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Introduction  

The Gender Equality Management Systems Certification Programme, otherwise known as the 

Gender Equality Seal for public and private companies, is a pioneering initiative in Latin America 

and the Caribbean. Promoted by the United Nations Development Programme, it consists of a 

collective effort involving governments, the private sector and trade unions to establish and 

achieve standards of excellence that promote gender equality and the empowerment of women. 

Once the participating companies have successfully completed the certification programme, they 

are awarded a Gender Equality Seal, a symbol of recognition of gender equality in the workplace.  

Created in 2009, the Community of the Gender Equality Seal consists of thirteen countries in 

Latin America and the Caribbean and more than 600 companies including more than 1,700 

certified headquarters and workplaces. Since 2016, this initiative began a global expansion with 

more than fifteen countries in Africa, Asia-Pacific, Eastern Europe and the Middle East, which 

have already adopted or are in the process of adopting the programme. 

In this framework, and with the commitment to develop national and regional capacities for the 

implementation of this initiative, UNDP has developed a portfolio of both in-person and online 

and mixed training for gender equality advisers, as well as a toolbox that contains resources, 

formats, guides and graphic materials to support countries in the process of developing their 

Seals. Part of this package includes the web tool, EQUALITY@WORK, an online system that 

facilitates organizational access to reports on gender gaps as well as monitor their evolution. This 

document, which seeks to guide the development of gender equality policies and action plans, 

will be an integral part of this toolbox. 

The design and approval of a Gender Equality Policy and its corresponding Action Plan is one of 

the key stages in the implementation of the Gender Equality Management Systems in companies 

and organizations (GEMS). Once the company or organization has diagnosed their situation 

through a gender perspective, the Equality Policy and Action Plan are the instruments through 

which the organization decides what it will do and how to overcome the identified inequality 

gaps. 

This Guide for the elaboration of Gender Equality Policies in companies and organizations was 

derived from the experience accumulated in the different national certification programmes. It 

has been developed in part thanks to the contents developed by the UNDP for its own training 

courses, as well as the guides and manuals already in place in countries such as Costa Rica, Chile 

and Uruguay. The UNDP intends to strengthen and expand the toolkit available in the region, and 

therefore the technical and methodological support it provides to the companies and 

organizations in process of achieving their certification, as well as to the advisers that accompany 

them. It has been further developed with the aim of being a practical instrument of simple 

application, adaptable to different contexts. 



Guide for the development of Gender Equality Policies in companies and organizations 
 

 
6 

The guide is structured into five sections. The first three lay out the definitions of Gender Equality 

Policy and Gender Equality Action Plan, the conditions necessary for their proper development, 

and the importance of taking into account a participatory methodology for their development. 

The fourth and fifth sections explain in a simple way the main guidelines for designing the 

indicated instruments. 

 

1. The Gender Equality Policy and the Action Plan: What are 

we Talking About?  

 
The Gender Equality Policy and the Action Plan are two key elements of a Gender Equality 

Management System (GEMS), understood as the set of procedures and practices of 

organizational management whose purpose is to transform the management of human resources 

and organizational processes in order to guarantee a greater degree of equality of opportunities, 

treatment and results among workers. From this perspective, GEMS is a formal system that 

documents the processes, procedures and responsibilities for the achievement of policies for 

gender equality and its objectives within an organization.  

The management cycle of GEMS is based on the Plan-Do-Check-Act model of continuous 

improvement, which moves through four stages: first, conducts an Organizational Diagnosis with 

a Gender Perspective; second, plans the changes through the formulation of a Gender Equality 

Poliy and an Action Plan to close gender gaps; third, the execution and testing of changes 

according to the Action Plan; and finally the evaluation of the level of compliance with the 

established requirements, while reviewing, analysing and establishing what the organization has 

learned.  

In this way, the Gender Equality Policy offers a framework for planning the interventions that will 

be carried out in advance of the reduction of the inequality gaps identified in the diagnosis. It is 

therefore a document that expresses the commitment of the top management of the 

organization to the principles and objectives of gender equality, while indicating the global 

strategy it intends to implement in order to reduce the existing gender gaps and inequalities 

within the organization, as well as the internal and external mechanisms that will be launched in 

pursuit of this aim.1 It is therefore a political and strategic document aimed at optimising the 

management of human resources, business culture and the functioning of the organization and, 

by extension, facilitates supports and strengthens the activity and results of the organization 

itself.2  

 
1 Sello de Igualdad de Género: Programa de Certificación para empresas Públicas y Privadas apoyado por el PNUD. Módulo 2: 

Sellos de igualdad de género. 
 
2 Guía “Buenas prácticas para integrar la igualdad de género en las empresas”, Fundación Mujeres, Extremadura, España, 2008.  
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The Gender Equality Policy may be part of other existing policy instruments; for example, a 

human rights policy, a diversity policy, sustainability or an umbrella policy of Human Resources. It 

may also act as an umbrella for other corporate policy in the pursuit of gender equality, such as 

reconciliation with co-responsibility, professional development, and prevention of sexual 

harassment, among others. 

A Gender Equality Action Plan is one that guides the practical and concrete application of the 

Gender Equality Policy, implemented during a specific period of time. Like any plan, it must be an 

ordered set of measures adopted after carrying out an organizational diagnosis with a gender 

perspective, aimed at reducing the concrete inequality gaps and associated problems, and 

progressively achieving equality of opportunities, of treatment and of outcomes between 

genders.3 

As has been mentioned, both the Policy 

and Action Plan aim to eliminate gender 

gaps in the organization. These are 

considered the differences between 

women and men in relation to 

opportunities, including the access, use 

and control of resources and the 

enjoyment of the benefits of 

development within the organization. 

The gaps are manifested as 

discriminations or inequalities that limit 

the exercise of human rights, well-being 

and integral development of people, for the most part women.4  

 

2. What are the fundamental conditions for a Gender Equality 

Policy and its Action Plan for effective design and 

implementation? 
 

Although others may also be included, the experience of numerous processes related to the 

implementation of the Gender Equality Management Systems (GEMS) have revealed six 

fundamental conditions for the effective design and implementation of a Gender Equality Policy 

and its Action Plan: 

 
3 Asociación Española para la Calidad, http://www.aec.es/web/guest/centro-conocimiento/planes-de-igualdad 
4 Norma  INTE 38-01-01:2015 Costa Rica 

Gender
Equality
Policy

Action
Plan I

Action
Plan II
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 Commitment and leadership of top management: The first fundamental element in ensuring 

a solid base for the design and implementation of a Gender Equality Policy is the leadership 

of the organization’s top management. That is, the explicit commitment of those at the 

highest level to the promotion of gender equality in the organization, and therefore with the 

progressive eradication of existing gender gaps and inequalities. This commitment must be 

expressed both internally and to third parties, whether customers, users, suppliers, the 

general public and other organizations. 

Some instruments through which the commitment of senior management may be expressed: 

• Communication of commitment and intention to all staff 

• A launch event of the GEMS design process  

• Induction manual to new hires and re-induction processes for existing staff  

• Adaption of the code of ethics of the organization 

• Internal and external corporate communication 

• Quality manual  

• Creation, positioning and empowerment of the Gender Equality Committee 

• Sustainability reports 

 

 Basic knowledge about gender gaps, their causes, and their character within the organization: 

Committing to gender equality requires that at least senior management and key personnel 

have basic knowledge about the meaning of gender equality and its presence or absence, 

implications and impacts, on organizations. A fundamental starting point in generating 

knowledge and ownership of this area is the undertaking of a diagnosis of gender gaps. The 

diagnosis will serve not only to reveal the gaps and problems existing between women and 

men, and the identification of areas for improvement or opportunity, but also to train and 

sensitise senior management and key personnel about its importance and impact on the 

organization.  

 Framework of defined responsibilities: The Policy and Action Plan must define a responsibility 

framework from the beginning, indicating the areas and personnel responsible for ensuring 

compliance. Top management must ensure that all areas and people at different levels of the 

organization know what they are expected to do (their responsibilities), and what they are 

authorised to do (the scope of their responsibility) within the framework of the GEMS. It is 

important for this also that they understand the way in which these responsibilities and 

authorities are mutually related. This is essential to guarantee the applicability of the Policy 
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and Action Plan and the involvement of the entire organization within the framework of its 

specific responsibilities. 

 Alignment with the priorities and work areas of the organization: For a gender equality policy 

to be successful, it is essential that it not be isolated from, nor a mere addition to, the 

organizational management system, its institutional priorities, or work areas. Instead it must 

be intrinsically aligned with the mission, vision and objectives of the organization. The Gender 

Equality Policy is therefore an instrument for aiding in the achievement of the strategic 

objectives of the organization. For example, if a company priority is the expansion of its 

markets at the international level, the Policy and the Action Plan should be linked to the 

personnel management processes that will be developed in view of the planned expansion. If 

for a public organization the priority for the next period is the decentralisation of its offices at 

a regional level, the Policy and Action Plan should also clearly consider these processes.  

 Correspondence with the provisions of the norm or certification programme of the Equality 

Seal of the country: Some national regulations establish more or less specific requirements on 

the contents and the structure that the policy and action plan should have. In all cases, it is 

essential that the organization, and whomever is advising it, be clear before starting the 

process that its formulation be aligned according to the requirements established by the 

regulation.   

 

Indications for the development of the Equality Policy in GEMS 

How is a policy of gender equality and reconciliation of work, family and personal life developed? 

It is suggested that the policy of gender equality and conciliation of the organization contain in its 
formulation: 

o The mission and strategic objectives. 
o The explicit commitment to comply with current national and international regulations on 

gender equality, as well as applicable legal and regulatory provisions. 
o The commitment to continuous improvement. 
o The strategic guidelines that constitute the reference framework for the formulation of 

strategic objectives. 
o The consideration of the plan for training, dissemination and reconciliation of work, family 

and personal life in the logic of co-responsibility, among other issues considered relevant by 
the Standard . 

o The alignment with the nature and strategic objectives of the organization, as well as the 
provision of a frame of reference for establishing and reviewing the objectives through time. 

o The elaboration of the objectives addressing all those areas that were established as 
relevant in the diagnosis and are to be implemented by the organization. 

o The relation of the Policy to each of the strategic guidelines prioritised in the Gender 
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Equality and Reconciliation Policy. 

Source: SERNAMEG, Chile. 

 Provision of sufficient human and material resources: In any organization, the allocation of 

resources indicates where the organizational priorities lie. Thus, if the organization and its 

senior management are committed to gender equality, this should be visible through the 

specific allocation of resources, whether human, material or financial, to the design and 

development of GEMS, and therefore also to the development and implementation of the 

Policy and the Action Plan. 

 

Figure 1. Necessary conditions for the design of a Gender Equality Policy 

 

 

 
 

 

 

 

 

 

 

 
 

 

3. The importance of a participatory methodology  
 

Addressing gender inequalities is a new issue for most 

companies and organizations. Being a structural element of our 

societies, it is part of the culture and daily practices of people 

and companies and so often naturalised and invisible, 

especially for those who have not experienced it directly 

and/or do not have knowledge and information about it. 

Frequently, the approach of gender inequalities generates 
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resistance among the staff, since it questions and tries to modify the existing status quo and 

power relations by involving a deep process of cultural transformation of the organization’s DNA. 

For all those reasons, it is essential that the process of preparing a Gender Equality Policy and its 

Action Plan take into account a methodology that is as participatory and as inclusive as possible. 

This will ensure its adoption by the entire staff, and particularly by the senior and middle-ranking 

managers that will have the responsibility of executing and ensuring its success in their respective 

spheres of action. In this way, the process of preparing the Policy in itself becomes an instrument 

for training and raising awareness of Gender Equality among the people who make up the 

organization. 

To ensure participation, it is essential that the Policy is designed in a coordinated manner; that is, 

that it is not carried out in isolation by departments, or that a single department takes sole 

responsibility. We recall that the scope of GEMS goes beyond the simple management of human 

talent, impacting as well the management of communications, the value chain, production and 

operations. Its implementation therefore implies a transformation process involving all areas and 

levels of the organization. 

The different responsible bodies must work in a coordination in order to ensure that the Policy 

and Plan address the existing gaps in the organization, and give a real and effective response to 

each of them. Participation is also a means of ensuring the applicability of both instruments by 

enhancing the involvement and responsibility of the staff in the realisation of agreed strategies 

and measures. The Gender Equality Committee has a fundamental role in this process, and will 

establish the scope (Management/departments/persons) and the consultation format to be 

developed in its pursuit. In this phase, it is important to ensure the participation of the following 

entities: 

▪ The higher and middle management of all the departments involved; 

▪ Women and men on equal proportion, and also as a priority women who work in 

sectors or departments that are predominantly masculinised; 

▪ Representatives of other committees that exist in the organization (e.g. Occupational 

Health and Safety); 

▪ Union representatives, always ensuring the involvement of the same number of men 

and women; and 

▪ Staff of minor rank of each of the areas involved according to their specific work 

responsibilities. 

 

Another important element, in terms of participation and learning, is the establishment of 

communication or coordination with other groups that have previous experiences and pre-
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existing good practices. The capitalisation of policies and plans in other organizations, of their 

development and implementation, and of the obstacles and facilitating aspects, is undoubtedly a 

key element in the process.  

 

4. The Gender Equality Policy document  
 

As has been previously mentioned, the Policy 

and its Action Plan must respond 

fundamentally to: 

 Gender gaps and problems prioritised 

in the fields and dimensions; and 

 The requirements established by the 

standard and/or certification 

programme in each country.  

It is important to underline, as mentioned in 

Section 1, that a Policy is not the same as its 

Action Plan. While the Policy is more political 

and strategic in character, of deeper definition and greater aspiration, and is therefore more 

general, the Action Plan is the operative instrument by which the Policy, during a determined 

period of time, is put into practice. The Policy is therefore the “umbrella” under which the Action 

Plan is developed. To clarify this distinction, an explanatory table is presented below.  

 

Scope of the Equality Policy and the Gender Equality Action Plan 

Instrument Character Contents Duration 

Gender 

Equality 

Policy 

Political/ 

Strategic 

Background: Introduction; background and justification; 

context of the organization; regulatory and organizational 

related framework; main gender gaps identified.  

The Gender Equality Policy: Commitment (political, 

technical, resource, etc.); Principles; overall objective; 

specific objective; expected results.  

4 or 5 

years 

Action Plan Operative The Action Plan: Actions to be developed by result; 

necessary resources; specific managers; expected 

goals/time; monitoring indicators; means of verification; 

monitoring mechanisms, follow-up and evaluation. 

Less, 

annual or 

biannual    

Fuente:	Imágenes	de	Google	
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Drawing from previous experiences in the development of Gender Equality Policies and Action 

Plans, the structure and guide of contents suggested for their preparation is presented below, 

with the aim of facilitating and guiding organizations in this process. This guide is not a unique 

formula, but it can and should be adapted by each organization or company according to its own 

context and organizational model, and aligned with established standard or certification 

programmes of each country. The structure is summarised below and then developed in greater 

depth.  

 

Proposed Index of Contents for a Gender Equality Policy 

A) General framework 

▪ Introduction 

▪ Justification 

▪ Organizational context 

▪ Regulatory and organizational framework 

▪ Regulatory commitments 

▪ Alignment with other policies of the company or organization 

 

B) Principles and objectives 

▪ Principles 

▪ Objectives 
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▪ Results 

▪ Responsibilities  

 

C) Validity, evaluation and updating 

 

A) General Framework 

▪ Introduction: This is a first brief section in which top management presents the policy 

document, its objectives and scope, and explicitly expresses its commitment to the 

implementation of the Gender Equality Management System and the Equality Policy itself 

as a means of promoting equality between women and men in the organization, and 

eradicating existing gaps and inequalities. It is important that top management also 

makes visible the relationship between gender equality and the vision, mission and 

objectives of the company or organization itself, as well as the time period for which the 

policy is to be established. 

▪ Organizational context: In this section the organization is briefly introduced so that 

whoever reads the policy (recall that the Policy must be accessible to all staff and the 

general public), understands who the organization is, what it is dedicated to doing, how it 

works and who is a part of it. 

▪ Justification: Here the moments, events, reasons and previous decisions that have led the 

organization to implement a Gender Equality Management System are identified. This 

section also synthesises the main findings of the diagnosis of gender gaps that have 

previously been made, as well as their prioritisation based on how much has been 

established in the process of discussing the Policy and the Plan.  

▪ Regulatory commitments: The content of this section may vary according to the type of 

organization. In the case of public organizations, it is important to refer succinctly to the 

national and international regulatory framework that commits the organization to non-

discrimination.  For private organizations, it is suggested to include here a statement on 

the commitment to complying with the lawful obligations regarding equality and labour 

rights. All organizations, whether they have no GEMS or they don’t commit to Gender 

Equality, are bound to comply with this norm.  

Likewise, other social norms, regulations or conventions to which the organization has subscribed 

are often included here, whether they are sectoral (for example, collective agreements) or 

quality (for example, environmental certifications). 

▪ Articulation with other policies of the company or organization: Here other sectoral or 

organizational policies existing in the organization (human resources policy, diversity, 
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salary, personnel promotion, etc.), and that should be articulated with the efforts to 

promote gender equality, should also be mentioned. 

 

 

B) Principles and objectives 

▪ Principles: The organization must indicate and define the principles that govern this 

policy. They can be principles already assumed in other policies or organizational 

documents, or new principles directly linked to the pursuit of gender equality. 

▪ Objectives: The Policy may have a General Objective and one or several Strategic 

Objectives: 

 General objective: Although it can be adapted according to the organization, the 

General Objective of a Gender Equality Policy is concerned with guaranteeing the 

equal participation of women and men in all areas of the organization, so that 

both benefit and contribute, fairly and equitably, to its progress and development. 

The desired result is that the fact of being a woman or man does not limit or 

determine in any way the participation and development opportunities. This 

objective must be the ultimate goal that is to be achieved and whose achievement 

implies the elimination of all the identified gender gaps and discriminations.  

 Strategic objectives:  More specific than General Objectives, they break down and 

subsequently guide the definition of the expected results in each of the 

dimensions. For organizations that wish to implement a Gender Equality 

Management System and become certified, it is recommended to include a 

strategic objective for each of the dimensions of the standard or certification 

programme that the country establishes in its national programme.  

 

To keep in mind: Corporate policies often reach a gender equality policy, and what is included from 

now on are detailed at the level of the Action Plan. In public institutions, policies more often develop 

specific results and responsibilities.  

 

▪ Results: Based on each of previous Strategic Objectives, the organization must define one 

or more results that it expects to achieve as a consequence of the implementation of the 

Policy. These can be of different magnitudes depending on their scope and expected 

progressivity, although they must be sufficiently strategic and comprehensive to avoid 

having a large multiplicity of results. 

As an example, if an organization has set as a Strategic Objective “The achievement of 



Guide for the development of Gender Equality Policies in companies and organizations 
 

 
16 

gender parity in all departments and levels of the organization,” a result linked to this 

Strategic Objective could be: “Gender Inequality has been reduced by 10% annually in the 

governing bodies of the organization.” The scope of said result may be temporalised in 

partial goals or specified in the successive Action Plans that are established by the 

implementation of the Policy. 

 

Example of content logic in a Gender Equality Policy 
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▪ Responsibilities: Although the policy as such is not an operational document, it is 

important to define the general responsibilities of each of the levels of the organization in 

its promotion, dissemination and implementation. This definition could also be 

incorporated later into the job manuals of the organization in order to institutionalise the 

specific responsibilities of each level and type of position in relation to the Policy, and that 

therefore form part of the performance evaluation criteria in each one of them. 

C) Validity, budget and evaluation: Here, the organization defines the period of validity of the 

Policy. Likewise, it must include the commitment of budget allocation both for its communication 

and dissemination and for the implementation of the Action Plans that derive from it. Here it is 

also advisable to indicate whether it is expected to carry out evaluations, be they intermediate or 

final.  

 

5. The Gender Equality Action Plan  
 

As mentioned, the Action Plan is the main 

operational mechanism of the Gender Equality Policy 

during the determined period for which it is 

established. As such, it can be part of the Policy 

document itself (as an annex), or it can be counted 

as a separate document. 

The Action Plan as a document must be as 

Source: Google Images 
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operational, simple and concrete as possible. It must at least contain: 

1. Presentation and justification 

2. Matrix of the Action Plan 

3. Monitoring and follow-up mechanisms 

 

1. Presentation and justification: Brief reference of the Gender Equality Policy and, 

therefore, of the commitments assumed by the organization to promote gender equality 

and launch GEMS.  

2. Matrix of the Action Plan: Although it is clear that each organization can decide the 

format it wants to use, depending on the requirements of the Standard or Certification 

Programme of each country, based on the experience of the Gender Seals in Latin 

America a base matrix is proposed on which the Plan can be organised and which contains 

the fundamental elements that must be established and present. The proposed format is 

presented below. For the sake of clarity,  this format is also delivered in an Excel file 

attached. In the Annex, examples of the wording for the construction of the matrix are 

also presented.  
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Proposed format for the design of the Gender Equality Action Plan 



Guide for the development of Gender Equality Policies in companies and organizations 
 

 
21 

 

In this way, according to the previous matrix: 

 Requirement of the Standard: Refers to the requirement of the Standard or the 

Certification Programme of the country where the company or organization is located. A 

single requirement can be indicated here, or several, depending on whether it is 

considered that the improvement aspects and actions to be developed are common.  

 Expected result or strategic objective of the Policy with which it is linked: In this column 

the link between the Plan and the Policy that gives rise to it is made. Therefore, the result 

of the Policy or Strategic Objective that related to the indicated requirements will be 

indicated here.  

 Gap or problem identified for improvement: Is related to the previous point and to the 

results of the diagnosis of gender gaps. It expresses the gap or problem of inequality 

identified, which constitutes an opportunity for improvement.  

o Example: “Scarce participation of women in decision-making positions” or “Low 

degree of knowledge of the mechanisms available to confront cases of 

harassment.” 

 Goal: That is, as far as it is 

intended to achieve the 

expected result and answer the 

question of ‘What and how 

much do we want to improve?’ It 

is suggested that all goals be 

described as SMART indicators. 

The indicator with which the 

goal is established and the 

baseline indicator should be the 

same, since these are two 

different measurements of the 

same aspect. The baseline in this 

sense will be the starting point.  

 

 Actions: Here, all the actions identified as necessary for the achievement of the proposed 

goal must be written. The actions can be of different level or scope, although at this level 

in general they should be of a broad nature. For example: “Development of a training 

plan in occupational health and safety at work.” Despite its breadth, this plan would later 

have an operationalisation and specific timetable.  

Source: Google Images 



Guide for the development of Gender Equality Policies in companies and organizations 
 

 
22 

o If the goal is to increase the number of women in operative positions of the 

company, it will likely be necessary to develop a range of actions: for example, 

revision of the protocols of recruitment and selection, announcement of the 

vacancies, training to the HR staff responsible for selection, and so on.  

 Dimensions: Here, all the dimensions on which the proposed action impacts should be 

marked with an X. The acronyms included in the table correspond to the following, which 

can change according to the dimensions of the Standard or the GEMS-CP established by 

the country. 

▪ GO: Management and Organization 

▪ RFWPL: Reconciliation of Family, Work and Personal Life 

▪ RS: Recruitment and Selection 

▪ PD: Professional Development 

▪ RC: Remuneration and Compensation 

▪ WEHQL: Work Environment, Health and Quality of Life 

▪ PH: Prevention of Harassment 

▪ IC: Inclusive Communication 

o For example, if external communication is improved in a way that eliminates 

possible discriminatory biases and the publication of vacancies promotes the 

integration of more women to areas or levels where they are under-represented, 

the action(s) may impact the dimensions of “Management and Organization” as 

well as “Recruitment and Selection” and “Inclusive Communication.”  

 Diagnostic Baseline: Refers to the initial status of the indicator that has been established 

as the proposed goal. 

 Expected progress: Refers to the percentage of progress in achieving the goal that is 

expected in a given period. For example: 20% at 3 months after the start of the Plan, 60% 

at 6 months, and 100% at 9 months. The expected progress will likely depend on the 

complexity of the goal and how ambitious it is. It is also possible that actions whose 

progress depends on compliance with other actions be established in the Plan. 

 Resources: Including human, financial, material and technological resources required to 

achieve the goal. 

 Responsibilities: This content is very relevant. It is important to clearly indicate which 

person/position is responsible for the development of each action. In some cases, 
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secondary managers can be identified, but it is important to do so in a way that does not 

dilute responsibilities.  

 Audit evidence: These are means, normally documentary, although they can also be 

derived from observation or information obtained through consultations, which verify 

the degree of achievement of the goals. They constitute the audit evidence that the 

company has to demonstrate the level of compliance with the requirement.  

 

3. Mechanisms for implementation, monitoring and follow-up 

of the Action Plan  

 The implementation refers to the implementation of the 

established Action Plan.  

 Monitoring refers to the process through which 

information is gathered, observed, studied and used to 

carry out the periodic monitoring of the Action Plan.  

Implementation and monitoring must therefore go hand-

in-hand. 

The main implementation mechanism is, as established by the 

Gender Equality Policy, the “Definition of responsibilities by levels.” A second important 

mechanism for the effective implementation of the Plan will be the work carried out by the 

Gender Equality Committee which will be responsible for facilitating, promoting and ensuring 

the implementation of the Action Plan. 

Monitoring, for its part, has the function of providing feedback to the Action Plan and its 

execution, and thus ensuring that the expected results are fully met. It must provide valuable 

and specific information, allowing for an early detection of failures, and the application of 

corrective measures if necessary. It will provide further information to determine if it is 

necessary to review the Action Plan, which will then be a dynamic document that can be 

adjusted while in progress according to the contextualised needs of implementation. The 

progress of the results towards the foreseen goals must also be progressively measured, taking 

as reference the baseline that provides the diagnosis and which is indicated in the matrix of the 

Action Plan. 

For this it is important to define effective and practical mechanisms. Each organization must 

stipulate those that best suit its organizational model, as well as the size of its staff, taking into 

account the requirements established by the National Standard or GEMS-CP. Monitoring and 

follow-up mechanisms should at least consider:  

▪ The monitoring meetings that will be carried out by the Gender Equality Committee 
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and its periodicity; 

▪ The preparation of monitoring reports – for example, the type, frequency and scope 

of the monitoring reports should be established, as well as the persons/positions 

responsible for their coordination and/or preparation; 

▪ The development of databases disaggregated by sex that allow the measurement of 

established monitoring indicators; and 

▪ The establishment of other instruments for monitoring, such as staff perception and 

opinion surveys on the Policy and Action Plan and the effectiveness of their 

application.  

Those organizations that have GEMS and are certified in a national programme or regulation 

should integrate this monitoring process with the programme of Internal Audits of the GEMS 

that they establish.  

Ideally, the Gender Equality Committee, as the main responsible entity for monitoring the 

Action Plan, should establish a timeline or a monitoring calendar that mentions all the 

monitoring activities that is proposed to carry out.  
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 Proposed matrix format for periodic monitoring of the implementation of the Action Plan



 
Guide for the development of Gender Equality Policies in companies and organizations 

 
 
 

 

 

26 

References 

• UNPD (2017): Gender Equality Seal: Certification Programme for Public and private 
companies supported by UNPD. Training and advisor programme on Gender 
Equality. Module 2: Gender Equality Seals.  [Original Title: PNUD (2017), Sello de 
Igualdad de Género: Programa de certificación para empresas Públicas y Privadas 
apoyado por el PNUD. Programa de formación en asesoría en igualdad de género. 
Módulo 2: Sellos de igualdad de género]. 
 

• Guide “Good practices to integrate Gender Equality in companies”. Mujeres 
Foundation, Extremadura, Spain, 2008. [Original title: Guía “Buenas prácticas para 
integrar la igualdad de género en las empresas”, Fundación Mujeres, Extremadura, 
España, 2008]. 

 

• Spanish Association for Quality. [Asociación Española para la Calidad],  
http://www.aec.es/web/guest/centro-conocimiento/planes-de-igualdad 

 

• Norm  INTE 38-01-01:2015 Costa Rica. 
 

• SERNAM, BID, Inclusion and Equality (2013). Guide for Gender Equality and Work, 
Family and Personal Life Conciliation Management System in organisations. 
[Original title: Inclusión y Equidad (2013). Guía Sistema de Gestión de Igualdad de 
Género y Conciliación de la Vida Laboral, Familiar y Personal en las Organizaciones]. 

  

http://www.aec.es/web/guest/centro-conocimiento/planes-de-igualdad


 
Guide for the development of Gender Equality Policies in companies and organizations 

 
 
 

 

 

27 

 

 


