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INTRODUCTION

BACKGROUND 

UN Women works with its private sector partners to promote gender equality and the empowerment of  
women. To support its work, it has identified the need to create a self-assessment tool inspired by the UN 
System Wide Action Plan (UN-SWAP) self- assessment tool, and aligned to the UN Women’s Empowerment 
Principles (WEPs). The objective of  this tool will be to support private sector partners to understand their 
gender impacts, identify their existing strengths and weaknesses and monitor their gender equality progress 
over time. 

This proposed framework will support private-sector companies to more comprehensively assess their 
potential and actual gender impacts to assess and benchmark their progress. While UN Women will advocate 
for the companies to become signatories to the WEPs, it will not be a pre-requisite for the companies to 
partner with UN Women and apply the UN-WAF tool at this time. Furthermore, the partner companies may 
be headquartered in a diverse array of  geographies which form di�erential gender contexts for their self-as-
sessment and so the tool has to be flexible enough to cater for these diverse realities in which companies 
operate.

A UN Women self-assessment tool inspired by the UN-SWAP and aligned to the WEPs will provide UN 
Women private sector partners with the opportunity to benchmark their own performance over time, under-
stand where they are on their journey to implement gender equality considerations in to their business, and 
highlight strengths and potential areas for improvement.  

The seven WEPs provide a set of  considerations to help the private sector focus on key elements integral to 
promoting gender equality in the workplace, marketplace and community. As such they have formed the basis 
to establish the criteria against which UN Women private sector partners can evaluate their gender related 
performance. Existing documentation and narrative on these principles highlight potential or actual corporate 
gender impacts, and examples of  practices that companies can implement to highlight their operationalization 
of  each principle. While these do not provide a definitive set of  standards, policies or principles against which 
to evaluate corporate performance, they represent a well- recognized set of  expectations and so were the 
starting point for the development of  this tool. It should be noted that corporate gender impacts di�er by 
sector but sector specific corporate gender impacts are not considered. Moreover, the WEPs documentation 
to date does not comprehensively cover all the potential gender impacts a company may have therefore while 
the tool is extensive it may exclude additional potential gender impacts and associated expectations.

3



4

SELF ASSESSMENT TOOL
(COMPREHENSIVE)

This UN Women self-assessment tool has been prepared for use by the entity’s private sector partner 
companies to support each partners to rate their current performance against each WEP. This self-assess-
ment tool is based on the rating system of  UN-SWAP and applies on a 5-point scale of  “not applicable”, 
“missing”, “approaches requirements”, “meets requirements” and “exceeds requirements”. Depending on 
each answer companies can receive a score of  1-3 points. There are 35 indicators presented as questions 
which enable a total maximum score of  105 if  all questions are relevant to a company. 

Note that “missing” is where the indicator is relevant to a company but the “approaches expectations” rating is not 
met. “Not applicable” is where the indicator and the associated practice are not relevant. 

Each company should provide a statement of  justification and evidence to support each of  their answers.

Section 1: Principle 1: Establish high-level corporate leadership for gender equality

Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

0 0 1 2 3
1. Has the com-
pany signed the 
WEPs and es-
tablished targets 
and benchmarks 
in line with the 
seven principles?

Not relevant The company has 
not signed the 
CEO statement 
of  support for 
the WEPs but 
acknowledges its 
relevance.   

The company has 
signed the CEO
Statement of  
Support for the 
WEPs but has 
not established 
targets and 
benchmarks in 
the line with the 
seven principles.

The company has 
signed the CEO
Statement of  Sup-
port for the WEPs 
and has estab-
lished targets and 
benchmarks in the 
line with the seven 
principles.

The company has 
signed the CEO
Statement of  Support 
for the WEPs and has 
established targets and 
benchmarks in the line 
with the seven princi-
ples, as well as made 
a public measurable 
commitment to gender 
equality and women’s 
empowerment.*

2. Does the 
company’s stra-
tegic plan include 
high level gender 
equality related 
objectives?

Not relevant The company 
has no high level 
gender equality 
related objectives 
in its strategic 
plan, nor does it 
acknowledge any 
gender related 
risks or opportu-
nities that may im-
pact the delivery 
of  its strategy. 

The company 
acknowledges 
gender related 
risks and op-
portunities in its 
strategic plan but 
does not men-
tion any gender 
equality specific 
objectives.

The company ac-
knowledges gender 
related risks and 
opportunities in its 
strategic plan and 
has included one or 
more gender equal-
ity and women’s 
empowerment 
organizational objec-
tive.

The company acknowl-
edges gender related 
risks and opportunities 
in its strategic plan and 
has included one or 
more gender equality 
and women’s empow-
erment organizational 
objective. Furthermore, 
gender equality per-
formance is included 
as a dimension of  the 
corporate scorecard. 

* this corresponds to the 10x10x10 commitment for HeForShe corporate impact champions.
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Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

3. Has the board 
made a public 
statement on its 
respect for gen-
der equality and 
non- discrimina-
tion?

Not 
relevant. 

No. The board 
has no public 
statement on its 
respect of  gender 
equality and non- 
discrimination.

The board pub-
licly acknowl-
edges its gender 
initiatives but has 
not made a state-
ment on its own 
commitment to 
gender equality 
and non- discrim-
ination. 

The board has made 
a public statement 
on its respect for 
gender equality and 
non- discrimination.  

The company has 
a publicly available 
human rights policy 
or statement that in-
corporates respect for 
gender equality and 
non- discrimination. 
This may be a stand-
alone or incorporated 
into a company code of  
conduct. 

4. Has the com-
pany undertaken 
stakeholder 
consultation 
to develop its 
gender targets, 
strategy, evaluate 
performance, 
and generate 
feedback on 
workplace gen-
der culture?

Not 
relevant. 

No. The company 
has not conduct-
ed an employee 
consultation on its 
gender strategy, 
and targets or 
gathered feedback 
on the workplace 
gender culture.

The company 
has conducted a 
limited employee 
consultation on 
some aspects of  
its gender culture 
and performance 
but not in the de-
velopment of  its 
gender strategy 
and targets. 

The company has 
conducted extensive 
internal consulta-
tion, including face 
to face, on the 
company’s gender 
culture and perfor-
mance including for 
the development of  
its gender strategy 
and targets.

The company has 
conducted extensive 
internal and some 
external consultation 
on the company’s 
gender culture and 
performance including 
for the development of  
its gender strategy  and 
targets.

5. Has the com-
pany undertaken 
a gender audit 
of  all of  its com-
pany policies?

Not 
relevant. 

No. The company 
has not undertak-
en a gender audit 
of  its company 
policies and pro-
cedures.

The company has 
not yet under-
taken a gender 
audit of  its com-
pany policies and 
procedures but 
intends to in the 
next 12 months.

The company has 
undertaken a gender 
audit of  its company 
policies and proce-
dures in the last two 
years. 

The company has 
undertaken a gender 
audit of  its company 
policies in the last two 
years and implemented 
the audit recommenda-
tions.

Section 2: Principle 2: Treat all women and men fairly at work - respect and support human 
rights and nondiscrimination

Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

0 0 1 2 3
6. Has the 
company an 
equal opportuni-
ties and non- 
discrimination 
policy?

Not 
relevant. 

No. The company 
does not have an 
equal opportuni-
ties and non- dis-
crimination policy. 

The company 
has an equal 
opportunities 
and non-discrim-
ination policy but 
it is not proac-
tively shared with 
employees.

The company has an 
equal opportunities 
and non-discrimina-
tion policy shared 
with employees.

The company has an 
equal opportunities 
and non-discrimination 
policy which is publicly 
available.

7. What are the 
company’s poli-
cies and practices 
to identify and 
address any gen-
der wage gap?

Not 
relevant.

The company has 
no policy related 
to equal pay for 
equal work to ad-
dress the gender 
wage gap but 
acknowledges the 
relevance of  the 
issue. 

The company has 
a policy of  equal 
pay for equal 
work to address 
the gender wage 
gap but does not 
conduct or calcu-
late a gender pay 
gap audit. 

The company un-
dertakes an annual 
gender pay gap audit 
including calculating 
the ratio of  basic 
salary and remu-
neration of  women 
to men by employee 
category. 

The company publicly 
reports its gender pay 
gap.
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Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

8. What is the 
company’s policy 
on paid mater-
nity and paternity 
leave? 

Not 
relevant. 

The company 
does not provide 
paid mater-
nity and pater-
nity leave to its 
employees but 
acknowledges the 
relevance of  the 
issue. 

All new moth-
ers receive a 
minimum of  10 
weeks maternity 
leave on full pay.  

All new mothers 
receive a minimum 
of  12 weeks of  
maternity leave on 
full pay. 

All new mothers 
receive a minimum of  
12 weeks of  mater-
nity leave on full pay, 
and fathers receive a 
minimum of  2 weeks 
paternity leave on full 
pay. 

9.  What is the 
percentage 
of  women on 
the company’s 
board?

Not 
relevant.

There are no 
women on 
the board but 
the company 
acknowledges 
the relevance of  
board gender 
diversity.

There is a 
minimum of  one 
woman on the 
board but less 
than 30% female 
representation 
the board.  A 
plan is in place to 
achieve a 30% or 
more participa-
tion of  women 
on the company 
board in the next 
5 years. 

There is 30 % or 
more female rep-
resentation on the 
board.

There is 45% or more 
female representation 
on the board.  

10. What is the 
company’s ap-
proach to build 
a pipeline of  
qualitied women 
for management 
level positions?

Not 
relevant. 

The company 
does not have 
an approach to 
build a pipeline of  
qualified women 
for management 
level positions. 

The company 
intends to imple-
ment an ap-
proach to build 
a pipeline of  
qualified women 
for management 
level positions 
in the next 12 
months.

The company 
has one or more 
targeted initiatives 
to build a pipeline of  
qualified women for 
management level 
positions.

The company has one 
or more targeted initia-
tives to build a pipeline 
of  qualified women 
for management level 
positions and tracks its 
effectiveness.

Section 3: Principle 3: Ensure the health, safety and well-being of all women and men workers

Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

0 0 1 2 3
11. Does the 
company’s 
health and safety 
policy consider 
the implications 
of  gender and 
biological, includ-
ing reproduc-
tive, differences 
between women 
and men?

Not 
relevant.

The company’s 
health and safety 
policies do not 
address gender 
and biological, in-
cluding reproduc-
tive, differences 
between women 
and men.

The company’s 
health and safety 
polices do not 
yet address 
gender and 
biological, includ-
ing reproduc-
tive, differences 
between women 
and men but 
there is a plan to 
review the policy 
to incorporate 
gender consider-
ations in the next 
12 months. 

The company’s 
health and safety 
policies address gen-
der and biological, 
including reproduc-
tive, differences 
between women 
and men. For exam-
ple the differential 
health impacts on 
women and men 
of  exposure to 
hazardous materi-
als, and the need to 
transfer pregnant 
and lactating women 
to other positions 
for the health and 
safety of  the mother 
and child. 

The company’s health 
and safety policies 
address gender and 
biological, including 
reproductive, differ-
ences between women 
and men
and health and safety 
training highlights these 
considerations. 
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Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

12. Are the com-
pany’s security 
staff, including 
contractors and 
sub- contrac-
tors, trained on 
human rights 
including gender 
and security 
considerations?

Not 
relevant. 

The company’s 
security staff, 
contractors and 
subcontractors 
are not trained 
on human rights 
including gender 
and security con-
siderations. 

The company’s 
security direct 
staff are trained 
on human rights 
including gender 
and security con-
siderations but 
not the compa-
ny’s contractors 
and subcontrac-
tors.

The company’s 
security direct staff 
and contractors are 
trained on human 
rights including 
gender and security 
considerations but 
not the company’s 
subcontractors.

The company’s security 
direct staff, contractors 
and subcontractors are 
all trained on human 
rights including gender 
and security considera-
tions.

13. Does the 
company have 
an operational 
level grievance 
mechanism 
for employees 
with complaints 
related to gender 
discrimination 
and sexual har-
assment?  

Not 
relevant. 

The company 
does not have 
an operational 
level grievance 
mechanism 
for employees 
with complaints 
related to gender 
discrimination and 
sexual harassment 
but recognizes the 
relevance of  such 
a mechanism. 

The company 
has a plan to 
establish an 
employee griev-
ance mechanism 
related to gender 
discrimination 
and sexual har-
assment in the 
next 12 months.  

The company has 
implemented an 
employee grievance 
mechanism managed 
by an independ-
ent third party for 
complaints related 
to gender discrimi-
nation and sexual 
harassment. 

The company has 
implemented an 
employee grievance 
mechanism managed by 
an independent third 
party for complaints 
related to gender 
discrimination and 
sexual harassment. Ad-
ditionally, the company 
sex-disaggregates the 
data for analysis by 
complaint type.

14. Do new 
mothers have 
access to a 
breastfeeding/ 
pumping room?  

Not 
relevant. 

The company 
does not have 
a temporary 
or permanent 
breastfeeding or 
pumping room for 
employees who 
are new mothers. 

The company 
does not have 
a permanent 
breastfeeding or 
pumping room 
in its head office 
or other op-
erational sites for 
employees who 
are new mothers 
but makes a tem-
porary lockable 
room available 
on request. 

The company has a 
permanent lockable 
breastfeeding or 
pumping room (not 
the toilets) in at 
minimum its head 
office for employees 
who are new moth-
ers including with 
a fridge for storing 
breast milk and 
running water and 
a sink for cleaning 
equipment.  

The company has 
a permanent lock-
able breastfeeding or 
pumping room (not the 
toilets) in all of  its main 
offices and operational 
sites, or else has other 
temporary arrange-
ments, for employees 
who are new mothers 
including with a fridge 
for storing breast milk 
and running water 
and a sink for cleaning 
equipment.  

15. What is the 
company’s policy 
for allowing em-
ployees time off 
to fulfil caring 
responsibilities, 
including to at-
tend healthcare 
appointments 
with dependents?

Not 
relevant. 

The company 
does not allow 
employees time 
off unpaid or paid 
to fulfil caring 
responsibilities, in-
cluding to attend 
healthcare ap-
pointments with 
dependents.

The company 
allows employees 
unpaid time off 
to fulfil caring 
responsibilities 
including to at-
tend healthcare 
appointments 
with dependents.

The company 
allows employees 
paid time off up to 
a specific limit to 
fulfil caring respon-
sibilities including to 
attend healthcare 
appointments with 
dependents.

The company allows 
employees paid time 
off up to a specific limit 
to fulfil caring respon-
sibilities including to 
attend healthcare 
appointments with 
dependents, as well as 
unpaid sabbaticals if  
required.
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Section 4: Principle 4: Promote education, training and professional development for women

Questions
Not 

applicable
Missing

Approaches 
Requirements

Meets 
Requirements

Exceeds 
Requirements 

TOTAL 
POINTS

0 0 1 2 3
16. What is the 
company’s ap-
proach  
to gender sensiti-
zation training?

Not 
relevant. 

The company 
does not offer any 
gender sensitiza-
tion training to 
employees but 
recognizes the 
relevance of  such 
a mechanism. 

The company 
offers optional 
trainings on 
gender for some 
employees or 
integrates gender 
considerations 
into existing op-
tional employee 
training modules. 

The company 
has mandatory 
standalone gender 
sensitization train-
ing or gender is 
incorporated in to 
other mandatory 
human rights related 
training for all em-
ployees.

The company has 
mandatory standalone 
gender sensitization 
training or gender is in-
corporated in to other 
mandatory human 
rights related training 
for all employees. In 
addition, the com-
pany conducts specific 
training for future or 
new parents and their 
managers.  

17. What is the 
company’s ap-
proach to boost 
women’s repre-
sentation in non- 
traditional fields 
in its industry?

Not 
relevant.

The company 
does not have any 
initiatives or ap-
proaches to boost 
women’s repre-
sentation in non-
traditional fields in 
its industry. 

The company has 
not yet estab-
lished an initiative 
to address wom-
en’s participation 
in non-traditional 
fields but has 
identified which 
fields on which 
to focus and 
plans to establish 
an initiative in the 
next 12 months. 

The company 
has established 
an initiative to 
address women’s 
participation in 
non-traditional fields 
in its industry or is  
participating in an 
industry wide /cross 
industry initiative.

The company has 
established an initiative 
to address women’s 
participation in non-
traditional fields in its 
industry, and is par-
ticipating in an industry 
wide /cross industry 
initiative. 

18. What is 
the company’s 
approach to 
improve the 
basic literacy and 
numeracy of  its 
employees?

Not 
relevant.

The company 
does not take any 
steps to improve 
the basic literacy 
and numeracy of  
any of  its employ-
ees. 

The com-
pany has not 
yet established 
a programme 
to improve the 
basic literacy and 
numeracy of  any 
of  its employees 
but intends to do 
so in the next 12 
months.

The company has 
established a pro-
gramme to improve 
the basic literacy 
and numeracy of  
select employees 
which may be a 
standalone training 
or incorporated into 
other trainings. 

The company has es-
tablished a programme 
to improve the basic lit-
eracy and numeracy of  
select employees which 
may be a standalone 
training or incorporat-
ed into other trainings 
and this is also available 
to its contractors.

19. What is 
the company’s 
approach to 
improve women 
employee’s ac-
cess to profes-
sional networks?

Not 
relevant.

The company 
does not offer 
any support to 
women employ-
ees to access 
professional 
networks. 

The company has 
an initiative to 
provide women 
employees with 
access to an 
internal profes-
sional network.

The company has an 
initiative to provide 
women employees 
with access to an 
internal professional 
network, as well as 
supports women to 
access external pro-
fessional networks.

The company has an 
initiative to provide 
women employees with 
access to an internal 
professional network, 
supports women 
to access external 
professional networks, 
and collaborates at an 
industry level to sup-
port women to access 
professional networks.
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