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Foreword

[SO (the International Organization for Standardization) is a worldwide federation of national standards
bodies (ISO member bodies). The work of preparing International Standards is normally carried out through
ISO technical committees. Each member body interested in a subject for which a technical committee
has been established has the right to be represented on that committee. International organizations,
governmental and non-governmental, in liaison with ISO, also take part in the work. ISO collaborates closely
with the International Electrotechnical Commission (IEC) on all matters of electrotechnical standardization.

The procedures used to develop this document and those intended for its further maintenance are described
in the ISO/IEC Directives, Part 1. In particular, the different approval criteria needed for the different types
of ISO document should be noted. This document was drafted in accordance with the editorial rules of the
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Introduction

Despite real progress, gender inequalities and gender-based discrimination still remain widespread
throughout the world in all areas.

Societal gender role expectations towards female and male behaviour are reflected in the very functioning
of organizations, including their culture, processes, and hierarchies. The persistent gender inequalities
within organizations mirror the structural discrimination faced by women and girls in society. For example,
five out of ten women worldwide are integrated into the labour market, compared with nine out of ten men.
(1] Still, once employed, women, worldwide, only make 77 cents for every dollar earned by men.[2] Women
are still in the minority in governing bodiesl3! and other positions of power. Concurrently, paid and unpaid
labour is unequally distributed, with women and girls spending more time than men and boys on unpaid

care and d
three won
counting p

Every year
context of

The purpg
framework
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women’s emnpowerment, both internally and externally. It is intended topromote a common under{

the issue of
this documn
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underlying
an organiz
document
with their

While wonjen are generally more disadvantaged-in areas such as the labour market, unpaid car

sexual and
aspects of
roles, whid
in order to

organizatipn affect gender equality/It is only once this has been completed that the gender imb

be identifi
principle o

Gender eq
everyone g

any organi
All organiz

bmestic work!®l, Finally, according to estimates by the World Health Organization, al
en worldwide reports having been the victim of physical or sexual violence in hér'li
sychological, economic and social forms of violence.[2]

the World Economic Forum publishes the Global Gender Gap Report, an analysis that
pender inequality in different regions of the world.[e]

, resources, policies, tools and good practices) to public and private’ organizations to
d guide them in making sustainable progress in promoting and achieving gender ec

gender equality and to complement other instruments and.initiatives on the subject. A
ent has been developed in a manner consistent with gthlier ISO initiatives and instrui
| 5. It aims to provide guidance to organizations in fulfilling their obligations in relatio
d the UN's 2030 Agenda (in particular SDG5 on gender equality).[8] Beyond that, it ad
culture and behaviours, and proposes an appreach, operational methods and tools fo

s to provide practical guidance for SMEs and‘small entities, as well as larger organizat
specific requirements.

gender-based violence, gendersbased discrimination can also affect men and boys
life, particularly when they do tiot conform to traditionally recognized perceptions
h can have negative impacts\on their lives and health, including their mental health.
address gender inequality, it is important to identify how particular actions or omiss

bd and the approppiate actions to remedy the imbalance be determined. This is an
f this document.

hality and women’s empowerment are not only women’s issues but need to be ad

zation’s social responsibility, including its environmental, social and governance (ES
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nd every Organization. It is seen both as a human rights issue, as well as a prerequisite and
indicator of sustainable people-centred development. As such, addressing gender equality is a ca

re pillar of
G) agenda.
ccount the

ature, size and objectives of the organization

The existence of a positive relationship between gender equality and economic and social development
has already been demonstrated. It can be perceived as a lever and a source of better outcomes for the
organization, and possibly be integrated in the organization's social responsibility policy (if it exists) or any
other relevant policies.

Numerous studies[?-[11] suggest that promoting gender equality has benefits for organizations: reduced
employee turnover, quality recruitment, a stronger, more productive and innovative working environment,
effective collaboration, leading to better performance and achieving more accurate results. Equitable
leadership improves decision-making, and for-profit organizations can boost their profitability (e.g. by
broadening their customer base, as well as by identifying new markets and reducing retention costs).
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In this document, the objectives of gender equality are based on the understanding that gender is a social
construct. The inequalities targeted are not based on biological criteria, but arise from social norms and
constructs assimilated or projected onto every individual through socialization processes. However, the
document also acknowledges and addresses those inequalities that are experienced as a result of biological
criteria, such as sexual and reproductive health.

While recognizing the existence of other gender identities, this document specifically focuses on the
inequality resulting from the hierarchical organization of the gender-specific roles assigned to women and
men, girls and boys, due to their prominently structural character on a society-wide scale.

© IS0 2024 - All rights reserved
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Guidelines for the promotion and implementation of gender

equali

ty and women’s empowerment

1 Scope

This document gives guidance on how to promote and implement gender equality and women’s

toolsand g

This docur
men and b
location or]

This docuy
the countr

2 Norm

ality and women’s empowerment. The guidelines include the framework, resourcg
ood practices for contextualizing, promoting and implementing gender equality

hent focuses on the inequality resulting from the gender specific roles assighed to wq
oys and is applicable to all types of organizations (public or private),regardless of
field of activity.

hent does not address the specific aspects of relations with labourunions or work cd
y-specific regulations and compliance relating to gender diversity.

ative references

There are o normative references in this document.

3 Term

For the puj
ISO and IE

ISO On
IEC El¢

3.1
workforcd
people wh
outcomes

s and definitions
poses of this document, the following terms and definitions apply.
[ maintain terminology databases fortuse in standardization at the following addresse

line browsing platform: available-at https://www.iso.org/obp

ctropedia: available at https://www.electropedia.org/

p provide a seryice or labour to contribute to public and private business or org

Note 1 to entry: Serviee 'or labour comprises paid, voluntary, or legally compulsory contributions, irrespeg

culture of
s, policies,

men, girls,
their size,

uncils, nor

[92)

hnizational

tive of their

contractualfstatus.

Note 2 to entrysWorkforce includes people defined as workers in ISO 26000, as well as volunteers and persons in
training.

[SOURCE: ISO 30400:2022, 3.8.1, modified — Notes 1 and 2 to entry have been added.]

3.2

gender-based discrimination

intentional or unintentional unfavourable treatment of a person or a social group on the basis of their
gender and gender stereotypes assigned in a social and cultural context which has the effect or purpose of
impairing or nullifying the recognition, enjoyment or exercise of their rights

Note 1 to entry: Gender based-discrimination can intersect and be cumulative, known as intersectionality, with
multiple forms of discrimination

© IS0 2024 - All rights reserved
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Note 2 to entry: Within organizations, gender-based discrimination can be systemic, meaning that the policies,
procedures, practices, routines or organizational culture of any entity, or the combination of these, whether
intentionally or not, contributes to less favourable outcomes for the people who are part of them based on gender,
more often for women and girls than for men and boys.

3.3

gender-inclusive language

oral and written language not perpetuating gender stereotypes and making women and men in all their
diversity visible by proactively and equitably using all available syntactic rules, lexical fields and choices of
word enabling the use of feminine and masculine forms when they differ and gender-neutral terms

34
gender equality
equal right

alaalade pa | 4 ades £ pa | | - | 1
S, TCOPUIISIUIIITITS dITU UPPUT TUIIIUITS TUT VWUILITIT AITU THTIT AU gINTS dITU DUy S

Note 1 to entry: Gender equality does not mean that women and men, girls and boys, will become the/sgqme but that

women’s anfl men’s rights, responsibilities and opportunities will not depend on whether they are born male or female.
Note 2 to entry: Gender equality implies that the interests, needs and priorities of both women and gijls, men and
boys, are taken into consideration, recognizing them in all their diversity.

3.5

gender

roles, behgviours, activities, and attributes that a given society at a given*time considers apprppriate for
men and women

Note 1 to eptry: In addition to social attributes and opportunities asso¢iated with being male and fenjale and the
relationshifs between women and men and girls and boys, gender also refers to the relations between [women and

those betwg¢en men.

Note 2 to entry: These attributes, opportunities and relationships are socially constructed and are learped through
socializatio

allowed and
between wqd
well as decil
criteria for

h processes. They are context or time-specific;and changeable. Gender determines what
valued in a woman or a man in a given contéxt. In most societies there are differences and
men and men in responsibilities assigned, activities undertaken, access to and control over r
sion-making opportunities. Gender is part*of the broader socio-cultural context, as are othe
socio-cultural analysis include class, race, poverty level, ethnic group, sexual orientati

s expected,
inequalities
bsources, as
r important
n, age and

disabilities

Note 3 to entry: Gender in this definition.can refer to gender as defined by national legislations or self-i
individuals,

Hentified by

Note 4 to e cio-cultural

analysis.

htry: Gender does not(réfer to sexual orientation which is another important criteria for so

[SOURCE: UN Women, Coricepts and definitions, 131 modified — part of the definition moved into a note to entry.]

3.6

women'’s ¢
process of
lives and v

mpowerment
bnabling social, economic, cultural and political conditions for women to take control o
bices; development and future

f their own

Note 1 to entry: The empowerment of women and girls concerns their gaining power and control over their own
lives. It involves awareness-raising, building self-confidence, expansion of choices, increased access to and control
over resources and actions to transform the structures and institutions which reinforce and perpetuate gender
discrimination and inequality.

Note 2 to entry: This implies that to be empowered they must not only have equal capabilities (such as education
and health) and equal access to resources and opportunities (such as land and employment), but they must also have
agency and ability and control to use these rights, capabilities, resources and opportunities to make choices and
decisions (such as is provided through private life/families, leadership opportunities and participation in political
institutions).

[SOURCE: UN Women, Gender Equality Glossary,[14l modified — part of the definition moved into a note to entry.]

© IS0 2024 - All rights reserved
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3.7

organization

person or group of people that has its own functions with responsibilities, authorities and relationships to
achieve its objectives

Note 1 to entry: The concept of organization includes, but is not limited to sole-trader, company, corporation, firm,
enterprise, authority, partnership, association, charity or institution, or part or combination thereof, whether
incorporating or not, public or private.

Note 2 to entry: This constitutes one of the common terms and core definitions for ISO management system standards
given in Annex SL of the Consolidated ISO Supplement to the ISO/IEC Directives, Part 1. The original definition has
been changed by modifying Note 1 to entry.

[SOURCE: 1S0 9000:2015, 3.2 1]

3.8
gender parity index
numerical foncept concerning the relative equality in terms of numbers and proportion$ of women and men,
girls and bpys, is often calculated as the ratio of female-to-male values for a given indicator

Note 1 to entry: When this ratio is reached, gender parity is synonymous with gender balance.

3.9
gender balance
relates to @ proportional participation of women and men in all areastof work, programmes, arld projects.
That partigipation should be proportional to their share of the population.

Note 1 to erftry: In some contexts, such as representation, participation;and decision-making bodies, a regresentation
of 40 % to 40 % of both women and men, girls and boys can be considered as gender balance representatjon. In other
contexts, the organization should strive for gender parity [see geuder parity index (3.8)].

3.10
stakeholder
individual pr group that has an interest in any deciSion or activity of an organization

[SOURCE: ISO 26000:2010, 2.20]

3.11
social responsibility
responsibility of an organization-for the impacts of its decisions and activities on societffy and the
environment, through transparent;and ethical behaviour that:

— contributes to sustainable-development, inclusiveness, health and the welfare of society;
— takes into account the-expectations of stakeholders;
— isin cqmpliance with applicable law and consistent with international norms of behaviour;

— isintegrated throughout the organization and practised in its relationships

Note 1 to entry—Aectivitiesinehtde-products,servieesandproeesses:

Note 2 to entry: Relationships refer to an organization's activities within its sphere of influence.
Note 3 to entry: Includes activities on members and workforce of organizations.

Note 4 to entry: Social responsibility includes gender equality.

[SOURCE: ISO 26000:2010, 2.18, modified — the word "inclusivity" has been added, as well as Notes 3 and 4
to entry.]

© IS0 2024 - All rights reserved
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3.12

sexism

any conscious or unconscious act, gesture, body language and representation, spoken or written words,
practice or behaviour based upon the idea that a person or a group of persons is inferior because of their sex
or gender, which occurs in the public or private sphere, whether in physical or virtual environment, with the
purpose or effect of: violating the inherent dignity or rights of a person or a group of persons; or resulting
in physical, sexual, psychological or socio-economic harm or suffering to a person or a group of persons; or
creating an intimidating, hostile, degrading, humiliating or offensive environment; or constituting a barrier
to the autonomy and full realisation of human rights by a person or a group of persons; or maintaining and
reinforcing gender stereotypes

Note 1 to entry: Sexism can include forms of indirect violence (hints, jokes, inappropriate and insistent comments or

looks, etc.) or forms of exclusion (informal discussions about work that are not accessible to everyone, etc.).

Note 2 to en
experience(
equality ang
sexist stere
lead to sexi

Note 3 to entry: Sexism is a part of a continuum of violence, it contributes to create@‘climate which ca

favourable g
[SOURCE:

3.13
stereotyp

shared or individual beliefs about personal characteristics, usaally pertaining to personality trd

try: Sexism and sexist behaviour are perpetrated at the individual, institutional and structur3
with detrimental effect at all three levels. At the structural level, sexism constitutesa\barri
| to the empowerment of women and girls; whereas men and boys are also restricted jn'their ca

I levels, and
b1 to gender
babilities by

btypes. Gender stereotypes and inherent biases shape norms, behaviour and expéctations, and therefore

tacts.

fround to violence against women or gender-based discrimination.

[ouncil of Europe,[1Z] modified — Notes 1, 2 and 3 to entry havébeen added.]

h

h constitute

its and the

behaviourg of a group of persons

3.14

gender stereotype

socially or|culturally preconception ascribing specific and limited attributes, characteristics or [roles to an
individual pimply because they are a woman, manjgirl or boy

3.15

gender responsiveness

outcomes that reflect an understanding of gender roles and inequalities and which make ah effort to
encourage |equal participation and equal and fair distribution of benefits

Note 1 to entry: Gender responsivéness is accomplished through gender analysis that informs inclusiveness.
[SOURCE: UNDP, Gender résponsive national communications toolkit,[18] modified — part of the definition
moved intg a Note to entiy,]

3.16

gender-responsive budgeting

planning, programming and budgeting of any public or private organization that contribytes to the
advancemgnt-of gender equality and the fulfilment of women'’s' right

Note 1 to entry: It entails identifying and reflecting needed interventions to address gender gaps in organization's

policies, pla

ns and budgets.

[SOURCE: UNICEF, Gender equality glossary,[12] modified — part of the definition moved into a note to entry.]

3.17

gender equality-based public funding
attributing public funds with conditionality based on gender equality and actions to promote and achieve
gender equality

© IS0 2024 - All rights reserved
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direct and indirect financial benefits received by a personal financial planner in exchange for providing the
service of personal financial planning to a client

[SOURCE: ISO 22222:2005, 3.19]

3.19

equal remuneration
rates of remuneration established without discrimination based on gender, taking into account the skills,
effort and responsibilities for equivalent working conditions even when the work is not of the same nature

Note 1 to entry: The term remuneration includes the ordinary, basic or minimum wage or salary and any additional

emoluments-whatsoever ya_yalu}t: ot C\.t}_y or-trrdit CLt}_y, whether-tmreashor-in }\iud, b_y theor sauibqtiuu t
and arising put of the worker's employment.

[SOURCE: JL.O, C100,[21] modified — part of the definition moved into a note to entry.]

3.20
bias

unconscioys, conscious or systematic tendency, inclination or opinion that is preconceived or u
that hinders impartial judgement.

Note 1 to enftry: Bias can be both explicit and implicit

Note 2 to emtry: Gender bias is one of its specific form. According to the UNDP's Gender social norms indd
globally, 43 [% of the population consider men to be better business leaders than women; 28 % think that yiniversity is
more imporfant for men than for women; 46 % believe that men have moxe right to a job than women; 25 % o
think it's okpy for a man to beat his wife. It should be noted that gender'bias is prevalent among both men an

[SOURCE: ISO 30400:2022, 3.7.2, modified — notes 2 and 3 to entry have been replaced with a ne

3.21

work-life balance

outcome of organizational processes and practis€s which promote the satisfaction of, but not
personal needs, unpaid work, domestic work;-care work, leisure time and social activities, supporting a
healthy lifgstyle and balanced participation.of all in public and private life

3.22
diversity

characteristics of differences and,similarities between people

Note 1 to entry: Diversity ineludes factors that influence the identities and perspectives that people

interacting pt work.

Note 2 to enjtry: Diversity-can support the development of workplace environments and practices that fos
from others by implementing inclusiveness (3.23) measures.

Note 3 to e

try¢ Diversity dimensions include the demographic and other personal characteristics of thg

such as, but fiet limited to, age, disability, sex, sexual orientation, gender, gender identity, race, colour,

ethnic or nati

the worker

nreasoned

x (GSNI)[22],

f people still
d women.

W note.]

limited to,

bring when

ter learning

workforce,
nationality,

181 181 1 \Y 1ST1 10- 1 X

se are often

identified and agreed upon dimensions, which can be associated with legal requirements in different jurisdictions.

[SOURCE: ISO 30415:2021, 3.7]

3.23
inclusion

practice of including people in a way that is fair for all, values everyone’s differences, and empowers and
enables each person to be themselves and achieve their full potential and thrive at work

Note 1 to entry: Organizational policies, processes and practices that are fair and impartially applied can support an

inclusive workplace.

© IS0 2024 - All rights reserved
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Note 2 to entry: This involves the entire workforce having equal and fair access to opportunities and resources to
enable their contribution to the organization.

Note 3 to entry: This involves stakeholders from different groups being accepted, welcomed, enabled to use their voice
and get involved, and to develop a sense of belonging.

[SOURCE: CIPD,[23] modified — added notes to entry.]

3.24

sexual and gender-based violence

GBV

any harmful act, including sexual harassment, that results in, or is likely to result in, physical, sexual,
psychological or economic harm or suffering, including threats of such acts, coercion or arbitrary deprivation

of liberty,
individuald

3.25

sexual and reproductive health and rights

" consent based on gender

hether accurring in nublic or in nrivate life that ic nernetrated-acainst 2 nerson’s or a group Of
ls) | r 4 r | ts) r

state of physical, emotional, mental and social well-being in relation to all aspects of sexuality and
reproductipn, not merely the absence of disease, dysfunction or infirmity

Note 1 to entry: Therefore, a positive approach to sexuality and reproduction shotld-recognize the part played by
pleasurable| sexual relationships, trust and communication in promoting self<estéem and overall wefl-being. All
individuals have a right to make decisions governing their bodies and to access s€pvices that support that fright.
[SOURCE: lLancet 2018,[24] modified — part of the definition moved ifitd a Note to entry.]

3.26

sexual harassment

any form of unwanted verbal, non-verbal or physical conductor gesture of a sexual nature, with the purpose
or effect of violating the dignity of a person or creating.an intimidating, hostile, degrading, huriliating or

offensive e

hvironment

Note 1 to gntry: It can include a one-off incident or'a series of incidents. Sexual harassment can b¢g deliberate,
unsolicited pr coercive.

[SOURCE: CETS No. 210,[23] modified — adapted part of the definition and added a note to entry.]

3.27

labour practices

all the poljcies and practices relating to work performed by or on behalf of the organization, including
subcontradted work, that affect-the workforce: recruitment hiring, retention, promotion and retirement,
remuneratjon, turnover, disgiplinary action, complaint response system, transfers and reassignment,
terminatiop of employmeént, human resources development, occupational health and safety, and working
conditions|(working hours, discrimination and safety)

3.28

top management

person or group of people who directs and controls an organization (3.7) at the highest level

[SOURCE: ISO 9000:2015, 3.1.1, modified — Notes to entry have been deleted.]

3.29

gender mainstreaming

process of systematically assessing the implications for women and men, girls and boys and incorporating
a gender equality and women’s empowerment perspective in the preparation, design, implementation,
monitoring and evaluation of policies, regulatory measures and budgets, in all areas and at all levels in order
to promote gender equality and women’s empowerment

Note 1 to entry: Gender mainstreaming is a process intended to incorporate a gender equality perspective in all
policies, of which the ultimate goal is to achieve gender equality.[26]

© IS0 2024 - All rights reserved
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governing
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body

person or group of persons who have ultimate accountability for the whole organization

Note 1 to entry: Every organization has one governing body, whether explicitly established or not.

Note 2 to entry: A governing body can be explicitly established in a number of formats including, but not limited to, a

board of dir

ection, supervisory board, board of trustees.

Note 3 to entry: Top management plays a role that, depending on the context, reports to and is held accountable by the

governing b

[SOURCE: I

ody.
S0 37000:2021, 3.3.4, modified — Notes to entry have been modified.]

3.31

intersecti
combinatid
person’s id

Note 1 to en
interaction
age and oth
do not simp
privilege.

3.32

discrimin
intentional
another is,

Note 1 to enftry: Indirect discrimination: an apparently neutral,provision, criterion or practice putting a p

group or an
criterion or
and necess3

[SOURCE: |

3.33
equality
state of bel

[SOURCE: ]

3.34

social gro
group whe
share a ch
forcedtor

3.35

bnality
n of one or more diversity dimensions and other personal characteristics that ar
entity

try: In the context of gender equality and women’s empowerment intersectionality is used to

of multiple forms of discrimination based on gender, disability, race, ethnicity, sexual orient
ers. Intersectionality expresses the idea that different personal characteristics / forms of dig
|y add up, but intersect and therefore influence each other, thus creatingnew forms of discrin

htion
or actual less favourable treatment of a person or a social group on the grounds of g
has been or would be treated in a comparable situatien

organization at a particular disadvantage on grounds of gender than another is, unless tha
practice is objectively justified by a legitimate aim, and the means of achieving that aim are

ry.

furofound 2019,[28] modified — adapted part of the definition and added a note to entr

ng equal, especially in stdtus, rights or opportunities

SO 30415:2021, 3.9, modified — removed "outcome" from definition.]

Hp
re members,share an innate characteristic, or a common background that cannot be
iracterisfio or belief that is so fundamental to identity or conscience that a person sh
bnounce it

b part of a

lescribe the
ation, class,
crimination
lination and

ender than

brson, social
t provision,
appropriate

VA

hanged, or
buld not be

sexual ab

S¢

actual, attempted or threatened physical intrusion of a sexual nature, whether by force or under unequal or
coercive conditions

Note 1 to entry: Sexual abuse includes for example unwanted kissing, touching, grabbing or rubbing, threats of
unwanted sexual act, rape or attempted rape.

Note 2 to entry: This abuse can take place in real life or virtually and include the recording and dissemination of
private images without consent. Women and girls are disproportionately affected by technology-facilitated gender-
based violence.

Note 3 to entry: All sexual relationships should be based on free, affirmative and reversible consent.
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Note 4 to entry: All sexual activity with a child is considered as sexual abuse. A child means every human being below
the age of eighteen years unless under the law applicable to the child, majority is attained earlier.[29]

3.36

sexual exploitation

any actual or attempted abuse of a position of vulnerability, differential power or trust, for sexual purposes,
including, but not limited to threatening or profiting monetarily, socially or politically from the sexual
exploitation of another (e.g. transactional sex, solicitation of transactional sex and exploitative relationship)

Note 1 to entry: This can be offering money, gifts, or a job in exchange for sex, withholding due services or blackmailing
for sex, or threats of sexual exploitation, and sextortion.

Note 2 to entry: This exploitation can take place in real life or online.

Note 3 to ¢ntry: Sexual extortion (sextortion) is sexual corruption (a form of both gender-based\yjiolence and
corruption)| It occurs when people in positions of authority seek to extort sexual favours in exchange for something
within theif power to grant or withhold.

4 Methpdology

4.1 Overview of the methodology

This document provides guidelines on how to address gender equality)and women’s empowerment in
organizati¢ns in the following areas:

a) internal to the organization: governance, relations and working conditions, raising awarerless among
interngl stakeholders and support for internal stakeholders;

b) activity and investments of the organization: sustainable' procurement and gender budgeting;
¢) externjal relations of the organization: involving stakeholders and establishing partnerships;
d) internal and external communication: editoridlcontent and communication actions.

By working on the four areas of the organization, using the guidelines proposed in this doctiment it is
possible tolachieve the following objectives,which are inspired from the UN's Sustainable Development Goal
number 5:[Bl

— raising awareness for, as well-as-preventing and ending, all forms of gender-based discrimination and
promt;llting the rights of women-and girls;

— abolishing gender stereetypes and gender bias in the organization;
— prever]ting and ending’sexual and gender-based violence;
— educatling andJdmproving access to education and training, including vocational training;

— protecting héalth, especially mental health, as well as sexual and reproductive health and rights;

: ! 4 11 : 4
- enhan 1Ty WOUIIICIT S TIIIPOWCTIIICIIL, €5PTLIdITYy CCUOITIOIIIC CIITPUWCTIIICIIL,

— increasing participation and equal opportunities for leadership in political and institutional, professional
and corporate life.

For each issue, several fields of action are proposed, and organizations should take them into consideration
when striving to further promote gender equality and women’s empowerment. Moreover, each issue has a
varying degree of relevance depending on the organization.

The guidance on each issue includes actions that an organization should consider and expectations of the
way in which the organization should behave. When an organization attempts to promote gender equality
and women’s empowerment, it should identify each issue in relation to its key areas.

© IS0 2024 - All rights reserved
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The actions recommended in this document should be considered within the context of the maturity, or
how advanced an organization is, in terms of gender equality. The recommended actions can be used by an
organization to facilitate progress towards gender equality. The areas and related actions recommended
in these guidelines are to be prioritized according to an organization’s maturity, nature, size and
objectives. Details of specific implementation methods are left to the discretion of the organization.

Achieving gender equality and women’s empowerment within an organization is a journey of transformation.
Initially organizations tend to focus on compliance and achieving numerical targets. This is generally
followed by training, seminars, and conversations with stakeholders. More mature organizations implement
new initiatives that focus on systemic gender inequalities. Fully mature organizations practice gender
equality within and across all aspects of the organization. Through the journey, gender equality has become
a priority for the organization and is fully integrated.

An approa
relevant is
The signifi
way in whi

Annex C p1f
and organi

Application of this document presupposes awareness of applicable legal requitéments.

4.2 Step

4.2.1 Ge

The 6-step
this docun]

sues is followed by an assessment of the significance of the impacts caused by the)or

cance of an impact should be considered both in relation to the stakeholders comcerned
ch it affects the matter of gender equality.

zations.

h that helps to identify the issues and manage priorities is described in 4.2. The ident

ovides supplementary guidance, good practices and illustrative examplesfrom variou

s in the implementation of the methodology

neral

methodology shown in Figure 1 is proposed to 0fganizations wishing to adapt and
ent.

ification of
panization.
and to the

5 countries

implement

Global strategyof the organization

kel

J

Methodology to adapt and implement gender equality

y areas \

)
1) The Analyse the [Identify the\ [Prioritize\ /Draw up t}b Associ
orgarization’s ' curfent. Tentif relevant the action plan stakd
infernal situation in y issues and gender on gender holde]
di i = regard stake- assess positive equality = equality with
imension holders . . o .
to gender or negative issues by aligning issuq
2) Activity equality impact of each by assessing the
hnd issues on each the organization’s
inveptments %) stakeholder corresponding strategic
df the \ / threats, priorities
organization opportunities, with the
strengths and gender
3) .External weaknesses equality
relati pns of the issues
organization . /
4) Internal
and external
communication

—

( Implement a continuous

L improvement approach (PDCA)

Figure 1 — The steps for the implementation of the methodology
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An example of a voluntary initiative to prevent sexual and gender-based violence illustrating the steps of the
proposed methodology is presented in Annex A.

4.2.2 Understanding the document and its terminology

Clause 3 of this document introduces the terms and definitions that need to be understood. Annex C also
contains good practices and concrete examples of applications.

4.2.3 Analyse the current situation in regard to gender equality

When an organization decides to implement this document, analysing the current situation is needed in
order to decide how gender equality can be incorporated in its strategy. A methodology is proposed in 4.4.1.

4.2.4 1dg

Once the ¢
order to id

4.2.5 Idg

Identifying
nature and

Step 1
identif

Step 2

weaknlesses;

To make it
Consid
Use to
— Step 3
Clause 5 a{

Clause 5 pi

An exampl
proposed 1

Annex B co

Annex C cdntains-good practices and practical examples that can be applied.

entify the stakeholders

urrent situation has been analysed, it is essential to involve the most releyvant/stak
bntify and prioritize actions. A methodology is proposed in 4.4.2.

entify and prioritize issues on gender equality

and prioritizing issues enables them to be ranked according tp ‘the€ir level of priorit}
timeframe for implementation). The following methodology can'be applied:

identify the relevant issues (based on the analysis of.the ‘organization and the st
ied) and assess the positive or negative impact of the issties on the stakeholders;

. prioritize the issues by assessing the corresponding threats, opportunities, strg

er the relevant indicators of the organjzation's situation (Annex B) in relation to gendsg

draw up the action plan by aligning the organization’s strategic priorities and these prig
well as Annexes A, B and(Cshould be considered when drawing up the action plan.
ovides guidelines and yecommended actions.

e of a voluntary initiative to prevent sexual and gender-based violence illustrating the §
hethodology is\presented in Annex A.

htains a guide of indicators that can be used by the organization to establish targets in the

easier to prioritize the issues and for a moreconsistent result, the organization should:

bls such as SWOT (strength, weakness, opportunity, threat) or a diversity journey mapj

bholders in

y (strategic

akeholders

ngths and

r equality;

rity issues.

teps of the

hction plan.

ala dazc saritl tocoriao

4.2.6 In

o lra o al
OIve STantCnioTacr S witir 15S5utcS

For each of the chosen core subjects and issues, the organization identifies the positive and/or negative
impact on stakeholders, involves the corresponding stakeholders and provides them with the necessary
powers and resources.

4.2.7 Implement a continuous improvement approach (PDCA cycle)

To help organizations implement this document, adopting a continuous improvement approach based on the
universal PDCA cycle (plan, do, check, act) is recommended.
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4.3 Integrate the approach into the organization’s sustainability and social
responsibility policy

The positive link between gender equality and economic and social development has already been
demonstrated. Promoting gender equality in an organization's activities and defending it both internally
and externally is an important component of corporate social responsibility. It can be perceived as a lever
and a source of better outcomes for the organization.

Numerous studies suggest that promoting gender equality and women’s empowerment has benefits for
organizations: reduced employee turnover, quality recruitment, a stronger, more productive and innovative
working environment, effective collaboration, leading to better performance and more accurate results.
Equitable top management and/or governing body improves decision-making, and for-profit organizations
can boost profitability (e.g. by expanding the customer base, identifying new markets and decreasing

retention dosts).

4.4 Organization's status regarding gender equality

4.4.1 Geperal information

To promotf gender equality and women’s empowerment, the organization should assess and lgverage all
stakeholders, its own knowledge and/or external knowledge on gender equality issues and practices. For
an organization committed to achieving this, gender equality should be,'construed as a methodological
frameworK. Gender equality should be considered as transverse andsstrategic to the organiZation. It is

embedded
targets ang

The organi

identif
the ex
someo
of a st
numbd
activit
and go
be rep

condu
improy

in its culture, above and beyond actions such as gendep-parity within top managems¢
| monitoring indicators.

zation should:

y one or more person(s) inside or outside the grganization who will be responsible fo
isting situation. This may be the gender-focal point for questions related to gendg
ne who works in human resources or the-eorporate social responsibility department
ff representative body (e.g. the works«¢ouncil), or a person from a specialized organi
r of people, committees or specialized organizations that are agreed upon or contrac
y should be in accordance with the'size of the organization. The organization's top m
verning bodies should be actively’involved. It is recommended that the results of the §
brted directly to them;

't this analysis periodically and define its frequency in order to implement a process of
rement;

deter

accordance with the recommendations in Clause 4;

consult with theyworkforce and/or gender organizations and/or trade union representati
applicable);

keep yp-totdate with the latest qualified publications or news feed with the latest finding
equalits

ine the scope of‘the analysis and identify the themes, strategic priorities and stake

ent, setting

I assessing
r equality,
a member
vation. The
ted for this
Anagement
Issessment

continuous

holders, in

yes (where

b in gender

compliance with them.

Close attention should be paid to the suitability stakeholder sampling (gender parity, etc.).

identify the applicable requirements on gender equality and human rights and evaluate the organization’s

In addition to their identification and classification, ISO 26000 provides guidance on how an organization
should interact the with its stakeholders and consideration of their needs and expectations.
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4.4.2 Identifying stakeholders

Stakeholders are individuals or groups that have an interest in an organization's decisions or activities. It is
important for an organization to understand how individuals or groups are or can be affected by its decisions
and activities, to identify its most important stakeholders, through formal or informal relationships.

Organizations can have many stakeholders. Some stakeholders are internal to the organization. They should
include, but are not limited to, the organization’s members, workforce, contractors or governing bodies.
They can also include workers' committees, internal to the organization, and trade unions, external to the
organization. Other stakeholders are external to the organization. They can include, but are not limited to,
customers, suppliers, the public or local authorities, women'’s organizations and associations with which the
organization interacts or can interact.

To identify on should

consider tH

STtaRkeholders and gailm a better understanding of thelr ecosystem, the organiza
e following questions:

To w}:[
Who

Who if
be imp

?

[72)

m does the organization have legal obligations? To whom are there no legal obligation
ight be positively or negatively affected by the organization's decisions oractivities?

likely to express concern about the decisions and activities of the organization? Who|is likely to

acted, but does not raise concerns?

Who hps been involved in the past when similar concerns needed to be@ddressed? Who was notinvolved,

but is likely to have these concerns?

Who cpn help the organization address specific impacts?

Who chn affect the organization's ability to fulfil its responsibilities?

Who would be disadvantaged if they were excluded from the engagement?

Who i the service and/or product value chain is@ffected? Are they affected differently?

zation should consider the gender parity, but also other aspects of diversity within the group of
takeholders.

The organi
identified s
4.5 Collecting and analysing data on the status of gender equality within the organjization

4.5.1 Gepneral

Assessing
tailored ge
quantitatiy

quanti

tative ddta) which lends itself to numerical analysis;

the current statesot/gender equality in an organization is the starting point for dg
nder equality action plan with clear objectives and a strategy for continuous improve
e and qualitative approaches are useful for carrying out this assessment and setting g

— qualita

tivé data, whichlendsitselfto non-numerical analysis, can identify whatbarriersand op

veloping a
ment. Both
pals:

bortunities

hities exist.

to gendlérequality exist within the organization, and address why those barriers and opportul

Analysing quantitative and qualitative data together allows for a clear understanding of an organization’s
current status on gender equality.

Quantitative and qualitative data collection may be conducted in parallel or sequentially.

The purpose of this overview is not only to collect data on the activities undertaken to promote gender
equality and women’s empowerment, but also on the effectiveness of the measures taken to enable the
organization to set clear gender equality goals and clear time-lines, identify the necessary strategic actions
to achieve them, and monitor status and progress.
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Organizations should apply best practices and ethical conduct in data collection, storage and use, including
ensuring that the data they collect is anonymized. Employees should be informed about anonymity,
confidentiality and security processes accordingly.

Data analysis and reporting should be disaggregated by gender and other relevant demographic factors such

as age, etc.,

where possible, in order to identify any differences in experiences.

Data collection can be conducted by parties from within the organization itself or by an independent third
party, or, where possible, using national, regional, or local gender equality benchmarks or indicators. Roles
and responsibilities should be clearly defined in terms of who is responsible for data collection, analysis and
reporting. Parties that are not directly involved in the data collection, analysis and reporting may contribute,
if desired, to the data collection by participating in interviews, focus group discussions, etc.

The analys
document

452 Qu

In this sub,
is identifie
combining

Standard
review of
perception
and initiat

Subclause ;
The organi

identif}
extern|
equali
occupd
procur

identif]
identif]
care l¢
identif]

status
policie
ISO30
review

n its own right or an annex of an existing document (e.g. the comprehensive risk asse

alitative and quantitative data collection

clause (4.5.2), the data used to analyse the current status of gender equality in an of
d independently of the quantitative or qualitative approach and preésupposes a m
both approaches.

jualitative data collection techniques include inter alia, interviews, focus groups d
Uritten material, observations, and surveys. These techniquesare useful for probing th
s, and behaviours of stakeholders to determine the effecfiveness of the organization
ves.

1.5.3 focuses specifically on the quantitative data tg be collected.

zation should collect relevant data, including:

al stakeholders already working for, thasétasked with, and those accountable for promo
y [top management, gender focal peint(s), human resources, employee representat
tional health and safety managel €xternal organizations that interact with the or
ement, persons in charge of ethics and compliance, health and safety committee, etc.];

ication of the existing services provisions dedicated to parental, maternity, paternity
ave, and other related-services applicable within the organization;

ication of the existing services provisions encouraging and supporting personal work-1

s, organizational strategic documents, human resources specific processes and procg
115 fer guidance on diversity and inclusion in human resources processes], feedback sur
of 'gender focal points, dedicated e-mail account, employee engagement survey, org

intern

of-the-extstme-stoatomshortd-be-tstrbrted-to-a-the-demt fiedstakehotier—

may be a
sment).

ganization
bthodology

iscussions,
b attitudes,
s activities

ication of services or people working on issu€s related to gender equality. Identifying ifternal and

Fing gender
ive bodies,
panization,

ication and compilation of-the existing internal procedures pertaining to gender equality;

r and other

fe balance;

of genderftresponsiveness in existing material within the organization (general emgagement,

dures [see
vey, annual
anization’s

hl and external communications and their content, etc.);

status of gender responsiveness of external stakeholders (policy statements by public bodies,

communications, reports and research papers by associations and non-governmental organizations
[NGOs], etc.);

specifi

c focus on gender planning and budgeting;

responsiveness;

identification and assessment of existing sustainable procurement processes and procedures, with a

data assessment on the performance of the reporting and advice unit(s), if any, with respect to gender

information on data indicating the internal stakeholders’ perceptions on the current status of barriers

and opportunities on gender equality (work-life balance, relationship between private life and career
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development, recruitment, retention, promotion, remuneration [salary, bonuses, profit share, etc.]
training, external organizational activities such as procurement, communication, etc.) and their
willingness to encourage gender equality and women’s empowerment;

barriers and opportunities on gender equality;

data indicating information about the experience of external stakeholders and their perception of

data on information about the current status of barriers and opportunities to gender equality (work-life

balance, relationship between private life and career development, recruitment, retention, promotion,
remuneration [salary, bonuses, profit share, etc.], training, external organizational activities such as
procurement, communication, etc.);

withi

violen

based
jurisdi
gendel]

identif
equali

Based on t
threats pet

The effect
stakeholdd

The organi

NOTE ]

453 Sp
To analyse
identif}

identif]
Servics

identif]

identif]

data indicating information about the impacts of gender biases, gender-based violence ris

compile the breakdown of professions (jobs, categories, levels, types of contracts, etc.);

e

discrimination, and prejudice on the activities for which the organization has re
ctional influence and its external stakeholders, as well as the possible)benefits of t
equality policy if any;

ication of the communication actions geared towards external stakeholders related
y.

he aforementioned collected information, identify the sttengths, weaknesses, opporty
taining to the existing status of gender equality.

jveness of these actions depends on the establiShment of a constructive dialogy
rs.

zation can base its indicators on those listeddn Annex B.

'he data elements listed here are not exhatistive.

pcific focus on quantitative elements

the existing situation, the organization should:

y the number of gender focal point person(s) in the organization;

y the care ser¥iges in organizations, such as staff welfare and development services,
s (breastfeeding, day-care, etc.);

y the numiber of training sessions delivered on matters related to gender equality;

yithe number of stakeholders trained in matters related to gender equality;

data on information about gender based-violence to include: the statistics of gender based-violence

Wmmmmmmmmmﬂ

and the status and efficacy of any tools used by the organization to prevent and combat,gé

d-violence,
hder-based

ks, gender-
cional and
he existing

to gender

nities, and

e with all

family care

diversity and inclusion in training);

consul

tancy and assessment services;

gender equality;

quanti

fy the number of units/teams in the organization;

gender-based violence, including sexual harassment;

© IS0 2024 - All rights reserved
14

break down the number of workers participating in training by gender (see ISO 30415 for guidance on

analyse the gender balance within jury panels, HR recruitment teams, internal project teams, and

identify the number of awareness-raising actions and workshops conducted in the organization on

identify the complaints, alerts and reports received about gender-based discrimination and sexual and


https://standardsiso.com/api/?name=668f5b790a19ebadf959b2b515f216bd

ISO 53800:2024(en)

break down current organizational roles, promotions and turnovers by gender;

equality and women’s empowerment;

assess gender budgeting and quantify financial resources allocated to actions for achieving gender

identify the existing percentage differences in wage, compensation and benefits by job category, level and

same job position, by gender, on a regular basis (see ISO 30415 for guidance on diversity and inclusion in

remun

stakeh

eration and Clause C.7 for a national example);

olders related to gender equality;

+c)

identify and quantify any existing partnerships or other joint activities and initiatives with external

identify the data on communication actions aimed at external stakeholders related to gender equality

NOTE ]
The organi

The organ

representation of its stakeholders (internal and external) to establish a data*based gendse

assessmen

This asses|
presenting
links betw

evaluate the quality and transparency of gender data issued by-the organization to gender-ba

monitor it
health at wf

5 Guidg

5.1 Inte

5.1.1 Governance

5.1.1.1 [

Organizati
achieve itg
organizati
gender equ
that make

Effective g|
and implen

........... Ay
J) J

'his is not an exhaustive list and items are not ranked by order of importance.
zation can base its indicators on those listed in Annex B.

ization should give priority to reaching out to and collaborating, #with a gende

L of the organization.

sment should include an analysis of the methodology applied to collecting, proc
gender equality data. The assessment should also includelresearch on correlation
ben gender equality data points and the levels of reliabilityof these links. The organiza

as part of a systemic approach that should encompass data on employment, work
ork and working conditions.

lines on gender equality

rnal dimension of the organization

Description of the issue

pnal governance is.the 'system by which an organization makes and implements d
objectives. An organization aiming to be socially responsible and sustainable shou
nal governangesystem enabling the organization to provide oversight and apply the p
ality. All organizations should put in place processes, systems, structures, or other m
t possible téa-apply gender equality principles and practices.

r-balanced
r equality

bssing and
and causal
tion should
anced and
life cycles,

ecisions to
ld have an
rinciples of
echanisms

pvernance is based on incorporating the principles of gender equality into the decis
herftation processes. In addition to these principles, it is advisable that an organizatio

gender eqy

ality issues and practices when establishing and reviewing its governance system.

:

n-making
considers

The organization should fulfil and formally define this commitment and adopt an integrated approach to

implement

ing it in all its activities and missions.

The meaningful promotion and implementation of gender equality and women’s empowerment involves the

active part

icipation of the organization's top management and/or governing body.

5.1.1.2 Related actions and expectations

The organi

zation's decision-making processes and structures should enable it to:

— demonstrate its commitment through a gender equality policy that is reviewed annually and made
available to the stakeholders;
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ensure active involvement of the organization's top management and/or governing body in promoting
and implementing the gender equality policy;

appoint one or more points of contact on questions related to gender equality [gender focal point(s)];

allocate and use financial and human resources to implement the gender equality policy and the
corresponding action plan;

create and nurture an environment and culture in which the principles of gender equality are
implemented;

set up a non-discriminatory recruitment and promotion policy that fosters gender equality in all
activities;

offer f
organi

ensurd
on beh

keepr

periodiically review and evaluate the organization’s governance processes;

adjust
organi

establi
and ge

setcle
and es

setup

periodjic reviews and the strategic directions;

report|
and 5.3
changgd

The content of the management teview document can be:

— de
— ge
— lis
— ch

—  leg

0o women and men the same opportunities to occupy positions of responsibility
zation;

gender-balance in the level of authority, responsibility and capacity of peopleho mak
alf of the organization;

bcords of the implementation of decisions related to gender equality;

processes according to the outcome of the reviews and cemmunicate changes thro
zation;

sh prevention, grievance and dispute resolution mechanisms in a timely manner regar
hder-based violence, including sexual harassment, at\ah organizational level;

hr and specific gender equality and women'’s empewerment targets for all units of the of

vender equality indicators according to the organization's actual situation to provide i

p.2) including information on pastachievements, demonstrating awareness of legal and
s, with the aim of getting management input and their commitment to new improvems¢

cree of achievement oftargets for the previous reporting period;

hder equality performance indicators (aligned with those listed in Annex B);

t of non-compliances and situations of sexual and gender-based violence, sexual haras
anges in-the reference standard;

ral-changes affecting gender equality;

fablish a realistic timeframe, accountability and incentives for the achieving the target;

within the

e decisions

ughout the
ling sexual
ganization

)

nput for its

periodically to top managementon'the organization's status in terms of gender equaliity (see 5.1

regulatory
ent actions.

tment, etc.;

— proposals for new objectives and continuous improvement actions, including deadlines, the persons
responsible and the resources needed to achieve them;

— gender equality performance indicators to provide input for the organization’s periodic review and
strategic directions, including quantitative elements (described in 4.5.2) that directly contribute to

ea

ch gender equality objective;

larger or more complex organizations may create a diversity advisory council to provide advice to the
governing body.
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5.1.2 Labour practices

5.1.2.1 Description of the issue

An organization's labour practices encompass all policies and practices relating to work performed within
the organization, by the organization or on behalf of the organization, including subcontracted work.

Labour practices extend beyond an organization's relationship with its direct workforce or the
responsibilities that an organization has in a workplace that it directly owns or controls, and may extend
to the organization’s supply chains, particularly where an organization has significant influence over its
suppliers (see 5.1.3 and 5.3).

Labour practices include the recruitment, career path, career plans and promotion of workers; disciplinary
and grievapce procedures; the transfer and relocation of workers; termination of employment;.tr
skills development; parental, maternity, paternity and other care leave; health and safety; indastr
and any policy or practice affecting working conditions, in particular, working time and remuner:
relations ahd conditions also include the recognition of employee organizations and employer orgpnizations.

5.1.2.2

elated actions and expectations

The organilzation should:

ensurg equal opportunities for all employees and for the whole workforce and not discrimi
directly or indirectly in any labour practice. Temporary special-4tieasures may be taken td
gendey-based discrimination, as well as historical and systemi¢bafriers;

active

seek out workforce candidates, prioritizing the leastrepresented gender, especially

the acqess of women to labour opportunities in the same proportion or, when this is not possi
at leasf one candidate of the least represented gender;

promo
and prj

implen
(prefe
criteri
gendel
when {

implen
favour]
correc

provid
trainin
health
includd
workf(

e, and use gender-responsive language injeb descriptions, interviews and the overa
pmotion process, avoiding unconscious bias;

aining and
al hygiene;
ition. Work

nate either
overcome

promoting
ble, include

[l selection

nent selection and promotion procedures in which decisions are oriented towards gender balance

ably taken by a committee with 'equal representation of women and men), based o
h. Implement affirmative actions-as temporary special measures aimed at accelerati
equality. These measures €an be discontinued and/or implemented for a limited per
he objectives of equality. 0f bpportunity and treatment have been achieved;

nent career plans thdt'take into account parental, maternity, paternity and other car
a successful returito work, analyse on a regular basis if there is a gender pay ga
tive measures wléen needed;

h objective
hg de facto
od of time,

b leave and
p and take

e non-discrithinatory work relations and conditions with regard to recruitment, pay, access to

g, promgtion, geographic or professional mobility, working hours, weekly rest periods, h
and safety, protection and parenthood and the work-life balance. Work relations and con
e the recognition of employee organizations and employer organizations, and the value

rceparticipation and collective bargaining where it exists (see ISO 30415:2021, 8.3.2);

bliday time,
Hitions also
bf inclusive

promote work-life balance and flexible work options, when possible, guaranteeing that women and men have
equal access to reconcile personal, family and work time without disadvantaging their professional career;

respect the domestic and family responsibilities of all women and men, in particular by guaranteeing
leave, including parental, maternity, paternity and other care leave, a suitably adapted return to work
after such leave, and, if possible, child-care and other provisions that can help them to organize their
private lives and their work;

investigate and share results about the gender equality outcomes of the use of artificial intelligence,
digital transformation, hybrid forms of work, as well as the challenges of global society, environment and
climate. The report should include narratives on how the negative outcomes identified can be addressed
through prevention mechanisms for the primary occupational risks;
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maintain ties with workforce on parental, maternity, paternity and other care leave;

ate any arbitrary or discriminatory dismissal practices;

address the specific occupational health and safety risks according to the specific needs of its male and

female workforce and strive to eliminate psychosocial risks due to gender-based discrimination, sexual

and ge

nder-based violence, including sexual harassment;

questions pertaining to sexual and gender-based discrimination and violence;

relatio

health
pertai
based
detect

and af
basis.
in situ

promo

implen
equal ¢

implen
respor

prom

ensure

s
wome

ns and conditions on questions pertaining to gender equality;

set up confidential and anonymous units/teams, offering guidance and raising alerts with regard to all

encourage other organizations that are active in its sphere of influence to provide responsible work

providle suitable training for its gender focal point, management teams, field managers, jod

and safety managers, recruitment officers and employee representative bodies-in,al
hing to gender equality, sexual and gender-based violence, including sexual harassme
discrimination, sexual and reproductive health and rights, professional-gender ec
on and support of victims of gender-based discrimination or violence and‘@ender budg

provide all of the workforce, at all stages of their work experience, access to-skills developme

prenticeships, and opportunities for career advancement, on an@&¢qual and non-disc
However, this does not preclude the provision of opportunities, etc:specifically for wor
htions of actual gender inequality;

fte and encourage women'’s access to sectors and positionswhere they are under-repre

hent mentoring programmes to encourage womenc¢toytake on leadership positions 4
areer development;

nent awareness programmes for management,teams to encourage women to hold p
sibility and guarantee equal career progression;

e the visibility of women in organizations, who have reached leadership positions
networks;

that their employees feel valued,.and that their well-being is a top priority.

5.1.3 Rajising awareness among internal stakeholders

5.1.3.1 [

Raising ay

pescription of the jssue

vareness among-internal stakeholders encompasses all the actions undertaken

organizatipn. These aifn-to inform them of their rights regarding gender equality and streng

knowledge
this policy,

5.1.3.2 K

on the subjéct. Communicate the organization’s gender equality policy and actions to

elated actions and expectations

cupational
questions
nt, gender-
uality, the
reting;

nt, training

riminatory
nen or men

sented;

ind ensure

ositions of

supporting

within the
rthen their
implement

The organization should:

— create a virtual or physical space where the rights and responsibilities of its workforce with regard to
gender equality are set forth, make online material on gender equality available to all members of the
organization. The numbers of the specialized associations and any other information on the prevention
of sexual and gender-based violence are provided;

organize regular workshops to reiterate gender equality, discuss gender-based discrimination and raise

awareness of actions pertaining to entrepreneurship, intrapreneurship, leadership and participation in
publiclife. The organization should guarantee equal representation, or, when this is not possible, gender-

based

participation that is representative of the workforce based on gender ratios;
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— organize events, for example on national or international days dedicated to subjects related to gender
equality and inclusion, such as well-being, empowerment, etc. and women’s empowerment;

— appoin
NOTE 1

NOTE 2

ta gender advisor to organize the raising of the awareness of internal stakeholders;

This gender advisor can be the gender focal point mentioned in 5.1.4.2.

The gender advisor has competencies, skills and allocated resources needed to support such an initiative.

ensure that questions pertaining to rights and combating gender-based stereotypes, gender-based

discrimination and gender-based violence are addressed by the employee representative bodies (e.g. the
works council, the health, safety and working conditions committee, etc.). The organization informs the
internal stakeholders of the civil and criminal legal risks;

promo
the wd

inform

establi
policy

preser
persorj

[tis recom

Organizati
internal st

5.1.4 Su

5.14.1 (

It is the p
environme

5.1.4.2 I

Supporting
resources
including
knowledge
with exter

5.1.4.3 K

The organi

fte the development and signing of gender equality commitment within top managei

rkforce;
all new employees in the organization about its internal gender equality policy;

sh good practice about how the organization communicates and promotes its gend
at all levels of the organization;

t its gender equality policy and the state of progress of the corrésponding actions t
nel regularly.

mended to do the review on a yearly basis.

bns are encouraged to team up with specialized associations in order to raise awarene
hkeholders.

pport for internal stakeholders

teneral

nt.

pescription of the issue

internal stakeholders-extends beyond awareness-raising described in 5.1.3 an|
for reporting concerns and caring for those who have experienced discriminatory
vhistleblowing procedures. This should include training sessions dedicated to dev
and skills of intérnal stakeholders in digital interaction, as well as hybrid forms of i
nal stakeholdeérs.

telated-actions and expectations

zation should:

ent and all

br equality

aken to all

5s amongst

'imary responsibility of top-management to provide protection and care policies ip the work

d includes

practices,
tloping the
Interaction,

lis

NOTE 1

appoint a gender advisor capable of:

alerting the competent bodies of any discriminatory or dangerous situations;

tening to victims of sexual and gender-based violence, including sexual harassment;

directing any internal stakeholder towards external cause or purpose driven organizations;

A gender advisor and/or gender focal point of an organization refers to a person who usually provides

gender expertise and knowledge to improve working results. This person can be internal or external to the
organization, is specifically dedicated to gender equality issues, and focuses on the results and outcomes of the
organization on these issues.
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NOTE 2 A gender equality officer is a person within the organization (social affairs, human resources for instance)
whose role is more specifically dedicated to gender equality and equal opportunities for staff. This role is generally
part of the person's job.

— deploy aninternal grievance mechanism for persons who are victims of sexual and gender-based violence
(refer to Annex A);

— protectvictims/survivors of sexual or gender-based discrimination or violence within the organization;

— contact external public services, associations or other organizations which tackle sexual and gender-
based violence (and provide assisting programmes for perpetrators of such violence);

— promote gender equality and women’s empowerment in the workforce by helping people who want to
retrain_for other job areas that lack gender equality, as part of the company’s career development or
profesgional retraining policy;

— setup jone or more units/team to provide guidance and keep track of requests;

— set upl|internal charity and trade union volunteer programmes that contribute t6_gender equality and
womeln's empowerment, encourage equal participation or, when this is not>possible, gender-based
partipration representative of the personnel and reward the engagement of-internal stakeholders in
these programmes;

— guarantee equal opportunities for career development;

— support women in accessing managerial positions within the organization, seeking appointnjents at the
organigation's board or supervisory authority, and become shareholders for organizations with share
capital;

— guarantee equal access for women and men to funding.epportunities within their organizatipn.

The organization should collect and analyse data to monitor the organization’s performance agpinst these
indicators pnd expectations (see also 4.5.2 for recommnendations on data collection).

5.2 Actiyity and investments of the organization
5.2.1 Provision of gender responsive goods and services

5.2.1.1 Description of the issue

Gender equality can be enhanced for all customers of the organization by ensuring that goods and services
that they pgroduce are gendér responsive. This includes services provided by government, local quthorities,
charities and NGOs.

Gender regponsive ge@ds and services can be achieved by using standards for manufacturing prpducts and
services thlat have-beén written in a gender-responsive manner.[30]-[31]

5.2.1.2 Related actions

The organization ensures that all goods and services are gender responsive by:
a) Design:

1) Awareness and training: design teams should be educated on gender-responsive standards and
principles. This includes conducting workshops and training sessions to familiarize designers with
the concept of gender-responsive design;

2) Inclusive design: ensure that product design takes into account the diverse needs and preferences
of different genders;
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3) User testing: conduct user testing with individuals from various gender backgrounds to gather
feedback and make design improvements.

Manufacturing and operations:

Production process: ensure that manufacturing processes do not discriminate against any gender.

This can include making sure that production lines or assembly processes are ergonomically

signed for a diverse workforce;

gender-inclusive standards.

Provision and promotion of goods and services:

Quality control: implement gender-neutral quality control measures to ensure that products meet

b)
1)
de
2)
9
1) P:llo
and
2) Pr
pr
3) Cu
us
st
itd
4) In
ho
5)
ph
se
d) Qualit)
1) GH
in
g0
e) Techn
1) In
by
co
5.2.2 Su
5.2.2.1
Sustainabl

in physical stores. Avoid using stereotypical images or language;

hctices like gender-based pricing;

stomer assistance: train services teams to provide gender-neutral assistance to (
ers. They should be able to answer questions and make recommendations withou
breotypes. For example, when helping customers select products.orservices, don't assy
ms are only for one gender;

Clusive advertising: create marketing campaigns that are free from gender stereoty
w products or services benefits individuals of all genders;

Language and messaging: use inclusive language and messaging in marketing mate

rases or slogans that reinforce gender biases. Organizations should emphasize their pr
Fvices can be used by anyone.

y assurance:

nder-neutral quality standards: dewvelop quality assurance procedures that account
flusivity and monitor adherence te-these standards during the production and dist]
ods and services.

logy and IT:

the organization are-designed to be user-friendly and inclusive for all genders. Th
hsidering accessibility features that cater to diverse user needs.

stainable procurement

pescription of the issue

b prfocurement is a powerful instrument when organizations include the need for gend

duct presentation: ensure that products are presented in a gender-neutral manner both online

icing equality: set fair and equal pricing for all customers/users regardléss-of gemder. Avoid

ustomers/
[ imposing
me certain

'pes. Show
ials. Avoid

oducts and

for gender
ribution of

clusive software and-platforms: ensure that technology, software, and online platforms used

is includes

br equality.

Sustainable procurement consists of purchases whose environmental, social and economic impacts are as
positive as possible throughout the life cycle and aims to minimize the negative impacts. The concepts of fair
trade, transparency and responsibility along the supply chain are part of sustainable procurement.

5.2.2.2 Related actions and expectations

The organi

zation should:

— avoid gender bias and prejudice in all purchasing decisions. All suppliers, including local organizations
and small and medium-sized organizations, should benefit from fair trading conditions;

— respect, consider and defend the interests of stakeholders that are affected by its procurement activities;
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apply purchasing criteria pertaining to gender equality and women’s empowerment;

ask suppliers to share their gender equality policies and support those suppliers who do not have such
policies. The objective is not to change, but to challenge the supplier to evolve, which can be the main
motivation for suppliers (see ISO 26000:2010, 2.19 and I1SO 30415:2021, Clause 11);

invest in goods and services that meet the needs of all the stakeholders, without any gender-based
discrimination;

raise the awareness of suppliers on the question of gender equality by including clauses in its contracts
that can be applied as criteria used to assess bids (condition of execution);

generate directories of supplier companies emphasizing when ownership or legal representation falls

promo]te training and interaction with the organization's supply chain on the benefits of adopting gender
equalify practices.

5.2.3 Ge|

5.2.3.1 [

Taking gen
manageme
private org
projects to
expenditur

5.2.3.2 K

The organi

nder-responsive budgeting

pescription of the issue

der, gender equality and women’s empowerment objectives int@ account can be reflected in the
nt of the organization’s budget, its planning, its spending and‘he funding of its grants td public and
anizations and NGOs. In concrete terms, this consists of examining the ability of women and their
gain access to funding on the same terms as men, and ensuring that the organization’s jncome and
e do not result in any bias against women, in which casg corrective actions are to be taken.

elated actions and expectations

zation should:

includ¢ gender-related specifics in its budget planning process, in particular for public organlizations, in
every entity of the organization, especially by using gender equality-based public funding;

train gmployees in charge of the budget planning and funding processes and raise their awareness of
gendey-related questions, in orderto-eliminate any stereotypes and bias (see Clause C.34 for an example
of gendler impact assessment todl);

ensurg that women have thé same opportunities as men to benefit from funding in equivalentfsituations,
and take corrective actiorand launch proactive programmes whenever unequal access for]l women to
fundinig is detected;

support networks-and organizations that aim to help and support women to promote proje¢ts that are
gender-responsive;

pursug anequal remuneration policy that does not produce any unexplained gender pay gaps(for work of
equal ydlue;

ensure that its orders and procurement policy, including calls for tender, are not gender biased and take
into account criteria related to gender equality-based public funding;

use and promote public aid in favour of gender equality, such as funding guarantees or subsidies, for
example;

monitor gender ratio in the committees and bodies in charge of allocating funds, subsidies, financing and
investments;

encourage women and men who approach it for help and funding to seek support from specialized
networks in order to guarantee the viability and development of their projects, overcome any structural
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obstacles and, thereby, increase their chances of success (Clause C.27 describes an example of women'’s

networ

have a

K);

n internal information and statistical data system broken down by gender;

actions taken in favour of equality.

5.3 External relations of the organization

5.3.1 Ou

5.3.1.1 [

Raising thq
external st
gender eqy

5.3.1.2 R

The organi

monitg

analys
stakeh
possib

inform
that ex
and ge

reflect]
arrang

in eng:
commy
protec

commy
a manj

promo
and m

discus

treach to External Stakeholders

sign charters and declarations of commitment in favour of gender equality and women’s empowerment;

broadly use indexes and barometers containing gender-based indicators that can help to guide the

pescription of the issue

awareness of external stakeholders covers all the actions taken in an orgamnization to
akeholders of the rights and to make them think about and express themsélves on thg
ality.

elated actions and expectations
zation should:
r the actions taken by external stakeholders in favour ofgender equality;

e gender inequality risks and gender equality possibilities when engaging wit
olders, take appropriate actions to avoid and/oranitigate risks, and to promote gend
lities;

external stakeholders of its gender equality policy, strategies and/or other relevant
press commitment for gender equality and prevention of stereotypes, discrimination
nder-based violence;

organizational gender equality)’and women’s empowerment commitments in (
ements with external stakeholders as relevant;

igement with/investments into actors in a dependency situation to the organization (sy

t, detect and respond-to gender-based violence in relation to the organizations operati

inicate gender-equality and women’s empowerment commitments, and grievance me
ner which reaehés intended users;

£ ;

5 (and raise awareness of all relevant external stakeholders (such as schools, higher

inform the
b subject of

h external
er equality

documents
and sexual

ontractual

ich as local

inities, supply chain acters), set-up grievance mechanism for external stakeholders to prevent/

pnal work;

hanism, in

te role niodels that go beyond gender stereotypes and expand traditional roles assigned to women

education

establishments, etc.) of the gender equality, diversity and inclusion in its professions and activities.

5.3.2 Setting up partnerships

5.3.2.1 Description of the issue

Partnerships include all the informal, formal, occasional or long-term agreements between two or more
organizations. Partnerships can be established with local, national or international organizations that
work to promote gender equality and supply chain partners. There are various forms of partnerships: tacit

agreement

s, charters, conventions, sponsorship, etc.
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A partnership reflects the shared vision of the organizations and their desire to work together to achieve
the same goal. Partnerships also demonstrate the commitment of an organization and its capacity to involve
other external stakeholders.

Partnerships are one of the keys to the successful implementation of an action plan on gender equality and
women’s empowerment in an organization.

5.3.2.2 Related actions and expectations

The organi

analys

zation should:

e the existing situation of its external stakeholders and environment (see 5.3);

identi

identiff
organi

deter

provi
partng

draw

condu

5.4 Inte

5.4.1 Ed

54.1.1 [

Language
language o
and perpet

;]:ne the strategic benefits achieved by the partnership;

itorial content

any exiStNg tocal TESOUTTES, actions and Networks Invoived I gender equatity;

y the stakeholders capable of providing the gender equality knowledge and “sKil
zation does not possess, in line with the identification and prioritization of its.issues;

the human, financial and organizational resources essential to set-up,develop and 1
rship;

p the specifications of the actions and expected achievements of the partnership;

't an annual review of the partnership and an analysis of the’actions taken.

rnal and external communication

pescription of the issue

can accentuate gender stereotypes$-or, on the contrary, favour inclusion. Gendg
ffers a means of oral and writtenrexpression that is non-discriminatory by excluding s
uation of gender bias. In all graphics, syntax and pictorial representation necessary fo

s that the

honitor the

r-inclusive
tereotypes
r the equal

representation of women and men, girls and boys. Since language has the power to change cyltural and

social attit
prejudice.

Editorial ¢
(web sites
communic

5.4.1.2 R

The organi

ides, the use of gender-inclusive language is a means of promoting gender equality and

ontent includes all“the organization’s means of communication: printed and digita
magazines, practical guides, presentations, etc.), internal and external communic3
htion, etc.

elated-actions and expectations

zation should:

combating

materials
tions, oral

alternately use gender-inclusive language, non-sexist (generic) language and gender-neutral terms (for

which words do not vary according to gender) and gendered articles specifically in all kind of internal and
external communications related to promotion, hiring and research of work positions equally opened for
women and men;

person’s complete identity (first name, name, job position, etc.);

use im

ensure gender parity in communication and gender balance representation among speakers;

ages that respect and promote gender equality and women’s empowerment;

© IS0 2024 - All rights reserved
24

prefer the use of lists of persons in alphabetical order rather than hierarchical order, and present the

allow equal speaking times or, when this is not possible, guarantee gender-balanced participation;


https://standardsiso.com/api/?name=668f5b790a19ebadf959b2b515f216bd

ISO 53800:2024(en)

— promote role models that go beyond gender stereotypes and expand traditional roles assigned to women
and men in all its forms of communication.

5.4.2 Communication actions

5.4.2.1 Description of the issue

An organization’s communication actions include all the internal and external content and events produced
or organized by the organization. Organizations can make their commitments and values known to their

stakeholde

rs through communication actions.

5.4.2.2 Related actions and expectations

The organi

setup
the me
commi

define
and ex
relateq

develo
gendet

inform
access

dissen

zation should:

hn editorial review committee to guarantee communications that are free of stereotypg
mbers of this committee in these questions, or train the communication unitin gendg
inications free of gender biases;

regular intervals suitable to the organization's contexts (preferably every year), for
ternal communication plan on gender equality and women’s emypowerment, or inc
| to gender equality and women’s empowerment in the existing cemmunication plans;

p a non-sexist and without stereotypes communication 4nyaccordance with the org

equality policy;

all the internal and external stakeholders of the organization’s gender equality poli
ble media and formats;

inate and communicate the initiatives and rgsults among stakeholders and the gen

creating awareness and valuing good practices omgender equality;

organi
related

highlig
newsld

take p

give a
inform
stakeh

create
and th
and ge

ze events and workshops, in particularon national or international days dedicated
| to gender equality and women'’s empowerment;

ht the variety of the internal and-external stakeholders on a regular basis (e.g. in an i
tter);

irt in events in which the audience and the speakers are at least diverse, and preferabl

bender equality weleome kit to all new stakeholders (e.g. the internal policy in favour
ation on specialized organizations, the support provided by the organization that ¢
olders to maintain their work-life balance, etc.);

a virtualor‘physical space where the rights of its employees with regard to equality aj
e numbers of the specialized associations and any other information on the preventio
hder-based violence are provided;

Sty Honhiz nd arirtiial oo onc
TIc

sand train
r-inclusive

ts internal
ude issues

anization’s
'y, through
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to subjects
hformation
[y equal;

pf equality,

nables the

e set forth,
n of sexual

guarantee

EFaval a1 X Fai 2
T TICpartcy TCS PITy S1C arra vt coadatr spatctss,

personal initiative promotes gender equality;

organize or participate in awards and competitions that reward persons or organizations whose work or

take actions to encourage women's empowerment to work and progress in professions and activities

that are predominantly masculine, and men’s representation in professions and activities that are
predominantly female with the aim of promoting gender equality, including in respect of remuneration

and ca

NOTE

reer progression within that profession or activity.

Therefore, actions to encourage male participation in traditional women’s industries are to be assessed for

their effectiveness in promoting gender equality and ensure they do not reinforce any existing gender inequalities.
Some research indicates that men employed in traditionally feminine fields average higher salaries than their female
colleagues and are often promoted more quickly and with less experience than their female colleagues.[32]
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Annex A
(informative)

Guideline for the development of a grievance mechanism to prevent,
detect and respond to gender-based violence (GBV), including sexual
exploitation, abuse, and harassment (SEAH) internally as well as in

engagement with external stakeholders

A.1 Genleral

An organif
gender-bas
based viole
with both i

In the foll
useful, and|

A.2 Whatis a grievance mechanism?

A grievang
frameworK

A well-def]
resolution

An organif
external st
according
form or bly

A3 Why

There are

Identif]
addred

ation should have a grievance mechanism in place to prevent, detect and\respond
ed violence, including sexual exploitation, abuse and harassment (hereaftef-referred tq
nce or GBV). Depending on organizational activities such mechanisms may be put in p
nternal and/or external cases.

wing clauses, one can find guidance on what grievance mechanisms are about, wh
how to develop and implement them.

e mechanism is an accessible procedure or pr@c¢ess that provides a clear and t
for addressing grievances related to the organization and its workforce.

ned and communicated grievance mechanism contributes to the detection, prevg
pf GBV, and the establishment of a safe work environment.

ation may need an internal grievahce mechanism for its own workforce and possi
akeholders. Grievance procedufes should be tailored to meet the needs of each or
fo the sector, country, culture, workforce composition and its activities. There is no
eprint solution for grievanethechanisms.

 is a grievance mechanism necessary?

everal positive-gutcomes that a GBV grievance mechanism can bring about:

y, manage, and monitor potential adverse impacts and risksin a timely manner, as well a
s internal ahd external concern.

to risks of
as gender-
ace to deal

y they are

ransparent

ntion, and

bly one for
panization,
prescribed

5 positively

Provi

1e

receive aformal response of the organization.

asplatform to raise concern and communicate through an established and formal

Tocess and

through a systematic and transparent process.

situations of violence in a timely, efficient and expeditious manner.

Avoid the potential for issues to escalate, be repeated or result in conflict or legal disputes.

workforce and contractors.
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Ensure alignment with international principles and standards.

Refine and strengthen existing processes and agreements, for example, with partners and business

relationships, to ensure they are in line with organizational expectations on protection against GBV.

Integrate GBV grievance management reporting systems with other reporting systems (when in place).

For small organizations, where resource constraints make it difficult to run a self-standing grievance

mechanism, participate in an effective external mechanism led for example by an industry association or
a multi-stakeholder group, such as a commodity roundtable which has developed its own GBV grievance

mecha

nism, is a potentially useful step.

A4 Ap

A.4.1 Vig

A survivor]
for workfg
complaints
upon by at
- an appro

matters and procedures.

A4.2 By

In a study

harassment procedures should include bystander interventions as a necessary response to preda

behaviour.
puts them
responsibi

A.4.3 Pe
Itis crucial

disciplinar
responses

A4.4 Re

Set up a rd
provide ps

organizatipn often have da’good overview of what types of support exist and where to get it,

women’s o
victim/sur

T O CITCo

'tim/survivor-centred approach

-centred approach entails to detail information about a variety of safe and\confiden
rce and bystanders to have access to information and support, to raise concerns

that assures confidentiality and protection.[33] Cases are to be reconded, investig
rained individual, follow-up support provided and monitored. Victim/Survivor-centre
hch in which the victim/survivor’s wishes, safety, integrity and well-being remain a pr

tstander intervention

n grievance mechanism on sexual harassment by the Harvard Review![34l it was found

Most policies place responsibility for reporting harassment exclusively on the tay
in a vulnerable position. Mandating bystander intervention can relieve the target o
ity of creating a healthier organizational culture on all members of the organization.

nalties and discipline
that penalties and discipline are proportionate to the identified misconduct. Extreme p¢

y measures can reduce people’s-willingness to report GBV. Similarly, minor penalties or d
[0 large breaches of the poliey.can undermine the workplace message on preventing SE4

ferral mechanism

ferral mechanisniwhich can include a predefined list of organizations or institutior
ychosocial, legaly financial, and medical support services for the victim/survivor of GB

vivor-based approach.

A.5 Actions to setup a grievance mechanism @000 |
A.5.1 Gen

tial spaces
and make
ated/acted
d approach
jority in all

that sexual
Fory sexual
get, which
f their sole

nalties and
isciplinary
\H.

1s who can
V. Women’s
sometimes

Fganizatiens provide such support mechanism. What is central is that the organizatjons have a

eral principles

When it comes to setting up a GBV grievance mechanism it is particularly important to acknowledge the
barriers to reporting. Culture and context often hinder survivors/victims from reporting but also fear of
retaliation, which makes the victim/survivor-based approach the most important feature of a GBV grievance
mechanism, it is therefore highly important to have several channels of reporting such as (but not limited
to) in-person reporting, digital, anonymous etc.

Some of the key principles which provide an effective grievance mechanism are:

transp

arency;
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impartiality;

confidentiality;

accessibility and/or predictability (timely/clear time frame);
legitimacy;

equality;

eat victimization.

When it comes to setting up a grievance mechanism some organizations suggest separating the function for

internal gr

ievances and those that are external.

alysis of the existing situation

the global analysis of the existing status of the organization (refer to ClauSe 5)
L regarding gender-based violence is necessary in order to identify risks of GBV.

entifying and prioritizing stakeholders

A.5.2 An
As part off
assessmen
A.5.3 Idg
Various in
organizati
— male
— manag
— memb
— expert
— theoc
— union
— etc.

External s

influence ¢

repres

fernal stakeholders can be involved in an initiative to prevent/protect against GBV|

n
a([Id female members of the workforce;

ement teams;

brs of the works council, if any;

s in GBV, including sexual exploitation, abusgrand harassment;
upational health and social services when existing in the organization;

"epresentatives;

fakeholders can be involved in an initiative to prevent/protect against GBV in thg
f the organization:

entatives of organizations with whom the organization is engaging (such as service

sub-contractors, businéss'partners, etc.);

repres
repres

etc.

entatives of local decision-makers;

entatives of local communities;

A.5.4 C(larifying roles and responsibilities

a specific

within an

sphere of

providers,

The roles and responsibilities of internal and external stakeholders need to be clarified in relation to the
GBV grievance mechanism but taking into consideration the asymmetric power relations between peers and
subordinates.

The primary responsibility of the implementation of a GBV grievance mechanism is with the top management.
However, the initiative can also be driven by any or all the stakeholders.
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A.5.5 Identifying and prioritizing the issues

Several issues have to be identified and prioritized in order to highlight the subject of sexual and gender-
based violence and to create a common culture:

— riskas

sessment;

— awareness-raising;

— training;

— communication and information;

— creation of a whistleblowing, reporting and investigation procedure (see ISO 37002);

— aproc
A.5.6 Stg

The follow

a) Planni

pdure to address the claims made.
ps for a grievance mechanism for internal stakeholders
ng 4-step process is suggested:

hg:

1) Consult with workforce (e.g. focus group discussions on how such grievance mechanism i

so|it is accessible, confidential, easy to use etc. and how it should be communicated, wher
wlat tools);
2) D4cide on the best model.
b) Creating content:
1) Write protocols (e.g. step by step approach, freim report received, how an investigatior

out and by who, ensuring a victim/survivor-hased approach);

2) Of

3) M<

in

c¢) Impler
1) By

GH

2) By
iny

d) Monitg
1) M

fer support services (e.g. a referral mechanism is in place, with pre-identified support

formation safely stored, considering a victim/survivor-based approach).
henting:

ild workforce knowledge (e.g. what is, why it is important to identify, act and proactiv
V, what is the grievaiice mechanism, and how it works);

ild key players “capabilities (e.g. members of the workforce who receive comp
Festigate). Refer to A.6.2 for the specificities of training.

ring:

pasUre attitudes and practices (e.g. with surveys);

hould look
b and using

is carried

services);

inage information (e.g. who williget access to what information at what time and how is

bly counter

laints and

2) Measure effectiveness (e.g. use focus groups, track cases and how they are solved);

3) Consider business benefits;

4) Measure workforce satisfaction (e.g. workforce satisfaction surveys).

A.5.7 Steps for grievance mechanism for external stakeholders

The following 4-step process is suggested:

a) Planning:

1) Hire a GBV specialist (e.g. consider locally based expert);
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2) Conduct a GBV/ context assessment (e.g. to understand contextual specific risks and solutions);

3) Build mutually beneficial GBV partnerships (e.g. consult with and cooperate with locally based
women'’s organizations or groups).

b) Designing:

1) Consult with local communities (relevant in particular for construction sites, e.g. engage in focus
group discussions and undertake individual interviews with local leaders, formal and informal,
women’s groups, women'’s organizations);

2) Decide on the best model;

3) Write protocols (e.g. step by step approach, from report rece is carried
out and by who, ensuring a victim/survivor-based approach).

c¢) Implernenting:

1) C(lmmunicate policy and grievance mechanism (e.g. considering written/oral comrhunication,
language, pictures and similar);

2) Budild capacity (e.g. in local leaders (formal and informal), of own wotkforce involved in handling
the grievance). Refer to A.6.2 for the specificities of training;

3) H4gndle reports.

d) Monitgring:

1) Measure community satisfaction (e.g. focus groups, interviews);

2) Check workforce awareness (e.g. focus groups questionnaire);

3) Agsess partner performance (e.g. subcontractéd partners, organizations engaged).

A.6 Plan, do, check and act

A.6.1 Ge

After carry
manageme
attitudes, |

To identify
organizati

The organ
workers re

neral

ing out the risk assessmentjand the actions described in Clause A.5, a plan for the prey
nt of harassment at work should be implemented, evaluating the work environment
ehaviours or situations, where lack of respect may have occurred.

F the most efféctive preventive actions to be taken, the conditions of the worl
nal context, the'type of user, the activities and services provided should be assessed.

zation gan'set up a working group, which includes, for example, the company mz
preseritation and the personnel most at risk to allow the identification, implementatio

the monit

ing and evaluation of actions and measures necessary to ensure programme effectivg

ention and
5 for sexist

kplace, the

Inagement,
h as well as
ness.

Possible ac

a)

tiorrs that camr be tmplemented are:

structural and technological measures (e.g. installation of alarm systems, suitable lighting systems,

systems for entering access codes to limit the entry of strangers to workplaces, maintenance of good
condition of structures and equipment);

b)

occurr
)

occurr
d)

ed;

ed;

professionals;

© IS0 2024 - All rights reserved
30

organizational measures: interviews with all parties involved, and analysis of the cases that have

management of episodes of violence: data collection, event recording, analysis of the events that have

psychological management of episodes of violence: support activities for workers/planners, use of
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training and information of workforce.

A.6.2 Training

Actions can be planned and taken on several themes:

First, raising the awareness of male and female members of the workforce: this effort can take the

form of conventional awareness-raising sessions with, for example, interactive quizzes, role-playing,

establi

shing forum theatre within the organization, online modules, etc.

Next, training is necessary for the key players who may have to deal with cases of sexual or gender-based

violence, human resources managers, members of the works council, experts in sexual harassment and
sexist behaviour and top management teams. This training can be extended to include the occupational

health

Aftert
with t
on the
inform
guarai
systen
organi

Finally

of example, it may use interview guidelines for the victims/survivors, the offenders and the

and a {
During

invest]
the pr¢
extern|
specia

A.7 Incl

Providing
in the orga
such as th
welcome N
internal m

Posters, videos, exhibitions, card games and board games can also be used and distributed.

formats us

In additio
informatio

The ofrganization should take measures to protegtithe victims/survivors during th

And soclal services. The training snould address the legal requirements and propose mode

he training, a whistleblowing, reporting and investigation procedure can be set up in’cqg
he workforce representatives. This system can include the creation of units/teams

size of the organization) managed by a trained and well-informed person 0rd traine
ed group of people, or the provision of a dedicated telephone numben-6r e-mail ac
itees the confidentiality of information provided by victims/survivors and witnesses.
latic questions on sexual and gender-based violence can be included.in the template u
zation’s annual reviews with the workforce.

,aprocedure should be defined and structurally implemented to'address the claims meé

cale of sanctions depending on the event (sexual harassment — serious misconduct —

gation. For example, systematic consultation of the occupation health service and the
esumed offender to another department. The’organization can also refer the victims/s
al resources to provide support with legalormalities and psychosocial care (e.g. psych
ized associations). A “contact box” of external resources can be used.

ude the initiative in the organization’s social responsibility policy

hization’s social respongibility policy. Internal tools can be used to communicate this i
e organization’s rules and regulations, which contain the articles of law and the san
andbook, which explains the policy on the prevention of sexual and gender-base
bmos, the intranétsite, etc.

ed for disSemination should be accessible for all.

1, therorganization can publish external communication materials based on, fo
non the commitments made by the organization.

Is of action.

ordination
[depending
H and well-
count that
n addition,
sed for the

de. By way
witnesses,
dismissal).

the whole process, especially during interviews, repeated victimization should be av¢ided.

e internal
transfer of
irvivors to
ologists or

nformation on the initiatjveto prevent sexual and gender-based violence allows it to be included

formation,
ctions, the
d violence,

Media and

r example,

Special internal and external events can be organized, such as workshops dedicated to the subject.
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Annex B
(informative)

Indicators of the comparative situation of women and men

B.1 Gen

B.1.1 He

eral conditions of use

adeoint

Figures by

breakd
contra

breakd

averag

B.1.2 Du
Figures by

breakad
forms

breakd
hours,

gender:

lown by professional category on the basis of the work contracts (permanent or
Cts);

Jown by department, job position, level of responsibility and educatipnaHevel;

e age by professional category.

ration and organization of work

gender:

Jown of the headcount by working hours: full-time, part-time (between 20 and 30 hour
pf part-time working);

Jown of the headcount by the working organization: shift work, night work, variab
unusual work, including weekend work;

participation in unions activities, by gendex

B.1.3 Data on parental, maternity, paternity and other care leave

Figures by
breakd

accor
mater

gender:

lown by professional.eategory;

(iLing to the quantityand type of leave lasting longer than six months: time savings accoun

ity, paternityand other care leave, study leave, sabbatical leave.

B.1.4 Data on arrivals and departures

Figures by

gender:

break

own of recruits by professional category and type of employment contract;

fixed-term

5 and other

le working

t, parental,

breakdown of departures by professional category and reason: retirement, resignation, end of fixed-term

contract, (reason of end of contract: care giving tasks/domestic tasks; better job/position in another

organi

zation; gender-based violence situation), dismissal;

breakdown by job application and steps of selection process;

breakdown by first year leavers.

B.1.5 Position in the company

Figures by

gender showing the breakdown of the headcount by professional category.
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B.1.6 Promotion

Figures by

gender:

— number of applications for promotions by professional category;

— number of promotions by professional category;

— average length of time between two promotions.

B.1.7 Years of service

Figures by

gender:

— averag

— averag

e years of service in the company by professional category;

e years of service in the professional category.

B.2 Remuneration

Figures by

— thera
payme

— averag
— amour
— numbdq

— adjust

B.3 Traj
Figures by
— averag

— averag

gender and breakdown by professional category according to:

hge of remuneration (including on complementary or variable<eomponents such as
nts in kind);

e or median monthly remuneration;
t of additional wage or benefits by gender;
r of women in the 10 highest earners;

ed gender pay gap.

ning
gender and breakdown by professional category according to:
e number of hours of training by male and female employee per year;

e number of hours in-training of employees in gender equality per year in topics such

inclusive language, gendet-bias, etc.;

— breakd
progra

— gendet

own by type ¢f\training: learning a new job, retraining, skills-building, leadership ty
mmes;

breakdown of number of applications for training.

ponuses or

as gender-

aining and

B.4 Woj

King conditions

General data by gender and breakdown by job position according to:

— participation in internal committees by gender;

— gender breakdown of number of applications for participating in internal committees;

— exposure to occupational risks;

— arduous work, including repetitive tasks.
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B.5 Leave

Indicators

on the relationship between work and family responsibilities:

care leave;

health

leave t

B.6 Organization of working hours in the company

Indicators
Existe
Figure
— nuy
nu

nu

Local 4

— participation of the organization and its committee in the provision of child-care service

B.7 Sexiy

Existe
a grie
sexual
stakeh

Sexual

confirmed, investigated, fesolved) and the associated (labour) legal consequences.

NOTE ]

the cur

the val

number of female and male employees who worked part-time bychoice, then returned to full

benchnpark vialues (if available, such as national, sectoral or local) that can help the organization to sq

and accident caring leave (by gender);

aken in comparison with the theoretical number of days of leave.

existence of additional income paid by the organization for parental, maternity, paternity and other

figures by professional category of the number of days of parental, maternity, paternity and other care

pn the relationship between work and family responsibilities:

nce of work organization options that make it easier to organize work and family life;
s by gender and by professional category:

mber of female and male that work part-time;

mber of female and male employees who work part-time by choite;

mber of female and male workforce who work extra heurs monthly;

ervices:

hal harassment

nce of procedure for the preventionef'sexual harassment (see Annex A for guidelines on
Fance mechanism to prevent, detect and respond to gender-based violence (GBV)
exploitation, abuse, and harassment (SEAH) internally as well as in engagement wi
olders).

harassment complaints/ investigations, number of occurrences of sexual harassment

[0 facilitate the management of indicators, the organization can use a balanced scorecard that

rent value-ofithe indicator,

é.of the planned improvement objective.

time work;

developing
including
h external

(reported,

considers:

t targets,
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Annex C
(informative)

Good practices and practical examples

eral

This annex_has been developed to provide practical examples from around the world, that have been

anonymise
in a variety
not all the

C.2 Invq

On Interndg
commitme
into questi
favour of e
slogan, wh

C.3 Exal

a) Writte
b) Geners:
to gen

d, and that can help users to understand how the guidelines in this document can be i
r of organizations. It has been cross-referenced and organized into useful topics, recog

)lving men and boys in the drive for equality

ht to a movement that encourages men to get involved, declare theixsolidarity and call

pn with regard to gender equality, which is an indispensable st€p towards a common i
uality. The school’s pupils and staff produced a mural of theix photos spelling out the 1
ch was exhibited in the school and on its website.

mple of the implementation and monitoring of the strategic plan(3°]
n instructions on the implementation and monitoring, where applicable.

1l and specific training, at all levels, including those against prejudices and stereoty
ler.

mple of internal and external communication/3¢]

e and disseminate to its-interested parties (stakeholders) a communication plan

heir internal and-éxternal communication (marketing, advertising) on responsibilit
hder stereotype)in advertising actions, ensuring a periodic review of marketing ma
ries, committing to spread a positive image of women and girls, using a language re
differences).

y the'interested parties with whom to establish communication regarding gender equs

plemented
nizing that

Challenges and expectations of all the organizations in different geographies havebeen covered.

tional Women'’s Day (8 March) a high school in distinguished itself’through its pupils’ strong

themselves
nitiative in
hovement'’s

bes related

relating to

hmitment on gender equality issues (or more generally on diversity, equity and incl@ision [DEI]

V (avoiding
terials and
spectful of

lity issues,

hlly. in the workplace.

established and implemented by means of the strategic plan.

C.4 Exal

a) Prepat
its corn
issues].

b) Base't
the ge
strateg
gendet

c) Identif
especi

d)

e) Aligni

nternal and external communication with corporate values and culture.

C.5 Examples in planning[3°]

a)
b)

Identification of strengths and weaknesses with respect to the issues;

c¢) Definition of objectives;
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Identification of company processes related to the identified issues concerning gender equality;
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d) Definition of the actions decided to fill the gaps;

e) Definition, frequency and responsibility for monitoring the defined key performance indicators (KPIs,
see point 5 of Reference [32]).

The strategic plan is shared by the management and kept updated over time. Depending on the size of the
organization, the strategic plan may be more or less complex, also taking into account the need to define the
frequency of periodic monitoring of the applicable KPIs, as set out in point 5 of Reference [32].

C.6 Women empowerment principles (WEP): 7 principles

Policy is about commitment, and the United Nations, through Global Compact and UN Women created the

women empewerment-prineiples{WEPY,E asoodframework-that-canbe-adopted-by-orsanizations. The

principles are:

— top mgdnagement and/or governing body promote gender equality;
— equal ¢pportunity, inclusion, and non-discrimination;

— health| safety and freedom from violence;

— educatlion and training;

— enterpfrise development, supply chain and marketing practices;

— commiinity leadership and engagement;

— transparency, measuring and reporting.

C.7 Example of a national "Professional equality index"

All companies with at least 50 employees calculate and publish their professional gender equfality index
every year| This national "100-points professional equality index" is calculated according to fpur or five
indicators [depending on whether the company has more or fewer than 250 employees):

— the pay gap between women and men;

— the difference in the breakdown(ofindividual pay rises;
— the difference in the breakdown of promotions (only in companies with more than 250 emplgyees);
— the number of female employees who receive a pay rise on their return from maternity leave
— gender parity amongst the 10 highest-paid employees

If the indek is below.75 points, the company is asked to take corrective measures to achieve a|score of at
least 75 pojiints, within three years.

The numbé¢rof cases of discrimination and labour violence sanctioned with respect to those reported can
also be an interesting indicator.

Other countries can have similar gender pay reporting processes.

C.8 Promotion of gender equality and diversity with an award

As an important component of corporate social responsibility, organizations can exhibit an organizational
management of excellence to promote gender equality in their activities and internal and external advocacy.

For example, an award[38] exists which has different categories: directory management; innovation; SME
management; management for digital transformation and management of gender equality, diversity and
care (MGEDC).
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Regarding the MGEDC category, it aims to define an application framework, a guide that allows organizations
to manage the elimination of gender gaps (with respect to opportunities to access and control jointly
economic, social, cultural, and political resources) among other sources of discrimination.

The evaluation takes into consideration four criteria:

a) leadership,

b) culture,

¢) management system and

d) results.

The objectjve is to highlight that organizations who implement and promote (on a voluntary ba

equality and diversity can apply for the award and be recognized for their actions.

C.9 Organization salary record

All companies, regardless of their size, should record company remuneration of all’employees, to

the obligatjon of equal remuneration for work of equal value.

The salary|record should include:

— all employees, including top management and governing bodies;

— gender-disaggregated data for average and median values of‘base salary and other compen
benefif components in each professional group, category orlevel in the company;

— therefierence time period will generally be the calendatyear;

— it shoyld be accessible for employees’ representatives, governmental authorities and for rer
audits|that check the obligation for equal pay.

Moreover, all companies with at least 50 employees, should be obliged to carry out a salary audit,

job evaluat

if it applies.

C.10 Women-only job openings in organizations

Companieq
associated
vacancies
organizati
noted that

The percer
gender eqy

ion to secure equal pay for equalwork and justify any pay gap higher than the legally e

with a predominantly male workforce, often because they are engaged in activitie
with men, such”as engineering and technology companies, have set aside a per

the majority of these vacancies were filled by men.

tageé is set according to organizational and market realities and the goals that have b
ality.

5is) gender

guarantee

sation and

nuneration

including a
stablished,

s normally
centage of

1or women as-axway of ensuring that part of their workforce is filled by women. For example, one
n set a target of 50 % of its Fellows Programme vacancies for women, after its recruit

ment team

een set for

In addition to setting quotas or percentages, the organization should ensure thatit creates a safe, empowering
and fulfilling experience for people because numbers alone do not guarantee true equality and inclusion.

C.11 Inst

allation of breastfeeding rooms in an organization

A company offers a support programme for breastfeeding/expressing breast milk in the organization when
they return to work after maternity leave. This programme involves several actions:

— the supply of breastfeeding rooms in accordance with the regulations in effect, and advice on which
equipment to use;

— additional breaks for breastfeeding;
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the room;

training the management teams in the benefits of the programme;

documentation on breastfeeding for pregnant employees.

an online schedule on the organization’s intranet site to enable breastfeeding employees to book slots in

Organizations that have implemented this type of programme have observed a drop-in absenteeism amongst
women returning from maternity leave. Women who are able to benefit from this type of programme have
expressed their satisfaction in being able to reconcile their family time and work time.

Organizations with external visitors can also provide breastfeeding rooms for them.

C.12 Toil

Everybody
provided f
than men 1
queues at y
building, iy

This is not
can restric

The provis
easily, prac

Organizati
— equita
provis

dispos

gendet

C.13 Mer

The cost of
chose to sp
sanitary p
miss days i

Organizati

ets

should have adequate toilet provision, but toilet provision for women is often infei
r men. Women often get fewer appliances (WCs) than men (WCs and urinals){ Women

o urinate, and they sometimes also have menstruation to deal with. This frequently
vomen'’s toilets, when there are no queues at men'’s toilets. This inequality applies to m
icluding theatres, sports facilities, shopping centres, and workplaces:

only discriminatory, it can cause great distress to women who need to use the toilet ¢
t both their social and work lives.

on of toilets should be based on the requirements for theusers to be able to use them h
tically and discreetly with limited or no waiting.

bns should consider appropriate ways to address this, such as:
ble/proportionate space and number of applianceés,

on of period products,

al facilities in all toilets,

-neutral toilets.

)struation and period poverty: examples of possible actions

period products is ¢onsiderable. Students, people in insecure job situations and hom
end their money otrother essentials. Worldwide, nearly 500 million women cannot affi
Fotection. Thisdack of sanitary protection can also lead women to limit their activit
it work or ateSchool during their periods.

bns can‘combat this period poverty by providing period products, organizing coll

other people or making donations to organizations that are active in this field. Three local authg

launched a

ctions:

ior to that
fake longer
' results in

pst types of

juickly and

ygienically,

eless often
brd regular
es or even

cctions for
rities have

With t

ne support ol a specialized association, a City organized a collection and distributed the collected

products to vulnerable persons in partnership with various NGOs. A bar in the town, which had already
installed a period product dispenser for its customers, also joined the action by providing a permanent

collect

ion box for donations.

— A collection campaign in another city also distributed almost 22 000 period products through some 40
associations. The collection was supported by numerous events, including exhibitions and conferences
that provided information on period poverty.

Employees who suffer from painful periods are entitled to one paid day of leave per month. This arrangement
is based purely on trust, since the employees do not have to consult a doctor. In March 2021, five of the 17

women wh

o work in the company took this day of leave.
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roving parental leave during and after the leave

As maternity is often perceived and documented as a disadvantage for women in recruitment and promotion
processes, equalizing number of days of absence for maternity and for paternity leave can place female and
male employees in similar positions with regards to impacts of parenthood on work life cycles.

Relax the rules on the return of maternity leave. For example, organizations allow their workforce

returning from maternity leave to work part-time for up to 6 months after they return and provide
permanent reduced hours/part time working options for parental, maternity, paternity and other care
leave returners. The organization can also make follow-up and career development plans for those
returning from parental leave to ensure that their time away from the organization and other contextual
changes do not hinder their performance, development and professional growth.

the ret

C.15Imp

development

Due to soc
develop th
be effectiv

For examplle, an organization has put in place a mentoring programme where they manage a

scheme, fir
their speci

As part off

booklets on their role and the nature of the relatiofiship. Mentors do not necessarily have f{

within the
overcome

employees
and develo

The struct
that wome
stereotype
grow profe
decisions @

C.16 Good practices on remote working

Any organ
profession

Propoge psychological support programmes for parents during and returning from parental]

1

paternfity and other care leave to ensure that mothers can feel welcomed by the company)an

ping more women in the organization.

urn to activities.

lementation of a mentoring programme to guarantee equal‘¢areer

pir professional careers and be promoted. Thus, implementing specific mentoring for Y

h

ding suitable mentors for employees and encouraging'them to find specific mentors a
fic needs at different steps of their career.

the programme, mentors receive training and both mentors and mentees receiv

organization. Mentoring programmes such as these can encourage women to share
nsecurities in the work environment<and ensure equal development among male
These programs can also address male employees’ unpreparedness and resistance to

ire, topics and methodologies.for these programmes should be established based on t
n have indicated through’diagnostics and mapping, to ensure that they do not replidg
s, assume needs and burden women with the task of training to reach leadership po
ssionally when in many cases, they do not advance professionally due to biases, st
f the organization.and the leaders, not for lack of empowerment or knowledge.

izational transformation (digital, ecological transition, remote working, etc.) cai
h] iequalities between women and men, or create new ones, but can also be a vectq

maternity,
d safe with

al roles and cultural differences, men and women may have different opportunities and needs to

ivomen can

mentoring
ccording to

b guidance
o be from
Hifficulties,
hind female
welcoming

he realities
ate gender
sitions and
uctures or

1 reinforce
r for more
b to gender,

equality. T

néimplementation of remote working shows how an organization can be more sensitiv

by considering equality in a transversal way, as an element of method at each step of the process.

Ensure that gender equality is mentioned as a main objective in the introduction of the remote working

Promote gender equality in the decision-making about the remote working agreement. In order to make

sure that the persons in charge of remote working agreement will consider gender equality, awareness

igns can be organized.

a)

agreement.
b)

campa
9

— CO

llect and analyse gendered data on the impact of remote working,
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— ensure conditions to have access to remote working are based on the tasks achieved and not on the
type of profession,

— ensure conditions to have access to remote working are not likely to discriminate against designated
groups (i.e. forbidding remote working for part-time work can resultin an indirect discrimination as
women are disproportionality represented in this group).

d) Provid

f)

e equal access to digital tools and equal training to remote working software.

Ensure that the worker have suitable places to work, whether at home of from other places.

Include in the remote working agreement additional allowance of remote working days for parental,

maternity, paternity and other care leave, parental leave and for people who menstruate, and for people

any other

situati

Create
ensurd
equali

g)

h) Provid
that c3

work d
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States, its

of raising 3
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women angl men, and even interested citizens have been trained within this programme; this en
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gender equ
and action
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pn provided for by law but can be used as an extension of pre-existing legal provisions|.

specific training and workshops for stakeholders (i.e. managers, union représentat
that the impact of remote working does not disproportionally affect work life.balance

y.

e training in order to raise awareness about gender-based violence atwork and speci
n occur in remote working situation (i.e. online sexual harassmeit; domestic violenc
istribution among family members, etc.).

ning programme example — Micaelal32]

raining programme was created in order to transfornythe historical and cultural dyn
the patriarchal system and gender socialization, thus it is a key strategy that allows
ices and the building of relationships within organizations and families.

ve, etc.) to
hnd gender

Fic violence
b, domestic

amics that
reviewing

amme is addressed to the public sector (authorities and employees) of the Federal and regional

central administration, justice administration, parliaments and public enterprises w

th the aim

wareness about all kinds of gender-basSed violence established in national and international laws

itions, also, to provide practical tools o tackle and accompany victims and to design ¢
Ctions to prevent gender based violence in the workplaces.

lementation of Micaela’s training programme raised interest among the general pu
o the private sector: entepprises, associations, and other private organizations ev
andatory for them. Since’ then, thousands of employees, leaders, enterprises owner

e gender policiestand action plans within their organizations, create protocols to p
ler-based violence situations, and also, to review its practices and culture patterns

olicies and

blic, it was
bn when it
5, business
hbled them
revent and
towards a

ality transfornration. A real gender equality transformation implies an increasing igvolvement

of all thecitizens and organizations, reviewing the cultural patterns and conditions t
uce inegiidlity and gender- based violence.

C.18 Eduication in equality: from awareness-raising to training

hat sustain

Education plays an essential role in teaching gender equality between girls and boys. An educational
approach should be developed to raise awareness and inform children of the importance of gender equality
from the earliest age possible. Schools are places that develop knowledge of life, of which gender equality
is a part. All those working in education should be trained in gender equality to ensure success. Curricular
and extra-curricular activities should also enable girls and boys to integrate knowledge and learning that
are socially and culturally assigned to one sex or the other, for example, mixed sports activities in the early
years, equal value given to sports practised by girls and boys (e.g. football, ballet), manual work, workshop
work, domestic work, among other activities. Parents should also actively participate alongside teachers.

Education in equality can offer a means of empowering girls and women and of teaching respect, and a
means of prevention in the fight against sexual and gender-based violence. Learning how to respect gender
equality should lead to the notion of gender parity and of sharing between women and men.
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