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Treat all women and men fairly at work – respect
and support human rights and nondiscrimination.
Ensure the health, safety and well-being
of all women and men workers.
Promote education, training and professional
development for women.
Implement enterprise development, supply chain
and marketing practices that empower women.
 romote equality through community initiatives
P
and advocacy.

Measure
and publicly report on progress
to achieve gender equality.
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Establish high-level corporate leadership
for gender equality.
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Introduction
Empowering women to participate
fully in economic life across all
sectors and throughout all levels
of economic activity is essential to:
■ Build strong economies;
■ Establish more stable and just

societies;
■ Achieve internationally-

agreed goals for development,
sustainability and human rights;
■ Improve quality of life for women,

men, families and communities;
and
■ Propel businesses’ operations

and goals.
Yet, ensuring the inclusion of
women’s talents, skills, experience
and energies requires intentional
actions and deliberate policies. The
Women’s Empowerment Principles,
a partnership initiative of UN Women
and UN Global Compact (UNGC),
provide a set of considerations to
help the private sector focus on
key elements integral to promoting
gender equality in the workplace,
marketplace and community.
Enhancing openness and inclusion
throughout corporate policies and
operations requires techniques,
tools and practices that bring
results. The Women’s Empowerment
Principles, forged through an
international multi-stakeholder
consultative process, provide
a “gender lens” through which
business can survey and analyze
current practices, benchmarks and
reporting practices.
Informed by real-life business
practices, the Principles help
companies tailor existing policies

and programmes —or establish
needed new ones— to realize
women’s empowerment. The
Principles also reflect the interests
of governments and civil society
and support interactions among
stakeholders
as achieving gender equality
requires the participation of all
actors. As a leader in gender
equality, UN Women brings decades
of experience to this partnership
effort with the UN Global Compact,
the world’s largest corporate
citizenship initiative with more than
8,000 business participants and
other stakeholders involved in more
than 135 countries.

Platform for Action adopted by all
189 countries at the UN Fourth
World Conference on Women in
1995 and the Millennium Declaration
adopted by 189 countries in 2000,
contribute to the overarching human
rights framework.1

In an increasingly globalized and
interconnected world, utilizing all
social and economic assets is
crucial for success. Yet, despite
progress, women continue
to confront discrimination,
marginalization and exclusion,
even though equality between
men and women stands as a
universal international precept—a
fundamental and inviolable human
right. Nearly all countries have
affirmed this value through their
recognition of the standards
contained in international human
rights treaties, which articulate
for states a broad range of
civil, political, economic, social
and cultural rights. Distinctive
documents highlight a spectrum
of state responsibilities and human
rights protections for women,
indigenous peoples, children,
workers and people with disabilities.
Additionally, internationally agreedon documents such as the Beijing

These conventions inform national
law and help shape common values
adopted by institutions throughout
the world. Business leaders,
working in close association with
their peers, with governments,
nongovernmental organizations and
the United Nations2, seek to apply
these international standards that
uphold an individual’s rights through
their specifically designed policies
and programmes. Their corporate
commitment, reflected through the
company’s mission statement and
supported through public reporting
on policies and practices, attests
to the growing realization of how
important these values are to
business and their communities.3

These international standards
illuminate our common aspiration for
a life where the doors of opportunity
are open to all. Where people can
live free from violence, exercise legal
redress and expect states to live up
to their obligations to respect and
protect the human rights of women,
men and children and provide
appropriate government services
such as education and health.

While much has been accomplished
through the integration of
principles and actions on corporate
responsibility, diversity and
inclusion, the full participation of
women throughout the private
sector – from the CEO’s office

to the factory floor to the supply
chain – remains unfulfilled. Current
research demonstrating that gender
diversity helps business perform
better signals that self interest
and common interest can come
together. UN Women, the UN
Global Compact, other leading UN
agencies, the World Bank and the
World Economic Forum, reinforce
these findings.4 Governments
also recognize that women’s
inclusion drives development, and
acknowledge that achieving the
Millennium Development Goals and
national economic and development
plans requires rapidly moving
towards gender equality.5
In a globally interdependent political,
social and economic environment,
partnerships play an increasingly
vital role to:
■ C
 reate a vibrant business

environment involving a broad
spectrum of actors, collaborators,
contributors and innovators to
open opportunities for women
and men; and
■ E
 nable the active and interactive

UN Photo/T. Bolstad

participation of governments,
international financial institutions,
the private sector, investors,
nongovernmental organizations,
academia and professional
organizations to work together.
In the spirit of partnership,
UN Women and the UN Global
Compact offer the Women’s
Empowerment Principles in
the hope that using them as a
targeted “gender lens” inspires
and intensifies the efforts to bring
women in at all levels.
Equality does mean business.
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Women’s Empowerment
1

Leadership
Promotes
Gender Equality

■ Affirm high-level support and

direct top-level policies for
gender equality and human
rights.
■ Establish company-wide

goals and targets for gender
equality and include progress
as a factor in managers’
performance reviews.
■ Engage internal and

external stakeholders in the
development of company
policies, programmes and
implementation plans that
advance equality.
■ Ensure that all policies are

gender-sensitive – identifying
factors that impact women
and men differently – and that
corporate culture advances
equality and inclusion.

2

Equal
Opportunity,
Inclusion and
Nondiscriminiation

■ Pay equal remuneration,

including benefits, for work of
equal value and strive to pay
a living wage to all women and
men.
■ Ensure that workplace policies

and practices are free from
gender-based discrimination.
■ Implement gender-sensitive

recruitment and retention
practices and proactively
recruit and appoint women
to managerial and executive
positions and to the corporate
board of directors.
■ Assure sufficient participation

of women – 30% or greater
– in decision-making and
governance at all levels and
across all business areas.
■ Offer flexible work

options, leave and re-entry
opportunities to positions of
equal pay and status.
■ Support access to child and

dependent care by providing
services, resources and
information to both women
and men.

3

Health, Safety
and Freedom
from Violence

■ Taking into account differential

impacts on women and
men, provide safe working
conditions and protection
from exposure to hazardous
materials and disclose
potential risks, including to
reproductive health.
■ Establish a zero-tolerance

policy towards all forms of
violence at work, including
verbal and/or physical
abuse and prevent sexual
harassment.
■ Strive to offer health insurance

or other needed services
– including for survivors of
domestic violence – and
ensure equal access for all
employees.
■ Respect women and men

workers’ rights to time off for
medical care and counseling
for themselves and their
dependents.
■ In consultation with

employees, identify and
address security issues,
including the safety of women
traveling to and from work and
on company-related business.
■ Train security staff and

managers to recognize signs
of violence against women and
understand laws and company
policies on human trafficking,
labour and sexual exploitation.

Principles
4

Education
and Training

■ Invest in workplace policies

and programmes that open
avenues for advancement
of women at all levels and
across all business areas,
and encourage women to
enter nontraditional job
fields.
■ Ensure equal access to

all company-supported
education and training
programmes, including
literacy classes, vocational
and information technology
training.
■ Provide equal opportunities

for formal and informal
networking and mentoring.
■ Articulate the company’s

business case for women’s
empowerment and the
positive impact of inclusion
for men as well as women.

5

Enterprise
Development,
Supply Chain
and Marketing
Practices

■ Work with community

stakeholders, officials and
others to eliminate discrimination
and exploitation and open
opportunities for women and
girls.
■ Promote and recognize women’s

leadership in, and contributions
to, their communities and
ensure sufficient representation
of women in any community
consultation.

■ Expand business relationships

with women-owned enterprises,
including small businesses, and
women entrepreneurs.
■ Support gender-sensitive

solutions to credit and lending
barriers.

■ Use philanthropy and grants

programmes to support
company commitment to
inclusion, equality and human
rights.

■ Ask business partners and

peers to respect the company’s
commitment to advancing
equality and inclusion.
■ Respect the dignity of women

in all marketing and other
company materials.
■ Ensure that company products,

6

7

Transparency,
Measuring and
Reporting

services and facilities are not
used for human trafficking and/
or labour or sexual exploitation.

■ Make public the company

Community
Leadership and
Engagement

■ Establish benchmarks that

■ Lead by example – showcase

company commitment to
gender equality and women’s
empowerment.
■ Leverage influence, alone or

policies and implementation
plan for promoting gender
equality.
quantify inclusion of women at
all levels.
■ Measure and report on

progress, both internally
and externally, using data
disaggregated by sex.
■ Incorporate gender markers into

ongoing reporting obligations.

in partnership, to advocate for
gender equality and collaborate
with business partners,
suppliers and community
leaders to promote inclusion.
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Principles into Practice:
Companies from around the world already furnish concrete
examples of how they advance women’s empowerment.
The examples that follow, matched to each of the seven
distinct Women’s Empowerment Principles, showcase
actions and policies to learn from and emulate; they
derive from the large collection of company-submitted
examples titled, Companies Leading the Way: Putting
the Principles into Practice.

1

Leadership
Promotes
Gender Equality

■ An international mining group

headquartered in the UK,
commissioned a resource guide
on how to engage women and
community groups as a major
policy directive of its business
operations.
■ A company assessment at

the highest level by a global
accounting and consulting
firm determined that the
company was losing out on
business by failing to attract
and retain highly skilled female
professionals and, on the basis
of these findings, worked to
change company culture and
policies through leadership and
board involvement.
■ The leadership of an East

Asian apparel manufacturer
implemented an integrated,
comprehensive approach to
women’s empowerment through
programmes recognizing female
employees’ accomplishments
and supporting women’s
advancement in the company
through wide-ranging
education, training and safety
initiatives.

2

Equal
Opportunity,
Inclusion and
Nondiscrimination

■ To retain and attract more

qualified women, an Eastern
European microfinance
group initiated a broadbased data collection and
analysis exercise, followed
up with recommendations on
the treatment of its female
employees.
■ In an effort to close gender-

based pay gaps, a global
insurance group dedicated 1.25
million Euros over three years.
■ A large financial services

company in Australia offers
a parental leave policy that
provides a total of two years
parental leave for the primary
care giver, which can be
taken flexibly, rather than
on a full-time basis.
■ To support diversity and

inclusion, a multinational
steel company established a
special committee comprised
of management and women
workers that identifies concerns
of female employees and in
response organizes trainings
and programmes.

3

Health, Safety
and Freedom
from Violence

■ Building on a company-

initiated study to determine
the economic benefits to
companies of employee health
awareness, a large apparel
company partners with health
education professionals to
offer trainings to employees
on reproductive and maternal
health, disease prevention and
access to care.
■ Recognizing the need to

support working parents,
a Kenyan communications
company offers free on-site day
care and an in-house physician,
in addition to comprehensive
medical coverage that includes
pre- and post-natal care.
■ Two Spanish companies offer

victims of domestic violence job
placement services specifically
tailored to their needs to ease
transition to the workplace.
■ A Sri Lankan apparel

manufacturer demonstrates
its commitment to creating
and maintaining a safe and
healthy work environment – and
recognition of the differential
needs of its female and
male employees – through
a range of targeted policies
and programmes, including
special care for pregnant
employees, and systematic risk
assessments and monitoring
of its plants, processes and
equipment.

Company Examples
4

Education and
Training

■ To open opportunities for

women’s career advancement
in IT fields, a US-based
multinational technology
company maintains strategic
partnerships with women’s
organizations in many of the
countries where it operates,
to promote education and
training and recognize women’s
accomplishments in IT.

5

■ A Swedish manufacturer

helps women producers of
raw materials in developing
countries to trade directly
with the manufacturer, thus
improving their income by
reducing the number of
intermediaries in the supply
chain.
against women visible to an
international public, a global
advertising company partnered
with a UN organization to
develop a public awareness
campaign using television and
the internet.

6

apparel manufacturer awards
grants to community-based
organizations working to
empower women in localities
where it does business.

7

Transparency,
Measuring and
Reporting
company became the first of
its size in Israel to voluntarily
publicize a Social and
Environmental Responsibility
Report reflecting its
commitment to gender equality.

■ A Spanish financial institution

publicizes its commitment to
equal opportunity and inclusion
on its website and regularly
undergoes external equality
diagnostics validated by an
autonomous government body.
■ A South African mining

company includes a detailed
breakdown of employment
by gender and race per
occupational level in its
sustainability reporting.

Community
Leadership and
Engagement

■ A large international cosmetics
UN Photo/Sanjeev Kumar

■ A US-based multinational

■ A mid-sized Israeli fashion

■ To make the scope of violence

■ A Chinese international

transport company established
special employee committees to
identify and design programmes
and information tailored to the
distinct needs and interests of
female workers.

company with operations in
Ghana implemented a gender
mainstreaming programme to
encourage female employees
to assume greater responsibility
within the mine and connect to
the local community.

role of women entrepreneurs, a
large UK-based bank launched
specialized financial services,
microfinance opportunities
and business loans and also
provides an online resource
center for women entrepreneurs
running small and mediumsized enterprises.

■ A large financial services

company in Australia offers
numerous initiatives aimed at
supporting women in business,
including an online platform
to help Australian women
connect with other women in
business internationally to share
information, research and career
advice.

■ A multinational mining

■ Recognizing the expanding

■ A large European airline

company reaches out to youth
through education projects to
break down the barriers that
traditionally limit women to
certain jobs in the industry and
men to others.

Enterprise
Development,
Supply Chain
and Marketing
Practices

company launched and sold
products to raise funds for
community-based organizations
working to end domestic
violence around the world.

■ Two Australian companies—one

banking, one consulting—
use the seven Women’s
Empowerment Principles as a
gender equality report guide.
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How to Make & Measure
The following suggestions align with each of the seven
Women’s Empowerment Principles and indicate approaches
on how to make and measure progress. However, the most
powerful assessment tools derive from an organization’s own
culture and objectives, matched with a clear measurement
framework. While we share common goals, the routes to get
there will, by necessity, be diverse.

1

Leadership
Promotes
Gender Equality
Define clearly company’s strategic
case for advancing gender
equality within the organization
and in its field.
Establish a high-level task force
to identify priority areas, establish
benchmarks and monitor
company progress.
Include company-wide goals
for progress towards gender
equality in job descriptions and
performance reviews.

Things to consider…
■ Is the stated commitment to
advancing equality and promoting
nondiscrimination and fairness
prominently featured on the
company’s website, in company
recruiting materials and corporate
sustainability reports?
■ Is there a designated board-level

individual who champions the
organization’s gender equality
policies and plans?
■ Are there trainings, including for

male leaders, on the importance
of women’s participation and
inclusion?
■ Does the company’s annual

report or sustainability report
include leadership statements on
reaching gender equality goals?

2

Equal Opportunity,
Inclusion and
Nondiscrimination
Prominently publicize an explicit
company statement that prohibits
gender-based discrimination
in hiring, retention policies,
promotion, salaries and benefits.
Design recruitment initiatives that
reach out to more women.
Review and analyze remuneration
of all employees by gender,
employee category and job title.
Ensure equal opportunities for
women to lead on important
assignments and task forces.
Survey employees to elicit
the views of women and men
towards company policies on
equal opportunity, inclusion,
nondiscrimination and retention.
Establish and implement a
confidential grievance policy
and procedure for incidents of
discrimination, sexual harassment
and gender-based violence.
Things to consider…

■ Is there a gender breakdown of

the company’s board of directors
and top management?
■ Does the company track and

analyze promotions by gender,
employee category and title?
■ Are fair pay reviews conducted on

a regular basis?

■ Are sufficient numbers of women

– 30 percent or greater – being
recruited and interviewed? Do
interview panels have sufficient
numbers of women participating?
■ What is the retention rate for

female employees by employee
category and job title compared
to male employees?
■ Has the company designed flex-

ible work options that incorporate
the specific and different needs of
women and men?
■ Are there accessible channels for

filing grievances on gender-based
discrimination, harassment and
violence?

3

Health, Safety
and Freedom
from Violence
Prominently publicize the
company's zero tolerance policy
and provide ongoing training.
Undertake a gender-sensitive
inventory of health and safety
conditions.
Survey employees to elicit the
views of women and men on
health, safety and security issues.
Tailor company health and safety
policies to serve the distinctive
concerns and needs of women
and men, including pregnant
women, people with HIV/AIDs,
people with disabilities and other
vulnerable groups and provide the
resources to implement them.
Things to consider…

■ Is safety and other equipment the

appropriate size for both women
and men?
■ Are there separate toilets and, if

necessary, changing facilities for
both women and men?

Progress

champion’ within the organization
to target women-owned enterprises and help develop their capacity
to become quality suppliers.

■ Are company grounds adequately

Request information from current
and potential suppliers on their
gender and diversity policies
and include these in criteria for
business selection.

lit?
■ Are female health care

professionals available in
company-provided health
services?

4

Education
and Training
Train and educate employees,
particularly male staff, on the
company’s business case for
women’s empowerment.

analyses of its existing supply
chain to establish the baseline
number of suppliers that are
women-owned enterprises?

complaints regarding its portrayal
of women and girls in marketing
and other public materials, and how
does it act on these concerns?

Things to consider…

UN Photo/Ky Chung

5

Enterprise
Development,
Supply Chain
and Marketing
Practices
Prominently publicize an
executive level policy statement
on the organization’s support
for gender equality practices
in its supply chain.
Identify a ‘women’s enterprise

■ Does the company review its

owned enterprises compared to
other suppliers?

■ What is the distribution between

family roles considered when
scheduling trainings and
education programmes?

participants through focus
groups or written comments for
feedback?

suppliers have gender equality
policies and programmes?

■ How does the company record

■ Are the demands of employees’

■ Does the company survey

■ How many of the company’s

Promote training programmes
tailored for women.

women and men participate
in annually, analyzed by job
category and title?

the company to promote equality
in the community and how many
women and girls, men and boys
do they reach?

Things to consider…

■ What is the ratio of women-

■ How many hours of training do

Things to consider…
■ What initiatives are supported by

■ Does the company perform

Offer career clinics and mentoring
programmes for women’s career
development at all stages.

women and men of training
and professional development
opportunities?

Craft a community impact
analysis that marks the specific
impacts on women and girls
when establishing or expanding
presence in a community.

6

Community
Leadership and
Engagement

criteria and policies that determine
community engagement activities
against results and community
feedback?
■ Are women’s contributions to

their communities recognized and
publicized?

7

Transparency,
Measuring and
Reporting
Report annually, by department,
on company gender equality plans
and policies, using established
benchmarks.

Define company community
engagement initiatives that
empower women and girls.
Encourage company executives
to undertake community
consultations with local leaders
–women and men—to establish
strong ties and programmes that
benefit all community members.

Publicize findings on company
efforts towards inclusion and
advancing women through all
appropriate channels and preexisting reporting obligations.
Include monitoring and evaluation
of company gender equality
goals into ongoing performance
indicators.
Things to consider…
■ Does tracking along the

benchmarks for advancing
women demonstrate that the
company is moving positively?
■ What opportunities exist

throughout the company for
review, analysis and discussion of
performance?
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Where Women Stand:
Facts and Figures
Women at Risk
■ M
 ore people have been lifted out

of poverty in the last 50 years than
in the previous 500; yet more than
1.2 billion still subsist on less than
$1 per day.1 According to some
estimates, women represent 70%
of the world’s poor.
■ The International Fund for

Agriculture and Development (IFAD)
reports that in the developing world,
the percentage of land owned by
women is less than 2%.2
■ According to U.S. Government-

sponsored research completed
in 2006, approximately 800,000
people are trafficked across national
borders annually. Approximately
80% of transnational trafficking
victims are women and girls and up
to 50% are minors.3
■ An estimated 72% of the world’s

33 million refugees are women and
children.4
■ Every minute somewhere in

the world a woman dies due to
complications during pregnancy
and childbirth.5

Violence against Women
■ The most common form of violence

experienced by women globally
is physical violence inflicted by an
intimate partner. On average, at
least 6 out of 10 women are beaten,
coerced into sex or otherwise
abused by an intimate partner in the
course of their lifetime.6
■ It is estimated that, worldwide, 1 in 5

women will become a victim of rape
or attempted rape in her lifetime.7
■ Women experience sexual

harassment throughout their lives.

Between 40% and 50% of women
in the European Union reported
some form of sexual harassment in
the workplace.8
■ The cost of intimate partner

violence in the United States alone
exceeds US$5.8 billion per year:
US$4.1 billion is for direct medical
and health care services, while
productivity losses account for
nearly US$1.8 billion.9
■ In Canada, a 1995 study estimated

the annual direct costs of violence
against women to be approximately
Can$1.17 billion a year. A 2004
study in the United Kingdom
estimated the total direct and
indirect costs of domestic violence,
including pain and suffering, to be
£23 billion per year or £440 per
person.10

Women and
HIV/AIDS
■ The AIDS epidemic has a unique

impact on women, exacerbated
by their role within society and
their biological vulnerability to HIV
infection – more than half of the
estimated 33 million people living
with HIV worldwide are women.11
■ The prevalence of violence and of

HIV/AIDS is interrelated. Women’s
inability to negotiate safe sex and
refuse unwanted sex is closely
linked to the high prevalence of HIV/
AIDS. Women who are beaten by
their partners are 48% more likely to
be infected with HIV/AIDS12.

Women and the
Business Case
■ Investing in women can yield a

significant “gender dividend”,

according to a 2011 Deloitte
report urging the public and private
sectors to reap this benefit by
investing in women and bringing
them into leadership positions.
The report highlighted the growing
power of women consumers –
already controlling roughly US$20
trillion of total consumer spending
globally and influencing up to 80%
of buying decisions.13
■ A 2011 report from the International

Labour Organization (ILO) and
Asian Development Bank (ADB)
revealed that a gender equality gap
in employment rates for women as
compared to men cost Asia $47
billion annually – fully 45% of women
remained outside the workplace
compared to 19% of men.14
■ In 2007, Goldman Sachs reported

that different countries and regions
of the world could dramatically increase GDP simply by reducing the
gap in employment rates between
men and women: the Eurozone
could increase GDP by 13%; Japan
by 16%; the US by 9%.15

Women and Education
■ About two-thirds of the estimated

776 million adults – or 16% of
the world’s adult population –
who lack basic literacy skill are
women.16 In developing countries,
nearly 1 out of 5 girls who
enrolls in primary school does
not complete her primary
education.
■ The Women’s Learning Partnership

(WLP) estimates that worldwide,
for every year beyond fourth grade
that girls attend school, wages rise
20%, child deaths drop 10% and
family size drops 20%.17

Gender Terms
Empowerment

Empowerment means that people both women and men – can take control over their lives: set their own agendas, gain skills (or have their own skills
and knowledge recognized), increase
self-confidence, solve problems, and
develop self-reliance. It is both a process and an outcome.

Gender

Gender refers to the array of socially
constructed roles and relationships,
personality traits, attitudes, behaviours,
values, relative power and influence
that society ascribes to the two sexes
on a differential basis. Whereas biological sex is determined by genetic
and anatomical characteristics, gender
is an acquired identity that is learned,
changes over time, and varies widely
within and across cultures. Gender
is relational and refers not simply to
women or men but to the relationship
between them.

Sex

Sex refers to the biological characteristics that define humans as female or
male. These sets of biological characteristics are not mutually exclusive
as there are individuals who possess
both, but these characteristics generally differentiate humans as females
and males.

Gender Equality

Gender equality describes the concept
that all human beings, both women
and men, are free to develop their personal abilities and make choices without the limitations set by stereotypes,
rigid gender roles, or prejudices. Gender equality means that the different
behaviours, aspirations and needs of
women and men are considered, valued and favoured equally. It does not
mean that women and men have to
become the same, but that their rights,
responsibilities and opportunities will
not depend on whether they are born
female or male.

Gender Equity

Gender equity means that women and
men are treated fairly according to their
respective needs. This may include
equal treatment or treatment that is
different but considered equivalent in
terms of rights, benefits, obligations
and opportunities. In the development
context, a gender equity goal often
requires built-in measures to compensate for the historical and social disadvantages of women.

Gender Perspective/
“Gender Lens”

A gender perspective/“gender lens”
can be defined as a focus that brings
a framework of analysis in order to assess how women and men affect and
are affected differently by policies,
programmes, projects and activities. It
enables recognition that relationships
between women and men can vary
depending on the context. A gender
perspective takes into account gender
roles, social and economic relationships and needs, access to resources,
and other constraints and opportunities imposed by society or culture,
age, religion, and/or ethnicity on both
women and men.

Gender Analysis

Gender analysis is a systematic examination of the different impacts of
development, policies, programmes
and legislation on women and men
that entails, first and foremost, collecting sex-disaggregated data and
gender-sensitive information about the
population concerned. Gender analysis
can also include the examination of
the multiple ways in which women and
men, as social actors, engage in strategies to transform existing roles, relationships, and processes in their own
interest and in the interest of others.

Gender-Sensitive Indicator

An indicator is a pointer. It can be a
measurement, a number, a fact, an
opinion or a perception that focuses on

a specific condition or situation, and
measures changes in that condition
or situation over time. The difference
between an indicator and a statistic is
that indicators should involve comparison with a norm. Gender-sensitive indicators measure gender-related changes in society over time; they provide
a close look at the results of targeted
gender-based initiatives and actions.

Sex-Disaggregated Data

Sex-disaggregated data can be defined as data that is collected and presented separately on women and men.
It is quantitative statistical information
on the differences and inequalities between women and men. There is widespread confusion over, and misuse of,
the terms “gender-disaggregated data”
and “sex-disaggregated data”. Data
should necessarily be sex-disaggregated but not gender-disaggregated
since females and males are counted
according to their biological difference and not according to their social
behaviours. The term gender-disaggregated data is frequently used, but
it should be understood as sex-disaggregated data.

Gender Mainstreaming

Gender mainstreaming is the process
of assessing the implications for women and men of any planned action,
including legislation, policies or programmes, in any area and at all levels.
It is a strategy for making women’s as
well as men’s concerns and experiences an integral dimension in the design,
implementation, monitoring and evaluation of policies and programmes in all
political, economic and social spheres,
such that inequality between women
and men is not perpetuated.
Sources: United Nations International Research and Training Institute for the Advancement of Women (INSTRAW), 2004; UNESCO
GENIA Toolkit for Promoting Gender Equality
in Education; and ITC-ILO Training Module:
Introduction to Gender Analysis and GenderSensitive Indicators Gender Campus, 2009
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Endnotes
Introduction
1
Gender equality has been recognized as a human right since the establishment of the United
Nations.
The 1948 Universal Declaration of Human Rights
(UDHR) and the 1976 international convenants on
Civil and Political Rights (ICCPR) and Economic,
Social and Cultural Rights (ICESCR) all contain
clear statements on the right of women to be
free from discrimination. The Convention on the
Elimination of All Forms of Discrimination against
Women (CEDAW), adopted by the General Assembly in 1979, obliges signatories to undertake
actions to ensure gender equality in both the
private and public spheres and to eliminate traditional stereotyped ideas on the roles of the sexes.
Importantly, governments at the 1995 Fourth UN
World Conference on Women in Beijing, laid out
specific actions set to attain the equality and
empowerment standards set by CEDAW, in the
Beijing Platform for Action. For more information on legal instruments and other relevant
international standards of particular importance
to women's human rights and gender equality,
including CEDAW and other treaty bodies, see:
http://www.un.org/womenwatch/daw/beijing/
platform/plat1.htm.
Employees’ and workers’ rights are addressed
by numerous international standards, conventions and recommendations of the International
Labour Organization (ILO). While ILO instruments
are applicable to both women and men, there are
a number which are of specific interest for women
workers. See the ILO Bureau for Gender Equality
and the ILO Library online Resource Guide – Gender Equality in the World of Work: http://www.ilo.
org/public/english/support/lib/resource/subject/
gender.htm.
2

Founded in 2000, the UN Global Compact is a
strategic policy initiative for businesses that are
committed to aligning their operations and strategies with ten universally accepted principles in
the areas of human rights, labour, environment
and anti-corruption. See: www.unglobalcompact.
org.
In 2005 the United Nations Secretary-General
Kofi Annan appointed Professor John Ruggie as
Special Representative on the issue of human
rights and transnational corporations and other
business enterprises. The mandate includes
identifying and clarifying standards of corporate
responsibility and accountability with regard to
human rights. https://www.un.org/.
3
Over the past 10 years, there has been an
increase in business’ attention to corporate
responsibility and sustainability reporting through
a variety of mechanisms. One example is the
UN Global Compact requirement on annual
Communications on Progress (see: http://www.
unglobalcompact.org/COP/index.html). Another
example is the global sustainability reporting
framework developed by the Global Reporting
Initiative (GRI), which sets out principles and
indicators that organizations can use to measure and report their economic, environmental
and social performance. In 2008-09, the GRI
worked with the International Finance Corporation (IFC) on a research and consultation project
aimed at addressing the gap between gender
and sustainability reporting, culminating in the
resource document, ‘Embedding Gender in
Sustainability Reporting, a practitioner’s guide’ to
help organizations worldwide create opportunities
for women, adopt best practices in sustainability
reporting, and improve companies’ bottom lines.
See: http://www.globalreporting.org/CurrentPri-

orities/GenderandReporting/.

toring progress, with a timeline for achievement
by 2015. Growing concern that the MDGs will not
A recent report (January 2010) by McKinsey &
be met is accompanied by growing recognition
Company, ‘The Business of Empowering Women’,
that achievement of gender equality is critical to
presents a case for why and how the private secachievement of all other MDGs. See: http://www.
tor can intensify its engagement in the economic
un.org/millenniumgoals/ and http://mdgs.un.org/
empowerment of women in developing countries
unsd/mdg/Resources/Static/Products/Progand emerging markets. The report draws on
ress2008/MDG_Gender_Progress_Chart_2008_
insights from interviews with more than 50 leadEn.pdf. See also, ‘The Importance of Sex’, The
ers and experts in the private and social sectors
Economist, April 2006; and ‘Financing Gender
who focus on women’s empowerment, as well
Equality is Financing Development’, UNIFEM
as findings from a global survey of nearly 2,300
Discussion Paper, 2008.
senior private sector executives, among others.
See: http://www.mckinsey.com/clientservice/
Where Women Stand: Facts and
Social_Sector/our_practices/Economic_DevelopFigures
ment/Knowledge_Highlights/empowering_wom- 1
Women’s Funding Network. 2007. World Poverty
en.aspx.
Day: Investing in Women – Solving the poverty
Research by the London Business School Centre puzzle. Poverty Statistics. Available from: http://
for Women in Business found that gender parity
www.wfnet.org/sites/wfnet.org/files/jenn/Povin teams leads to more innovation, making a
erty%20Statistics.doc.
clear business case for diversity. See ‘Innova2
IFAD website (fact sheet on women), accessed
tive Potential: Men and Women in Teams, 2007,
27 February 2009: http://www.ifad.org/pub/factavailable at: http://www.london.edu/assets/
sheet/women/women_e.pdf
documents/facultyandresearch/Innovative_Po3
tential_NOV_2007.pdf.
USAID website, accessed 27 February 2009:
http://www.usaid.gov/our_work/cross-cutting_
4
Additional examples supporting the business
programs/wid/wid_stats.html.
case for gender equality include two recent stud4
ies on gender diversity and corporate perforIbid.
mance by McKinsey and Company, conducted
5
UNICEF. 2009. State of the World’s Children:
in partnership with the Women’s Forum for the
Maternal and Newborn Health. Available from:
Economy & Society. Their research demonhttp://www.unicef.org/sowc09/
strated the link between the presence of women
6
in corporate management teams and compaUnited Nations. 2008. Unite to End Violence
nies’ organizational and financial performance,
against Women Fact Sheet. Available from: http://
suggesting that the companies where women
endviolence.un.org/docs/VAW.pdf. Also, UNIFEM
are most strongly represented at board or top2008 ‘Violence against Women: facts and figures’.
management level are also the companies that
[http://www.unifem.org/attachments/gender_isperform best. Further research on female leader- sues/violence_against_women/facts_figures_vioship showed that behaviors more often applied
lence_against_women_2007.pdf ].
by women reinforce a company’s organizational
7
Ibid.
performance on several dimensions, and will
8
be critical to meet the expected challenges
Ibid.
companies will face over the coming years. See
9
United Nations. 2008. Unite to End Violence
‘Women Matter: Gender diversity, a corporate
against Women Fact Sheet. Available from: http://
performance driver’ (2007) and ‘Women Matter
endviolence.un.org/docs/VAW.pdf
2: Female leadership, a competitive edge for the
10
future’ (2008).
Ibid.
For research and resources of the Women Leaders and Gender Parity Programme of the World
Economic Forum, see http://www.weforum.
org/en/Communities/Women%20Leaders%20
and%20Gender%20Parity/index.htm. For
information on the World Bank’s work on gender,
including Gender Equality as Smart Economics –
a World Bank Group Action Plan, see: http://web.
worldbank.org/WBSITE/EXTERNAL/TOPICS/EXT
GENDER/0,,menuPK:336874~pagePK:149018~pi
PK:149093~theSitePK:336868,00.html
The “multiplier effect” of gender equality has
been increasingly acknowledged. Studies continue to show that lowering the social, economic
and political barriers faced by women and girls
extends education, decreases child mortality and vulnerability to HIV and AIDS. Women’s
greater labour force participation reduces
poverty through increased productivity and
earnings. Conversely, systematic discrimination
against women and girls will make it impossible
for many to meet the poverty and other targets
of the Millennium Development Goals. Millennium Development Goal 3 is to promote gender
equality and empower women, and is one of eight
MDGs drawn from the Millennium Declaration,
that was adopted by 189 Governments in 2000.
The MDGs address the world’s main development
challenges, and have time-bound and measurable targets accompanied by indicators for moni-

5

UNAIDS. 2008. Report on the Global AIDS
Epidemic. http://data.unaids.org/pub/GlobalReport/2008/jc1510_2008_global_report_pp29_62_
en.pdf

11

Global Coalition on Women and AIDS website,
accessed 27 February 2009. http://womenandaids.unaids.org/; Also, UNAIDS 2008 Report on
the Global AIDS Epidemic: http://data.unaids.org/
pub/GlobalReport/2008/jc1510_2008_global_report_pp29_62_en.pdf

12

The Gender Dividend: Making the business
case for investing in women. 2011. Available from
http://www.deloitte.com/investinginwomen

13

14
Women and labour markets in Asia: Rebalancing for gender equality. 2011. Available from
http://www.ilo.org/asia/whatwedo/publications/
lang--en/WCMS_154846/index.htm

Goldman Sachs Group, Inc. 2007. ‘Gender
Inequality, Growth and Global Ageing’.

15

UNESCO 2008. Education for All, Global
Monitoring Report 2009. Available from: http://
www.unesco.org/en/education/efareport/
reports/2009-governance/

16

17
Women’s Learning Partnership for Rights,
Development and Peace website, accessed 27
February 2009: http://www.learningpartnership.
org/en/resources/facts/humanrights.

CEO Statement of Support Engages Business Leaders and Companies
The Women's Empowerment Principles' CEO Statement of Support (see below) enables business leaders to commit publicly to align company
policies to advance gender equality. By signing, CEOs signal their intention to integrate and implement the Women's Empowerment Principles from
the board room, to the workplace, along the supply chain to the community.

We, business leaders from across the globe, express support for
advancing equality between women and men to:
■ Bring the broadest pool of talent to our endeavours;
■ Further our companies’ competitiveness;
■ Meet our corporate responsibility and sustainability

commitments;
■ Model behaviour within our companies that reflects the society

we would like for our employees, fellow citizens and families;
■ Encourage economic and social conditions that provide

opportunities for women and men, girls and boys; and
■ Foster sustainable development in the countries in which we

operate.
Therefore, we welcome the provisions of the Women’s
Empowerment Principles – Equality Means Business, produced and
disseminated by the United Nations Entity for Gender Equality and
the Empowerment of Women (UN Women) and the United Nations
1A Consultores, S. Coop
AAK - AarhusKarlshamn AB
AC Servicios, E.I.
Accenture
Access Bank plc
Açovisa Indústria e Comercio de Aços
Especiais Ltda.
Aitken Spence PLC
Alcan Iceland Ltd. / Rio Tinto
Alcatel-Lucent
Alguas, S.L.
Allens Arthur Robinson
Andaluza de Montajes Eléctricos y
Telefónicos, S.A. (Ametel, S.A.)
AREVA
Arla Foods amba
Arup Australasia (Ove Arup & Partners
International Ltd.)
Atlantic Grupa d.d.
Aviva plc
Avon Products, Inc.
Avvocato Michela Cocchi - Studio Legale
AY Marka Mağazacılık A.Ş.
Banca Cívica
Banco do Brasil
BBK - Bilbao Bizkaia Kutxa
BBVA
Belcorp
Berlitz International, Inc.
Bianchi Marketing, Comunicações e Eventos,
Ltda.
Bianchi Assessoria y Eventos Ltda.
Bianchi Institute
BMC Maderas S.A.
BNP Paribas
Bodegas Emilio Moro S.L.
BolsaCheia.com
Boyner Holding
Bull-Dog Sauce Co., Ltd.
Byr
Cairo Scientific Company
Caixa Econômica Federal
Caja de Ahorros de Valencia, Castellón y
Alicante, BANCAJA
Caja Navarra
CAJAMAR Caja Rural
Calvert Group, Ltd.
Capgemini
Carlson
Carnival Australia
CB Richard Ellis
CCP hf
Cebu Magazine Exchange Incorporated
Central Dock Sud S.A.
Charles & Keith International Pte Ltd.
Chilectra S.A.
Chuo Labor Bank
C.I.D. (Chemical Industries Development)
Cinde Soluciones S.L.

CINQ Technologies
Coca-Cola HBC Croatia
Cognitis Group
comme il faut
Companhia de Pesquisa de Recursos Minerais
(CPRM)
Copel (Companhia Paranaense de Energia)
Corporació de Salut del Mesresme I La Selva
Dainetsu Co., Ltd
Dean’s Beans
Deloitte Croatia
Deloitte Iceland
Deloitte Touche Tohmatsu
Dentsu Inc.
The Dow Chemical Company
Edegel S.A.A.
Edelnor S.A.A.
Edesur S.A.
Efectivamente Comunicación, S.L.
EGA MASTER S.A.
Eletrobras (Centrais Eléctricas Brasileiras, S.A.)
Eletrobras Amazonas Energia
Eletrobras Cepel (Centro de Pesquisas de
Energia Eléctrica)
Eletrobras Chesf (Companhia Hidro Elétrica do
São Francisco)
Eletrobras Distribuição Acre
Eletrobras Distribuição Alagoas
Eletrobras Distribuição Piauí
Eletrobras Distribuição Rondônia
Eletrobras Distribuição Roraima
Eletrobras Eletronorte (Centrais Elétricas do
Norte do Brasil, S.A.)
Eletrobras Eletronuclear (Eletrobras
Termonuclear, S.A.)
Eletrobras Eletrosul (Eletrosul Centrais
Elétricas, S.A.)
Eletrobras Furnas (Furnas Centrais Eléctricas,
S.A.)
Empresa Brasileira de Pesquisa Agropecuária
(Embrapa)
Endesa S.A.
Endesa Ampla
Endesa Brasil
Endesa Cachoeira
Endesa Chile S.A.
Endesa CIEN
Endesa Coelce
Endesa Costanera S.A.
Endesa Fortaleza
Endesa Group Colombia (Codensa & Emngesa)
ENUSA Industrias Avanzadad, S.A.
Ernst & Young
Eskom Holdings Limited
ESTRATEGA Consulting
Euskaltel, S.A.
FCC Construcción
Fersol Indústria e Comércio S.A.
Finnair plc

Global Compact. The Principles present seven steps that business
and other sectors can take to advance and empower women.
Equal treatment of women and men is not just the right thing to
do – it is also good for business.
The full participation of women in our enterprises and in the larger
community makes sound business sense now and in the future. A
broad concept of sustainability and corporate responsibility that
embraces women’s empowerment as a key goal will benefit us all.
The seven steps of the Women’s Empowerment Principles will help
us realize these opportunities.
We encourage business leaders to join us and use the Principles
as guidance for actions that we can all take in the workplace,
marketplace and community to empower women and benefit our
companies and societies. We will strive to use sex-disaggregated
data in our sustainability reporting to communicate our progress to
our own stakeholders.
Please join us.

Fomento de Construcciones y Contratas, S.A.
(Grupo FCC)
Gamesa Corporación Tecnológica, S.A.
Geolog International B.V.
Gesproenergía S.L.
Gevaram Quality Envelopes Limited
Grameen Solutions Limted
Groscon Administradora de Consórcio Ltda
Grupo Gesor
Grupo Lacera
Grupsa (Grupo Metal System, S.A.)
Gutierrez Rozos y Asociados
Hartmann, Ltd.
Heidrick & Struggles
Hidroeléctrica El Chocón S.A.
Horitomi Commercial & Industrial Co., Ltd.
Hospital Moncloa, S.A.
Hospital Plató
Hrvatski Telekom
INCCA Sistemas Ltda – ME
Indra
Infosys Technologies Limited
INGECAL, Ingeniería de la Calidad y el Medio
Ambiente S.L.
Instituto de Crédito Oficial
Íslandsbanki
Itaipu Binacional
Jardican S.L.U.
JSL Stainless Ltd.
Kaffitar
The Kansai Electric Power Co., Inc.
Kao Corporation
Kowa Co., Ltd.
KPMG Spain
La Poste
Landsvirkjun
Legalitas Quality Assurances (L.Q.A.)
Levi Strauss & Co.
Lyfja hf
Macrosad SCA
Maeda Confectionery Co., Ltd.
Maplecroft
Marel hf
Merck
MicroLife Informatica de Franca Ltda.
Microsoft Corporation
Mountain Equipment Co-op
N1 hf
NATU'SFRAN
New Space Processamento e Sistemas Ltda.
Novartis International AG
Novo Nordisk A/S
Oikon - Institute for Applied Ecology
Olympic Group
OMV Aktiengesellschaft
Orascom Telecom Holding S.A.E.
Organismo Autónomo de Gestión Tributaria
Osaka Gas Co., Ltd.
Ostos y Sola

Parsons Brinckerhoff Australia
PARTICIP GmbH
Pax World Management LLC
PepsiCo
Petrobras
Poppins Corporation
Pottinger
PPR
Procter & Gamble Japan K.K.
PT Rajawali Corpora
Puentes y Calzadas Infraestructuras S.L.U.
PwC Australia
Rabutec
Resona Holdings, Inc.
Ricoh Company, Ltd.
Roadmap Excelencia y Responsibilidad
Rodovalho Advogados
Rosy Blue
Sabancı Holding A.Ş
Sakai Chemical Industry Co., Ltd.
SATEC
SEKEM Group
Serviço Federal de Processamento de Dados
(SERPRO)
Sharp Corporation
Shimano, Inc.
Shiseido Co., Ltd.
Skats Leadership Development Consult, Ltd.
Sri Lanka Institute of Nanotechnology (Pvt) Ltd.
SUE “Vodokanal of St. Petersburg”
Sungjoo Group / MCM
Symantec Corporation
Takashimaya Co., Ltd.
TDC A/S
Teijin Limited
Tejeda & Encinas Hispano Portuguesa de
Abogados y Asociados, S.L.
Thai Airways International Public Company Ltd.
TIMA International GmbH
The Tokyo Electric Power Company, Inc.
Total
Tryg
United Nations Federal Credit Union
Unitronics
Val Rocha Engenharia Ltda
VÍS Insurance Ltd.
The Westpac Group
World Bank Group
Yves Saint Laurent
The number of WEPs signing companies
continues to grow. The frequently updated
list is available at: http://goo.gl/dbVo8.
To receive a CEO Statement of Support
information packet, or for information on
how you can get involved email:
womens-empowerment-principles@
unglobalcompact.org
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UN WOMEN
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GLOBAL COMPACT

“W e need all stakeholders, and in particular, we need solid linkages with the

private sector, as drivers of innovation, providers of essential capital, job creators
and employers. UN Women together with the UN Global Compact launched
the Women’s Empowerment Principles to do just that — providing a sevenstep blueprint to empower women in the workplace, the marketplace and the
community. They offer a tool for a results-based partnership with the global and
national business community, and they align with the evidence that empowering
women is a strategy for a healthier bottom line.

”

michellE Bachelet, Executive Director, UN Women

“The Women’s Empowerment Principles are subtitled Equality Means Business

because the full participation of women benefits business, and indeed, all of us.
Informed by leading businesses’ policies and practices from different sectors and
around the world, the Principles offer a practical approach to advance women, and
point the way to a future that is both more prosperous and more fair for everyone.

”

Georg Kell, Executive Director, UN Global Compact Office
UN Women is the UN organization dedicated to gender equality and the
empowerment of women. A global champion for women and girls, UN Women
was established to accelerate progress on meeting their needs worldwide.
UN Women supports UN Member States as they set global standards
for achieving gender equality, and works with governments and civil society
to design laws, policies, programmes and services needed to implement
these standards. It stands behind women’s equal participation in all aspects
of life, focusing on five priority areas: increasing women’s leadership and
participation; ending violence against women; engaging women in all
aspects of peace and security processes; enhancing women’s economic
empowerment; and making gender equality central to national development
planning and budgeting. UN Women also coordinates and promotes the
UN system’s work in advancing gender equality. www.unwomen.org

Launched in 2000, the United Nations Global Compact is both a
policy platform and a practical framework for companies that are
committed to sustainability and responsible business practices. As
a multi-stakeholder leadership initiative, it seeks to align business
operations and strategies with ten universally accepted principles in
the areas of human rights, labour, environment and anti-corruption
and to catalyze actions in support of broader UN goals. With over
7,000 signatories in more than 135 countries, it is the world’s largest
voluntary corporate responsibility initiative. www.unglobalcompact.org

The Women’s Empowerment Principles, the product of a partnership between UN Women and the UN Global Compact informed by an
international multi-stakeholder consultation, are adapted from the Calvert Women’s Principles®. The Calvert Women’s Principles were
originally developed in partnership with UNIFEM (now a part of UN Women) and launched in 2004 as the first global corporate code of
conduct focused exclusively on empowering, advancing and investing in women worldwide.

