhatsApp line for women and men to use to discreetly report GBV and to
seek assistance.

RESEARCH AND ADVOCACY

Some companies engage in activities to support and
influence whole sectors (and their enabling
environments) through the production of research and
toolkits and by hosting learning events and conferences.

e Research and Knowledge Sharing Example:
Mastercard seeks to shape the debate around iSTOCK
improving women’s access to the formal financial
system by publishing research, sharing best practices across the financial and mobile
telecommunications industries, and advocating for a positive regulatory environment.

Companies can individually or collectively seek to influence governments and policymakers to shift the
regulatory environment to enable progress on increasing women’s participation. Recent areas of activity
include land rights issues,<>xvii supply chain due diligence,<xxix and GBV.

e Industry Specific Advocacy Example: Diageo tackled systemic change to empower women in the
entertainment industry by organizing women beer promoters, developing and operationalizing a
code of conduct among beer sellers, and influencing the government to include entertainment
workers in anti-harassment laws.

PARTNERING

Companies aiming to improve women’s equitable participation in their workforce and leadership may
need to partner with other public or private sector organizations to bring expertise and influence in
areas that are necessary for achieving their goals. Smaller companies lacking the resources to invest in
activities such as pipeline development may need intensive support.

e Workforce Diversity Partnering Example: USAID’s Engendering Industries promotes
workforce diversity and leadership in industries dominated by men by providing partner companies
with tools and resources to implement gender equality interventions across the employee life cycle.
This effort includes leadership training and coaching.

Companies are also working with their supply chain partners to co-design and invest in initiatives, based
on multiple partners’ expertise, to create access for women to economic resources, such as business
financing, jobs, and markets.

e Supply Chain Partnering Example: Microsoft Airband is working with USAID and local supply
chain partners to address the gender digital divide by creating accessible products and services that
increase equity in internet connectivity. These products enable women to participate in increasingly

digitizing industrial sectors.
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Companies have unique strengths with regard to increasing women’s participation in their supply chains.
They, however, may lack expertise and access, particularly where supply chains are geographically
diverse, and the challenges faced are systemic.cx

e land and Resource Rights Partnering Example: USAID’s LandLinks works with companies to
strengthen land and resource rights by engaging actors to transform law and policy, land registration
processes, and social norms. It is also helping companies gather and disseminate best practices,
including gender mainstreaming within supply chains.

Implementing partners who can leverage expertise and on-the-ground resources are critical for the
delivery of gender diversity goals. Implementers may be international or community-based non-
governmental organizations or private sector organizations.d
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5. NINE GAPS IN EVIDENCE

The source review was based on publicly available information in the English language and relied heavily
on material published by companies, for which sharing such information can be very resource intensive
and highly sensitive, and whose objective is to show the company in a positive light. The evidence came
predominantly from industries with complex global supply chains, such as the food and beverage sector,
and from industries where women are currently underserved as a client base, such as the financial
services sector. These companies are highly exposed to scrutiny from governments, investors,
employees, and consumers.

Even where companies share detailed information about their policies, practices, and programs, this
information is not typically based on the rigorous standards for evidence required to be able to ascertain
their impact on increasing women’s equitable participation or empowering women economically (see
Table I). Where the landscaping study was able to draw on rigorously produced evidence, it found that
most research documented the negative impacts of policies, practices, and programs on women’s
participation, rather than the positive impacts of programs designed to increase participation, a subtle
difference that has a significant impact on the analysis.

Based on the quality and type of material available as well as the key informant interviews, the following
key gaps in evidence were identified:

5.1 GAPS: THE BUSINESS CASE

I. There is limited evidence regarding specific aspects of the business case for women’s equitable
participation, such as reputation, talent attraction, compliance, and supply chain resilience.

2. There is virtually no evidence regarding the extent to which specific policies, practices, and
programs to increase women’s equitable participation impact business performance.

5.2 GAPS: INDUSTRIES AND BUSINESS TYPES

I. There is little evidence of activity around increasing women'’s participation from sectors and
companies that have limited exposure to public and media scrutiny.

2. Lack of evidence from some industries, such as tourism and transportation, is particularly
concerning because of the barriers faced by women in these industries and the opportunities
they present for increasing women’s participation.

3. There is limited evidence from small- and medium-sized companies that may not have the
resources to invest in studying and communicating about their activities or may not engage in
any activities to increase women'’s participation.

4. Evidence from American companies made up the bulk of the sources included, making it
challenging to understand how women’s participation is being addressed in other parts of the
world.

5.3 GAPS: POLICIES, PRACTICES, AND PROGRAMS

I. The extent to which specific policies, practices, and programs—or a combination of policies,
practices, and programs—result in increasing women’s equitable participation is unclear.

2. Linking increased equitable participation with WEE impacts, which are vaguer and more diffuse,
is not possible with the available data.

45 | ADVANCING WOMEN'’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV



3. Where outcomes are measured, the analysis does not typically consider intersectionality, which
is an important dynamic for understanding and determining business investment priorities.

6. EIGHTEEN RECOMMENDATIONS

Table 6 contains |8 high-level recommendations based on the evidence presented in the landscaping
study to support companies to increase women’s equitable participation in leadership, operations, and
supply chains. The recommendations can be used by companies, governments, or development partners.

TABLE 6: KEY FINDINGS AND RECOMMENDATIONS

KEY FINDING RECOMMENDATIONS

THE BUSINESS CASE

The business case may be similar for I.  Conduct in-depth analysis of the company, its supply chain, and its

companies within industry groups, but it
must be customized to the unique

circumstances of individual companies.

operating environment(s), factoring in risks and opportunities
related to the participation of women in leadership, operations,

and supply chains.

Consider the data needs and communication preferences of the
full range of internal and external corporate stakeholders, from
functional leadership, to employees, to investors, to partners and

customers.

Frame the business case positively in terms of opportunities to
increase creativity, innovation, resilience, and profitability, rather
than focusing on risks or the negative impacts of inaction on

gender diversity.

While there is good data supporting the
impact of increasing women'’s participation
on overall business performance, there is
more limited data on drivers, such as

compliance, regulation, and resilience.

Adapt research focus to understand a more comprehensive and
nuanced business case for increasing women'’s participation, to
enable stronger, more customized cases for individual companies.

Integrate metrics relevant to increasing women'’s participation into
existing programs, such as a company’s reputation and brand
health tracking.

INDUSTRIES AND BUSINESS TYPES

Some industries, such as “legacy industries,”

tourism, and transportation, have the
potential to significantly improve women’s
equitable participation, but there is limited
evidence of relevant policies, practices, and

programs.
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Despite a strong business case, companies 7. Support a gender-equal ecosystem, for example, by developing the
do not always have the resources to invest workforce to support the entry of women into non-traditional

in policies, practices, and programs to roles in companies.

increase women’s equitable participation.

8.  Partner with businesses to offer resources, including coaching and
advisory support, to enable them to create policies, practices, and
programs to increase women'’s equitable participation.

9. Support research (including small pilot programs and innovations)
to build an evidence base for what works, and engage to share
knowledge, resources, and solve problems at the systemic level.

POLICIES, PRACTICES, AND PROGRAMS

There is limited evidence of which company ~ 10. Encourage gender equality in existing activities and change
activities work to increase women’s company norms. Carry out gender-based analyses, such as pay gap
equitable participation in leadership, analyses, as the foundation for understanding, recognizing, and
operations, and supply chains. valuing women’s participation.

I'l. Conduct high-quality studies of policies, practices, and programs—
and combinations of policies, practices, and programs—to help
companies make decisions about the best way to increase
women’s participation.

Policies, practices, and programs that 2. Make gender diversity a company initiative that is prioritized
support shifting norms and systems have the through high-level, positively-framed commitments to inclusivity,
potential for much greater impact than and continually demonstrate support for increasing women’s
approaches that focus on training women to participation and leadership.

advance within the current system.

I3. Address day-to-day business practices to ensure inclusivity and
introduce gender-neutral or women-positive criteria to pipeline
development, recruitment, hiring, and performance management.

I4. Highlight role models, particularly where men and women are
fulfilling non-traditional roles, to shift norms and stereotypes in
leadership, operations, and supply chains.

I5. Adapt products and services—and how they are advertised and
marketed—to meet the needs of women clients and consumers
and to challenge harmful norms and stereotypes.

Even small companies can choose to spend 6. Commit to increasing the proportion of women-owned or

their money with suppliers in a way that
reflects their own values and increases

women’s equitable participation.

women-led businesses in the company supply chain and utilize
procurement, partnerships, and investments to nudge others to

increase women’s participation.
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Investment in direct engagement with supply  17. Provide education and skills training, including financial literacy

chain workers and producers as well as training, to help women advance their businesses in supply chains,
women entrepreneurs can have significant increase their income, manage their finances, and advocate for
impacts on women'’s access to markets, themselves.

income, and economic power.
I8. Integrate gender sensitization into workplace and community
programs to support shifting cultural norms and amplify the impact

of investments in women.
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ANNEX: KEY TERMS AND DEFINITIONS

Business operations. Business operations refer to activities and sets of activities (“functions”) that
businesses engage in daily to increase the value of the enterprise. They vary across industries, and they
are structured according to the requirements of specific industries.cxci

Business policies. A set of documented guidelines that establish standards in areas such as proper
P & prop
procedures and employee behavior.cx«i

Business practices. The essential features of processes needed to effect standard operating
procedures in a consistent manner.=<v Business practices can refer to a wide range of activities, from
accounting to performance management to communication approaches.

Business programs. A company-led plan of action to accomplish specific goals, including an activity or
a set of activities, procedures, practices, budgets, and timeframes to be followed.xvi

Company. A legal entity formed to engage in and operate a business enterprise. A company structure
can range from a partnership to a proprietorship, or even a corporation. Companies may be either
public or private and are generally organized to earn a profit from business activities. i

Company assets. An asset is an item of value owned by a company. Assets span many categories. They
can be physical, tangible goods, such as vehicles, real estate, computers, office furniture, and other
fixtures, or intangible items, such as intellectual property.cxcvii

Corporate citizenship. Involves the social responsibility of businesses and the extent to which they
meet legal, ethical, and economic responsibilities, as established by shareholders and balanced with the
needs of the community and environment in the surrounding area.cxcix

Corporate investment. In the context of this landscaping study, the allocation of company resources
to increasing women'’s equitable participation in leadership, operations, and supply chains.

Diversity training. Program designed to increase diversity and inclusion in the workplace, often with
components to reduce bias and overcome stereotypes, facilitate positive intergroup interaction, reduce
prejudice and discrimination, and generally teach individuals who are different from others how to work
together effectively.«

Equitable participation. Gender equity is the process of being fair to women and men by
compensating for historical and social disadvantages that prevent women and men from otherwise
operating on a level playing field.«< In the context of this landscaping study, equity requires going beyond
achieving balanced participation between men and women to ensure that women are able to fully
participate in—and receive the full benefits of participating in—leadership, operations, and supply chains.

Environmental, social, and governance (ESG). ESG criteria are a set of standards for a company’s
operations. Environmental criteria relate to company performance as a steward of nature; social criteria
relate to employees, suppliers, customers, and communities; and governance criteria relate to
leadership, executive pay, audits, internal controls, and shareholder rights.<i
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Gender-based violence (GBV). An umbrella term for any harmful threat or act directed at an
individual or group based on actual or perceived biological sex, gender identity or expression, sexual
orientation, or lack of adherence to socially constructed norms around masculinity and femininity. ccii

Gender digital divide. The inequalities between men and women in technology access and use. It is
the distinction between those who have Internet and/or mobile phone access and can make use of
digital communications services, and those who are excluded from these services.c«v

Gender diversity. The representation of people of different genders at all functions and levels of an
organization. It most commonly refers to pursuing an equal ratio of men and women but may also
include nonbinary representation.

Gender equality. Refers to fundamental social transformation achieved by working with men and boys,
women, and girls, to bring about changes in attitudes, behaviors, roles and responsibilities relating to
home, the workplace, and the community. Genuine equality means expanding freedoms and improving
overall quality of life so that equality is achieved without sacrificing gains for either person regardless of
their gender.c«

Gender equity. Process of being fair to women and men, and boys and girls, by ensuring that measures
are taken to compensate for cumulative economic, social, and political disadvantages that prevent
women and men, and boys and girls, from enjoying a level playing field.cvi

Gender gap. The difference between women and men as reflected in social, political, intellectual,
cultural, or economic attainments or attitudes. For example, the gap in economics is the difference
between the salaries of men and women, the number of men and women in leadership positions, and
the number of men and women participating in the workplace.cvi

Gender-lens investing (GLI). An impact investment strategy which deliberately integrates gender
analysis into investment analysis and decision-making. It involves investing in organizations that are
women-owned/led, promoting workplace equity, or offering products or services that improve the lives
of women.cwii

Gender norms. Expectations and perceived rules are based on an individual’s biological sex and social
perceptions of their gender. A concept that is socially constructed, based on collective beliefs about
appropriate behaviors for women and men and the relations between them.<cix

Industry. An industry is a group of companies that are related based on their primary business
activities. In modern economies, there are dozens of industry classifications. Industry classifications are
typically grouped into larger categories called sectors.cx

Legacy industries. Examples include energy, industrials, materials, utilities and waste services, and
specific consumer products sectors. Industries where men represent a larger percentage of the
workforce and a higher number of leadership positions. <

Materiality. A concept that defines why and how certain issues are important for a company, industry,
or sector. A material issue can have a major impact on the financial, economic, reputational, and legal
aspects of a company as well as on the system of internal and external stakeholders of that company.ceii

50 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV



Mentoring. Mentorship programs are designed to connect a mentor to guide the professional growth
of a mentee, which may include navigating challenges at the intersection of personal and professional.
challenges. Mentors are not in a formal role to the mentee, such as a supervisor, but instead serve as
partners that offer feedback and advice based on their experience.

Social norms. Shared rules of action that define what is considered normal and acceptable behavior for
members of a group. The rules are maintained by empirical and normative expectations and enforced by
social sanctions, guiding how individuals interact in society, the economy, and within the household.ceii

Sponsorship. Whereas mentorship focuses on help that a mentor can provide directly, such as
guidance, advice, feedback on skills, and coaching, sponsorship entails external-facing support, such as
advocacy, visibility, promotion, and connections.cxv

Supply chain. A network between a company and its suppliers to produce and distribute a specific
product to the final buyer. This includes different activities, people, entities, information, and resources,
and represents the steps it takes to get the product or service from its original state to the
customer. <V

Unconscious bias training. Programs that aim to go beyond increasing awareness of bias and its
impact, and instead teach participants how to manage their biases and change their behaviors. teexvi

51 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV



ENDNOTES

i Industries where men represent a larger percentage of the workforce and hold a higher number of leadership positions.
Examples include energy, industrials, materials, utilities and waste services, and specific consumer products sectors.

i World Economic Forum. 2021. “Global Gender Gap Report 2021.” (Link)

i McKinsey & Company. 2015. “How advancing women’s equality can add $12 trillion to global growth.” Report. (Link)

¥ World Bank. 2021. “Women, Business, and The Law 2021.” (Link)

¥ Britt, Charla. 2022. USAID Women'’s Economic Empowerment Community of Practice Advancing Women’s Economic
Empowerment: Social Norms Landscaping Study. Prepared by Banyan Global; Advertising Standards Authority. n.d. “Depictions,
Perceptions and Harm: A report on gender stereotypes in advertising (Summary report).” Accessed November 2, 201 . (Link)

Vi International Monetary Fund (IMF). 2021. Five Things to Know about the Informal Economy. (Link); Kolovich, Lisa, Angelica

Martinez Levya, Vivian Malta, and Marina Mendes Tavares. 2019. “Informality and Gender Gaps Going Hand in Hand.” IMF
Working Paper, WP/19/112. (Link)

Vi Stand For Her Land. n.d. “About the Campaign.” Accessed November 2, 2021. (Link); Global Partnership for Financial
Inclusion. 2020. “Advancing Women'’s Digital Financial Inclusion.” (Link)

vi UN Women. n.d. “News and Events: In Focus: CS 2012.” Accessed November 2, 2021. (Link)

ix Organization for Economic Cooperation and Development (OECD). 201 |. “Report on the Gender Initiative: Gender Equality
in Education, Employment, and Entrepreneurship.” (Link)

x United Nations Educational, Scientific and Cultural Organization (UNESCO). n.d. “Girls’ and women’s education in science,
technology, engineering, and mathematics (STEM).” Accessed November 2, 201 |. (Link)

xi Ferrant, Gaélle, Luca Maria Pesando, and Keiko Nowacka. 2014. “Unpaid Care Work: The missing link in the analysis of
gender gaps in labour outcomes.” OECD Development Centre Issues Paper. (Link); Addati, Laura, Umberto Cattaneo, Valeria
Esquivel and Isabel Valarino. 2018. “Care jobs and care work for the future of decent work.” Geneva: International Labor
Organization (ILO). (Link); Hyun, Mia. 2022. USAID Women’s Economic Empowerment Community of Practice Advancing
Women’s Economic Empowerment: Gender-Based Violence Landscaping Study. Prepared by Banyan Global.

xi McKinsey & Company. 2020. “Ten things to know about gender equality.” Article (Link)

xii Business for Social Responsibility (BSR). 2016. “Building Effective Women’s Economic Empowerment Strategies: Sector-
Specific Opportunities and the Case for Collaboration.” Working Paper. (Link)

xiv Scott, Linda. 2017. “Private sector engagement with economic empowerment: Lessons learned from years of practice.” Said
Business School, University of Oxford. (Link)

xv Chief Executive Women, and Male Champions of Change. 2018. “Backlash & Buy-in: Responding to the Challenges in
Achieving Gender Equality.” (Link); Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business
Review. (Link)

xvi Becker, Jeanine, and David B. Smith. 2018. “The Need for Cross-Sector Collaboration.” Stanford Social Innovation Review.
(Link); Scott, Linda. 2017. “Private sector engagement with economic empowerment: Lessons learned from years of practice.”
Said Business School, University of Oxford. (Link)

xii A'common view shared by Key Informants.

xii McKinsey & Company. 2018. “Delivering through diversity”. Report. (Link); Kotschwar, Barbara, Tyler Moran, and Marcus
Noland. 2016. “Is Gender Diversity Profitable? Evidence from a Global Survey.” Women’s Economic Empowerment Research
Initiative Working Paper 16-3. (Link); Calvert Impact Capital. 2018. “2018 Impact Report: Changing Markets, Changing Minds.”
(Link); FP Analytics. 2020. Women as Levers of Change: Unleashing the Power of Women to Transform Male-Dominated
Industries. (Link); International Finance Corporation (IFC). 2019. “Report: Moving Toward Gender Balance in Private Equity and
Venture Capital.” Washington, D.C.: International Finance Corporation. (Link); IFC. 2019. “Report: Moving Toward Gender
Balance in Private Equity and Venture Capital.” Washington, D.C.: International Finance Corporation. (Link)

xix UN Women. 2017. “The Power of Procurement: How to Source from Women-Owned Businesses.” (Link)

x< Grant, Heidi, and David Rock. 2016. “Why Diverse Teams Are Smarter.” Harvard Business Review. (Link); Woolley, Anita, and
Thomas Malone. 201 I. “What makes a team smarter? More women.” Harvard Business Review. (Link)

x4 Jones, David A. 201 |. “Does serving the community also serve the company? Using organizational identification and social
exchange theories to understand employee responses to a volunteerism programme.” Journal of Occupational and Organizational
Psychology. (Link); Scott, Linda. 2017. “Private sector engagement with economic empowerment: Lessons learned from years of
practice.” Said Business School, University of Oxford. (Link); IFC. n.d. “Case Study: Gender-Smart Solutions Reduce Employee
Absenteeism and Turnover in Solomon Islands.” Accessed November 2, 2021 (Link); Yeager, Racheal. 201 |. “HERproject:
Health Enables Returns.” BSR Report. (Link); Nanda, Priya, Anurag Mishra, Sunayana Walia, Shubh Sharma, Ellen Weiss, and
Jennifer Abrahamson. 2013. “Advancing Women, Changing Lives: An Evaluation of Gap Inc.’s P.A.C.E. Program.” Washington,
D.C.: International Center for Research on Women. (Link); IFC. 2017. “Tackling Childcare: The Business Case for Employer-
Supported Childcare.” Washington, D.C.: International Finance Corporation. (Link); IFC. 2020. “Tackling Childcare: The
Business Case for Employed-Supported Childcare in Vietnam.” Hanoi, Vietnam: International Finance Corporation. (Link); The
World Bank. 2012. Setting International Standards for Gender Equality in the Private Sector. (Link)

xii Sayre, Kate, and Michael Silverstein. 2009. “The Female Economy.” Harvard Business Review. (Link)

52 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.weforum.org/reports/ab6795a1-960c-42b2-b3d5-587eccda6023
https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-add-12-trillion-to-global-growth
https://www.worldbank.org/content/dam/sites/wbl/documents/2021/02/WBL2021_ENG_v2.pdf
https://www.aaaa.org/depictions-perceptions-harm-report-gender-stereotypes-advertising/?cn-reloaded=1
https://www.imf.org/en/News/Articles/2021/07/28/na-072821-five-things-to-know-about-the-informal-economy
https://www.imf.org/en/Publications/WP/Issues/2019/05/23/Informality-and-Gender-Gaps-Going-Hand-in-Hand-46888
https://stand4herland.org/resource/campaign-2-pager/
https://www.gpfi.org/sites/gpfi/files/sites/default/files/saudig20_women.pdf
https://www.unwomen.org/en/news/in-focus/commission-on-the-status-of-women-2012/facts-and-figures
https://www.oecd.org/education/48111145.pdf
https://en.unesco.org/stemed
https://www.oecd.org/dev/development-gender/Unpaid_care_work.pdf
https://www.ilo.org/global/publications/books/WCMS_633135/lang--en/index.htm
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/ten-things-to-know-about-gender-equality
https://www.bsr.org/reports/BSR_ICRW_Building_Effective_Womens_Economic_Empowerment_Strategies.pdf
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://championsofchangecoalition.org/wp-content/uploads/2018/07/MCC-CEW-Backlash-and-Buy-in.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://ssir.org/articles/entry/the_need_for_cross_sector_collaboration
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity
https://www.piie.com/publications/working-papers/gender-diversity-profitable-evidence-global-survey
https://assets.ctfassets.net/4oaw9man1yeu/5t5SK1dOe4NHWIs0kHlidR/894648b118c75f16845ba770645844e2/2018-impact-report.pdf
https://womenasleversofchange.com/
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/resources/gender-balance-in-emerging-markets
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/resources/gender-balance-in-emerging-markets
https://www.unwomen.org/en/digital-library/publications/2017/3/the-power-of-procurement
https://hbr.org/2016/11/why-diverse-teams-are-smarter
https://www.researchgate.net/publication/51453001_What_makes_a_team_smarter_More_women
https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1348/096317909X477495
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://www.ifc.org/wps/wcm/connect/862ff730-47f1-4218-92e1-2870d6dfb75b/10953_Gender_Case_Study_SolTuna.pdf?MOD=AJPERES&CVID=lLlmcyK
https://www.bsr.org/reports/HERproject_Health_Enables_Returns_The_Business_Returns_from_Womens_Health_Programs_081511.pdf
https://www.icrw.org/wp-content/uploads/2016/10/PACE_Report_PRINT_singles_lo.pdf
https://www.ifc.org/wps/wcm/connect/cd79e230-3ee2-46ae-adc5-e54d3d649f31/01817+WB+Childcare+Report_FinalWeb3.pdf?MOD=AJPERES&CVID=lXu9vP-
https://www.ifc.org/wps/wcm/connect/378a0839-d8d3-45e9-9ba8-20334d9e3cf7/Final_IFC_Childcare_Vietnam_Web.pdf?MOD=AJPERES&CVID=nkwOzPZ
https://documents1.worldbank.org/curated/en/293291468338499904/pdf/918880BRI0Box30ivateSector00Public0.pdf
https://hbr.org/2009/09/the-female-economy

xdit Fitzgerald, Alex, and Greg Portell. 2020. “Women want more than just products and services—much, much more.”
Chicago: Kearney. (Link)

xiv Food and Agricultural Organization of the United Nations (FAO). 201 |. “The State of Food and Agriculture: Closing the
Gender Gap for Development.” Rome: Food and Agriculture Organization of the United Nations. (Link); World Cocoa
Foundation. n.d. Empowering Women Cocoa Farmers in West Africa: An industry experience in women’s empowerment
through public private partnerships. Accessed November 2, 2021. (Link)

xv United Nations. 2009. 2009 World Survey on the Role of Women in Development: Women’s Control over Economic
Resources and Access to Financial Resources, including Microfinance. New York: United Nations. (Link)

xvi GSMA. 2015. “GSMA Announces Results of New Mobile Phone Gender Gap Survey.” GSMA Newsroom. (Link)

xvii Women’s World Banking. 2018. “How to Create Financial Products that Win with Women.” (Link); Sayre, Kate, and
Michael Silverstein. 2009. “The Female Economy.” Harvard Business Review. (Link)

xiii Reuters. 2016. “Mattel’s Quarterly Sales Grow as Barbie Doll Choices Expand.” Reprinted by The New York Times, February
[, 2016. (Link)

xix McKinsey & Company. 2018. “Skill shift: Automation and the future of the workforce.” Discussion Paper. (Link); The World
Bank Group. 2021. “School enroliment, tertiary, female (% gross).” UNESCO Institute for Statistics. (Link); PwC. 2017. Winning
the fight for female talent: How to gain the diversity edge through inclusive recruitment. (Link)

xx Fu, Ying, James H. Moore, Huiging Qiu, Wei Wang, and Zhongming Wang. 2017. “Corporate Social Responsibility and
Employee Outcomes: A Moderated Mediation Model of Organizational Identification and Moral Identity.” Frontiers in Psychology.
(Link); Deloitte. 2021. The Deloitte Global 2021 Millennial and Gen Z Survey. (Link); Jones, David A. 201 1. “Does serving the
community also serve the company? Using organizational identification and social exchange theories to understand employee
responses to a volunteerism programme.” Journal of Occupational and Organizational Psychology. (Link); Deloitte Insights. 2020.
2020 Global Marketing Trends: Bringing authenticity to our digital age. (Link); Turban, Daniel, and Daniel Greening. 2000.
“Corporate Social Performance as a Competitive Advantage in Attracting a Quality Workforce.” Business & Society. (Link);
Burgess, Wade. 2016. “A Bad Reputation Costs a Company at Least 10% More Per Hire.” Harvard Business Review. (Link)

xxi Cone Communications. 2016. 2016 Cone Communications Millennial Employee Engagement Study. (Link); Netlmpact. n.d.
“Action.” Last accessed November 2, 2021. (Link); Carmeli, Abraham, Gershon Gilat, and David A. Waldman. 2007. “The Role
of Perceived Organizational Performance in Organizational Identification, Adjustment and Job Performance.” Journal of
Management Studies. (Link)

x«ii Randstad. 202 1. “Employer Brand Research 2021, Global Customer Services & Support Professions Report.” (Link);
McKinsey & Company. 2022. “Women in the Workplace 2021.” Report. (Link); IFC. 2017. “Tackling Childcare: The Business
Case for Employer-Supported Childcare.” Washington, D.C.: International Finance Corporation. (Link); IFC. 2016. “The
Business Case for Women’s Employment in Agribusiness.” Washington, D.C.: International Finance Corporation. (Link)

xdiii |[FC, 2016. “SheWorks: Putting Gender-Smart Commitments into Practice at the Workplace.” Washington, D.C.:
International Finance Corporation. (Link); Richens, James. 2020. “Why diverse suppliers hold the key to business resilience.”
Reuters Events. Sustainable Business. (Link); Frankel, Barbara, and Elizabeth A. Vazquez. 2017. “The Business Case for Global
Supplier Diversity and Inclusion: The Critical Contributions of Women and Other Underutilized Suppliers to Corporate Value
Chains.” Washington, D.C.: WEConnect International. (Link)

xoiv UN Human Rights Special Procedures. 2019. Gender Dimensions of the Guiding Principles on Business and Human Rights.
(Link); N’djoré, Youssouf. 2020. The Business Case for Village Savings and Loans Associations. World Cocoa Foundation. (Link)
xxv The Mara Partners. n.d. “A Secret Too Well Kept: The Pivotal Role that Women’s Leadership Plays in Addressing Climate
Change.” Last accessed November 2, 2021. (Link); Abbott, Katie, and Samantha Harris. 2018. “The Business Case for
Empowering Women through Climate-Resilient Supply Chains.” BSR. (Link)

xxvi Caluori, Nava, Cheryl Kaiser, Miguel Unzueta, Diana Sanchez, and Leigh Wilton. 2018. “In Good Company: When Gender
Diversity Boosts a Company’s Reputation.” Psychology of Women Quarterly. (Link); International Labour Organization (ILO).
2019. “Women in Business and Management: A global survey of enterprises.” (Link); Mars. 2019. “We’re Rising Through the
Ranks of Reputation Institute’s Global Reptrak ® 100.” (Link); Helm, Sabrina. 2007. “The Role of Corporate Reputation in
Determining Investor Satisfaction and Loyalty.” Corporate Reputation Review. (Link); Eccles, Robert, Scott Newquist, and Roland
Schatz. 2007. “Reputation and Its Risks.” Harvard Business Review. (Link)

xvii Bloomberg. n.d. “Gender-Equality Index.” Last accessed November 2, 2021. (Link); Blueprint for Gender Equality
Leadership in the Canadian Private Sector. n.d. “SASB Standards.” Last accessed November 2, 2021. (Link)

xviit Behagel, Jelle, Judith Leeuwen, Marieke Meesters, Esther Turnhout, and Piet Wostyn. 2021. “The Social Licence to
Operate and the Legitimacy of Resource Extraction.” Current Opinion in Environmental Sustainability. (Link); Pésleman, Claudia,
and Jose Sallan. 2019. “Social License to Operate in the Mining Industry: the case of Peru.” Impact Assessment and Project
Appraisal. (Link); IFC. 2016. “Biosev—Sugarcane Production and Processing, Brazil.” Washington, D.C.: International Finance
Corporation. (Link); Scott, Linda. 2017. “Private sector engagement with economic empowerment: Lessons learned from years
of practice.” Said Business School, University of Oxford. (Link); IFC. 2016. “Afrifresh—Fresh produce (export), South Africa.”
Washington, D.C.: International Finance Corporation. (Link); IFC. 2016. “The Business Case for Women’s Employment in
Agribusiness.” Washington, D.C.: International Finance Corporation. (Link)

xxix United Kingdom. The National Archives. n.d. The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. (Link)
X Hatcher, Michael, and Weldon Latham. 2020. “States are Leading the Charge to Corporate Boards: Diversify!” Harvard Law
School Forum on Corporate Governance. (Link)

53 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.kearney.com/consumer-retail/article/?/a/women-want-more-than-just-products-and-services-much-much-more
http://www.fao.org/3/i2050e/i2050e.pdf
https://www.worldcocoafoundation.org/wp-content/uploads/files_mf/1512401062EmpoweringwomencocoafarmersinWestAfricaFINALVERSIONPUBLIC.pdf
https://www.un.org/womenwatch/daw/public/WorldSurvey2009.pdf
https://www.gsma.com/newsroom/press-release/results-of-new-mobile-phone-gender-gap-survey/
https://www.womensworldbanking.org/insights-and-impact/how-to-create-financial-products-that-win-with-women/
https://hbr.org/2009/09/the-female-economy
https://www.nytimes.com/2016/02/02/business/mattels-quarterly-sales-grow-as-barbie-doll-choices-expand.html?.?mc=aud_dev&ad-keywords=auddevgate&gclid=CjwKCAjw5c6LBhBdEiwAP9ejG7EbPvyXPAZCSODO5pXm7HTrt1kcW_uf-F4wk9PtoD4CIiNHRlfygRoCBLIQAvD_BwE&gclsrc=aw.ds
https://www.mckinsey.com/featured-insights/future-of-work/skill-shift-automation-and-the-future-of-the-workforce
https://data.worldbank.org/indicator/SE.TER.ENRR.FE
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5671997/
https://www2.deloitte.com/content/dam/Deloitte/mk/Documents/about-deloitte/2021-deloitte-global-millennial-survey-report.pdf
https://bpspsychub.onlinelibrary.wiley.com/doi/abs/10.1348/096317909X477495
https://www2.deloitte.com/content/dam/insights/us/articles/2020-global-marketing-trends/DI_2020%20Global%20Marketing%20Trends.pdf
https://journals.sagepub.com/doi/abs/10.1177/000765030003900302
https://hbr.org/2016/03/a-bad-reputation-costs-company-at-least-10-more-per-hire
https://www.conecomm.com/research-blog/2016-millennial-employee-engagement-study
https://www.netimpact.org/home?action
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1467-6486.2007.00691.x
https://workforceinsights.randstad.com/hubfs/REBR%202021/Randstad-Employer-Brand-Research-Global-Customer-Services&Support-Professions-Report-2021.pdf
https://www.mckinsey.com/%7E/media/mckinsey/featured%20insights/diversity%20and%20inclusion/women%20in%20the%20workplace%202021/women-in-the-workplace-2021.pdf
https://www.ifc.org/en/insights-reports/2017/tackling-childcare-report
https://documents1.worldbank.org/curated/pt/504741511503597076/pdf/121549-WP-Women-in-Agribusiness-Report-PUBLIC.pdf
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/priorities/employment/sheworks+knowledge+report+putting+gender+smart+commitments+into+practice
https://www.reutersevents.com/sustainability/why-diverse-suppliers-hold-key-business-resilience
https://media-weconnectinternational-org.s3.amazonaws.com/2020/08/Business-Case.pdf
https://www.ohchr.org/Documents/Issues/Business/BookletGenderDimensionsGuidingPrinciples.pdf
https://www.worldcocoafoundation.org/blog/the-business-case-for-village-savings-and-loans-associations/
https://www.themarapartners.com/a-secret-to-well-kept
https://www.bsr.org/en/our-insights/blog-view/business-case-for-empowering-women-through-climate-resilient-supply-chains
https://journals.sagepub.com/doi/10.1177/0361684318800264
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_702196.pdf
https://can.mars.com/en/news-and-stories/articles/rising-through-the-ranks?language_content_entity=en
https://www.researchgate.net/publication/32043055_The_Role_of_Corporate_Reputation_in_Determining_Investor_Satisfaction_and_Loyalty
https://hbr.org/2007/02/reputation-and-its-risks
https://www.bloomberg.com/gei/
https://genderequalityblueprint.globalcompact.ca/resourcetype/standard/
https://www.sciencedirect.com/science/article/pii/S1877343520301123
https://www.tandfonline.com/doi/abs/10.1080/14615517.2019.1585142?journalCode=tiap20#:%7E:text=Social%20License%20to%20Operate%20(SLO,2012
https://documents1.worldbank.org/curated/pt/792311511503456488/pdf/121529-WP-BR-ENGLISH-biosev-1-PUBLIC.pdf
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://documents1.worldbank.org/curated/en/586891511419987163/pdf/121532-WP-PUBLIC-ZA-afrifresh-v2-PUBLIC.pdf
https://documents.worldbank.org/en/publication/documents-reports/documentdetail/504741511503597076/the-business-case-for-womens-employment-in-agribusiness
https://www.legislation.gov.uk/uksi/2017/172/contents/made
https://corpgov.law.harvard.edu/2020/05/12/states-are-leading-the-charge-to-corporate-boards-diversify/

xli Advertising Standards Authorit (ASA). 2019. “Ban on Harmful Gender Stereotypes in Ads Comes into Force.” CAP News.
(Link); Human Rights Watch. 2020. “China: Gender Discrimination in Hiring Persists.” (Link)
i Kurtzleben Danielle. 2015. “Why it’s hard for women to prove systematic discrimination in court.” Vox, April 1, 2015. (Link)

xv Gregory, Andrew. 2022. “Covid has intensified gender inequalities, global study finds.” The Guardian. (Link); Deloitte. 2021.
The Deloitte Global 2021 Millennial and Gen Z Survey. (Link); Soule, Sarah. 2018. “Social Movements and Their Impact on

Business and Management.” Oxford Research Encyclopedia of Business and Management. (Link); Davis, Gerald, and Christopher
White. 2015. “The New Face of Corporate Activism.” Stanford Social Innovation Review. (Link); Odziemkowska, Kate, and Yiying
Zhu. 2021. “Friend or Foe: How Social Movement Tactics Impact Firm Innovation.” Academy of Management Proceedings. (Link);
Argenti, Paul. 2020. “When Should Your Company Speak Up About a Social Issue?”” Harvard Business Review. (Link)

xvi Unilever. 2015. “Where does business end and society begin?” (Link); Pontefract, Dan. 2016. “The Top |5 CEO Quotes
About Operating With a Higher Purpose.” Forbes. (Link); Reiss, Robert. 2021. “Three CEOs Talk About Gender Equity And
Leadership.” Forbes. (Link); Business Roundtable. 2019. “Business Roundtable Redefines the Purpose of a Corporation to
Promote ‘An Economy That Serves All Americans.”” (Link)

xvii Financial Alliance for Women. n.d. “The Opportunity.” Last accessed November 2, 2021. (Link); McKinsey & Company.
2020. “Women as the next wave of growth in US wealth management.” Article. (Link)

xhiit BCG. 2020. “Managing the Next Decade of Women’s Wealth.” (Link)

xix The World Bank. 2014. “Expanding Women’s Access to Financial Services.” (Link)

I Clempner, Jessica, Michelle Daisley, and Astrid Jaekel, 2019. Women in Financial Services 2020: A Panoramic Approach. Oliver
Wyman. (Link)

i McKinsey & Company. 2018. “Closing the gap: Leadership perspectives on promoting women in financial services.” Article.
(Link)

li: Financial Alliance for Women. n.d. Homepage. Last accessed November 2, 2021. (Link)

lii Morgan Stanley. n.d. “The Gender Advantage: Integrating Gender Diversity Into Investment Decisions.” Last accessed
November 2, 2021. (Link)

liv Biegel, Suzanne. 2021. “Investing for good: 14 impact-focused gender lens funds.” LinkedIn. (Link)

v Gender Smart Investing. n.d. “A History of Gender Lens Investing.” Last accessed November 2, 2021. (Link)

v McKinsey & Company. 2019. “The future of women at work: Transitions in the age of automation.” Report. (Link); BCG.
2021. “Learning from Women Who've Made It to the Top in Tech.” (Link)

Wi Elks, Sonia. 2020. “Macho culture seen putting women off data science jobs.” Reuters, February 19, 2020. (Link); Dice. 2021.
“Equality in Tech: Technologist Perception of Race and Gender Equality and Discrimination.” (Link); World Economic Forum.
2021. “Global Gender Gap Report 2021.” (Link); Wynn, Alison. 2019. “Why Tech’s Approach to Fixing Its Gender Inequality
Isn’t Working.” Harvard Business Review. (Link); Gillwald, Alison, and Onkokame Mothobi. 2019. “After Access 2018: A
Demand-Side View of Mobile Internet From [0 African Countries.” Cape Town, South Africa: Research ICT Africa. (Link)

wii Sayre, Kate, and Michael Silverstein. 2009. “The Female Economy.” Harvard Business Review. (Link); McKinsey & Company.
2019. “The future of women at work: Transitions in the age of automation.” Report. (Link)

lix Gillwald, Alison, and Onkokame Mothobi. 2019. “After Access 2018: A Demand-Side View of Mobile Internet From 10
African Countries.” Cape Town, South Africa: Research ICT Africa. (Link); O’Donnell, Amy, and Caroline Sweetman. 2018.
“Introduction: Gender, development, and ICTs.” Gender & Development. (Link)

x Vogels, Emily. 2021. “The State of Online Harassment.” Pew Research Center. (Link)

xi Empower Women. 2017. “Science—Technology—Innovation: Closing the Gender Gap to Meet the SDGs.” (Link); Robertson,
Danielle, and Mena Ayazi. 2019. “How Women Are Using Technology to Advance Gender Equality and Peace.” United States
Institute of Peace. (Link)

i Deloitte. n.d. “Consumer Products.” Last accessed November 2, 2021. (Link)

i Kim, Marlene. 2000. “Women paid low wages: who they are and where they work.” Monthly Labor Review. (Link); FAO. 201 1.
“The State of Food and Agriculture: Closing the Gender Gap for Development.” Rome: Food and Agriculture Organization of
the United Nations. (Link); Oxfam. 2004. Trading Away Our Rights: Women working in global supply chains. (Link); Sedex.
2020. “Release of the New Sedex Gender Data Report.” (Link)

xiv |FC. 2019. “Report: Moving Toward Gender Balance in Private Equity and Venture Capital.” Washington, D.C.: International
Finance Corporation. (Link); McKinsey & Company. 2018. “Delivering through diversity”. Report. (Link)

v EY. 2013. Women: The Next Emerging Market. (Link); Halim, Daniel. 2020. “Women entrepreneurs needed-stat!” World
Bank Blogs. (Link); FAO. 201 |. “The State of Food and Agriculture: Closing the Gender Gap for Development.” Rome: Food
and Agriculture Organization of the United Nations. (Link)

i Fitzgerald, Alex, and Greg Portell. 2020. “VWomen want more than just products and services—much, much more.” Chicago:
Kearney. (Link); EY. 2013. Women: The Next Emerging Market. (Link); Sayre, Kate, and Michael Silverstein. 2009. “The Female
Economy.” Harvard Business Review. (Link)

vi Edwards, Jonathan. 2021. “New California law will force retailers to have ‘gender neutral’ toy sections.” The Washington Post,
October 11, 2021. (Link); IOP Institute of Physics. 2018. Gender stereotypes and their effect on young people. (Link)

i Unstereotype Alliance. n.d. “About.” Last accessed November 2, 2021. (Link)

ix World Health Organization. n.d. “Year of Health and Care Workers 2021.” Last accessed January 10, 2022. (Link); Stone,
Terry. 2019. “New Report: Women Make 80% of Buying Decisions But Represent Only 13% of CEOs.” (Link); McKinsey &

54 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.asa.org.uk/news/ban-on-harmful-gender-stereotypes-in-ads-comes-into-force.html
https://www.hrw.org/news/2020/04/29/china-gender-discrimination-hiring-persists
https://www.vox.com/2015/4/1/8326221/pao-sexism-data-silicon-valley
https://www.theguardian.com/world/2022/mar/02/covid-intensified-existing-gender-inequalities-global-study-finds?CMP=Share_AndroidApp_Other
https://www2.deloitte.com/content/dam/Deloitte/mk/Documents/about-deloitte/2021-deloitte-global-millennial-survey-report.pdf
https://www.researchgate.net/publication/349007482_Social_Movements_and_Their_Impact_on_Business_and_Management_PRINTED_FROM_the_OXFORD_RESEARCH_ENCYCLOPEDIA_BUSINESS_AND_MANAGEMENT_Social_Movements_and_Their_Impact_on_Business_and_Management_Oxford_R
https://ssir.org/articles/entry/the_new_face_of_corporate_activism
https://journals.aom.org/doi/abs/10.5465/AMBPP.2021.12212abstract
https://hbr.org/2020/10/when-should-your-company-speak-up-about-a-social-issue
https://www.unilever.com/news/news-search/2015/where-does-business-end-and-society-begin/
https://www.forbes.com/sites/danpontefract/2016/05/03/the-top-15-ceo-quotes-about-operating-with-a-higher-purpose/?sh=3c76fc243e72
https://www.forbes.com/sites/robertreiss/2021/03/15/three-ceos-talk-about-gender-equity-and-leadership/?sh=9f7bcc94bbf6
https://www.businessroundtable.org/business-roundtable-redefines-the-purpose-of-a-corporation-to-promote-an-economy-that-serves-all-americans
https://financialallianceforwomen.org/the-opportunity/
https://www.mckinsey.com/industries/financial-services/our-insights/women-as-the-next-wave-of-growth-in-us-wealth-management
https://www.bcg.com/publications/2020/managing-next-decade-women-wealth
https://www.worldbank.org/en/results/2013/04/01/banking-on-women-extending-womens-access-to-financial-services
https://www.oliverwyman.com/our-expertise/hubs/gender-diversity-in-financial-services.html
https://www.mckinsey.com/industries/financial-services/our-insights/closing-the-gap-leadership-perspectives-on-promoting-women-in-financial-services
https://financialallianceforwomen.org/the-opportunity/
https://www.morganstanley.com/pub/content/dam/msdotcom/ideas/gender-diversity-toolkit/Gender-Diversity-Investing-Primer.pdf
https://www.linkedin.com/pulse/investing-good-14-impact-focused-gender-lens-funds-suzanne-biegel/
https://www.gendersmartinvesting.org/
https://www.mckinsey.com/featured-insights/gender-equality/the-future-of-women-at-work-transitions-in-the-age-of-automation
https://www.bcg.com/publications/2021/benefits-of-women-in-tech
https://www.reuters.com/article/us-global-women-work/macho-culture-seen-putting-women-off-data-science-jobs-idUSKBN20E0HK
http://marketing.dice.com/pdf/2021/Equality_in_Tech_Report.pdf
https://www3.weforum.org/docs/WEF_GGGR_2021.pdf
https://hbr.org/2019/10/why-techs-approach-to-fixing-its-gender-inequality-isnt-working
https://researchictafrica.net/wp/wp-content/uploads/2019/05/2019_After-Access_Africa-Comparative-report.pdf
https://hbr.org/2009/09/the-female-economy
https://www.mckinsey.com/featured-insights/gender-equality/the-future-of-women-at-work-transitions-in-the-age-of-automation
https://researchictafrica.net/wp/wp-content/uploads/2019/05/2019_After-Access_Africa-Comparative-report.pdf
https://www.tandfonline.com/doi/full/10.1080/13552074.2018.1489952
https://www.pewresearch.org/internet/2021/01/13/the-state-of-online-harassment/
https://www.empowerwomen.org/en/community/discussions/2017/04/science--technology--innovation--closing-the-gender-gap-to-meet-the-sdgs
https://www.usip.org/publications/2019/07/how-women-are-using-technology-advance-gender-equality-and-peace
https://www2.deloitte.com/us/en/pages/consumer-business/topics/consumer-products.html
https://www.bls.gov/opub/mlr/2000/09/art3full.pdf
http://www.fao.org/3/i2050e/i2050e.pdf
https://www.ituc-csi.org/IMG/pdf/cr-trading-away-rights-women-global-supply-chains-10404-en.pdf
https://www.sedex.com/release-of-the-new-sedex-gender-data-report/
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/resources/gender-balance-in-emerging-markets
https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity
https://assets.ey.com/content/dam/ey-sites/ey-com/en_gl/topics/growth/WomenTheNextEmergingMarket.pdf
https://blogs.worldbank.org/opendata/women-entrepreneurs-needed-stat
http://www.fao.org/3/i2050e/i2050e.pdf
https://www.kearney.com/consumer-retail/article/?/a/women-want-more-than-just-products-and-services-much-much-more
https://assets.ey.com/content/dam/ey-sites/ey-com/en_gl/topics/growth/WomenTheNextEmergingMarket.pdf
https://hbr.org/2009/09/the-female-economy
https://www.washingtonpost.com/nation/2021/10/11/california-law-gender-neutral-children-toy-section/
https://www.iop.org/sites/default/files/2019-07/IGB-gender-stereotypes.pdf
https://www.unstereotypealliance.org/en
https://www.who.int/campaigns/annual-theme/year-of-health-and-care-workers-2021
https://health.oliverwyman.com/2019/01/women-in-healthcare-make-80--of-purchasing-decisions--yet-13--of.html

Company. 2019. “Women in the healthcare industry.” Article. (Link); Dodson, Kate. 2021. “Fighting For Gender Equality on
Health Care’s Frontlines.” U.N. Foundation. (Link)

x Janoch, Emily, Mariela Rodriguez, and Beja Turner. 2021. “Our Best Shot: Women Frontline Health Workers around the
world are keeping you safe from COVID-19.” CARE. (Link)

bxi Stone, Terry. 2019. “New Report: Women Make 80% of Buying Decisions But Represent Only 3% of CEOs.” (Link); Maas,
Angela. 2020. “Empower Women in Healthcare to move Women’s Health forward.” Maturitas. (Link); Pan American Health
Organization. 2014. Gender Equality in Health: Improving Equality & Efficiency in Achieving Health for All. (Link);

Miller, Amy. 2018. “Gender Bias and the Ongoing Need to Acknowledge Women’s Pain.” Practical Pain Management. (Link) ixxii

Miller, Amy. 2019. “The Importance of Women, Diversity and Inclusion in STEM.” Pharmaceutical Research and Manufacturers
of America (PhRMA) (Link)

bodv FP Analytics. 2020. Women as Levers of Change: Unleashing the Power of Women to Transform Male-Dominated
Industries. (Link)

bxv Philip Morris International. n.d. “Equal Pay.” Last accessed November 2, 2021. (Link)

bovi TUV SUD. n.d. “Grassroots Women’s Network.” Last accessed November 2, 2021. (Link)

boovii Skanska. 2019. “Launching tailor-made PPE for our female workforce nationwide.” (Link)

bocviii USAID. 2020. “In North Macedonia, The Future is Female.” (Link)

bxix Martin, S.J. 2018. Gender Integration in the Power Sector: A Case Study on Eko Electricity Distribution PLC (EKEDC) in
Nigeria. (Link)

box British Water. n.d. “YWomen on Water Campaign.” Last accessed November 2, 2021. (Link)

bod Northrup Grumman. n.d. “Northrup Grumman Women’s International Network.” Last accessed November 2, 2021. (Link)
boxii Exxon Mobil. n.d. “Community Engagement - Women'’s economic opportunity.” Last accessed November 2, 2021. (Link)

boodiii FP Analytics. 2020. Women as Levers of Change: Unleashing the Power of Women to Transform Male-Dominated
Industries. (Link)

boov World Travel & Tourism Council. n.d. “Women'’s Initiative.” Last accessed November 2, 2021. (Link)

boovi VWageningen University. 2008. “Women Empowerment through Tourism.” (Link)

boowvii Statista. 202 1. “Global tourism industry—statistics & facts.” (Link)

boovit World Tourism Organization. 2019. “Global Report on Women in Tourism—Second Edition.” Madrid: UNWTO. (Link)
koix Transport for London, n.d. “Diversity and Inclusion.” Last accessed January 10, 2022 (Link)

xc UN Economic Commission for Europe. n.d. “Gender and transport.” Last accessed November 2, 2021. (Link); Women
Mobilize Women. n.d. Homepage. Last accessed November 2, 2021. (Link); WTS. n.d. “Advancing Women in Transportation.”

Last accessed November 2, 2021. (Link)

xci [FC. 2016. “Investing in Women along Agribusiness Value Chains.” Washington, D.C.: International Finance Corporation.
(Link)

xciit KPMG International. 2014. “Sustainable Insight: The essentials of materiality assessment.” (Link)

xcii European Institute for Gender Equality (EIGE). n.d. “Gender audit.” Last accessed November 2, 2021. (Link)

xcv Huang, Georgene. 2016. “Employee Satisfaction: The Female Perspective.” Forbes. (Link)

xev [FC. 2017. “Tackling Childcare: The Business Case for Employer-Supported Childcare.” Washington, D.C.: International
Finance Corporation. (Link)

xvi Chen, Linda, Alex Grecu, and Brian Levine. 2018. Achieving Pay Equity: How Analytics Has Evolved to Support True
Progress. Mercer. (Link)

xevii USAID. 201 1. Behavior Change Perspectives on Gender and Value Chain Development. (Link); WFP. 2016. “Gender
Analytical Framework for Assessing Value Chains.” (Link)

xaviit: United Nations Foundation. 2013. A Roadmap for Promoting Women’s Economic Empowerment. (Link); Bourgault, Shelby,
Mayra Buvinic, James Knowles, and Megan O’Donnell. 2020. “Measuring Women’s Economic Empowerment.” Washington,
D.C.: United Nations Foundation. (Link)

xcix |LO. 2015. “Global Report: Women in Business and Management: Gaining Momentum.” Geneva: International Labour
Office. (Link)

< Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review. (Link)

< PwC. 2018. PwC'’s 2018 Annual Corporate Directors Survey: The evolving boardroom: Signs of change. (Link); Hatcher,
Michael, and Weldon Latham. 2020. “States are Leading the Charge to Corporate Boards: Diversify!” Harvard Law School

Forum on Corporate Governance. (Link)

ci Eavis, Peter. 2020. “Diversity Push Barely Budges Corporate Boards to 12.5%, Survey Finds.” The New York Times, September
15, 2020. (Link); PwC. 2021. Annual Corporate Directors Survey. (Link)

di DeNicola, Paul, and Maria Moats. 2021. “You Say You Want a More Diverse Board. Here's How to Make It Happen.” Harvard
Business Review. (Link)

<v Scott, Linda. 2017. “Private sector en%—agement with economic empowerment: Lessons learned from years of practice.” Said
Business School, University of Oxford. (Link)

< The World Bank Group. 2014. “Gender at Work: A Companion to the World Development Report on Jobs.” (Link)

oi Technische Universitaet Muenchen. 2014. Women Do Not Apply To ‘Male-Sounding’ Job Postings. Science Daily. (Link);
Morse, Gardiner. 2016. “Designing a Bias-Free Organization.” Harvard Business Review. (Link); Linos, Elizabeth. 2018. “More than

Public Service: A Field Experiment on Job Advertisements and Diversity in the Police.” Journal of Public Administration Research

55 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.mckinsey.com/industries/healthcare-systems-and-services/our-insights/women-in-the-healthcare-industry
https://unfoundation.org/blog/post/fighting-for-gender-equality-on-health-cares-frontlines/
https://www.care.org/news-and-stories/health/our-best-shot-women-frontline-health-workers-around-the-world-are-keeping-you-safe-from-covid-19/
https://health.oliverwyman.com/2019/01/women-in-healthcare-make-80--of-purchasing-decisions--yet-13--of.html
https://www.sciencedirect.com/science/article/pii/S0378512220302310
https://www.paho.org/hq/dmdocuments/2010/Gender-equality-in-health-EN.pdf
https://swhr.org/swhr_resource/gender-bias-and-the-ongoing-need-to-acknowledge-womens-pain/
https://swhr.org/swhr_resource/the-importance-of-women-diversity-and-inclusion-in-stem/
https://womenasleversofchange.com/
https://www.pmi.com/careers/equal-pay
https://www.tuvsud.com/en/careers/life-at-tuv-sud/diversity-at-tuv-sud/womens-network
https://www.usa.skanska.com/who-we-are/media/constructive-thinking/launching-tailor-made-ppe-for-our-female-workforce-nationwide/
https://www.usaid.gov/engendering-industries/partners/evn-macedonia/the-future-is-female
https://www.icrw.org/wp-content/uploads/2019/09/ICRW_EKEDC-Nigeria_CaseStudy.pdf
https://www.britishwater.co.uk/page/WomenonWater
https://www.northropgrumman.com/corporate-responsibility/employee-resource-groups-at-northrop-grumman/northrop-grumman-womens-international-network/
https://corporate.exxonmobil.com/Sustainability/Community-engagement/Womens-economic-opportunity
https://womenasleversofchange.com/
https://wttc.org/Initiatives/Women-Empowerment
http://videa.ca/wp-content/uploads/2015/08/Women-empowerment-through-Ecotourism.pdf
https://www.statista.com/topics/962/global-tourism/#dossierKeyfigures
https://www.e-unwto.org/doi/epdf/10.18111/9789284420384
https://tfl.gov.uk/corporate/about-tfl/corporate-and-social-responsibility/equality-and-inclusion
https://unece.org/gender-and-transport
https://womenmobilize.org/
https://www.wtsinternational.org/
https://www.ifc.org/wps/wcm/connect/02c5b53e-420f-4bf4-82bb-6f488ff75810/Women+in+Agri+VC_Report_FINAL.pdf?MOD=AJPERES&CVID=m0JfSbv
https://assets.kpmg/content/dam/kpmg/pdf/2014/10/materiality-assessment.pdf
https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-audit
https://www.forbes.com/sites/georgenehuang/2016/07/18/employee-satisfaction-the-female-perspective/?sh=a93687a5a76a
https://www.ifc.org/wps/wcm/connect/cd79e230-3ee2-46ae-adc5-e54d3d649f31/01817+WB+Childcare+Report_FinalWeb3.pdf?MOD=AJPERES&CVID=lXu9vP-
https://www.imercer.com/content/common/images/knowledge-center/pdfs/achieving-pay-equity.pdf
https://pdf.usaid.gov/pdf_docs/PA00JZ8F.pdf
https://docs.wfp.org/api/documents/WFP-0000100933/download/
https://learningforfunders.candid.org/wp-content/uploads/sites/2/2018/12/Roadmap.pdf
https://cgdev.org/sites/default/files/measuring-womens-economic-empowerment.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_316450.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://www.pwc.es/es/publicaciones/consejos-y-buen-gobierno/pwc-annual-corporate-directors-survey-2018.pdf
https://corpgov.law.harvard.edu/2020/05/12/states-are-leading-the-charge-to-corporate-boards-diversify/
https://www.nytimes.com/2020/09/15/business/economy/corporate-boards-black-hispanic-directors.html
https://www.pwc.com/us/en/services/governance-insights-center/library/annual-corporate-directors-survey.html
https://hbr.org/2021/03/you-say-you-want-a-more-diverse-board-heres-how-to-make-it-happen
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://www.worldbank.org/content/dam/Worldbank/document/Gender/GenderAtWork_web.pdf
https://www.sciencedaily.com/releases/2014/04/140403095421.htm
https://hbr.org/2016/07/designing-a-bias-free-organization

and Theory. (Link); Johnson, Stefanie, and Jessica Kirk. 2020. Dual-Anonymization Yields Promising Results for Reducing Gender
Bias: A Naturalistic Field Experiment of Applications for Hubble Space Telescope Time. Publications of the Astronomical Society of
the Pacific. (Link)

ovii | eibbrandt, Andreas, and John List. 2012. “Do Women Avoid Salary Negotiations? Evidence from a Large Scale Natural Field
Experiment.” NBER Working Paper 1851 1. (Link)

i Office for National Statistics. 2020. “Gender pay gap in the UK: 2020.” (Link); Baker, Michael, Yosh Halberstam, Kory Kroft,
Alexandre Mas, and Derek Messacar. 2019. “Pay Transparency and the Gender Gap.” National Bureau of Economic Research,
Paper No. w25834. (Link)

cix McElhaney, Kellie, and Genevieve Smith. 2017. “Understanding ‘Equal Pay’ and How to Achieve It.” Stanford Social Innovation
Review. (Link)

o Barratt, Bianca. 2019. How To Get Young Girls Excited About a Career in STEM. Forbes. (Link)

oi Eastwood, B. 2017. 3 research papers point to new approaches in employment equity. MIT Management, Sloan School. (Link)
oii Key Informant Interview.

i Allan, Alice, Marianne Cooper, Pamela Cornes, and Fabio Verani. 2020. “How Business Can Engage Men as Allies for
Gender Equality.” Stanford Social Innovation Review. (Link); Chief Executive VWomen, and Male Champions of Change. 2018.
“Backlash & Buy-in: Responding to the Challenges in Achieving Gender Equality.” (Link)

oiv A common perspective from the Key Informant Interviews.

v |LO. 2020. “Empowering Women at Work: Company Policies and Practices for Gender Equality.” Geneva: International
Labour Organization. (Link)

ovi |FC. n.d. “Tackling Childcare: Employer-Supported Childcare Brings Benefits to Families, Employers, and the Economy.” Last
accessed November 2, 2021. (Link)

oviit UN Women. 2019. “Supplementary guidance on the ‘Enabling environment guidelines for the United Nations system’ in
support of the ‘Secretary-General’s system-wide strategy on gender parity.” (Link)

ovii |FC, 2017. “Tackling Childcare: A Guide for Employer-Supported Childcare.” Washington, D.C.: International Finance
Corporation. (Link)

oix |FC. 2017. “Tackling Childcare: The Business Case for Employer-Supported Childcare.” Washington, D.C.: International
Finance Corporation. (Link)

ox Svarer, Christine. 2021. “The Urgency of Private-Sector Action on Gender-Based Violence: Takeaways from a Panel
Conversation during the 2021 Generation Equality Forum.” BSR Blog. (Link)

oxi Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review. (Link); Wittenberg-Cox,
Avivah. 2016. “Corporate Diversity Initiatives Should Include White Men.” Harvard Business Review. (Link)

oxii Chief Executive Women, and Male Champions of Change. 2018. “Backlash & Buy-in: Responding to the Challenges in
Achieving Gender Equality.” (Link); Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business
Review. (Link)

oudii Williams, Joan. 2014. “Hacking Tech’s Diversity Problem.” Harvard Business Review. (Link)

oxiv Bureau for Employers’ Activities (ACT/EMP). 2017. “Breaking Barriers: Unconscious Gender Bias in the Workplace.”
Geneva: International Labour Organization. (Link)

oxv Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review. (Link); Dobbin, Frank,
Alexandra Kalev, and Erin Kelly. 2007. “Diversity Management in Corporate America.” American Sociological Association.
(Link)

oxvi Bombari, Dario, Joris Lammers, loana Latu, and Marianne Mast. 2013. “Successful Female Leaders Empower Women'’s
Behavior in Leadership Tasks.” Journal of Experimental Social Psychology. (Link); Reinhart, Ellen. n.d. “Reface the Space to Keep
Women in Tech.” Stanford University SPARQ. Last accessed November 2, 2021. (Link)

oxvii Mastercard. n.d. “Catalyzing Next-Gen STEMinists.” White Paper. Last accessed November 2, 2021. (Link)

oxviii A'common perspective from the Key Informant Interviews.

oxix | eppla, Alyssa. 2015. “LinkedIn Data Proves the Impact of a Strong Talent Brand.” LinkedIn. (Link)

oxx Chamberlain, Andrew, and Morgan Smart. 2017. “Research Report: Why Do Workers Quit? The Factors that Predict
Employee Turnover.” Glassdoor. (Link)

oxxi Strategiq. 2020. “Why Awards Should be Part of Your 2020 Business Strategy.” (Link)

ooxii Goldin, Claudia, and Cecelia Rouse. 2020. "Orchestrating Impartiality: The Impact of" Blind" Auditions on Female
Musicians." The American Economic Review. (Link)

ooxii Morse, Gardiner. 2016. “Designing a Bias-Free Organization.” Harvard Business Review. (Link)

oxxiv Dastin, Jeffrey. 2018. “Amazon Scraps Secret Al Recruiting Tool that Showed Bias Against Women.” Reuters, October |0,
2018. (Link)

oxxv Morse, Gardiner. 2016. “Designing a Bias-Free Organization.” Harvard Business Review. (Link); Hausdorf, Peter, Denisa Luta,
and Ekaterina Pogrebtsova. 2019. “Selection of Gender-Incongruent Applicants: No Gender Bias with Structured Interviews.”
International Journal of Selection and Assessment. (Link)

ooxvi Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review. (Link); Rivera, Lauren.
2016. “How Elite Students Get Elite Jobs.” Princeton: Princeton University Press. (Link)

ooxvii Chung, Heejung, and Tanja Van Der Lippe. 2018. “Flexible Working, Work-Life Balance, and Gender Equality:
Introduction.” Social Indicators Research. (Link); Hewlett, Sylvia, and Carolyn Luce. 2005. “Off-Ramps and On-Ramps: Keeping

56 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://academic.oup.com/jpart/article/28/1/67/4590248
https://iopscience.iop.org/article/10.1088/1538-3873/ab6ce0
https://www.nber.org/papers/w18511
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2020
https://www.nber.org/system/files/working_papers/w25834/w25834.pdf
https://ssir.org/articles/entry/understanding_equal_pay_and_how_to_achieve_it
https://www.forbes.com/sites/biancabarratt/2019/01/25/how-to-get-young-girls-excited-about-a-career-in-stem/?sh=46538da35601
https://mitsloan.mit.edu/ideas-made-to-matter/3-research-papers-point-to-new-approaches-employment-equity
https://ssir.org/articles/entry/how_business_can_engage_men_as_allies_for_gender_equality
https://championsofchangecoalition.org/wp-content/uploads/2018/07/MCC-CEW-Backlash-and-Buy-in.pdf
https://www.weps.org/sites/default/files/2020-10/Empowering%20Women%20at%20Work-2020%20Report.pdf
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/priorities/employment/tackling_childcare_the_business_case_for_employer_supported_childcare
https://www.unwomen.org/en/digital-library/publications/2019/02/supplementary-guidance-on-the-enabling-environment-guidelines-for-the-united-nations-system
https://www.ifc.org/wps/wcm/connect/da7fbf72-e4d9-4334-955f-671a104877a7/201911-A-guide-for-employer-supported-childcare.pdf?MOD=AJPERES&CVID=mVHadh3
https://www.ifc.org/en/insights-reports/2017/tackling-childcare-report
https://www.bsr.org/en/our-insights/blog-view/the-urgency-of-private-sector-action-on-gender-based-violence
https://hbr.org/2016/07/why-diversity-programs-fail
https://hbr.org/2016/09/corporate-diversity-initiatives-should-include-white-men
https://championsofchangecoalition.org/wp-content/uploads/2018/07/MCC-CEW-Backlash-and-Buy-in.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://hbr.org/2014/10/hacking-techs-diversity-problem
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---act_emp/documents/publication/wcms_601276.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://scholar.harvard.edu/dobbin/files/2007_contexts_dobbin_kalev_kelly.pdf
https://www.researchgate.net/publication/236895227_Successful_female_leaders_empower_women's_behavior_in_leadership_tasks
https://sparq.stanford.edu/solutions/reface-space-keep-women-tech
https://www.mastercard.com/news/media/xavicpaq/mc-stem-ing-the-tide-whitepaper.pdf
https://www.linkedin.com/business/talent/blog/talent-acquisition/roi-of-talent-brand
https://www.glassdoor.com/research/why-do-workers-quit/
https://strategiq.co/why-awards-should-be-part-of-your-2020-business-strategy/
https://gap.hks.harvard.edu/orchestrating-impartiality-impact-%E2%80%9Cblind%E2%80%9D-auditions-female-musicians
https://hbr.org/2016/07/designing-a-bias-free-organization
https://www.reuters.com/article/us-amazon-com-jobs-automation-insight/amazon-scraps-secret-ai-recruiting-tool-that-showed-bias-against-women-idUSKCN1MK08G
https://hbr.org/2016/07/designing-a-bias-free-organization
https://onlinelibrary.wiley.com/doi/abs/10.1111/ijsa.12270
https://hbr.org/2016/07/why-diversity-programs-fail
https://www.amazon.com/Pedigree-How-Elite-Students-Jobs/dp/0691169276/ref=sr_1_1?ie=UTF8&qid=1458306115&sr=8-1&keywords=lauren+rivera
https://link.springer.com/article/10.1007/s11205-018-2025-x

Talented Women on the Road to Success.” Harvard Business Review. (Link); Capability Jane. n.d. Job Sharing at Senior Level:
Making It Work. Last accessed November 2, 2021. (Link)

ooxviii Silim, Amna, and Alfie Stirling. 2014. Women and Flexible Working: Improving Female Employment Outcomes in Europe.
Institute for Public Policy Research (IPPR). (Link)

oooix Hyun, Mia. 2022. USAID Women’s Economic Empowerment Community of Practice Advancing Women’s Economic
Empowerment: Gender-Based Violence Landscaping Study. Prepared by Banyan Global.

o Eastwood, B. 2017. 3 research papers point to new approaches in employment equity. MIT Management, Sloan School. (Link)
odi Shook, Ellyn. 2021. “How to Set-and Meet—Your Company’s Diversity Goals.” Harvard Business Review. (Link); CEO Action
for Diversity & Inclusion. n.d. “D&l Goal Setting.” Last accessed November 2, 201 1. (Link)

odii Bejlock, Sian. 2019. “Research-Based Advice for Women Working in Male-Dominated Fields.” Harvard Business Review. (Link)
odii KPMG. 2015. KPMG Women'’s Leadership Study: Moving Women Forward into Leadership Roles. (Link); Dasgupta,
Nilanjana, and Shaki Asgari. 2004. “Seeing is believing: Exposure to counterstereotypic women leaders and its effect on the
malleability of automatic gender stereotyping.” Journal of Experimental Social Psychology. (Link)

odiv Bombari, Dario, Joris Lammers, loana Latu, and Marianne Mast. 201 3. “Successful Female Leaders Empower Women'’s
Behavior in Leadership Tasks.” Journal of Experimental Social Psychology. (Link); Reinhart, Ellen. n.d. “Reface the Space to Keep
Women in Tech.” Stanford University SPARQ. Last accessed November 2, 2021. (Link)

oiv Anderson, Rania. 2020. “Challenging Our Gendered Idea of Mentorship.” Harvard Business Review. (Link)

odvi Chamorro-Premuzic, Tomas. 2013. “Why Do So Many Incompetent Men Become Leaders.” Harvard Business Review. (Link)
odvii Aramaki, Kentaro, Claudio Fernandez-Araoz, and Andrew Roscoe. 2017. “Turning Potential into Success: The Missing Link
in Leadership Development.” Harvard Business Review. (Link)

ovii Bureau for Employers’ Activities (ACT/EMP). 2017. “Breaking Barriers: Unconscious Gender Bias in the Workplace.”
Geneva: International Labour Organization. (Link)

oxlix Morse, Gardiner. 2016. “Designing a Bias-Free Organization.” Harvard Business Review. (Link)

< ILO. 2020. “Empowering Women at Work: Company Policies and Practices for Gender Equality.” Geneva: International
Labour Organization. (Link); Dobbin, Frank, and Alexandra Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review.
(Link)

ci lbarra, Herminia. 2019. “A Lack of Sponsorship is Keeping Women from Advancing into Leadership.” Harvard Business Review.
(Link); Diversity Best Practices. 2018. “Developing the Next Generation of Women Leaders.” (Link)

ci Chow, Rosalind. 2021. “Don’t Just Mentor Women and People of Color. Sponsor Them.” Harvard Business Review. (Link);
Ibarra, Herminia. 2019. “A Lack of Sponsorship is Keeping Women from Advancing into Leadership.” Harvard Business Review.
(Link)

diiAnderson, Rania, and David Smith. 2019. “What Men Can Do to Be Better Mentors and Sponsors to Women.” Harvard
Business Review. (Link); Hewlett, Sylvia, Kerrie Peraino, Laura Sherbin, and Karen Sumberg. 2010. “The Sponsor Effect: Breaking
Through the Last Glass Ceiling.” Boston, MA: Harvard Business Review. (Link)

div Diversity Best Practices. 2018. “Developing the Next Generation of Women Leaders.” (Link); Dobbin, Frank, and Alexandra
Kalev. 2016. “Why Diversity Programs Fail.” Harvard Business Review. (Link)

v Girl Guiding. 2013. Girls’ Attitudes Survey 2013: What girls say about...Equality for girls. (Link); KPMG. 2015. KPMG
Women'’s Leadership Study: Moving Women Forward into Leadership Roles. (Link)

cvi Aramaki, Kentaro, Claudio Fernandez-Araoz, and Andrew Roscoe. 2017. “Turning Potential into Success: The Missing Link in
Leadership Development.” Harvard Business Review. (Link)

cvi PwC. n.d. “Moving women with purpose.” Last accessed November 2, 2021. (Link)

chiii | earnlight. 2018. “Why Female Talent Are the Future of Global Mobility.” (Link); Meier, Olivier. n.d. “The Path to Diversity:
Women on Assignment.” Mercer. Last accessed November 2, 2021. (Link)

dix Richens, James. 2020. “Why diverse suppliers hold the key to business resilience.” Reuters Events. Sustainable Business.
(Link); UN Women. 2017. “The Power of Procurement: How to Source from Women-Owned Businesses.” (Link)

<x Women’s Forum for the Economy & Society. n.d. “Daring Circles: Women 4 Business.” Last accessed November 2, 2021.
(Link)

cxi UN Women. 2017. “The Power of Procurement: How to Source from Women-Owned Businesses.” (Link)

i UN Women. 2017. “The Power of Procurement: How to Source from Women-Owned Businesses.” (Link); Women’s
Forum for the Economy & Society. 2020 “Daring Circles: Women 4 Business: Unmasking the value of women’s economic
empowerment in supply chains.” (Link)

cxii Brown, Garrett. 2021. “Women Garment Workers Face Huge Inequities in Global Supply Chain Factories Made Worse by
COVID-19.” A Journal of Environmental and Occupational Health Policy. (Link); Yost, Margaux. 2020. “Women in Supply Chains:
On the Frontlines of COVID-19’s Impact.” BSR Blog. (Link); IFC. n.d. “Respectful Workplaces Program.” Last accessed
November 2, 2021. (Link)

cxiv FAO. 201 I. “The State of Food and Agriculture: Closing the Gender Gap for Development.” Rome: Food and Agriculture
Organization of the United Nations. (Link)

cxv Abbott, Katie, and Samantha Harris. 2018. “The Business Case for Empowering Women through Climate-Resilient Supply
Chains.” BSR. (Link); The Mara Partners. n.d. “A Secret Too Well Kept: The Pivotal Role that Women’s Leadership Plays in
Addressing Climate Change.” Last accessed November 2, 2021. (Link)

cxvi Unilever. n.d. “Gender Equality and Women’s Empowerment. Last accessed August 10, 2023. (Link)

cxvii Unilever, n.d. “TRANSFORM Homepage.” Last accessed February 28, 2022. (Link)

57 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://hbr.org/2005/03/off-ramps-and-on-ramps-keeping-talented-women-on-the-road-to-success
https://www.thejobshareproject.com/3434hjkv97fgb378fbv/jobsharefullreport.pdf
https://www.ippr.org/files/publications/pdf/women-and-flexible-working_Dec2014.pdf
https://mitsloan.mit.edu/ideas-made-to-matter/3-research-papers-point-to-new-approaches-employment-equity
https://hbr.org/2021/06/how-to-set-and-meet-your-companys-diversity-goals
https://www.ceoaction.com/actions/di-goal-setting/
https://hbr.org/2019/02/research-based-advice-for-women-working-in-male-dominated-fields
https://assets.kpmg/content/dam/kpmg/ph/pdf/ThoughtLeadershipPublications/KPMGWomensLeadershipStudy.pdf
https://www.sciencedirect.com/science/article/abs/pii/S0022103104000253?via%3Dihub
https://www.researchgate.net/publication/236895227_Successful_female_leaders_empower_women's_behavior_in_leadership_tasks
https://sparq.stanford.edu/solutions/reface-space-keep-women-tech
https://hbr.org/2020/01/challenging-our-gendered-idea-of-mentorship
https://hbr.org/2013/08/why-do-so-many-incompetent-men
https://hbr.org/2017/11/turning-potential-into-success-the-missing-link-in-leadership-development
https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---act_emp/documents/publication/wcms_601276.pdf
https://hbr.org/2016/07/designing-a-bias-free-organization
https://www.weps.org/sites/default/files/2020-10/Empowering%20Women%20at%20Work-2020%20Report.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://hbr.org/2019/08/a-lack-of-sponsorship-is-keeping-women-from-advancing-into-leadership
https://aisa.or.ke/wp-content/uploads/resources/governance-and-leadership/women-in-leadership/developing-the-next-generation-of-women-leaders-020920.pdf
https://hbr.org/2021/06/dont-just-mentor-women-and-people-of-color-sponsor-them
https://hbr.org/2019/08/a-lack-of-sponsorship-is-keeping-women-from-advancing-into-leadership
https://hbr.org/2019/08/what-men-can-do-to-be-better-mentors-and-sponsors-to-women
http://wipsworkshop.weebly.com/uploads/1/4/4/5/14458696/the_sponsor_effect_-_breaking_through_the_last_glass_ceiling.pdf
https://seramount.com/wp-content/uploads/attachments/2018/01/developing_the_next_generation_of_women_leaders.pdf
https://hbr.org/2016/07/why-diversity-programs-fail
https://www.girlguiding.org.uk/globalassets/docs-and-resources/research-and-campaigns/girls-attitudes-survey-2013.pdf
https://assets.kpmg/content/dam/kpmg/ph/pdf/ThoughtLeadershipPublications/KPMGWomensLeadershipStudy.pdf
https://hbr.org/2017/11/turning-potential-into-success-the-missing-link-in-leadership-development
https://www.pwc.com/gr/en/publications/assets/modern-mobility-moving-women-with-purpose.pdf
https://insights.learnlight.com/en/articles/female-talent-future-global-mobility/
https://mobilityexchange.mercer.com/insights/article/the-path-to-diversity-women-on-assignment
https://www.reutersevents.com/sustainability/why-diverse-suppliers-hold-key-business-resilience
https://www.unwomen.org/en/digital-library/publications/2017/3/the-power-of-procurement
https://www.womens-forum.com/daring-circles/women-for-business/
https://www.unwomen.org/en/digital-library/publications/2017/3/the-power-of-procurement
https://www.unwomen.org/en/digital-library/publications/2017/3/the-power-of-procurement
https://www.womens-forum.com/wp-content/uploads/2020/07/WF_Daring_Circles_Business.pdf
https://journals.sagepub.com/doi/abs/10.1177/10482911211011605
https://www.bsr.org/en/our-insights/blog-view/women-in-supply-chains-on-the-frontlines-of-covid-19-impact
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/priorities/employment/respectful+workplaces+program
http://www.fao.org/3/i2050e/i2050e.pdf
https://www.bsr.org/en/our-insights/blog-view/business-case-for-empowering-women-through-climate-resilient-supply-chains
https://www.themarapartners.com/a-secret-to-well-kept
https://www.unilever.com/planet-and-society/equity-diversity-and-inclusion/gender-equality-and-womens-empowerment/
https://www.transform.global/

chxvii Key Informant Interview.

chxix Skills-based training specifically related to job responsibilities is discussed in the subsection “Skills-Based Training: Factory
Workers.” This particular training on digital literacy is not related to on-the-job responsibilities.

cxx Ksoll, Christopher, Helene Bie Lillegr, Jones Health Lonborg, and Ole Dahl Rasmussen. 2016. “Impact of Village Savings and
Loans Associations: Evidence from a cluster randomized trial.” Journal of Development Economies. (Link)

cxxi Innovations for Poverty Action. n.d. “The Impact of Savings Groups on the Lives of the Rural Poor in Ghana, Malawi, and
Uganda.” Last accessed November 2, 2021. (Link)

cxxii Hendriks, Sarah. 2019. “Banking on the Future of Women.” Finance & Development. (Link); Women’s World Banking. 2018.
“How to Create Financial Products that Win with Women.” (Link)

chxii Water.org. 2020. Women’s Empowerment in Water, Sanitation & Hygiene. (Link)

cbodv Abdul Latif Jameel Poverty Action Lab (J-PAL). 2018. "Microcredit: impacts and promising innovations." J-PAL Policy
Insights. (Link); Qualcomm. n.d. Village Phone Microfranchising Program and Application Laboratory Case Study: Qualcomm’s
Wireless Reach Initiative. Last accessed November 2, 2021. (Link); Vodafone Group. 2014. Connected Women: How mobile
can support women'’s economic and social empowerment. (Link)

ckxv Alibhai, S. et al. 2019. Disruptive Finance: Using Psychometrics to Overcome Collateral Constraints in Ethiopia. World
Bank Group. (Link)

ckxvi Advertising Standards Authority. n.d. “Depictions, Perceptions and Harm: A report on gender stereotypes in advertising
(Summary report).” Accessed November 2, 201 |. (Link); Gena Davis Institute on Gender in Media. 2016. Hitting the Bullseye:
Reel Girl Archers Inspire Real Girl Archers. (Link)

chovii Edwards, Jonathan. 202 1. “New California law will force retailers to have ‘gender neutral’ toy sections.” The Washington
Post, October |1, 2021. (Link)

choviii Sayre, Kate, and Michael Silverstein. 2009. “The Female Economy.” Harvard Business Review. (Link)

chdix Thim, Annelisa. 2020. “Beyond Women on Boards: How Gender Lens Investing Can Transform Your Impact Strategy.”
BSR Blog. (Link);

ckxx Global Reporting Initiative (GRI), and International Finance Corporation (IFC). 2009. Embedding Gender in Sustainability
Reporting: A Practitioner’s Guide. (Link)

coxi EDGE Certified Foundation. n.d. Homepage. Last accessed November 2, 2021. (Link)

chocdi | anger, Laurenz, Catherine McCosker, Carlos Oya, Florian Schaefer, and Dafni Skalidou. 2017. Effects of certification
schemes for agricultural production on socio-economic outcomes in low- and middle-income countries: a systematic review. A
Campbell Systematic Review. (Link); BSR. 2018. Gender Equality in Social Auditing Guidance. (Link)

choxxiii Stockholm Environment Institute (SEI). 2019. Gender, social equality and sustainability certification in Thai smallholder
rubber production. (Link)

chodv Mullineaux, Michelle. 2019. The Catalytic Power of Transparency in Creating a Diverse Workforce. Just Capital. (Link)
choxv KPMG. 2020. “The time has come: The KPMG Survey of Sustainability Reporting 2020.” (Link); World Benchmarking
Alliance. n.d. “Gender Benchmark.” Last accessed November 2, 2021. (Link)

chooxvi Ahmed, Sara. 2007. “ “You end up doing the document rather than doing the doing’: Diversity, race equality, and the
politics of documentation.” Ethnic and Racial Studies. (Link)

choxvii Becker, Jeanine, and David B. Smith. 2018. “The Need for Cross-Sector Collaboration.” Stanford Social Innovation Review.
(Link)

chooviii | and Links. 202 1. “USAID-PepsiCo partnership on Women’s Economic Empowerment in the potato supply chain in West
Bengal, India: Key Year | results (2019-2020).” (Link)

choxix VOICE Network. 2019. “Cocoa companies call for human rights and environmental due diligence requirements.” (Link)
o Scott, Linda. 2017. “Private sector engagement with economic empowerment: Lessons learned from years of practice.” Said
Business School, University of Oxford. (Link)

oxci CARE. n.d. “SDGS5 Playbook.” Last accessed November 2, 2021. (Link); Cargill. n.d. “Sustainability: Partners: CARE.” Last
accessed November 2, 2021. (Link); Tetra Tech International Development Services. 2021. “Women’s Empowerment.” (Link)
oxcii Corporate Finance Institute (CFl). n.d. “Business Operations.” Last accessed November 2, 2021. (Link)

oxciii Joseph, Chris. 2019. Examples of Internal Company Policies. Chron, March 12, 2019. (Link)

oxcv The Law Dictionary. n.d. “What is BUSINESS PRACTICE.” Last accessed November 2, 2021. (Link)

o< Frais, Stephanie. 2018. “What Are Core Business Practices?” Biz Fluent. (Link)

oxevi Dictionary.com. n.d. “Program.” Last accessed November 2, 2021. (Link)

oVt Investopedia. n.d. “Company.” Last accessed November 2, 2021. (Link)

oxwviii |nvestopedia. n.d. “Business Asset.” Last accessed November 2, 2021. (Link)

oxcix Investopedia. n.d. “Corporate Citizenship.” Last accessed November 2, 2021. (Link)

< Chang, Edward, et al. 2019. “Does Diversity Training Work the Way It’s Supported to? Harvard Business Review. Last
accessed December | I, 2021. (Link)

et UNFPA. n.d. “Frequently asked questions about gender equality.” Last accessed December |1, 2021. (Link)

cii [nvestopedia. n.d. “Environmental, Social, and Governance (ESG) Criteria.” Last accessed November 2, 2021. (Link)

caiii |J.S. Department of State. 201 6. United States Strategy to Prevent and Respond to Gender-based Violence Globally. (Link)

c«eiv Tyers, Alexandra. 2021. Gender Digital Divide Desk Review Report. USAID Women’s Economic Empowerment and Equality
Technical Assistance and Banyan Global. (Link)

58 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.sciencedirect.com/science/article/pii/S0304387815001352
https://poverty-action.org/impact-savings-groups-lives-rural-poor-ghana-malawi-and-uganda
https://www.imf.org/external/pubs/ft/fandd/2019/03/how-digital-financial-services-are-empowering-women-hendriks.htm
https://www.womensworldbanking.org/insights-and-impact/how-to-create-financial-products-that-win-with-women/
https://water.org/documents/202/2020-08-07_Womens_Empowerment_in_WASH_final.pdf
https://www.povertyactionlab.org/policy-insight/microcredit-impacts-and-limitations
https://www.oecd.org/aidfortrade/48368273.pdf
https://www.vodafone.com/content/dam/vodcom/sustainability/pdfs/VF_WomensReport_V12_Final.pdf
https://documents1.worldbank.org/curated/en/651751524666164146/pdf/125731-WP-PsychometricsEthiopiafinal.pdf
https://www.asa.org.uk/asset/FA0CDD1A-6453-42FF-BD2892D70C53C5E7/
https://seejane.org/wp-content/uploads/hitting-the-bullseye-reel-girl-archers-inspire-real-girl-archers-full.pdf
https://www.washingtonpost.com/nation/2021/10/11/california-law-gender-neutral-children-toy-section/
https://hbr.org/2009/09/the-female-economy
https://www.bsr.org/en/our-insights/blog-view/how-gender-lens-investing-can-transform-your-impact-strategy
https://documents.worldbank.org/en/publication/documents-reports/documentdetail/240511468333901086/embedding-gender-in-sustainability-reporting-a-practitioners-guide
https://edge-cert.org/
https://onlinelibrary.wiley.com/doi/full/10.4073/csr.2017.3
https://www.bsr.org/reports/BSR_Gender_Equality_in_Social_Auditing_Guidance.pdf
https://www.sei.org/wp-content/uploads/2019/03/sei-2019-p2cs-rubberwood-certification-gender-1.pdf
https://justcapital.com/news/the-catalytic-power-of-transparency-in-creating-a-diverse-workforce/
https://home.kpmg/xx/en/home/insights/2020/11/the-time-has-come-survey-of-sustainability-reporting.html
https://www.worldbenchmarkingalliance.org/gender-benchmark/
https://doi.org/10.1080/01419870701356015
https://ssir.org/articles/entry/the_need_for_cross_sector_collaboration
https://www.land-links.org/document/india-pepsico-partnership-key-year-1-results/
https://www.voicenetwork.eu/2019/12/cocoa-companies-call-for-human-rights-and-environmental-due-diligence-requirements/
https://www.empowerwomen.org/en/resources/documents/2017/12/private-sector-engagement-with-womens-economic-empowermentlessons-learned-from-years-of-practice?lang=en
https://www.care.org/about-us/strategic-partners/corporate-partnerships/sdg5-playbook/
https://www.cargill.com/sustainability/partners/care-partner
https://tetratechintdev.exposure.co/categories/womens-empowerment
https://corporatefinanceinstitute.com/resources/knowledge/strategy/business-operations/
https://smallbusiness.chron.com/examples-internal-company-policies-11943.html
https://thelawdictionary.org/business-practice/
https://bizfluent.com/info-8278840-core-business-practices.html
https://www.dictionary.com/browse/program
https://www.investopedia.com/terms/c/company.asp
https://www.investopedia.com/terms/b/business-asset.asp#:%7E:text=A%20business%20asset%20is%20an,items%2C%20such%20as%20intellectual%20property.
https://www.investopedia.com/terms/c/corporatecitizenship.asp
https://hbr.org/2019/07/does-diversity-training-work-the-way-its-supposed-to
https://www.unfpa.org/resources/frequently-asked-questions-about-gender-equality
https://www.investopedia.com/terms/e/environmental-social-and-governance-esg-criteria.asp
https://www.state.gov/wp-content/uploads/2019/03/258703.pdf
https://www.marketlinks.org/weege-wiki/gdd-desk-review-report
https://Dictionary.com
https://Water.org

v With slight modification from USAID EducationLinks. 2018. “Defining Gender in Gender-responsive Education Programs.”
(Link)

cevi Mencarini, Letizia. 2014. Gender Equity. Encyclopedia of Quality of Life and Well-Being Research. (Link)

covit Harris, Briony. 2017. “What is the gender gap (and why is it getting wider)?” World Economic Forum. (Link)

covii. Global Impact Investing Network (GIIN). n.d. “Repository of Gender Lens Investing Resources.” Last accessed November
2,2021. (Link)

c«cix Social Norms Learning Collaborative. 202 1. Social Norms Atlas: Understanding Global Social Norms and Related Concepts.
Washington, D.C.: Institute for Reproductive Health, Georgetown University. (Link)

cx |nvestopedia. n.d. “Industry.” Last accessed November 2, 2021. (Link)

cexi FP Analytics. 2020. Women as Levers of Change: Unleashing the Power of Women to Transform Male-Dominated
Industries. (Link)

cexii Datamaran. n.d. “Materiality.” Last accessed November 2, 2021. (Link)

coxiii Singh, Nisha, Anam Parvez Butt, and Claudia Canepa. 2018. “Shifting Social Norms in the Economy for Women’s Economic
Empowerment: Insights from a Practitioner Learning Group.” The SEEP Network and Oxfam. (Link)

cexiv Chow, Rosalind. 2021. “Don’t Just Mentor Women and People of Color. Sponsor Them.” Harvard Business Review. (Link)
cxv |nvestopedia. n.d. “Supply Chain.” Last accessed November 2, 2021. (Link)

covi Gina, Francesca and Katherine Coffman. 2021. “Unconscious Bias Training That Works.” Harvard Business Review. (Link)

59 | ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR LANDSCAPING STUDY USAID.GOV


https://www.edu-links.org/learning/gender-responsive-education-programs#:%7E:text=Gender%20equality%20concerns%20fundamental%20social,workplace%20and%20in%20the%20community.
https://link.springer.com/referenceworkentry/10.1007%2F978-94-007-0753-5_1131
https://www.weforum.org/agenda/2017/11/the-gender-gap-actually-got-worse-in-2017/
https://thegiin.org/gender-lens-investing-repository
https://irh.org/wp-content/uploads/2021/05/Social-Norms-Atlas.pdf
https://www.investopedia.com/terms/i/industry.asp
https://womenasleversofchange.com/
https://www.datamaran.com/materiality-definition/
https://seepnetwork.org/files/galleries/Shifting-Social-Norms-FINAL.pdf
https://hbr.org/2021/06/dont-just-mentor-women-and-people-of-color-sponsor-them
https://www.investopedia.com/terms/s/supplychain.asp
https://hbr.org/2021/09/unconscious-bias-training-that-works

	ADVANCING WOMEN’S ECONOMIC EMPOWERMENT: PRIVATE SECTOR ENGAGEMENT LANDSCAPING STUDY 
	CONTENTS 
	TABLES, FIGURES, AND BOXES 
	ACKNOWLEDGMENTS 
	ACRONYMS 
	BACKGROUND 
	EXECUTIVE SUMMARY 
	EVIDENCE GAPS 
	KEY FINDINGS AND RECOMMENDATIONS 

	1. PRIVATE SECTOR ENGAGEMENT IN WOMEN’S ECONOMIC EMPOWERMENT 
	1.1 BARRIERS TO WOMEN ACHIEVING FULL PRIVATE SECTOR PARTICIPATION 
	1.2 PRIVATE SECTOR BARRIERS TO INCREASING WOMEN’S PARTICIPATION 

	2. BUSINESS DRIVERS FOR INCREASING WOMEN’S PARTICIPATION 
	2.1 GROWTH AND FINANCIAL PERFORMANCE 
	2.2 PRODUCTIVITY AND INNOVATION 
	2.3 ACCESSING NEW AND EVOLVING MARKETS 
	2.4 ATTRACTING AND RETAINING TALENT 
	2.5 ENSURING A SUSTAINABLE SUPPLY CHAIN 
	2.6 REPUTATION AND SOCIAL LICENSE TO OPERATE 
	2.7 LEGAL AND REGULATORY COMPLIANCE 
	2.8 THE RIGHT THING TO DO 

	3. KEY INDUSTRIES: OPPORTUNITIES FOR INCREASING WOMEN’S PARTICIPATION 
	3.1 FINANCIAL SERVICES 
	POLICIES, PRACTICES, AND PROGRAMS 

	3.2 INFORMATION AND COMMUNICATIONS TECHNOLOGY 
	POLICIES, PRACTICES, AND PROGRAMS 

	3.3 CONSUMER PRODUCTS 
	POLICIES, PRACTICES, AND PROGRAMS 

	3.4 HEALTH CARE 
	POLICIES, PRACTICES, AND PROGRAMS 

	3.5 OTHER INDUSTRIES 
	LEGACY INDUSTRIES 
	TOURISM 
	TRANSPORTATION 


	4. EVIDENCE: PROVEN, PROMISING, AND POTENTIAL COMPANY POLICIES, PRACTICES, AND PROGRAMS 
	4.1 IMPLEMENTING STRATEGIC APPROACHES TO INCREASE EQUITABLE PARTICIPATION 
	PROVEN 
	PROMISING 
	AUDITING, MEASUREMENT, AND ANALYSIS 
	COMPANY-WIDE POLICIES AND TARGETS 
	CROSS-FUNCTIONAL INTEGRATION OF GENDER GOALS 

	POTENTIAL 

	4.2 INCREASING EQUITABLE PARTICIPATION IN THE WORKFORCE 
	PROVEN 
	INCLUSIVE RECRUITING LANGUAGE 

	PROMISING 
	PAY ANALYSIS AND TRANSPARENCY 
	EMPLOYEE PIPELINE DEVELOPMENT 
	ENGAGING MEN 
	FAMILY LEAVE AND RETURN-TO-WORK POLICIES 
	CHILDCARE PROVISION 
	HEALTH CARE PROVISION 
	GENDER-BASED VIOLENCE REDUCTION INITIATIVES 

	POTENTIAL 
	POSITIVE, INCLUSIVE FRAMING 
	UNCONSCIOUS BIAS / DIVERSITY TRAINING 
	SHIFTING PERCEPTIONS OF WOMEN IN NON-TRADITIONAL SPACES 
	EMPLOYER BRANDING 
	BLIND CANDIDATE ASSESSMENT 
	STRUCTURED INTERVIEWING 
	HIRING TESTS 
	FLEXIBLE WORK OPTIONS 
	IMPROVING WORKPLACE SAFETY 
	GRIEVANCE REPORTING 


	4.3 INCREASING EQUITABLE PARTICIPATION IN LEADERSHIP 
	PROVEN 
	HIRING EXTERNAL RECRUITERS 

	PROMISING 
	TARGETS AND POLICIES 
	ROLE MODELING 

	POTENTIAL 
	PERFORMANCE MANAGEMENT 
	MENTORING AND SPONSORSHIP 
	PEER GROUPS 
	LEADERSHIP TRAINING 
	GLOBAL MOBILITY 


	4.4 INCREASING EQUITABLE PARTICIPATION IN SUPPLY CHAINS 
	PROVEN 
	PROMISING 
	SOURCING 
	ACCESS TO MARKETS 
	PROCUREMENT 
	SKILLS-BASED TRAINING: FACTORY WORKERS 
	SKILLS-BASED TRAINING: AGRICULTURAL PRODUCERS 
	SKILLS-BASED TRAINING AND MENTORING: ENTREPRENEURS 
	DIGITAL-FINANCIAL ACCESS INITIATIVES 
	COMMUNITY DEVELOPMENT PROGRAMS 
	COMMUNITY GENDER SENSITIZATION 

	POTENTIAL 
	COMBINED APPROACHES 


	4.5 LEVERAGING COMPANY ASSETS TO INCREASE THE ECONOMIC POWER OF WOMEN CLIENTS AND CONSUMERS 
	PROVEN 
	PROMISING 
	POTENTIAL 
	GENDER-SMART PRODUCTS 
	INCLUSIVE MARKETING AND ADVERTISING 
	GENDER-LENS INVESTING 


	4.6 ENGAGING EXTERNALLY TO ADVANCE WOMEN’S ECONOMIC EMPOWERMENT 
	PROVEN 
	PROMISING 
	POTENTIAL 
	COMMITMENT TO PRINCIPLES AND STANDARDS 
	CERTIFICATION AND LABELS 
	DISCLOSURE AND BENCHMARKING 
	PARTICIPATION IN ASSOCIATIONS AND COALITIONS 
	PARTICIPATION IN CAMPAIGNS 
	RESEARCH AND ADVOCACY 
	PARTNERING 



	5. NINE GAPS IN EVIDENCE  
	5.1 GAPS: THE BUSINESS CASE 
	5.2 GAPS: INDUSTRIES AND BUSINESS TYPES 
	5.3 GAPS: POLICIES, PRACTICES, AND PROGRAMS 

	6. EIGHTEEN RECOMMENDATIONS 
	ANNEX: KEY TERMS AND DEFINITIONS 
	ENDNOTES 




