
GEIPP Ì GENDER
SELF ASSESSMENT
TOOL

2024

Advancing Gender Strategies in
EcoÌIndustrial Parks 

Em
pr

es
a 

ZI
S:

 R
EA

CT
IV

O
S 

N
AC

IO
N

AL
ES

 S
.A

 - 
RE

N
AS

A.



GENDER SELF-ASSESSMENT TOOL: A STEP-BY-STEP GUIDE

Objecöi(eè 

The Ge�deØ SexfÌAèèeèè�e�ö T¡¡x ai�è ö¡ e�abxe i�d�èöØiax ÍaØrè a�d öe�a�ö
c¡�Ía�ieè ö¡ c¡�d�cö a èexfÌaèèeèè�e�ö ö¡ eèöabxièh a ,¡ØrÍxa� f¡Ø achie(i�g
eÔ�axiö5 a�d i�cx�èi¡� ,iöh eÔ�ax ¡ÍÍ¡Øö��iöieè f¡Ø �e� a�d ,¡�e�¤ The
Øeè�xöè ¡f öhiè ö¡¡x ,ixx axx¡, c¡�Ía�ieè ö¡ ide�öif5 öheiØ ¡(eØaxx ÍeØf¡Ø�a�ce
i� a ���beØ ¡f c¡�Ía�5 ¡ÍeØaöi¡�è aèÍecöè di(ided i�ö¡ ö¡Íicax c¡�Í¡�e�öè
The aèèeèè�e�ö ,ixx aèèièöi�g öhe c¡�Ía�ieè i� deèig�i�g èh¡Øö� �edi��� a�d
x¡�gÌöeØ� acöi¡�è ö¡ �a�age ge�deØÌØexaöed ièè�eè¤ 

�C¡�Í¡�e�öè ¡f öhe ö¡¡xè 
The Ge�deØ SexfÌAèèeèè�e�ö c¡�èièöè ¡f 10 c¡�Í¡�e�öè addØeèèi�g c¡�Ía�5
Í¡xicieè aè ,exx aè èÍecific ¡ÍeØaöi¡�è a�d ÍØacöiceè ö¡ aèèièö i�d�èöØiax ÍaØrè
a�d öe�a�ö c¡�Ía�ieè ö¡ ÍØ¡gØeèèi(ex5 ad(a�ce i� ge�deØ �a�age�e�ö¤ Iö
ai�è aö achie(i�g ¡bjecöi(eè ¡f eÔ�iö5� i�cx�èi¡�� �¡�ÌdiècØi�i�aöi¡�� a�d
eÔ�axiö5 beö,ee� öhe ,¡�e� a�d �e� ,iöhi� öhe i�d�èöØiax ÍaØr a�d öe�a�ö
c¡�Ía�5¤ 

�

The c¡�Í¡�e�öè Øa�ge fØ¡� öhe i�d�èöØiax ÍaØr a�d c¡�Ía�5¨è c¡��iö�e�ö ö¡ ge�deØ
eÔ�axiö5� ö¡ re5 ÍØ¡ceèèeè öhaö ��èö be caØØied ¡�ö ,iöh eÔ�ax ¡ÍÍ¡Øö��iöieè f¡Ø
,¡�e� a�d �e�¤ Iö axè¡ i�cx�deè aèÍecöè ¡f öhe ,¡Ør e�(iØ¡��e�ö öhaö f¡èöeØ öhe
e4eØcièe ¡f i�di(id�ax Øighöè¤ Theèe aèèeèè�e�ö c¡�Í¡�e�öè i�cx�de� 

C¡�Í¡�e�ö 1¤ C¡ØÍ¡Øaöe Í¡xicieè a�d c¡��iö�e�öè ö¡ ge�deØ eÔ�axiö5
C¡�Í¡�e�ö 2¤ RecØ�iö�e�ö� ÍØ¡�¡öi¡� a�d j¡b ad(a�ce�e�ö ,iöh eÔ�ax ¡ÍÍ¡Øö��iöieè
C¡�Í¡�e�ö 3¤ PaØöiciÍaöi¡� a�d ØeÍØeèe�öaöi¡� i� öhe c¡�Í¡èiöi¡� ¡f öhe ,¡Ørf¡Øce
C¡�Í¡�e�ö 4¤ EÔ�ax Ía5� be�efiöè� a�d ,¡ØrÌxife baxa�ce
C¡�Í¡�e�ö 5¤ Acceèè ö¡ öØai�i�g� ed�caöi¡� a�d c¡achi�g
C¡�Í¡�e�ö 6¤ Occ�Íaöi¡�ax heaxöh� èafeö5 a�d h5gie�e
C¡�Í¡�e�ö 7¤ OØga�iAaöi¡�ax cxi�aöe a�d c�xö�Øe
C¡�Í¡�e�ö 8¤ PØe(e�öi¡� a�d aööe�öi¡� ö¡ caèeè ¡f (i¡xe�ce� a�d c¡�Íxai�ö �echa�iè�è
C¡�Í¡�e�ö 9¤ S�ÍÍxieØè� (ax�e a�d è�ÍÍx5 chai�è
C¡�Í¡�e�ö 10¤ C¡����iö5 Øexaöi¡�è a�d c¡ØÍ¡Øaöe è¡ciax ØeèÍ¡�èibixiö5

Each ¡f öhe 10 c¡�Í¡�e�öè öhaö �are �Í öhe Ge�deØ SexfÌAèèeèè�e�ö gØ¡�Íè èÍecific exe�e�öè
i� a ö¡Íic ö¡ èeØ(e aè ØefeØe�ceè f¡Ø eèöabxièhi�g öhe i�d�èöØiax ÍaØr a�d c¡�Ía�5¨è baèexi�e ¡�
ÍaØöic�xaØ ièè�e¤ A ö¡öax ¡f 32 exe�e�öè ha(e bee� i�c¡ØÍ¡Øaöed i�ö¡ öhe ö¡¡x´1µ¤

´1µ A��e4 I¤ C¡�Íxeöe xièö ¡f 32 exe�e�öè¤ 



Application of the tool

The Gender Self-Assessment comprises of a comprehensive list of 32 elements
that industrial park management and tenant companies are required to
evaluate internally. Each element is accompanied by a detailed description to
facilitate the assessment of whether the park or company fully, partially; does
not comply with the said element; or if it is not applicable to the company's
context.

For example, in Component 1, which centers on the park and company's
corporate policies and commitments to gender equality, there are four distinct
elements for assessment. The initial element concerns the presence of gender
equality, non-discrimination, and inclusion policies within the park and
company. 

In assessing this element, companies should indicate:

If it has been indicated that the park or company fully or partially has the element,
then it should also be indicated whether there are opportunities for improvement in
that element.

Within the Tool, four areas for improvement are considered: design, implementation,
evaluation, and communication. An option is included to identify any other area where
improvement opportunities are identified.

For each area, a menu will appear in the below right corner where the park or
company should indicate if there are many, some, or few opportunities for
improvement, or if it is considered that the element should not be improved.



If it has been indicated that the said element is not applicable in the park or
company, then it should also be indicated whether there are currently no plans
to comply with that element, or if measures are already being taken or actions
are being promoted to comply with it.

Upon completing the self-assessment of each of the 32 elements, the Gender Self-
Assessment Tool automatically generates the results, allowing for a practical
visualization of the overall performance by component and element.

Result



The results will display the overall outcome derived from assessing all 32
elements collectively� using colorÌcoded indicators to visualize the company¨s
overall status¤ 

The results will also show the overall performance for each of the 10
components¤

The results will display the performance of each of the 32 elements� utilizing a
traffic light visualization to facilitate the identification of elements requiring
priority action¤



Action Plan

Based on the assessment results, the park or company should identify critical
points and proceed to the Action Plan tab. In the Action Plan tab, choose the
priority level from the drop-down menu in the provided column. The selected
option will automatically generate practical actions based on the chosen
priority level. Industrial parks and tenant companies should indicate the
detailed time plan for implementing the generated action plan in the last
column.



Process of rolling-out the Gender Self -assessment 

Define Leadership for the Initiative

It is advisable for the industrial park and tenant company to identify the
department best suited to lead the initiative. This step is crucial for ensuring
smooth implementation. Typically, HR or business development, which
handles Corporate Social Responsibility (CSR), should take the lead in
conducting the gender self-assessment. Management and the company's
board should be informed from the outset to ensure their endorsement of the
action plan and approval of the associated budget at later stages.

Form an Assessment Team

IIt is advisable for the industrial park and tenant company to create a diverse
and inclusive group of individuals from different units and functions, with
gender-balanced representation, to carry out the self-assessment. This
ensures a collaborative process that reflects diverse views. Broader
participation should also be encouraged, allowing interested individuals to
get involved. This broad involvement is crucial for socializing the company's
efforts, accurately identifying the existing situation, and enabling individuals
to recognize and participate in addressing critical issues. 

If possible, seeking external assistance from a gender specialist is
recommended, particularly if there is no designated person for gender-
related issues.

Collect and Analyze Available Data

The self-assessment should be based on company data, which can be collected
from the following sources:

o  Quantitative Data:
Employee Demographics: Gender distribution across roles, levels, and
departments.
Recruitment and Hiring: Gender ratio of applicants, shortlisted candidates,
and hires.
Promotions and Career Progression: Track promotions, raises, and career
advancement by gender.
Pay and Compensation: Conduct a gender pay gap analysis.
Retention Rates: Examine turnover rates by gender.

o  Qualitative Data:
Employee Surveys: Anonymous surveys on workplace culture, perceived
gender equality, and barriers faced.
Focus Groups: Discussions on experiences and suggestions related to gender
issues.
Interviews: One-on-one interviews with employees, especially those from
underrepresented genders, for deeper insights [2]. 

[2] Annex II. List of ideas for data sources to assess each assessment components
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Process of rolling-out the Gender Self -assessment 

4. Conduct the Assessment 

T¡ c¡�d�cö öhe aèèeèè�e�ö� a ö,¡Ìh¡�Ø ,eerx5 �eeöi�g iè ad(ièabxe¤ Each
�eeöi�g èh¡�xd c¡(eØ aö xeaèö öhØee c¡�Í¡�e�öè¤ AföeØ 3Ì4 �eeöi�gè� axx 10
c¡�Í¡�e�öè èh¡�xd be c¡�Íxeöed¤ The c¡�Ía�5 ,ixx öhe� be Øead5 ö¡ de(ex¡Í
a� acöi¡� Íxa�¤ The acöi¡� Íxa� ØeÔ�iØeè aö xeaèö ö,¡ �eeöi�gè� each �Í ö¡ ö,¡
h¡�Øè¤ Seö èÍecific� �eaè�Øabxe� achie(abxe� Øexe(a�ö� a�d öi�eÌb¡��d g¡axè
f¡Ø each c¡�Í¡�e�ö¤ Dièc�èè öi�exi�eè f¡Ø i�Íxe�e�öi�g öhe acöi¡� Íxa�� ,iöh
èh¡ØöÌöeØ�� �edi��ÌöeØ�� a�d x¡�gÌöeØ� g¡axè� a�d b�dgeö c¡�èideØaöi¡�è f¡Ø
i�Íxe�e�öi�g öhe aèèeèè�e�ö Øeè�xöè¤

5. Communication of Findings and Plans
T¡ e�è�Øe öhe i�Íxe�e�öaöi¡� ¡f öhe acöi¡� Íxa�� aèèeèè�e�ö Øeè�xöè èh¡�xd
be c¡����icaöed ö¡ öhe c¡�Ía�5 b¡aØd ¡Ø �a�age�e�ö gØ¡�Í¤ Iö iè ad(ièabxe
ö¡ dièc�èè öhe Øeè�xö a�d öhe ÍØ¡Í¡èed acöi¡� Íxa� i� öhe c¡�Ía�5Ýè i�öeØ�ax
�eeöi�g¤ 

6. Monitor Progress 

C¡�Ía�ieè èh¡�xd c¡�d�cö Øeg�xaØ Øe(ie,è a�d �Ídaöeè ¡f ge�deØ èexfÌ
aèèeèè�e�ö� �¡�iö¡Ø ÍØ¡gØeèè agai�èö öhe èeö g¡axè� a�d �are �eceèèaØ5
adj�èö�e�öè¤ Reg�xaØ �Ídaöeè èh¡�xd be ÍØ¡(ided ö¡ èöareh¡xdeØè a�d
èhaØeh¡xdeØè� f¡èöeØi�g a c�xö�Øe ¡f c¡�öi��¡�è i�ÍØ¡(e�e�ö¤ T¡ e�è�Øe öhe
i�iöiaöi(e¨è è�èöai�abixiö5� eèöabxièhi�g feedbacr �echa�iè�è xire è�ggeèöi¡�
b¡4eè� a�¡�5�¡�è è�Ø(e5è� a�d Øeg�xaØ checrÌi�è ,¡�xd e�c¡�Øage ¡Íe�
dièc�èèi¡�è ab¡�ö ge�deØ eÔ�axiö5 a�d i�cx�èi(iö5¤

I�öegØaöi�g ge�deØ xe�è i�ö¡ a�5 ÍeØf¡Ø�a�ce Øexaöed �echa�iè�è iè highx5
Øec¡��e�ded¤ 

The ÍaØr ¡Ø c¡�Ía�5 èh¡�xd axè¡ i�f¡Ø� e�Íx¡5eeè ab¡�ö öhe èexfÌaèèeèè�e�ö
ÍØ¡ceèè Àöi�i�g� ÍaØöiciÍa�öèÁ a�d èhaØe öhe Øeè�xöè¤ F¡Ø öhiè Í�ØÍ¡èe� i�öeØ�ax
c¡����icaöi¡� cha��ex� è�ch aè i�öeØ�ax �e,èxeööeØè� �eeöi�gè� a�d öhe
c¡�Ía�5 i�öØa�eö� ca� be �èed¤ 
If aÍÍØ¡ÍØiaöe� èhaØe öhe c¡�Ía�5¨è c¡��iö�e�ö� Íxa�è� a�d achie(e�e�ö i�
ge�deØ eÔ�axiö5 ,iöh a bØ¡adeØ a�die�ce¤ F¡Ø öhiè Í�ØÍ¡èe� öhe c¡�Ía�5 ,ebèiöe�
è¡ciax �edia� a�d ÍØ¡�¡öi¡�ax �aöeØiax ca� be �èed¤ 



Annex

Annex I. List of Elements

C¡�Í¡�e�ö 1¤ C¡ØÍ¡Øaöe Í¡xicieè a�d c¡��iö�e�öè ö¡ ge�deØ eÔ�axiö5
C1¤1      Ge�deØ eÔ�axiö5 Í¡xic5
C1¤2      Ge�deØ eÔ�axiö5 g¡axè a�d ¡bjecöi(eè
C1¤3      Ge�deØ b�dgeö
C1¤4      HighÌxe(ex c¡��iö�e�ö ö¡ ge�deØ eÔ�axiö5

C¡�Í¡�e�ö 2¤ RecØ�iö�e�ö� ÍØ¡�¡öi¡� a�d j¡b ad(a�ce�e�ö ,iöh eÔ�ax
¡ÍÍ¡Øö��iöieè

C2¤5      EÔ�ax OÍÍ¡Øö��iö5 RecØ�iö�e�ö
C2¤6      TØai�i�g ¡f öaxe�öè a�d xeadeØèhiÍ ¡f ,¡�e�
C2¤7      PaØöiciÍaöi¡� ¡f ,¡�e� i� ÍØ¡�¡öi¡� c¡��iööeeè

C¡�Í¡�e�ö 3¤ PaØöiciÍaöi¡� a�d ØeÍØeèe�öaöi¡� i� öhe c¡�Í¡èiöi¡� ¡f öhe
,¡Ørf¡Øce

C3¤8      TaØgeöed hiØi�g ¡f ,¡�e�
C3¤9      EÔ�ax ge�deØ ØeÍØeèe�öaöi¡�
C3¤10   A�ax5èiè ¡f ÍaØöiciÍaöi¡� a�d ØeÍØeèe�öaöi¡� gaÍè

C¡�Í¡�e�ö 4¤ EÔ�ax Ía5� be�efiöè� a�d ,¡ØrÌxife baxa�ce
C4¤11   Wage gaÍ a�ax5èiè
C4¤12   MaöeØ�iö5� ÍaöeØ�iö5 a�d caØe xea(e
C4¤13   PeØf¡Ø�a�ce e(ax�aöi¡� ,iöh eÔ�ax ¡ÍÍ¡Øö��iöieè
C4¤14   Rec¡�cixiaöi¡� ¡f ,¡Ør� fa�ix5 a�d ÍeØè¡�ax xife

C¡�Í¡�e�ö 5¤ Acceèè ö¡ öØai�i�g� ed�caöi¡� a�d c¡achi�g
¡C5¤15   TØai�i�g ai�ed aö ,¡�e�
¡C5¤16   TØai�i�gè ¡� ge�deØ eÔ�axiö5

�

C¡�Í¡�e�ö 6¤ Occ�Íaöi¡�ax heaxöh� èafeö5 a�d h5gie�e
C6¤17 Safe a�d adeÔ�aöe heaxöh èeØ(iceè f¡Ø ,¡�e�
C6¤18 Safe xacöaöi¡� Ø¡¡�è
C6¤19 Safe öØa�èfeØ ¡f ,¡�e� a�d Øièr deöecöi¡�
C6¤20 Safeö5 ÍØ¡ö¡c¡xè aö ,¡Ør f¡Ø ,¡�e�

C¡�Í¡�e�ö 7¤ OØga�iAaöi¡�ax cxi�aöe a�d c�xö�Øe
C7¤21 S�Ø(e5è öhaö �eaè�Øe ÍØ¡gØeèè i� ge�deØ ÍaØiö5
C7¤22 Cxi�aöe a�d ,¡Ør e�(iØ¡��e�ö è�Ø(e5è
C7¤23 PaØöiciÍaöi¡� ¡f ,¡�e� i� öhe e(ax�aöi¡� ¡f öheiØ e�Íx¡5�e�ö èiö�aöi¡�

C¡�Í¡�e�ö 8¤ PØe(e�öi¡� a�d aööe�öi¡� ö¡ caèeè ¡f (i¡xe�ce� a�d c¡�Íxai�ö
�echa�iè�è

C8¤24 P¡xic5 ö¡ ÍØe(e�ö� addØeèè a�d Í��ièh èe4�ax haØaèè�e�ö
C8¤25 TØai�i�gè ¡� èe4�ax haØaèè�e�ö
C8¤26 Mecha�iè�è f¡Ø c¡�Íxai�öè a�d ØeÍ¡Øöè i� caèeè ¡f èe4�ax haØaèè�e�ö

C¡�Í¡�e�ö 9¤ S�ÍÍxieØè� (ax�e a�d è�ÍÍx5 chai�è
C9¤27 PØ¡c�Øe�e�ö ÍØ¡ceèèeè öhaö ÍØ¡�¡öe ge�deØ eÔ�axiö5
C9¤28 RecØ�iö�e�ö ¡f x¡cax ,¡�e� è�ÍÍxieØè

C¡�Í¡�e�ö 10¤ C¡����iö5 Øexaöi¡�è a�d c¡ØÍ¡Øaöe è¡ciax ØeèÍ¡�èibixiö5
C10¤29 E4öeØ�ax gØie(a�ce �echa�iè�è
C10¤30 H��a� Øighöè i�Íacö aèèeèè�e�ö
C10¤31 Diax¡g�e a�d c¡�è�xöaöi¡� ,iöh èöareh¡xdeØè
C10¤32 C¡ØÍ¡Øaöe ØeèÍ¡�èibixiö5 ,iöh a ge�deØ ÍeØèÍecöi(e



A��e4

A��e4 II.  . Ideaè f¡Ø daöa è¡�Øceè ö¡ aèèeèè each c¡�Í¡�e�ö. 

C¡�Í¡�e�ö 1. C¡ØÍ¡Øaöe Í¡xicieè a�d c¡��iö�e�öè ö¡ ge�deØ eÔ�axiö5

C¡ØÍ¡Øaöe P¡xicieè a�d Ma��axè:
Ge�deØ EÔ�axiö5 P¡xicieè
Di(eØèiö5 a�d I�cx�èi¡� P¡xicieè
A�öi-HaØaèè�e�ö P¡xicieè
EÔ�ax OÍÍ¡Øö��iö5 P¡xicieè

SöØaöegic Pxa�è a�d Mièèi¡� Söaöe�e�öè:
C¡�Ía�5 Mièèi¡� a�d Vièi¡� Söaöe�e�öè
SöØaöegic Pxa�è ,iöh g¡axè Øexaöed ö¡ ge�deØ eÔ�axiö5

A���ax; S�èöai�abixiö5; a�d/¡Ø Di(eØèiö5, EÔ�iö5, a�d I�cx�èi¡� (DEI) ReÍ¡Øöè:
Secöi¡�è ¡� c¡ØÍ¡Øaöe è¡ciax ØeèÍ¡�èibixiö5 (CSR) ¡Ø e�(iØ¡��e�öax, è¡ciax,
a�d g¡(eØ�a�ce (ESG) i�iöiaöi(eè
ReÍ¡Øöè deöaixi�g ge�deØ di(eØèiö5 èöaöièöicè a�d i�iöiaöi(eè

E�Íx¡5ee Ha�db¡¡rè:
Secöi¡�è c¡(eØi�g ge�deØ eÔ�axiö5, di(eØèiö5, a�d i�cx�èi¡�

I�öeØ�ax Me�¡è a�d C¡����icaöi¡�è:
C¡����icaöi¡�è fØ¡� èe�i¡Ø xeadeØèhiÍ ¡� ge�deØ eÔ�axiö5 a�d di(eØèiö5
i�iöiaöi(eè

C¡�Í¡�e�ö 2. RecØ�iö�e�ö, ÍØ¡�¡öi¡� a�d j¡b ad(a�ce�e�ö ,iöh eÔ�ax
¡ÍÍ¡Øö��iöieè

RecØ�iö�e�ö Daöa
AÍÍxica�ö TØacri�g S5èöe� (ATS) ReÍ¡Øöè: Ge�deØ bØeard¡,� ¡f j¡b aÍÍxica�öè
aö diffeØe�ö èöageè ¡f öhe ØecØ�iö�e�ö ÍØ¡ceèè, c¡�(eØèi¡� Øaöeè fØ¡�
aÍÍxicaöi¡� ö¡ i�öeØ(ie,, i�öeØ(ie, ö¡ ¡ffeØ, a�d ¡ffeØ ö¡ acceÍöa�ce
RecØ�iö�e�ö MeöØicè: Ti�e-ö¡-hiØe a�d ¡ffeØ acceÍöa�ce Øaöeè b5 ge�deØ/
è¡�Øceè ¡f hiØe a�d ge�deØ dièöØib�öi¡� (e.g., j¡b b¡aØdè, ØefeØØaxè, è¡ciax
�edia).
J¡b DeècØiÍöi¡�è a�d Ad(eØöièe�e�öè: La�g�age a�ax5èiè f¡Ø ge�deØ-�e�öØax
öeØ�è/ Pxace�e�ö a�d (ièibixiö5 ¡f j¡b Í¡èöi�gè ö¡ e�è�Øe di(eØèe aÍÍxica�ö
Í¡¡xè
RecØ�iö�e�ö P¡xicieè: I�öeØ�ax g�idexi�eè a�d ÍØ¡ö¡c¡xè f¡Ø e�è�Øi�g ge�deØ
eÔ�axiö5 i� hiØi�g / Di(eØèiö5 hiØi�g i�iöiaöi(eè a�d ÍØ¡gØa�è

PØ¡�¡öi¡� a�d Ad(a�ce�e�ö Daöa
E�Íx¡5ee De�¡gØaÍhicè: Ge�deØ dièöØib�öi¡� acØ¡èè diffeØe�ö xe(exè a�d
deÍaØö�e�öè / C¡�ÍaØiè¡� ¡f ge�deØ ØeÍØeèe�öaöi¡� i� e�öØ5-xe(ex, �id-
xe(ex, a�d èe�i¡Ø Ø¡xeè. 
PeØf¡Ø�a�ce Re(ie,è: A�ax5èiè ¡f ÍeØf¡Ø�a�ce Øaöi�gè b5 ge�deØ / Feedbacr
a�d e(ax�aöi¡� cØiöeØia c¡�èièöe�c5 acØ¡èè ge�deØè
PØ¡�¡öi¡� Rec¡Ødè: Daöa ¡� ÍØ¡�¡öi¡�è gØa�öed ¡(eØ a defi�ed ÍeØi¡d,
dièaggØegaöed b5 ge�deØ / Ti�e ö¡ ÍØ¡�¡öi¡� a�d fØeÔ�e�c5 ¡f ÍØ¡�¡öi¡�è
b5 ge�deØ
CaØeeØ De(ex¡Í�e�ö PØ¡gØa�è: PaØöiciÍaöi¡� Øaöeè i� xeadeØèhiÍ de(ex¡Í�e�ö
ÍØ¡gØa�è, �e�ö¡ØèhiÍ, a�d öØai�i�g b5 ge�deØ / S�cceèè Øaöeè ¡f ÍaØöiciÍa�öè
i� ad(a�ci�g ö¡ higheØ Ø¡xeè



J¡b Ad(a�ce�e�ö Daöa
SaxaØ5 a�d C¡�Íe�èaöi¡� Daöa: A�ax5èiè ¡f èaxaØ5 eÔ�iö5 b5 ge�deØ acØ¡èè
èi�ixaØ Ø¡xeè a�d xe(exè / Re(ie, ¡f b¡��èeè, i�ce�öi(eè, a�d ¡öheØ fi�a�ciax
Øe,aØdè b5 ge�deØ
S�cceèèi¡� Pxa��i�g: Ge�deØ ØeÍØeèe�öaöi¡� i� è�cceèèi¡� Íxa�è f¡Ø re5
xeadeØèhiÍ Ø¡xeè / I�cx�èi¡� ¡f di(eØèe ca�didaöeè i� öaxe�ö ÍiÍexi�eè
E4iö I�öeØ(ie,è: A�ax5èiè ¡f Øeaè¡�è f¡Ø xea(i�g b5 ge�deØ/ I�èighöè i�ö¡ a�5
ÍeØcei(ed ¡Ø Øeax baØØieØè ö¡ ad(a�ce�e�ö
PØ¡�¡öi¡� a�d Ad(a�ce�e�ö P¡xicieè: Re(ie, ¡f Í¡xicieè ö¡ e�è�Øe öhe5
è�ÍÍ¡Øö eÔ�ax ¡ÍÍ¡Øö��iöieè / D¡c��e�öaöi¡� ¡� h¡, ÍØ¡�¡öi¡� decièi¡�è
aØe �ade
RecØ�iö�e�ö a�d PØ¡�¡öi¡� C¡��iööeeè: C¡�Í¡èiöi¡� ¡f c¡��iööeeè
ØeèÍ¡�èibxe f¡Ø hiØi�g a�d ÍØ¡�¡öi¡�è / TØai�i�g ÍØ¡(ided ö¡ c¡��iööee
�e�beØè ¡� ��c¡�èci¡�è biaè a�d di(eØèiö5
E�Íx¡5ee Feedbacr: S�Ø(e5è aèèeèèi�g ÍeØceÍöi¡�è ¡f faiØ�eèè i�
ØecØ�iö�e�ö, ÍØ¡�¡öi¡�, a�d j¡b ad(a�ce�e�ö ÍØ¡ceèèeè / Q�eèöi¡�è ¡�
ÍeØcei(ed baØØieØè ö¡ ad(a�ce�e�ö a�d è�ggeèöi¡�è f¡Ø i�ÍØ¡(e�e�ö

Component 3. Participation and representation in the composition of the
workforce
W¡Ørf¡Øce De�¡gØaÍhicè

E�Íx¡5ee De�¡gØaÍhicè ReÍ¡Øöè: Ge�deØ dièöØib�öi¡� b5 deÍaØö�e�ö, Ø¡xe,
a�d xe(ex (e�öØ5, �id, èe�i¡Ø �a�age�e�ö)/Ge�deØ bØeard¡,� b5 x¡caöi¡� if
öhe ¡Øga�iAaöi¡� ¡ÍeØaöeè i� ��xöiÍxe Øegi¡�è
OØga�iAaöi¡�ax ChaØöè: Viè�ax ØeÍØeèe�öaöi¡� ¡f ge�deØ dièöØib�öi¡� acØ¡èè
diffeØe�ö xe(exè a�d f��cöi¡�è
W¡Ørf¡Øce C¡�Í¡èiöi¡� MeöØicè: A�ax5èiè ¡f f�xx-öi�e, ÍaØö-öi�e, a�d
öe�Í¡ØaØ5 ,¡Ørf¡Øce b5 ge�deØ/ Ge�deØ dièöØib�öi¡� i� cØiöicax a�d �¡�-
cØiöicax Ø¡xeè

E�Íx¡5ee E�gage�e�ö a�d PaØöiciÍaöi¡�
E�Íx¡5ee S�Ø(e5è: S�Ø(e5è f¡c�èi�g ¡� e�Íx¡5ee èaöièfacöi¡� a�d
e�gage�e�ö xe(exè dièaggØegaöed b5 ge�deØ/ Q�eèöi¡�è ab¡�ö ÍeØcei(ed
i�cx�èi(e�eèè a�d ØeÍØeèe�öaöi¡� i� decièi¡�-�ari�g ÍØ¡ceèèeè
PaØöiciÍaöi¡� i� C¡��iööeeè a�d ERGè: Ge�deØ dièöØib�öi¡� i� e�Íx¡5ee
Øeè¡�Øce gØ¡�Íè (ERGè) a�d di(eØèiö5 c¡��iööeeè/ I�(¡x(e�e�ö i� cØ¡èè-
f��cöi¡�ax öea�è a�d èÍeciax ÍØ¡jecöè b5 ge�deØ

LeadeØèhiÍ a�d G¡(eØ�a�ce
B¡aØd a�d E4ec�öi(e Tea� C¡�Í¡èiöi¡�: Ge�deØ dièöØib�öi¡� i� öhe b¡aØd ¡f
diØecö¡Øè a�d e4ec�öi(e xeadeØèhiÍ öea� / A�ax5èiè ¡f ge�deØ
ØeÍØeèe�öaöi¡� i� re5 decièi¡�-�ari�g Ø¡xeè
LeadeØèhiÍ Acc¡��öabixiö5: Daöa ¡� acc¡��öabixiö5 �eaè�Øeè a�d öaØgeöè èeö
f¡Ø ge�deØ di(eØèiö5 aö xeadeØèhiÍ xe(exè

Component 4. Equal pay, benefits, and work-life balance
EÔ�ax Pa5

C¡�Íe�èaöi¡� Daöa: SaxaØ5 a�d ,age Øec¡Ødè dièaggØegaöed b5 ge�deØ
acØ¡èè diffeØe�ö Ø¡xeè a�d xe(exè / Daöa ¡� baèe Ía5, b¡��èeè, a�d ¡öheØ
f¡Ø�è ¡f c¡�Íe�èaöi¡�
Pa5 GaÍ A�ax5èiè: ReÍ¡Øöè ¡� ge�deØ Ía5 gaÍ ,iöhi� öhe ¡Øga�iAaöi¡� /
A�ax5èiè ¡f �edia� a�d �ea� eaØ�i�gè b5 ge�deØ
J¡b E(ax�aöi¡� a�d Cxaèèificaöi¡�: J¡b deècØiÍöi¡�è a�d cxaèèificaöi¡�è ö¡
e�è�Øe eÔ�ax Ía5 f¡Ø ,¡Ør ¡f eÔ�ax (ax�e / I�öeØ�ax be�ch�aØri�g ¡f
èaxaØieè f¡Ø èi�ixaØ Ø¡xeè acØ¡èè ge�deØè
PeØf¡Ø�a�ce a�d Re,aØd Daöa: PeØf¡Ø�a�ce Øe(ie, èc¡Øeè a�d öheiØ
c¡ØØexaöi¡� ,iöh Ía5 i�cØeaèeè a�d b¡��èeè b5 ge�deØ / CØiöeØia a�d
öØa�èÍaØe�c5 ¡f ÍeØf¡Ø�a�ce-baèed Ía5



Benefits
Benefits Utilization Reports: Data on the uptake of health benefits, retirement
plans, and other employee benefits by gender / Analysis of gender-specific
benefits utilization (e.g., maternity vs. paternity leave)
Benefits Offerings: Review of benefits packages to ensure they are equally
accessible and beneficial to all genders / Documentation on any gender-
specific benefits and their accessibility
Employee Surveys: Feedback from employees on satisfaction with benefits
packages / Surveys on perceived fairness and adequacy of benefits provided

Work-Life Balance
Flexible Working Arrangements: Data on the availability and uptake of flexible
working options (e.g., remote work, flexible hours) by gender / Policies on
flexible working and their application

Parental Leave/Care Leave Policies:
Records of parental leave usage (maternity, paternity, and parental leave) by
gender / Policies and procedures for taking and returning from parental leave

Work-Life Balance Programs:
Participation rates in work-life balance programs and initiatives (e.g., wellness
programs, childcare support) by gender / Feedback on the effectiveness of
these programs in supporting work-life balance

Component 5. Access to training, education and coaching
Training and Development Programs

Training Participation Records: Gender breakdown of employees participating
in various training programs (technical skills, soft skills, leadership
development, etc.) / Analysis of training completion rates by gender
Training Feedback and Evaluation: Employee feedback on training programs
disaggregated by gender / Evaluations and effectiveness assessments of
training sessions by gender

Training and Development Policies: Documentation of policies related to
training, education, and coaching to ensure they are gender-inclusive /
Review of policy implementation and adherence
§HR Records and Reports: HR reports on employee development activities,
disaggregated by gender / Records of any complaints or grievances related
to access to training, education, and coaching

Employee Engagement and Feedback
Employee Surveys and Feedback: Surveys assessing perceptions of access
to training, education, and coaching opportunities by gender / Feedback
from employees on barriers or challenges faced in accessing these
opportunities

Component 6. Occupational health, safety and hygiene
Health and Safety Policies and Records

Health and Safety Policies: Documentation of occupational health and
safety (OHS) policies and procedures / Specific provisions addressing
gender-specific health and safety needs

Health and Safety Training
Training Content: Review of health and safety training materials to ensure
they address gender-specific issues / Feedback from employees on the
relevance and adequacy of training

Health Services and Support
Occupational Health Services: Utilization data of occupational health
services by gender (e.g., health check-ups, ergonomic assessments) /
Records of health issues reported and addressed, categorized by gender

Workplace Hygiene
Hygiene Facilities: Availability and condition of hygiene facilities (e.g.,
restrooms, sanitary supplies) for different genders / Feedback from
employees on the adequacy and cleanliness of these facilities



Component 7. Organizational  culture
Employee Feedback and Surveys

Employee Engagement Surveys: Surveys that assess employee satisfaction,
engagement, and perceptions of the workplace climate, disaggregated by
gender / Specific questions related to inclusivity, diversity, and gender
equality.
Exit Surveys and Interviews: Data from departing employees on their
perceptions of the organizational climate and any gender-specific issues they
encountered / Analysis of gender-specific reasons for leaving.

Component 8. Prevention and attention to cases of violence, and complaint
mechanisms
Policies and Procedures

Workplace Violence and Harassment Policies: Documentation of policies
related to workplace violence, harassment, and discrimination / Specific
provisions for prevention, reporting, and addressing gender-based violence
and harassment.
Complaint and Grievance Procedures: Documentation of procedures for filing
complaints and grievances / Clarity and accessibility of these procedures for
all employees.

Incident and Complaint Records
Incident Reports: Records of reported incidents of violence, harassment, and
discrimination, disaggregated by gender / Analysis of the types and
frequencies of incidents.
Complaint Logs: Detailed logs of complaints filed, including the nature of the
complaint, the parties involved, and the outcomes / Gender analysis of
complaint trends and patterns.

Training and Awareness Programs
Training Participation Records: Gender breakdown of employees participating
in training programs on workplace violence, harassment prevention, and
conflict resolution / Analysis of the effectiveness and reach of these training
programs.

Training Materials: Review of training content to ensure it addresses
gender-specific issues and promotes a safe and inclusive workplace /
Feedback from employees on the relevance and adequacy of the training.

Employee Feedback and Surveys
Employee Surveys: Surveys assessing employee perceptions of safety, the
effectiveness of prevention measures, and confidence in the complaint
mechanisms / Specific questions related to gender-based violence and
harassment.

Component 9. Suppliers, value and supply chains
Supplier Management and Policies

Supplier Contracts and Agreements: Review of contracts and agreements
with suppliers to ensure they include clauses on gender equality,
prevention of violence, and harassment / Specific requirements for
suppliers to adhere to the organization's standards on gender-related
issues.
Supplier Code of Conduct: Documentation of the code of conduct provided
to suppliers, including provisions related to gender equality, violence
prevention, and harassment / Compliance requirements for suppliers to
uphold these standards.

Supplier Audits and Assessments
Supplier Audits: Records of audits conducted on suppliers to evaluate their
compliance with gender equality and violence prevention standards /
Gender-specific findings and recommendations from these audits.
Self-Assessment Questionnaires: Responses from suppliers to self-
assessment questionnaires on their practices related to gender equality,
violence prevention, and harassment / Analysis of suppliers' self-reported
data on these issues.



Component 10¤ Community relations and corporate social responsibility
C¡����iö5 E�gage�e�ö a�d I�Íacö

C¡����iö5 E�gage�e�ö Rec¡Ødè: D¡c��e�öaöi¡� ¡f c¡����iö5 e�gage�e�ö
acöi(iöieè, i�cx�di�g ge�deØ-f¡c�èed i�iöiaöi(eè / Daöa ¡� öhe ÍaØöiciÍaöi¡� ¡f
diffeØe�ö ge�deØè i� öheèe acöi(iöieè.
I�Íacö Aèèeèè�e�öè: ReÍ¡Øöè ¡� öhe è¡ciax i�Íacö ¡f öhe ¡Øga�iAaöi¡�'è
c¡����iö5 ÍØ¡gØa�è, ,iöh a f¡c�è ¡� ge�deØ-èÍecific ¡�öc¡�eè / MeöØicè a�d
i�dicaö¡Øè �èed ö¡ �eaè�Øe öhe è�cceèè ¡f ge�deØ-Øexaöed c¡����iö5
i�iöiaöi(eè.
Söareh¡xdeØ Feedbacr: Feedbacr fØ¡� c¡����iö5 �e�beØè a�d èöareh¡xdeØè
¡� öhe ¡Øga�iAaöi¡�'è i�Íacö ¡� ge�deØ eÔ�axiö5 / S�Ø(e5è, f¡c�è gØ¡�Íè, a�d
i�öeØ(ie,è ,iöh c¡����iö5 èöareh¡xdeØè ö¡ gaöheØ Ô�axiöaöi(e daöa.

C¡ØÍ¡Øaöe S¡ciax ReèÍ¡�èibixiö5 (CSR) PØ¡gØa�è
CSR PØ¡gØa� D¡c��e�öaöi¡�: Rec¡Ødè ¡f CSR ÍØ¡gØa�è a�d i�iöiaöi(eè,
i�cx�di�g öh¡èe èÍecificaxx5 ai�ed aö ÍØ¡�¡öi�g ge�deØ eÔ�axiö5 / Objecöi(eè,
öaØgeöè, a�d ¡�öc¡�eè ¡f ge�deØ-f¡c�èed CSR acöi(iöieè.
PaØö�eØèhiÍè a�d C¡xxab¡Øaöi¡�è: I�f¡Ø�aöi¡� ¡� ÍaØö�eØèhiÍè ,iöh NGOè,
c¡����iö5 ¡Øga�iAaöi¡�è, a�d ¡öheØ èöareh¡xdeØè f¡c�èed ¡� ge�deØ eÔ�axiö5
/ Daöa ¡� j¡i�ö ÍØ¡jecöè a�d öheiØ i�Íacö ¡� öhe c¡����iö5. *) 

*) The xièö iè �¡ö e4ha�èöi(e



www.unido.org

Vienna International Centre
Wagramerstr¤ 5� P¤O¤ Box 300�
AÌ1400 Vienna� Austria

+43 1 26026Ì0

Unido@unido¤org


