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At the IDB Group gender equality is at the top of our institutional agenda.  

We strive to make a diverse and inclusive region, identifying the opportunity 

of working through our partners who are at the forefront of promoting 

women’s leadership in the workplace. We work with public and private 

sector entities in Latin America and the Caribbean to close economic 

gender gaps and level the playing field, so women and men have equal 

opportunities to reach their full potential.  

The case for closing the large economic gaps for women and diverse 

groups is not only one of equity, but also one of productivity.  A growing 

body of evidence suggests that diversity in terms of race, ethnicity and 

gender results in more innovation, greater productivity, and higher profits. 

In addition, women in leadership positions beget more women leaders and 

serve as role models who can shape the aspirations of younger generations. 

Achieving gender equality in the workplace requires changes in practices 

and cultural norms.  This change begins inside each organization with the 

commitment of its leaders. It requires a strategy that creates an enabling 

organizational environment for women (in all their diversity) to succeed, as 

well as specific actions that will facilitate their career growth and personal 

development, such as mentoring, coaching and leadership training.  

To support efforts in this direction, we offer this toolkit to companies 

seeking to increase the number of women in leadership positions and to 

create a more nurturing environment for women’s career advancement. It 

offers step-by-step guidelines on how to develop, organize and implement 

a women’s leadership program within an organization, as well as practical 

advice and tips of other actions that an organization can take to support 

gender equality in the workplace. Finally, this toolkit builds on our own 

organization’s experience and from a careful review of best practices in the 

region and beyond.

We hope you will find this toolkit useful in supporting women in their 

leadership journey and positioning your organization as a leader in 

promoting gender equality in the workplace.

Maria Caridad Araujo
Chief, Gender and Diversity Division
Inter-American Development Bank

Stephanie Oueda
Head of Gender and Diversity
IDB Invest
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What is the purpose of this toolkit? 

The purpose of this toolkit is to provide private-sector companies with a 

set of introductory tools to develop and implement a women’s leadership 

development program for their employees, as well as to promote women’s 

leadership internally.

Who is the target audience of the toolkit?

We recognize women need various types of support and guidance 

throughout different stages of their career. Therefore, this toolkit, to be 

deployed by human resources or other relevant personnel, is intended to 

benefit women in junior and mid-level career stages.

Why a toolkit on women’s leadership?

A leadership development program can help women further their career 

development by providing them with the knowledge, tools and strategies 

to navigate the challenges they face in the workplace. Furthermore, many 

private-sector companies lack the financial capacity to hire external experts 

or the knowledge to deliver a women’s leadership program. This toolkit 

aims to give companies a set of introductory tools so they can set up their 

own internal program and adopt actions to advance women’s leadership.

What is a women’s leadership program?

Leadership abilities can be developed through effective leadership training. 

Training alone, however, is not enough. Advancing women’s leadership 

requires not only a comprehensive approach that focuses on developing 

women’s knowledge, resources and skills, but also an organizational context 

that will nurture their potential and provide them with opportunities to grow 

their skillset and advance their careers. This toolkit provides guidelines on 

how to set up a comprehensive program. For those companies that are not 

quite ready to implement a comprehensive program, the toolkit includes 

specific actions that can be implemented independently of each other or 

of a formal leadership development program.
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How do I use the toolkit?

The toolkit provides key steps and tips to develop and implement a 

women’s leadership development program. The Preparatory Phase 

section includes basic steps a company should take to create an 

organizational context that will nurture women’s career growth and 

support pathways for their advancement. The Design Phase section 

includes all the steps necessary to create a leadership development 

program, from defining the objective to selecting participants. The 

Implementation Phase section includes specific actions that companies 

can take to support women’s leadership development, such as formal 

training, coaching, sponsorship and other learning activities. The Post-

Program Phase section includes information on how to evaluate the 

leadership program, actions that can be implemented to continue 

supporting the career advancement of program graduates and 

recommendations for additional measures that the company can adopt 

to attract, hire and retain top female talent. 

Why is it important to have a program that 
develops women’s leadership potential?

Companies with women in decision-making positions perform better 

than those without them. Numerous studies have shown a positive 

relationship between gender diversity and improved business outcomes. 
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Having more
women leaders is 
good for business  

Improved financial
performance

More innovation

Increased
productivity

Women bring a range of 
functional expertise and 
approaches to boards and 
management teams, including 
mediation, empathy, intuition 
and effective collaboration 
skills, contributing to the 
efficiency and dynamics of 
decision-making bodies.1  

Adding women to all-male 
teams increases group 
intelligence and performance.3

Innovation performance 
increases when the 
management team is more 
than 20% female. Having a 
high percentage of female 
managers is also positively 
correlated with disruptive 
innovation.4 

Companies with more 
women are associated with 
greater job satisfaction, more 
organizational dedication, 
more meaningful work, less 
burnout, and greater employee 
engagement and retention.6    

Firms with a larger share of 
women on their executive 
teams and in senior roles 
are more likely to have 
above-average profitability 
and higher return on assets 
(ROA) than companies with 
fewer women.2 

Greater gender diversity 
contributes to more revenue 
from innovative products 
and services in companies.5    

As measured by both market 
value and revenue, gender 
diversity correlates with 
more productive firms only 
in contexts where gender 
diversity is normatively 
accepted.7   

Individual and team-
level benefits

  

Firm-level
benefits

Kim, D., and Starks, L. (2016). Gender diversity on corporate boards: Do women contribute unique skills? American Economic Review 106 (5): 267–271; 

Desvaux, G. and Devillard, S. (2008). Women matter 2: Female leadership, a competitive edge for the future. McKinsey&Company. 

Christiansen, L., et al. (2016). Gender Diversity in Senior Positions and Firm Performance: Evidence from Europe. IMF Working Papers, IMF; Hunt, V. 

et al. (2018). Delivering Through Diversity. McKinsey & Company; Artigas, M. et al. (2013). Women Matter: A Latin American Perspective. McKinsey & 

Company; Credit Suisse (2012). Gender Diversity and Corporate Performance, Credit Suisse Research Institute. 

Woolley, A., et al. (2010). Evidence for a collective intelligence factor in the performance of human groups. Science 330(6004):686-8. 

Disruptive innovation is a type of innovation in which the new product, service or business model comes to be seen as a full replacement for what 

existed before. Lorenzo, R., et al. (2017). The Mix that Matters. Innovation Through Diversity. Boston Consulting Group (BCG).

Ibid.

Clerkin, C. (2017). What Women Want — And Why You Want Women — In the Workplace. Center for Creative Leadership.

Turban, S., et al. (2019). Research: When Gender Diversity Makes Firms More Productive. Harvard Business Review. February 11.

1

2

3

4

5

6

7

https://www.aeaweb.org/articles?id=10.1257/aer.p20161032
https://www.mckinsey.com/~/media/mckinsey/business%20functions/people%20and%20organizational%20performance/our%20insights/women%20matter/women_matter_oct2008_english.pdf
https://www.imf.org/external/pubs/ft/wp/2016/wp1650.pdf
https://www.femtech.at/sites/default/files/Women%20Matter%20Latin%20America.pdf
https://www.femtech.at/sites/default/files/Women%20Matter%20Latin%20America.pdf
https://www.credit-suisse.com/about-us-news/en/articles/media-releases/42035-201207.html
http://www.chabris.com/Woolley2010a.pdf
https://www.bcg.com/en-us/publications/2017/people-organization-leadership-talent-innovation-through-diversity-mix-that-matters
https://cclinnovation.org/what-women-want-and-why-you-want-women-in-the-workplace/
https://hbr.org/2019/02/research-when-gender-diversity-makes-firms-more-productive
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Increased ability to 
attract and retain 

talent

Better risk
management

Improve the
risk/reward profile of 
investors’ portfolios

Company leaders who
commit to diverse leadership 
are more successful. They 
can attract better and more 
varied candidates, along with 
improving customer orientation, 
employee satisfaction and 
decision-making.10 

Female directors have better 
attendance records than male 
directors, male directors have 
fewer attendance problems 
when the board is more gender 
diverse, and women are more 
likely to join monitoring 
committees.12 

Female hedge fund 
managers outperform men. 
48% of female managed 
hedge funds beat the market 
between the market low in 
March 2020 through August, 
compared to 37% of male-
led funds. Women-led funds 
also outperformed their male 
counterparts in the pandemic 
that hit bottom in March 
2020.14 

Businesses with inclusive 
organizational cultures and 
policies have a predicted 
probability of enhancing 
their ability to attract and 
retain talent of 59.7%.11  

Companies with at least 
one woman on their boards 
may reduce their risk of 
bankruptcy by about 20%.13 

The market for gender 
diversity and impact 
investing is growing. In 
2019, investors considered 
environmental, social and 
governance (ESG) factors 
across US$17 trillion of 
professionally managed 
assets, a 42% increase since 
2018.15   

PWC (2017). Winning the fight for female talent: How to gain the diversity edge through inclusive recruitment. Singapore: PricewaterhouseCoopers.

Weber Shandwick (2016). Gender Forward Pioneer Index. World’s Most Reputable Companies have more Women in Senior Management. Insight. 

Weber Shandwick. March 8.

Hunt, V., et al. (2015). Why diversity matters. McKinsey & Company.

ILO. (2019). Women in Business and Management. The business case for change. Geneva: International Labour Organization. 

Adams, R.B. and Ferreira, D. (2009). Women in the boardroom and their impact on governance and performance. Journal of Financial Economics 

94(2):291-309.

Ahuja, A. (2009). Women in the boardroom help companies succeed. The Times. March 19.

Wolinsky, J. (2021). Here is Why Female Hedge Fund Managers Outperform Men. Forbes. July 31.

US SIF (2020). Report on US Sustainable and Impact Investing Trends 2020. US SIF Foundation.

Enhanced
reputation

A company that focuses on 
diversity and inclusivity is 
more likely to be an employer 
of choice, which is critical for 
attracting top talent. When 
considering a potential employer, 
61% of women look at the 
diversity of the employer’s 
leadership team, 67% at whether 
it has positive role models similar 
to them, and 56% at whether the 
organization publicly shares its 
progress on diversity.8 

Having more women in 
senior management may 
improve a company’s 
reputation. In a study of 
Global Fortune 500 and 
World’s Most Admired 
Companies lists, companies 
with strong reputations had 
twice as many women in 
senior management (17%) 
as those less well regarded 
(8%).9

8

9

10

11

12

13

14
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Having more
women leaders is 
good for business  

Individual and team-
level benefits

  

Firm-level
benefits
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https://www.webershandwick.com/news/gender-forward-pioneer-index-most-reputable-companies-have-more-senior-wome/
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_700953.pdf
https://econpapers.repec.org/article/eeejfinec/v_3a94_3ay_3a2009_3ai_3a2_3ap_3a291-309.htm
https://www.thetimes.co.uk/article/women-in-the-boardroom-help-companies-succeed-bzbzrtp5qsk
https://www.forbes.com/sites/jacobwolinsky/2021/07/31/female-hedge-fund-managers-get-boost-from-are-less-confident-which-may-boost-returns/?sh=76a234a11796
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Learn More/Tools Available

Resource  

The Business Case for Gender 
Diversity. ICRW. Compiled by 
Genevieve Smith.

The Business Case for Gender 
Equality. Workplace Gender 
Equality Agency. 2018.

Diversity Matters: Latin 
America. Why Diverse 
Companies are Healthier, 
Happier and More Profitable. 
McKinsey & Company. 2020.

A comprehensive summary of evidence supporting 
the positive link between gender diversity and a 
firm’s financial performance, team performance, risk 
management capacity and economic growth.

A short summary of the benefits of workplace gender 
equality.

A study linking diversity to corporate success, which 
broadens the perspective by considering issues of 
gender, race/ethnicity and sexual orientation. 

What reader will get from it

https://www.icrw.org/wp-content/uploads/2017/10/Advisors-The-Business-Case-for-Gender-Diversity.pdf
https://www.icrw.org/wp-content/uploads/2017/10/Advisors-The-Business-Case-for-Gender-Diversity.pdf
https://www.wgea.gov.au/sites/default/files/documents/wgea-business-case-for-gender-equality_0.pdf
https://www.wgea.gov.au/sites/default/files/documents/wgea-business-case-for-gender-equality_0.pdf
https://www.mckinsey.com/br/our-insights/diversity-matters-america-latina
https://www.mckinsey.com/br/our-insights/diversity-matters-america-latina
https://www.mckinsey.com/br/our-insights/diversity-matters-america-latina
https://www.mckinsey.com/br/our-insights/diversity-matters-america-latina
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BEST PRACTICE

Transforming corporate culture with actions that promote 
sustainability and gender equality

Like many energy and technology companies, Óptima Energía has a male-

dominated workforce, especially in its engineering and technical areas. 

When Óptima started its energy-efficient roadway, only one-third of the 

company’s 33 permanent employees were women, and most of them 

worked in non-technical areas. Over 85% of the engineering employees and 

100% of the purchasing and logistics personnel were men. 

IDB Invest worked with Óptima Energía to design a gender-equality program 

consisting of three steps: (i) secure commitment from senior management; 

(ii) establish policies and infrastructure suitable for men and women; and (iii) 

include talent in non-traditional areas. Each of these areas had a financial 

incentive linked to concrete results, as set out in the loan agreement. If 

compliant, the loan’s interest rate is reduced thanks to concessional funding 

from the Canadian Climate Fund (C2F).

These measures enabled Óptima to achieve certification by the Mexican 

Standard on Labor Equality and Non-Discrimination. Óptima also developed 

an internship program that included 11 women interns associated with the 

company’s STEM and financial areas. This resulted in the on-site hiring of 

four women in non-traditional occupations (for example, as head of the 

installation crew).

16
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Key success factors for developing and implementing a 
women´s leadership program

Assemble a multidisciplinary 

team responsible for 

conducting activities directly 

accountable to the board

Devote adequate resources

Evaluate results

Foster an inclusive and 

supportive organizational 

culture that engages men

Set realistic participant 

expectations

Continue to support and 

engage graduates after 

program completion

Link objective to 

business performance/

strategy

Obtain leadership 

commitment

Establish baseline, 

targets and 

accountability 

mechanisms

Offer multiple learning 

experiences (learning 

on the job, from 

interactions with 

others and formal 

training) 

1

4

7

2

5

8

10

6

9
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PREPARATORY PHASE 

Step 1. Obtain leadership buy-in

Obtain company-wide buy-in to support women’s leadership development 

and link it to business performance. 

Leadership buy-in is a key component in the success of any initiative aiming 

to increase female representation. Leaders need to articulate why gender 

balance is important for their business and link it directly to the company’s 

mission and purpose. By becoming champions of gender equality in their 

organization, leaders demonstrate their commitment and create a workplace 

culture that values diversity. Research shows that when leaders are actively 

engaged in diversity and inclusion efforts, companies have more women at the 

top.16  Moreover, employees will be more likely to commit themselves to gender 

equality if the business rationale is well established and they believe it leads to 

improved business results.17 

Mercer (2016). When Women Thrive Global Report. Marsh & McLennan Companies.

Cermak, J., et al. (2017). Women in leadership: Lessons from Australian companies leading the way. McKinsey & Company.

16

17

https://www.se.mercer.com/vara-publikationer/when-women-thrive-2016-report.html
https://www.wgea.gov.au/sites/default/files/documents/Women-in-Leadership%20report-BCA.pdf
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Resource  

Accelerating the advancement of 
women in leadership: Listening, 
Learning, Leading. Male 
Champions of Change. 2013.

HeforShe Action Kit. Workplace. 
United Nations. 2017.

UN Women’s Empowerment 
Principles (WEP).

It starts with us: The 
Leadership Shadow. Chief 
Executive Women and Male 
Champions of Change. 2014.

Guidelines for high-impact actions that company 
leaders can take to accelerate the advancement of 
women in leadership.

A United Nations-led solidarity movement for gender 
equality that provides a systematic approach and 
targeted platform for engaging and becoming agents 
of change for the achievement of gender equality.

Declaration that CEOs can sign in support of UN 
Women’s Empowerment Principles. Signals formal 
commitment to women’s empowerment.

Describes The Leadership Shadow, a model for 
achieving gender balance in organizations, and 
suggests actions and behaviors that support progress. 
Also recommends questions that can be asked as self-
evaluation or feedback.

What reader will get from it

 Ibarra, H., et al. (2013). Women Rising: The Unseen Barriers. Harvard Business Review. September.

A workplace culture that values diversity is also key for advancing women’s 

leadership. Women can acquire and strengthen their leadership skills and 

competencies in a training program, but the organizational context must 

support their motivation to lead. The context must increase the likelihood 

that others will recognize and encourage women’s efforts,  as well as 

ensure equitable access to development pathways and advancement 

opportunities.

Key success factor:

Leadership development programs require commitment from top 

leadership, as well as human and financial resources. (See Annex I for a 

business case outline that can be presented to leadership for their support 

and endorsement of the program.)

Learn More/Tools Available 
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https://malechampionsofchange.com/wp-content/uploads/2015/02/30.-2013-MCC-Report.pdf
https://malechampionsofchange.com/wp-content/uploads/2015/02/30.-2013-MCC-Report.pdf
https://malechampionsofchange.com/wp-content/uploads/2015/02/30.-2013-MCC-Report.pdf
https://www.heforshe.org/sites/default/files/2018-09/HeForShe_Workplace_5JunMay17.pdf
https://www.weps.org/about
https://www.weps.org/about
https://championsofchangecoalition.org/wp-content/uploads/2015/02/20.-The-Leadership-Shadow.pdf
https://championsofchangecoalition.org/wp-content/uploads/2015/02/20.-The-Leadership-Shadow.pdf
https://www.30percentcoalition.org/resources/references-research/women-rising-the-unseen-barriers
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BOX 1. MALE ALLIES FOR GENDER EQUALITY

Advancing gender equality in organizations is not a women’s issue. It is a broader issue that 

affects both men and women, as well as overall company performance. To effect cultural 

change in organizations, men and women need to join forces to address gender equality. 

Evidence shows that among companies where men are actively involved in gender diversity, 

96% report progress, compared to 30% among companies where men are not involved.19 

How to get men involved

Research suggests that when men are aware of gender bias and actively included in 

conversations about gender parity, they are likely to be more supportive and effectively 

implement gender-equality initiatives in the workplace.20 They are also more likely to 

participate in such programs when they feel they have a legitimate role to play. Therefore, 

leaders must engage men in discussions about gender parity and ensure they feel they 

“have a place” in the conversation. 

To maximize men’s interest in training on gender-equality issues, they must perceive 

that their leaders are interested in the training. Other important factors include men’s 

perception of the impact the training could have in improving external communities where 

their business operates and the relevance of the training for their jobs.21 

Krentz, M., et al. (2017). Five Ways Men Can Improve Gender Diversity at Work. Boston Consulting Group (BCG). October 10.

Sherf, E. and Tangirala, S. (2017). How to Get Men Involved with Gender Parity Initiatives. Harvard Business Review. September 13; Prime, J. 

and Moss-Racusin, C. (2009). Engaging Men in Gender Initiatives: What Change Agents Need to Know. Catalyst.

Prime, J., et al. (2009). Engaging Men in Gender Initiatives: Stacking the Deck for Success. Catalyst.

19

20

21

Break the Cycle: Senior Leaders 
Self-Assessment and Action Plan. 
Catalyst, 2018.

Gender Parity Accelerators.
Inter-American Development 
Bank.

Paradigm for Parity.

Self-assessment and action plan for senior leaders 
who want to learn more about setting the right tone 
with their behavior.

A public-private platform that companies can join to 
commit to reducing gender gaps in access to the labor 
market, decreasing the pay gap and increasing women’s 
participation in leadership positions. Currently operating 
in Argentina, Chile, Colombia, Costa Rica, the Dominican 
Republic, Ecuador, and Panama. 

Coalition of business leaders dedicated to addressing 
the corporate leadership gender gap. Its 5-Point Action 
Plan provides a road map for increasing the number of 
women in leadership positions.

Resource  What reader will get from it

https://www.bcg.com/en-us/publications/2017/people-organization-behavior-culture-five-ways-men-improve-gender-diversity-work
https://hbr.org/2017/09/how-to-get-men-involved-with-gender-parity-initiatives
https://www.catalyst.org/research/engaging-men-in-gender-initiatives-what-change-agents-need-to-know/
https://www.catalyst.org/research/engaging-men-in-gender-initiatives-stacking-the-deck-for-success/
https://www.catalyst.org/research/break-the-cycle-senior-leaders-self-assessment-and-action-plan/
https://www.catalyst.org/research/break-the-cycle-senior-leaders-self-assessment-and-action-plan/
https://www.iadb.org/en/gender-and-diversity/gender-parity-taskforce
https://www.paradigm4parity.com/
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For a step-by-step guide on how to engage men as allies in a program in your company, 

and for specific actions men can take to advance women at work, see: Men as Allies: 

Engaging Men to Advance Women in the Workplace. CWB Bentley University. 2017. 

See also: 

Equality Needs Everyone: The Role of Men in Equity, Diversity and Inclusion. 2021. 

IDB Invest. 

Actions Organizations Can Take to Become Advocates for Gender Equity. Catalyst. 

2021.

Additional Resources:
Programs to engage male allies

Men Advocating Real Change (MARC). Catalyst.

Champions of Change Coalition.

#HeforShe. United Nations.

Books

Rania Anderson. We: Men, Women, and the Decisive Formula for Winning at Work. 

Wiley. 2018.

Michael Kaufman. The Time has Come: Why Men Must Join the Gender Equality 

Revolution. Counterpoint Press. 2019.

BEST PRACTICE
Public-private collaboration to reduce economic gender gaps in LAC 

In 2016, the IDB Group (IDBG), the World Economic Forum and the French Agency for 

Development launched the Gender Parity Accelerators (IPG, for its Spanish acronym) to 

boost female labor market participation, reduce gender wage gaps and increase female 

leadership. These public-private collaborations have been spearheaded in Chile, Argentina, 

Panama, Colombia, Costa Rica, the Dominican Republic and Ecuador. In 2021, four 

additional countries have expressed interest in the model. 

The IDBG has financed technical assistance to prepare country diagnostics on the barriers 

to greater economic participation faced by women, as well as action plans in each country, 

with the commitment of CEOs and public sector leaders at the highest level. Currently, 

more than 600 public and private entities are working to identify their internal gender gaps 

and spearheading a diverse set of actions to close them at an individual and country level. 
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https://wit.abcd.harvard.edu/files/wit/files/cwb_men_as_allies_research_report_spring_2017.pdf
https://wit.abcd.harvard.edu/files/wit/files/cwb_men_as_allies_research_report_spring_2017.pdf
https://www.idbinvest.org/es/publicaciones/la-igualdad-necesita-de-todos-el-rol-de-los-hombres-en-la-equidad-diversidad-e
https://www.catalyst.org/research/actions-organizations-gender-equity/
https://www.catalyst.org/marc/
https://championsofchangecoalition.org/reports-and-resources/
https://www.heforshe.org/en
https://thewaywomenwork.com/rania-anderson-books/
https://michaelkaufman.com/the-time-has-come/
https://michaelkaufman.com/the-time-has-come/
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Finiciativaparidadgenerochile.minmujeryeg.gob.cl%2F&data=04%7C01%7CVivianRo%40IADB.ORG%7C558d23f559404835f51908d9ba8615f3%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637745907314813079%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=Nw4LwOIjByGCB4eFPDRAi%2BpZ3oHyX023aLpOnXuoxgA%3D&reserved=0
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.ipgargentina.org%2F&data=04%7C01%7CVivianRo%40IADB.ORG%7C558d23f559404835f51908d9ba8615f3%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637745907314813079%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=TePziIosUSG1bwnqt4k%2FsvEYaUWB%2BOa2U1XwbBXBUz0%3D&reserved=0
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.iniciativaparidadgeneropanama.net%2Fipg-panama%2F&data=04%7C01%7CVivianRo%40IADB.ORG%7C558d23f559404835f51908d9ba8615f3%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637745907314813079%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=2D53i%2BuQV64Q9ELrEvHTjAbVc8efVFDwtOpgXtE5Dps%3D&reserved=0
https://nam02.safelinks.protection.outlook.com/?url=http%3A%2F%2Fwww.iniciativaparidadgenerocolombia.co%2F&data=04%7C01%7CVivianRo%40IADB.ORG%7C558d23f559404835f51908d9ba8615f3%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637745907314813079%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=qzOis47FmoyLEBqEfsxcmerDn8jqxdCtNF5vsLwo4HI%3D&reserved=0
https://www.presidencia.go.cr/comunicados/tag/iniciativa-de-paridad-de-genero-ipg/
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Finiciativaparidadgenerord.gob.do%2F&data=04%7C01%7CVivianRo%40IADB.ORG%7C558d23f559404835f51908d9ba8615f3%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637745907314813079%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=BlSDigjXTUt00qF6RuFyyE%2F%2FtOD4tBvJ0qlhQRcYyo8%3D&reserved=0
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BEST PRACTICE
Government led-initiative to increase women’s participation on boards

To increase women’s participation in leadership positions and address companies’ claims 

that there are not enough qualified women to fill board positions, Chile’s government 

created the Registry of Women on Boards, a database of female candidates qualified to 

serve as board members. The registry is maintained by the Ministry of Women and Gender 

Equality, which shares the data with interested headhunters. Any woman who meets the 

requirements can register online and be included in the database.  

Step 2. Conduct an assessment

Conduct an internal assessment to establish a baseline and identify gaps and 

opportunities to improve performance on gender equality.

Increasing opportunities for women to advance to leadership roles in an organization 

begins with conducting company-wide research to assess current policies and 

practices, identify barriers and obstacles to advancement, and establish measurable 

corporate goals and targets for building equity.22 Internal assessments provide 

companies with an opportunity to uncover barriers to women’s professional 

growth, identify competency gaps, define organizational needs and identify 

policies or organizational cultural factors that could be holding women back from 

leadership positions at all levels of the organization. Areas typically assessed 

include recruitment and selection practices, salaries, maternity and paternity 

policies, investment in human capital, codes of conduct, performance evaluations 

and conciliation of professional, personal and family life policies, among others.

The assessment should include a data-driven analysis of the full internal pipeline: 

junior, middle, senior and C-suite positions. Understanding the gender balance in 

different departments, the specifics of wage gaps, key differences in performance 

assessments and promotion outcomes can generate important insights about the 

workforce and help identify strong points and areas that require improvement. This 

data, accompanied by clear monitoring and reporting processes, can help establish 

a baseline and measurable goals for building equity, enhance the monitoring of 

women’s progression along the corporate pipeline, help identify high-potential 

women as leadership candidates, and inform policies and programs that address 

the barriers that limit women’s advancement.23 

Seramount (2017). Developing the next generation of women leaders. Guide. Seramount.

WEP (2020). Building Inclusive Boards to Achieve Gender Equality. Guidance Note, Principle 1. Women’s Empowerment Principles. UN 

Women.

22

23

https://registrodedirectorasparachile.cl/
https://seramount.com/wp-content/uploads/attachments/2018/01/developing_the_next_generation_of_women_leaders.pdf
https://www.weps.org/sites/default/files/2020-11/56.%20WEPs%20GUIDANCE%20%E2%80%A2%20Inclusive%20boards%20%28final%29.pdf
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Diagnostic tool

Women’s 
Empowerment 
Principles Gender 
Gap Analysis Tool 
(WEPs Tool).

ICRW Gender-Smart 
Investing Resource 
Hub.

Diversity and 
Inclusion 
Benchmarking 
Survey. 

The primary vehicle for corporate delivery 
on gender-equality dimensions of the 2030 
agenda and the United Nations Sustainable 
Development Goals. Used by UN Women to 
implement the WEPs, UN Global Compact 
to implement Target Gender Equality and 
the IDB Group to implement the Gender 
Parity Accelerators (IPG). The seven 
topics covered by the assessment are 
commitment to a gender-equality strategy, 
equal pay, recruitment, supporting parents 
and caregivers, women’s health, inclusive 
sourcing, and advocacy for gender equality 
in communities of operation. 

Survey to diagnose the maturity of an 
organization’s diversity and inclusion 
program and identify program strengths 
and areas for enhancement. At the 
conclusion of the survey, results are 
compared to other organizations in your 
region and industry. 

Companies of any 
size and industry.

Impact investors’ 
portfolio 
companies.
Tool is sector 
specific.

Companies of 
any size and 
industry.  

1   

Topics covered Suitable for

Includes tool that targets impact 
investors and helps to identify gender 
opportunities in portfolio companies and 
during due diligence. Companies can 
also use it as a self-assessment tool.

Assessments can be performed using one of the many self-assessment tools available for evaluating 

corporate policies and programs on gender equality. Some are specific to a particular issue (for 

example, the gender pay gap) and others provide an overall evaluation of gender equality in 

corporate policies and programs (see Annex 2, What to Consider when Conducting an Internal 

Assessment, and the Learn More/Tools Available section below, respectively). For companies that 

wish to commit formally and publicly to gender equality in their organizations, several third-party 

certification programs exist (see Annex 3). 

Key success factor: 

Ensure institutional endorsement of the assessment, so it is part of the organizational 

mandate rather than an initiative of a unit or group of individuals.

Learn More/Tools Available

https://weps-gapanalysis.org/
https://weps-gapanalysis.org/
https://weps-gapanalysis.org/
https://weps-gapanalysis.org/
https://www.icrw.org/gender-smart-investing-resource-hub/
https://www.icrw.org/gender-smart-investing-resource-hub/
https://www.icrw.org/gender-smart-investing-resource-hub/
https://surveycenter1.pwc.com/Community/se/251137453B8987AC
https://surveycenter1.pwc.com/Community/se/251137453B8987AC
https://surveycenter1.pwc.com/Community/se/251137453B8987AC
https://surveycenter1.pwc.com/Community/se/251137453B8987AC
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Diagnostic tool

Self-Assessment 
Guide on Gender 
Equality in
Companies

Ranking PAR

Guide for the
vdiagnosis of gender 
gaps in public and 
private organizations 

Diagnostic tool that measures corporate 
practices and ranks the company against 
more than 400 companies. It provides 
a report of the assessment along with 
recommended actions.

Tool that provides organizations with 
step-by-step instructions for establishing 
a baseline that will enable them to define 
policies, plans and actions that can be 
implemented to achieve gender equality. 
Available only in Spanish.

Companies of 
any size and 
industry.

Companies of 
any size and 
industry in Latin 
America.

Public and 
private 
companies in 
Latin America.

Topics covered Suitable for

An assessment tool that allows 
companies to diagnose their corporate 
policies, procedures and practices 
in nine areas: corporate mission and 
values; staff recruitment and selection; 
investment in human capital through 
training and education; salaries and 
career management; social dialogue and 
participation of male and female workers 
and/or organizations representing 
them; dignity of women and men at the 
workplace; information, communication 
and image; conciliation of professional, 
personal and family life; maternity and 
paternity protection and family aid.

Gender Strategy 
Toolkit. A Direction 
for Achieving
Gender Equality in 
your Organization.

Diagnostic tool to assess an organization’s 
current gender-equality performance 
against 12 key focus areas of a 
comprehensive gender-equality strategy: 
stakeholder engagement, leadership 
accountability, strategy and business 
case, measurement and reporting, policies 
and processes, supply chain, gender 
composition, gender pay equity, flexibility, 
talent pipeline, leader and manager 
capability, and gender-inclusive culture. 

Companies of 
any size and 
industry.  

https://cite.gov.pt/documents/14333/193241/self_assesment.pdf/1a124fd7-3617-4878-b4cf-d7eb99b3a842
https://cite.gov.pt/documents/14333/193241/self_assesment.pdf/1a124fd7-3617-4878-b4cf-d7eb99b3a842
https://cite.gov.pt/documents/14333/193241/self_assesment.pdf/1a124fd7-3617-4878-b4cf-d7eb99b3a842
https://cite.gov.pt/documents/14333/193241/self_assesment.pdf/1a124fd7-3617-4878-b4cf-d7eb99b3a842
https://par.aequales.com/
http://repositorio.ciem.ucr.ac.cr/jspui/handle/123456789/316
http://repositorio.ciem.ucr.ac.cr/jspui/handle/123456789/316
http://repositorio.ciem.ucr.ac.cr/jspui/handle/123456789/316
http://repositorio.ciem.ucr.ac.cr/jspui/handle/123456789/316
https://www.wgea.gov.au/sites/default/files/documents/Gender_Strategy_Toolkit.pdf
https://www.wgea.gov.au/sites/default/files/documents/Gender_Strategy_Toolkit.pdf
https://www.wgea.gov.au/sites/default/files/documents/Gender_Strategy_Toolkit.pdf
https://www.wgea.gov.au/sites/default/files/documents/Gender_Strategy_Toolkit.pdf
https://www.wgea.gov.au/sites/default/files/documents/Gender_Strategy_Toolkit.pdf
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BEST PRACTICE

High-level commitments to inclusion and diversity 
advance gender equality in male-dominated fields

Newmont is the world’s largest gold producer, with operations in South 

and North America, Australia and Africa. In 2013, Newmont executives 

formally began their inclusion and diversity strategy by setting diversity 

metrics to keep senior leadership accountable. In 2016, they signed 

the Paradigm for Parity CEO commitment, a collective agreement to 

implement a five-point action plan and toolkit for creating an inclusive 

culture.

Over an 18-month period, Newmont tested key recommendations from 

Paradigm for Parity’s toolkit, including blind résumés, inclusive job 

postings, diverse hiring slates and diverse interview panels. Based on 

the results, Newmont identified individual nuances across all operations 

before scaling up their approach. To rectify gaps, Newmont leverages 

augmented technology using Textio, a writing-enhancement service 

that provides language guidance for inclusive recruitment and hiring.

Key learnings collected from Paradigm for Parity’s action plan and 

toolkit helped Newmont update its Global Inclusion and Diversity 

strategy to focus on three key pillars: inclusive leadership, disrupting 

talent systems and leveraging accelerators. The strategy is underpinned 

by a very strong focus on metrics to better understand true root causes, 

which informs priorities and focus areas. Today, Newmont is recognized 

as a leader in board diversity and inclusive leadership, with a diverse 

board that is 50% gender or ethnically diverse and achieving gender 

parity among non-executive board members in 2020.

Source: How Newmont is partnering with Paradigm for Parity to Advance its Global 

Inclusion and Diversity Journey. Newmont Blog. September 16, 2020.

Newmont Achieves Gender Parity for Non-Executive Directors. Denver Business Wire. 

September 8, 2020.

26

https://www.paradigm4parity.com/#intro
http://www.textio.com/
https://www.newmont.com/blog-stories/blog-stories-details/2020/How-Newmont-Is-Partnering-with-Paradigm-for-Parity-to-Advance-Its-Global-Inclusion-and-Diversity-Journey/default.aspx
https://www.newmont.com/blog-stories/blog-stories-details/2020/How-Newmont-Is-Partnering-with-Paradigm-for-Parity-to-Advance-Its-Global-Inclusion-and-Diversity-Journey/default.aspx
https://www.newmont.com/investors/news-release/news-details/2020/Newmont-Achieves-Gender-Parity-for-Non-Executive-Directors/default.aspx
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Step 3. Design a roadmap

Establish achievable and measurable targets, monitor change and be 
accountable for progress. 

Outline your company’s gender-focused diversity goals by setting specific, measurable and 

achievable objectives for attaining greater parity in leadership roles. Establish baseline indicators 

and time-bound targets for management and senior leadership roles, paying particular attention 

to areas or departments where there is a wider gender gap. Drive sustainable change by publicly 

committing to the targets, monitoring efforts and making people accountable for their delivery.

Examples of targets for achieving gender balance in management and senior leadership 

include:

Key
performance 
indicator

Female internal
recruitment rate

Female
promotion

rate

Female
turnover rate

Female external 
recruitment rate

Women in
senior

leadership

Women in middle 
management 

positions

Baseline
Target 
(Year 1)

23 %

38 %

18 %

33 %

43 %

18 %

25 %

41 %

21 %

36 %

46 %

16 %

28 %

44 %

24 %

39 %

49 %

14 %

31 %

47 %

27 %

42 %

52 %

12 %

35 %

50 %

30 %

45 %

55 %

10 %

20 %

35 %

15 %

30 %

40 %

20 %

Target 
(Year 5)

Target 
(Year 2)

Target 
(Year 4)

Target 
(Year 3)
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Key success factor:

Tasking leaders with specific diversity goals is vital for achieving results.24

Learn More/Tools Available

Resource What reader will get from it

How to set gender diversity targets: Guidelines for 

setting and meeting targets to increase gender diversity 

in the workplace. Commonwealth Government of 

Australia’s Workplace Gender Equality Agency. 2013.

Guidelines on how to set realistic
and achievable gender targets.

BEST PRACTICE

Use of nudges to boost female job applicants

Zurich, an insurance company in the the United Kingdom, was able 

to increase the number of women applying for senior management 

positions by 45% and the share of female applicants across the 

company by 25% in only three months by advertising every job as being 

potentially a “part-time, job share or full-time working opportunity.” 

This meant that if the best applicant needed the job to be flexible or 

part time, that preference would be accommodated. 

Source: Ingram, L. (2019). How did Zurich increase female applicants by 45%? Insurance 

Business Magazine UK. July 18.

PWC (2021). Diversity & Inclusion Benchmarking Survey. Global Data Sheet. PricewaterhouseCoopers.24

https://www.wgea.gov.au/sites/default/files/documents/SETTING-GENDER-TARGETS-Online-accessible_0.pdf
https://www.wgea.gov.au/sites/default/files/documents/SETTING-GENDER-TARGETS-Online-accessible_0.pdf
https://www.wgea.gov.au/sites/default/files/documents/SETTING-GENDER-TARGETS-Online-accessible_0.pdf
https://www.insurancebusinessmag.com/uk/news/breaking-news/how-did-zurich-increase-female-applicants-by-45-173009.aspx
https://www.pwc.com/gx/en/services/people-organisation/global-diversity-and-inclusion-survey/global-report.pdf
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Step 4. Secure resources

Before launching a women’s leadership development program, it is 

important to have secured the necessary financial and human resources. 

The time that staff will devote to organizing and coordinating the program 

should be included in the work plan. It is also important to have a budget 

in place. The budget required will depend on the type of leadership 

training program you decide to offer (see Step 2 in the Design Phase of 

this toolkit). In general, when defining the budget, the estimate for each 

initiative should consider:

 

 Numbers of participants.

 Salaries for trainers.

 Travel and per diem expenses (trainee or instructor).

 Materials.

 Technology costs.

 Facility costs.

 Food.

 Administrative costs (for example, time devoted to coordinating 

 training and evaluation).

Key success factor:

Successful execution of the leadership development program on 

time and within budget is critical to building and sustaining support 

from leadership.25  

 

Brassey, J., et al. (2019). The essential components of a successful L&D strategy. McKinsey & Company. February 13.

To identify the leadership skills essential for your business, speak with leaders and managers to find out what they feel they need to be more 

successful. This information can be gathered through questionnaires, email, face-to-face meetings, etc.

25

26   

https://www.mckinsey.com/business-functions/organization/our-insights/the-essential-components-of-a-successful-l-and-d-strategy
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DESIGN PHASE

Step 1. Define the objective and target group of the leadership development 
program

Developing the leadership skills of high-potential women should be intentional and strategic. The 
expected outcomes of the leadership development program should be aligned with the specific 
skills and capabilities the company needs now and in the future, as well as with its diversity targets, 
so the training is aligned with the company’s mission and objectives.26 

If the training objective is to build the leadership talent pipeline, then entry-level or junior professional 
women would be an appropriate target group. If the objective is to promote women’s advancement 
to the next level or enhance the effectiveness of current leaders, then mid- to senior-level women 
would be the target group. The target group should be defined by clear indicators (for example, 
managers at a particular level or in a specific occupational group or business unit). The assessment 
carried out during the preparatory phase should provide the necessary data to determine what 
needs to be addressed, what needs to be achieved and what group to target.

Training Outcome

Build leadership talent 
pipeline.

Advancement to the
next level.

Enhance
effectiveness, 
influence and
productivity.

Entry-level or junior 
professional women.

Mid- to senior-level 
management

Senior leaders and
C-suite.

Leadership development at the 
start of a woman’s career is a 
major factor in greater numbers 
of women reaching senior 
leadership positions. Early 
development of leadership skills 
boosts women’s confidence and 
competence.27

Working women aspire to be 
senior leaders of a company 
or organization or to join the 
C-suite, but “as women” they 
are more hesitant to take steps 
toward leadership roles and find 
it difficult to see themselves 
as leaders.28  Training will give 
them the skills and confidence 
to take the next step.

Senior female leaders tend 
to be overrepresented in 
communication and human 
resources departments. 
Similarly, female board members 
are underrepresented in power 
positions (board chair; lead 
independent director; chairs of 
audit, compensation, nominating 
and governance committees), 
thus limiting their influence and 
impact.29 Training will improve 
their effectiveness as leaders 
and provide practical tools for 
becoming more influential. 

Target group Rationale

Racioppi, R. (2019). The most important time to support a woman’s career development is in her 20s. Chief Learning Officer. December 19.

KPMG (2015). KPMG Women’s Leadership Study: Moving Women Forward into Leadership Roles. KPMG.

Whitler, K. and Henretta, D. (2018). Why the Influence of Women on Boards Still Lags. MIT Sloan Management Review. Spring issue. January 30.

27

28

29

https://assets.kpmg/content/dam/kpmg/ph/pdf/ThoughtLeadershipPublications/KPMGWomensLeadershipStudy.pdf
https://sloanreview.mit.edu/article/why-the-influence-of-women-on-boards-still-lags/
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Step 2. Identify who will lead the formal learning component of the 
leadership development program

In general, a comprehensive leadership development program should have a formal 

instructor- or facilitator-led learning component coupled with other learning opportunities, 

such as mentoring, coaching, networking and on-the-job learning. 

For the formal learning component, you must decide whether it will be off-site, in-house, 

online or a combination of these.

Off-site programs are offered by specialized training companies, business schools 

and universities. The bulk of these are in the United States, but a growing number 

are available in Latin America. They have an in-person requirement, are costly and 

typically span several weeks or months. In response to the Covid-19 pandemic, 

many have adopted an online option. (See Annex 4 for list of off-site programs 

available in Spanish.)

In-house programs can either be outsourced or facilitated by someone in the 

company.

On-line programs are offered by various providers, including the IDB, universities 

and other leadership development centers. They vary in length and cost. (See Box 2 

for more information on the IDB’s online program and Annex 4 for a list of additional 

online programs). The online programs can be complemented and enhanced with 

virtual or in-person group discussions. For example, after participants take part in 

an individual online training session, they can meet in person or virtually to discuss 

and assimilate the material covered during the session. For more information on 

this option, please contact IDB Invest: genderIDBInvest@iadb.org.

If the training is outsourced, a training vendor is hired to provide in-person 

training. There are numerous training vendors, individual providers and 

resources that focus on women’s leadership development. 

If the training is not outsourced, a member of the human resources 

department or an employee with subject matter expertise can lead a 

training workshop. The range of issues addressed will likely be limited by 

the available in-house expertise.

http://genderIDBInvest@iadb.org
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In addition, the growing number of online courses, interactive platforms and learning 

tools provides organizations with an opportunity to select different components 

and tailor them to the individual needs of their employees. This enables employees 

to acquire experiences that meet focused objectives, among other benefits.30

When considering whether to outsource or insource the formal learning component of 

the program, it is important to consider the available human and financial resources as 

well as other considerations outlined in the table below.

Instructor-Led Training

Off-site

Location

In-house

Online

Online/In-person

In-person

Modality

In-person

University, business school or learning center

Provider

Option 1. Outsource to training vendor

Option 2. In-house instructor

Option 1. Online training provider

Option 2. Online training coupled with 
in-house facilitated group activities

Moldoveanu, M. and Narayandas, D. (2019). The Future of Leadership Development. Harvard Business Review. March-April.30

Online

http://www.hbr.org/2019/03/the-future-of-leadership-development
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Location and Provider

Considerations

Online
Off-site / Learning 

center
In-house / Outsourced 

to vendor
In-house / In-house 

instructor

Effort required from 
company to organize

Cost per employee

Employee time 
commitment 

Employee
engagement

Networking
opportunities

Suitable for
Companies 
of any size.

Low

High

Medium to high

Medium to high

Participant must 
meet program 
requirements, to be
defined with vendor
or in-house.

In-person training 
can contribute to 
more in-depth
engagement.

Ability to create 
in-house network 
among participants.

In-person training 
can contribute to 
more in-depth
engagement.

Ability to create 
in-house network 
among participants.

Opportunity to 
network online if 
the course is live.

Being away from 
office limits 
distractions and 
enables participant 
to be fully present.

Opportunity to 
network with 
participants from 
other companies.

Companies of any 
size with the finan-
cial resources to 
invest in training.

Companies that 
have a very small 
number of women 
to train.

Companies with 
more than 100 
women to train 
that want to offer 
training on a yearly 
basis.

Companies of any 
size with the finan-
cial resources to 
invest in training. 

Companies which 
have the in-house 
expertise.

Smaller companies 
seeking to develop 
knowledge or skills 
in a specific topic 
where in-house 
expertise exists.

Company has
flexibility in defin-
ing time require-
ments 
with vendor.

Depends upon 
provider require-
ments.

Training tends to 
be self-paced or 
broken down into 
weekly sessions.

Participants need 
to set boundaries 
and turn off other 
electronics so 
they can focus.

High

No cost to low No cost to low

Participant must 
meet program 
requirements.

Might require 
employee to 
travel to site for 
several days at a 
time.

Low

Regardless of who provides the formal training, there are numerous 

activities and strategies that can be used to complement the training 

and that can be performed in-house. These are expanded upon in the 

Implementation Phase of the document.
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BOX 2. IDB GROUP’S MASSIVE OPEN ONLINE 
COURSE 

“Women’s Leadership: Boost your skills and drive change” 
(Liderazgo femenino: Potencia tus habilidades e impulsa 
el cambio)

Building on its corporate and regional leadership program for women, 

the IDB and IDB Invest offer an online leadership development course for 

women in Spanish. Led by experts from the IDBG and INCAE Business 

School, the 20-hour course provides junior to mid-level management 

women with critical knowledge and tools to develop and strengthen 

their leadership competencies. Topics covered include effects of self-

awareness on organizational outcomes, managing change, building 

your personal brand, and high impact communication strategies, among 

others. The course is free of charge. For those interested in receiving a 

completion certificate, there is US$29 fee. For more information visit: 

https://bit.ly/30cPcb5

For companies interested in complementing the online course with in-

person activities, please contact IDB Invest: genderIDBInvest@iadb.org. 

Step 3. Establish eligibility criteria for candidates

One of the most critical tasks in designing a leadership development 

program is selecting the right employees. This ensures that those most 

likely to succeed in leadership roles are being trained, developed and 

promoted. Begin by establishing minimum qualifications to screen 

and identify candidates from the target group you have previously 

identified (see Step 1). Consider criteria such as minimum employee 

evaluation performance score, number of years working in the company, 

educational level, languages spoken (in case some of the coursework or 

material will be in another language), among others. 

The identification and recruitment of candidates can range from more 

open to more selective processes, depending on the target population, 

leadership development objective and number of employees.

https://bit.ly/30cPcb5
http://genderIDBInvest@iadb.org
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Recruitment tools Suitable for

Call for candidates. All interested candidates 
present letter of recommendation or state-
ment of interest, CV and essay explaining why 
they wish to participate.

Nomination by supervisor. Supervisor com-
pletes nomination form (see sample nomina-
tion form in Annex 5).
Optional: Candidates present essay explaining 
why they wish to participate.

Performance evaluations. Top-performing em-
ployees are included in candidate pool.
Optional: Candidates present essay explain-
ing why they wish to participate.  Supervisor 
presents letter of recommendation. 

Entry-level and junior professionals.
Businesses with large employee base seeking  
to grow the leadership pipeline.

Junior professionals, mid- to senior-level          
management.
Businesses with large, medium or small    
employee base seeking to advance women 
in leadership roles or enhance effectiveness 
of existing leadership.

Mid-level to senior management
Businesses with large, medium or small em-
ployee base seeking to advance women 
in leadership roles or enhance effectiveness 
of existing leadership.

Step 4. Set up a rigorous candidate selection process and 
criteria 

A rigorous selection process is important not only because it lends transparency and 

objectivity to the process, but also because it gives the program a sense of exclusivity 

which can provide participants with a greater sense of commitment and visibility within 

the company. A gender-balanced selection committee consisting of two or three people 

should select the final list of participants, after evaluating each candidate. Maintaining an 

evaluation matrix of all candidates can be helpful for organizing and lending transparency 

to the process (see Annex 6, Sample Evaluation Matrix). 

Selection criteria should be established to determine the best-qualified candidates from 

among all the candidates who meet the minimum qualifications. Participants in your leadership 

development program should be your top performers and have high leadership potential. 

Performance can be evaluated based on employee assessments and evaluations.

Leadership potential can be evaluated by classifying employees into different levels 

of potential, such as the ability to move laterally, one level up or multiple levels up; 

as well as by analyzing personality traits that speak to a person’s potential, such as 

their openness to learning and changing behavior over time and ability to receive 

constructive feedback.31 For more details on evaluating performance and leadership 

potential, see Annex 6. 

ERC (2011). Checklist to Select Employees for Promotions & Leadership Training. Blog post. November 31

https://www.yourerc.com/blog/post/a-checklist-to-select-employees-for-promotions-leadership-training
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Once all the criteria have been defined, consider assigning each criterion a weight to 

signify the level of importance in the overall selection. All criteria should be measured 

using the information collected during the application process, such as nomination form, 

evaluation performance score, CV, essay, interview, etc.

Once the participants have been selected, be sure to inform their supervisors, to ensure 

their commitment and support so that participants may absent themselves from work 

during the required times.

36
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  IMPLEMENTATION PHASE

A comprehensive leadership program should include learning workshops combined with 

other tailored activities and tools that will support an individual’s leadership development 

journey. The formal activities should take place over a period of several months, so 

participants have an opportunity to develop, assimilate and put into practice their new 

skills and knowledge. Many embrace the 70:20:10 Model for Learning and Development, a 

commonly used formula which holds that 70% of learning takes place on the job (such as 

hands-on learning from influential people, mistakes and feedback); 20% through interaction 

and collaboration (such as coaching, mentoring and interactions with peers); and 10% 

from formal learning experiences (such as classroom or online training). Below are a series 

of actions that can be taken to develop such a program. Depending on organizational 

needs and capacity, some of the actions can be implemented independently of each other.

Action 1. Establish participant expectations and baseline
 
The program’s success will depend partly upon the commitment, engagement and effort 

put forth by the participants. When the selected candidates are invited to participate in the 

program, the objectives of the program and expectations regarding their attendance, time 

commitment and participation should be made very clear. In addition, supervisors should 

send an email confirming they understand the time commitment requirements and will 

support the employee’s full participation in the program.

To measure whether the program has achieved its intended objectives, it is important 

to establish a baseline to track participants’ attitudes, confidence levels and knowledge 

gained from the program. For example, the baseline survey could measure a participant’s 

self-reported confidence level, public speaking abilities and leadership competencies, 

among others. See Annex 7 for a sample baseline questionnaire.

Ensuring that the program receives 

endorsement from the highest levels and 

visibility within the company will elevate 

its prestige and that of the participants.
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Action 2. Offer instructor-led leadership training 
workshops

Provide a blend of learning modalities when developing 

a leadership training program. One study has found that 

while both men and women prefer instructor-led training, 

on-the-job training and video, women are more likely than 

men to say they prefer to receive leadership training in 

webinars and through on-the-job coaching, while men are 

more likely to prefer e-learning and books.32

Organize structured learning workshops focused on 

a small number of leadership capabilities essential for 

success in your business, your leadership development 

objectives and target groups. See Step 2 in the Design 

Phase to identify whether the training will be in the form of 

instructor-led workshops offered off-site, in- house, online 

or a combination of these.

Training Industry (2018). Women’s Access to Leadership Development: A Tale of Two Experiences. Research Report. Raleigh: Training Industry, Inc.32

You can use the agenda provided in this toolkit as a 

starting point  for building your own training program. 

(See Annex 8.)

https://store.trainingindustry.com/products/research-report-women-leading-leadership
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BEST PRACTICE

Advancing high-potential women through leadership 
development

The Inter-American Development Bank’s Emerging Women Leaders 

Program (EWL) is a six-month leadership initiative that offers high-

potential women a platform for advancing their leadership skills by 

addressing some of the challenges and opportunities they face in the 

organization. It also promotes life practices to highlight the importance 

of a balance between work and life demands.

The training program, customized and designed specifically for the 

IDB in collaboration with an academic partner, includes a combination 

of classroom and virtual sessions, one-on-one and peer coaching, 

networking, mentoring opportunities and selected readings. It also 

includes a series of individual activities, panel discussions with guest 

speakers, and assessment tools. The last module of the program 

includes a group presentation on an innovative project proposal which 

the team delivers to senior management. 

As of 2021, 277 women in 10 cohorts have graduated from the EWL Program 

and 44% have received a promotion. In addition, the program was adapted 

for the public and private sectors in Latin America and the Caribbean and 

has been implemented in five countries where nearly 200 women have 

graduated from the program. To expand the reach of the program, it was 

also adapted to a massive open online course (see Box 2).

The IDB launched the EWL Program in 2013 in an effort to increase the 

number of women in leadership positions and reach its organizational 

target of 40% of professional women in senior positions by 2015. 

Today, 42% of women at the IDB and 39% of women at IDB Invest 

hold senior-level positions, and the target has been increased to 43% 

by 2023. In addition, both the IDB and IDB Invest have been certified 

at the second level of EDGE, EDGE Move, making the IDBG the first 

development bank in the Americas and second worldwide to achieve 

this prestigious distinction.

39
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Action 3. Provide participants with self-assessment 
instruments

Self-awareness in leaders is highly correlated with organizational 

effectiveness and profitability.33  

Any individual seeking to become a leader must know and understand 

themselves and understand others. Being aware of one’s own strengths 

and limits, and those of others, enables individuals to develop strategies 

that will help them achieve their own goals and those of their company. 

Assessment tools provide employees with important insights about 

themselves and information about how to improve their performance. 

They can motivate an individual to reflect on what leadership skills and 

attributes they possess and the ones they would like to develop.34

Action 4. Support creation of personal leadership 
development plans

Career plans should include specific strategies for engaging other 

individuals who can contribute to career advancement. A study 

revealed that although individuals must make a commitment to career 

planning and take responsibility for executing the plan, successful career 

planning and advancement depend on others beyond the individual 

seeking advancement. Therefore, women should seek support from 

peers, mentors, advisors and advocates who can positively contribute to 

their success.35

Andersen, E. (2016). Be Bad First: Get Good at Things Fast to Stay Ready for the Future. New York: Routledge.

Reichenbach, Y. (2016). The Benefits of Self-Evaluation/Self-Assessment. Article. MultiGroup, MultiFiduciaire Leman.

Schulz, D. and Enslin, C. (2014). The Female Executive’s Perspective on Career Planning and Advancement in Organizations: Experiences with Cascading

Gender Gias, the Double-Bind, and Unwritten Rules to Advancement. Sage Open October. 

33

34

35

Leadership development programs offered off-site or online should 

provide participants with self-assessment tools. If this is not case or if 

you wish to provide an additional tool, many standardized assessment 

tools, |such as the Myers-Briggs Type Indicator, are available (see Annex 
9 for a list and description of assessment tools). To utilize them to their 

full potential, it helps to interpret them with a professional coach (see 

Action 5). One advantage is that they provide quantitative measures of 

important attributes and are based on research and theory; however, 

they do cost money. If standardized assessment tools are not an option, 

a self-assessment exercise is an acceptable alternative (see Annex 9)

https://www.multigroup.ch/en/benefits-self-evaluation-assessment/
https://journals.sagepub.com/doi/10.1177/2158244014558040
https://journals.sagepub.com/doi/10.1177/2158244014558040
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Taking charge of one’s career advancement requires a continual process of setting 

career-related goals and planning a route to achieving those goals. Crafting a leadership 

development plan forces us to be proactive and accountable for the direction our career 

paths take. It helps us think about what is truly important to us and what impact we 

want to have on the lives of others, and to set meaningful targets and a realistic plan for 

achieving these things. When applicable, leadership development plans should be aligned 

with performance goals in the organization.

Action 5. Provide professional coaching sessions

Coaching has the potential to equalize the perceived effectiveness of leadership training 

between men and women. In a 2017 survey, men were 50% more likely than women to say their 

leadership training was “very effective.” When respondents reported having received coaching 

as part of their leadership development, however, that difference almost disappeared.37 

Coaching is a one-on-one relationship in which a professional coach works with an employee 

to achieve their personal and professional goals. Through a series of guided conversations, 

the coach provides feedback and direction that facilitates the implementation of 

professional and personal strategies to achieve their goals. It can support employees to 

work toward a leadership role, improving their professional performance and leadership 

abilities, communication, time-management skills and self-confidence.

Organizations can hire external coaches, train managers or other employees to serve as 

coaches within the organization or use a combination of both.38  When hiring an external 

coach, it is important to ensure that they are credentialed, familiar with the company’s 

culture and, if necessary, have industry- or sector-specific knowledge.

For examples of how to create a personal leadership development plan, see: Eastwood, B. (2019). How to Create a Personal Leadership Development 

Plan. Northeastern University. Blog post, June 25; GovLeaders.org. (n.d.). Leadership Development Action Plan Template, GovLeaders.org; Gavin, M. 

(2019). 5 Steps to Creating a Successful Leadership Development Plan. Business Insights Blog. Harvard Business School Online, November 27.

Training Industry, Research Report. 

For a guide on developing coaches within the organization, see: Hattersley, T. (2017). The Rise of the Workplace Coach. Training Industry Magazine, 

Coaching and Culture, March-April, pp. 32-35. 

Individual coaching sessions can be complemented with cluster sessions that include no more than five participants to help build community and 

networks.

36

37

38

39

The leadership development plan  should be created with inputs from the self-assessment 

exercises (see Action 3) and, preferably, with the support of a professional coach (see 

Action 5). 

Participants should receive at least two sessions with a professional external or internal 

coach.39 In preparation for the session, they should share with the coach the results 

of their assessment exercise (see Action 3) and plan on developing their leadership 

development plan (see Action 4) with the support of the coach.

https://www.northeastern.edu/bachelors-completion/news/personal-leadership-development-plan/
https://www.northeastern.edu/bachelors-completion/news/personal-leadership-development-plan/
https://govleaders.org/leadership-development-action-plan.htm
https://online.hbs.edu/blog/post/leadership-development-plan
https://trainingindustry.com/research-report-womens-access-to-leadership-development/
https://www.nxtbook.com/nxtbooks/trainingindustry/tiq_20170304/index.php?startid=Cover1#/p/4
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Sponsorship is the “active support by someone appropriately placed in the organization 

who has significant influence on decision-making processes or structures and who is 

advocating for, protecting, and fighting for the career advancement of an individual.”42 

Without sponsorship, women not only are less likely than men to be appointed to top 

roles, but may also be more reluctant to seek them.43  Research also suggests that 

women have fewer C-level sponsors than men and less access to them.44 

Sponsorship is the key to advancing high performers. Sponsoring of women with high 

potential by someone high up in the company can help move them up the career ladder by 

ensuring they are given visible assignments and projects that will allow them to demonstrate 

their capacity. Sponsoring goes beyond giving advice and feedback, as would occur in a 

mentoring relationship, and requires a commitment from the sponsor to use his or her 

political and social capital to propel a protégé’s career advancement. Sponsorship can 

include a range of types of support, from sharing “insider information” about advancing, 

to introducing the protégé to influential people, to publicly advocating for a promotion.45 

Action 6. Actively sponsor women with high potential

Sponsorship provides a stronger path to career success. Research shows that 36% of 

women will ask their manager for a stretch assignment; when a sponsor gets behind 

them, the number rises to 44%.40 Regarding salary raises, women with sponsors (38%) 

are more likely to ask for one compared to non-sponsored women (30%), and sponsored 

women are more likely to receive it. In terms of career advancement, 68% of sponsored 

versus 57% of non-sponsored women report a satisfactory pace in promotions.41

Hewlett, S.A. et al. (2010). The Sponsor Effect: Breaking Through the Last Glass Ceiling. Research Report. Harvard Business Review.

Melvin, C. and Leblanc, J. (2020). Sponsorship of Women Drives Innovation and Improves Organizational Performance. SEMI and Accenture. 

Ibarra, H., et al. (2010). Why Men Still Get More Promotions than Women. Harvard Business Review. September, pp. 80- 85, quoted in Foust-Cummings, 

Heather, Sarah Dinolfo and Jennifer Kholer. (2011) Sponsoring Women to Success. Catalyst.  

Ibid. 

Men have always relied on sponsors. Because men typically hold more senior-level positions, they have more access to sponsors and have used these re-

lationships informally to advance their careers. Women, on the other hand, have fewer sponsors, in part because they have less access to them and don’t 

intentionally cultivate them. A McKinsey study found that 51% of women in senior management report they interact with a company leader at least once a 

week, compared to 62% of men. See: Yee, L., et al. (2016). Women in the Workplace 2016, McKinsey & Company and LeanIn;  Hewlett, S. et al. (2010). The 

Sponsor Effect. Harvard Business Review. 

Ibarra, H. (2019). A Lack of Sponsorship is Keeping Women from Advancing into Leadership. Harvard Business Review. August 19.

40

41

42

43

44

45

A sponsor should be influential, hold a senior-level 

position and be well respected in the company. A 

protégé can either attract a sponsor, be identified 

by a sponsor or be assigned one as part of a 

formal corporate program. If the company is small, 

consider sponsors from outside the company. 

If you have more than 50 employees, consider 

launching a formal sponsorship program.

Prepare senior leaders for their role as sponsors by 

providing them with guidance. If senior leaders are 

expected to sponsor others, make sure the goals and 

expectations are clear and hold them ac-countable. 

https://store.hbr.org/product/the-sponsor-effect-breaking-through-the-last-glass-ceiling/10428
https://www.accenture.com/_acnmedia/PDF-119/Accenture-Sponsorship-Women-Drives-Innovation.pdf
http://hbr.org/2010/09/why-men-still-get-more-promotions-than-women/ar/1
https://www.catalyst.org/wp-content/uploads/2019/01/sponsoring_women_to_success.pdf
https://store.hbr.org/product/the-sponsor-effect-breaking-through-the-last-glass-ceiling/10428
https://store.hbr.org/product/the-sponsor-effect-breaking-through-the-last-glass-ceiling/10428
https://hbr.org/2019/08/a-lack-of-sponsorship-is-keeping-women-from-advancing-into-leadership


43

Learn More/Tools Available

Resource What reader will get from it

Mentoring & Sponsoring Resources: 
Women Need a Network of Champions. 
Center for Creative Leadership. 2019.

Sponsoring Women to Success. 
Foust-Cummings, Heather, Sarah Dinolfo 
and Jennifer Kholer. Catalyst. 2011.

Best Practices for Sponsorship Programs. 
Seramount. 2018.

Guide for sponsors and protégés on how to 
identify a mentor or sponsor, define objectives 
and rules, and start conversations.

Presents data and practices that provide 
actionable advice on how to foster 
sponsorship within organizations.

Provides corporate examples of executive 
sponsorship programs that can apply to 
women or any underrepresented employee 
group. 

Action 7. Encourage women to harness the power of mentoring

Mentoring leads to advancement up the corporate ladder for both women 

and men. Research shows significant positive relationships between workplace 

mentoring and career advancement opportunities, job satisfaction, promotions, 

salary growth, confidence and career outcomes.46 Women who have mentors 

at the top, especially those at the CEO or senior executive level or at a higher 

level than themselves (i.e., supervisor level or above), receive more promotions 

than those without mentors and get promoted at the same rate as men with 

mentors at the top.47

Mentoring is “a supportive learning relationship between a caring individual 

who shares knowledge, experience and wisdom with another individual 

who is ready and willing to benefit from this exchange, to enrich their 

professional journey.”48  In addition to a sponsor, women should have at least 

one mentor who can advise them, provide feedback on how to improve, be 

a role model, teach them the ropes for navigating through the unwritten 

rules of corporate politics to gain access to influential networks, and help 

put them on a sponsor’s radar.

Allen, T. et al. (2004). Career Benefits Associated With Mentoring for Protégés: A Meta-Analysis. Journal of Applied Psychology, 89(1):127–136; Carter, 

N. and Silva, C. (2010). Mentoring: Necessary but Insufficient for Advancement. Catalyst.

Carter, N. and Silva, C. (2010). Mentoring: Necessary but Insufficient for Advancement. Catalyst.

Suzanne Faure, quoted in Gibbons, A. (2017). 16 Mentoring Definitions. Blog. Training Journal. August 24. 

46

47

48

https://www.ccl.org/wp-content/uploads/2019/04/Mentoring-Sponsoring-Guidebook.pdf?webSyncID=a1346ec8-3a31-4760-822c-e3956ff3cda6&sessionGUID=9ffdd582-88ef-4366-9b06-a3ce98f2b17c
https://www.ccl.org/wp-content/uploads/2019/04/Mentoring-Sponsoring-Guidebook.pdf?webSyncID=a1346ec8-3a31-4760-822c-e3956ff3cda6&sessionGUID=9ffdd582-88ef-4366-9b06-a3ce98f2b17c
https://www.catalyst.org/wp-content/uploads/2019/01/sponsoring_women_to_success.pdf
https://www.seramount.com/resources/best-practices-for-sponsorship-programs
https://www.catalyst.org/wp-content/uploads/2019/01/Mentoring_Necessary_But_Insufficient_for_Advancement_Final_120610.pdf
https://www.catalyst.org/wp-content/uploads/2019/01/Mentoring_Necessary_But_Insufficient_for_Advancement_Final_120610.pdf
https://www.trainingjournal.com/blog/16-mentoring-definitions
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Learn More/Tools Available

Resource What reader will get from it

Mentoring & Sponsoring Resources: 
Women Need a Network of Champions. 
Center for Creative Leadership. 2019.

Mentoring in the Workplace. Guidance 
note, Principle 4. Women’s Economic 
Principles. 2020.

Making Mentoring Work. Catalyst. 2010.

Vital Voices

Guide for sponsors and protégés on how 
to identify a mentor or sponsor, define 
objectives 

Offers concrete strategies, templates and 
tools for companies to set up and effectively 
manage mentoring programs that promote 
gender equality and women’s advancement 
in the workplace.

Provides data and information, assessment 
checklists and strategies to measure, assess 
and ensure accountability in formal mentor-
ing programs.  

Vital Voices is a global network of established 
and emerging women leaders that provides 
various tools and resources, including the 
Global Mentoring Walk, which convenes es-
tablished and emerging women leaders to 
walk together in their communities to discuss 
professional challenges and triumphs. 

Prepare mentors for their role by 

providing them with guidance 

and make sure the goals and 

expectations are clear. 

Mentor-mentee meetings 

should occur at least once 

a month and should be 

considered working hours by 

the company.

A mentor should be in the same 

industry and have a similar career 

background. A mentee can select 

their mentor or be assigned to 

one as part of a formal corporate 

program. If the company is small, 

consider mentors from outside the 

company. If you have more than 50 

employees, consider launching a 

formal mentoring program.  

https://www.ccl.org/wp-content/uploads/2019/04/Mentoring-Sponsoring-Guidebook.pdf?webSyncID=a1346ec8-3a31-4760-822c-e3956ff3cda6&sessionGUID=9ffdd582-88ef-4366-9b06-a3ce98f2b17c
https://www.ccl.org/wp-content/uploads/2019/04/Mentoring-Sponsoring-Guidebook.pdf?webSyncID=a1346ec8-3a31-4760-822c-e3956ff3cda6&sessionGUID=9ffdd582-88ef-4366-9b06-a3ce98f2b17c
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20Mentoring%20in%20the%20Workplace%20%28final%29%203.pdf
https://www.catalyst.org/research/making-mentoring-work/
http://www.vitalvoices.org
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BOX 3. WHAT IS THE DIFFERENCE BETWEEN A SPONSOR, A MENTOR 
AND A COACH?

Sponsor49

Purpose

Process

Structure

Profile

Time frame

Compensation

Mentor50 Executive coach 51

Actively advocate for 
their protégé’s ad-
vancement.

Use their influence to 
help protégé obtain 
visible assignments, 
jobs or pro-motions.

Unstructured and infor-
mal, with meetings on an 
as-needed basis.

An influential, senior-lev-
el executive/manager.

Long-term, fluid time frame.

Typically not compensated.

Long-term, fluid time frame.

Typically not compensated.

Short - term, set time frame.

Typically compensated.

Share expertise, provide 
feedback on how to 
improve, and give career 
advice.

Unstructured and infor-
mal, with meetings on an 
as-needed basis.

Anyone in a position of 
experience and at any 
level of the hierarchy.

Guide individual through 
process of discovery and 
self-awareness to achieve 
development objectives.

Highly structured and 
formal, with scheduled 
meeting times.

Suitable for

Resources

Advancing to next posi-
tion, getting challenging 
assignments and gaining 
visibility.

Guiding personal and/
or career growth and 
development.

Developing specific skills, 
improving work per-
for-mance and consoli-
dating processes.

A qualified professional.

Encourage self-improvement and help peo-
ple realize their potential.

Supporting careers: mentoring or sponsorship? Perspective Paper. Australian Gov-
ernment’s Workplace Gender Equality Agency. 2016.

McDaid, E. (2019). Mentor vs. Sponsor: Who is truly the advocate needed by mid-level professionals seeking to move up the pyramid? Brokerage 

Ops, September. Leaders Edge; Ibarra, H., et al. (2010). Why men still get more promotions than women.

Ibid. 

McCarthy, D. (2019). A manager’s guide to executive coaching. The Balance Careers. November 15.

49

50

51

https://www.leadersedge.com/brokerage-ops/mentor-vs-sponsor
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women
https://www.thebalancecareers.com/manager-s-guide-to-executive-coaching-2275823
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BEST PRACTICE

Executive sponsorship and professional development to 
diversify talent

Medtronic’s Leadership Inclusion from Mentorship Toward Sponsorship 

(Lift) Program provides executive sponsorship and professional 

development to diverse talent. It is an intensive, nine-month development 

program designed to reduce turnover and advance Medtronic’s brightest, 

diverse, mid-career level talent. Lift pairs an employee with a senior 

sponsor and utilizes coaching, classes and a group capstone project 

aimed at solving a real business need to teach people how to think like 

a senior leader. Ideally, participants graduate from the program with a 

lasting sponsor who can advocate for them at major milestones. Forty-

four percent of Lift graduates have received a promotion; 75% of them 

were women. 

Source: Medtronic. Global Inclusion, Diversity and Equity Report. 2020.

Action 8. Urge women to take control of their professional 
network

Networking can help women accelerate future opportunities. 

Research shows that professional networks lead to more job and 

business opportunities, speedier promotions, broader and deeper 

knowledge, improved capacity to innovate, increased job satisfaction, 

faster advancement, and greater status and authority.

Networking is “the action or process of interacting with others to 

exchange information and develop professional or social contacts.”52 

Networking is used by professionals to widen their circles of 

acquaintances, find out about job opportunities and increase their 

awareness of news and trends in their fields. It also has traditionally 

been used to learn the corporate culture and unwritten rules. 

Oxford Languages online dictionary.52
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Because women network differently from men, they need different networks and 

networking strategies. Research shows that women are three times as likely to rely on a 

mostly female network,53  and women with a close inner circle of women who can provide 

critical information on job opportunities and career advice are nearly three times as likely to 

get a better job as women who lack such a support system.54  The most successful women 

had close female friends who themselves where connected to many different groups of 

people, giving them access to new information from a diversity of sources. Support for 

women-only networks therefore can be an effective way for women to advance their 

careers. Nevertheless, it is important that women expand their networks to include men, 

as they may have different resources and information to share. In short, women should 

have diverse networks, composed of men and women from different backgrounds who 

can play different roles and provide different opportunities. 

Experts recommend that we have sounding boards or networks that “contain a diverse 

group of people, each of whom plays a different role: a committed listener, who holds up 

the mirror; a catalyst, who helps you get outside your comfort zone; a connector, who plugs 

you into other resources, people, and learning opportunities; a task master or trainer, who 

holds you accountable for doing what you say you’re going to do; and a mentor, who helps 

you keep your eye on the long view and the big picture.”55

Yee, L., et al. (2016). Women in the Workplace.

Yang, Y., et al. (2019). A network’s gender composition and communication pattern predict women’s leadership success. PNAS, 116 (6): 2033-

2038. doi:10.1073/pnas.1721438116

Leider, R. and Webber, A. (2013). Life Reimagined: Discovering your New Possibilities. Berret-Koehler Publishers.
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Ask participants to identify what 

kinds of knowledge, skills or 

opportunities are missing from 

their existing networks. Encourage 

them to build and diversify 

their professional networks by 

participating in cross-organizational 

projects that will help them close 

their skill or knowledge gaps and 

joining professional groups where 

they can have the opportunity to 

meet other men and women from 

their own industry or sector or with 

similar interests and goals. 

Create networking 

opportunities for women in the 

company during work hours, 

where they can learn from each 

other and feel safe to express 

their ideas and experiences.

Encourage participants to network 

among themselves during and 

after the leadership development 

program by having them create 

a group in WhatsApp, Facebook 

or LinkedIn where they can share 

information, experiences and 

resources. 

https://www.pnas.org/content/116/6/2033
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Action 9. Invite inspiring female speakers to share their personal 
leadership journey

Hearing the powerful voices of women who have achieved a leadership position in 

the industry can be a source of inspiration for other women. Listening to women 

who have had to overcome personal and professional obstacles to achieve leadership 

positions can inspire others to overcome their own adversities and ignite candid 

conversations about the real issues that may hold women back at work. Speakers can 

motivate others to challenge their perspective, better understand their strengths and 

weaknesses and focus their passion.

Action 10. Include accountability mechanisms

Peer mentors or learning partners are an effective strategy for holding participants 

accountable to their goals. Pairing participants with a peer mentor or learning partner 

who is in the leadership program creates opportunities for the partners to challenge each 

other with new ideas, encourage each other to move beyond the things that are most 

comfortable, transfer knowledge, inspire progress and hold each other accountable.

Men

MenMen

Women

Are more focused on building long-term per-
sonal connections.

BOX 4. WOMEN NETWORK DIFFERENTLY THAN MEN56

Form alliances.

Hesitate to ask for what they want; think first 
about what they can do for other person.

Are comfortable asking for what they want.

Have smaller and deeper networks based on trust.Have larger and broader networks.

Network at sports events and after work.

Are more likely to network with women 
who are not in senior positions

Caregiving roles typically prevent them from 
attending networking activities outside of work hours.

Are more likely to network with men 
in senior positions.

Castrillon, C. (2019). Why Women Need to Network Differently than Men to Get Ahead. Forbes. March 10; Thomas, R., et al. (2018). Women in the 

Workplace 2018. Report. LeanIn and McKinsey & Company.

56

Invite guest speakers — leaders within the company or industry — to give a short TED 

Talk-style speech about their personal leadership journey: how they achieved their 

leadership position, the lessons they learned along the way and advice they would give 

to another woman seeking to climb the corporate ladder. Follow the speech with a 

question and answer session. 

https://www.forbes.com/sites/carolinecastrillon/2019/03/10/why-women-need-to-network-differently-than-men-to-get-ahead/?sh=2268c932b0a1
https://womenintheworkplace.com/2018#!
https://womenintheworkplace.com/2018#!
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BEST PRACTICE

Women in funds paying it forward: Institutional 
investor-led initiative to increase women on 
investment committees

IDB Invest, as an institutional investor, influences fund managers to include 

women on their investment committees by investing only in those funds 

that have at least one woman. The fund can recruit a woman, or if it has 

none, IDB Invest can provide candidates for the job. This moves the needle 

for more equal representation in decision making for the financial sector 

in Latin America. For example, IDB Invest worked with Capital Indigo in 

implementing the Women’s Empowerment Principles (WEP) Gender Gap 

Analysis Tool and identified opportunities for improving internal policies 

and practices to make them more inclusive. Other fund managers that 

have done this include Vinci and HMC Fondo. 

Ensure diversity when pairing up 

participants to provide a mix of 

backgrounds and departments. 

This promotes collaboration across 

departments and provides a richer 

learning experience.  

Encourage partners to meet every 

two weeks during the program and 

at least twice after the program 

has ended.
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There are different measures to assess various types of results. The Kirkpatrick taxonomy simply measures training results against stakehold-

er expectations (ROE). Phillips’ methodology contains a fifth level specifically for measuring “return on investment” (ROI). This level uses 

cost-benefit analysis to determine the value of training programs. It helps companies measure whether the money they invested in the training 

has produced measurable results.

58

MeasureLevel Tools Frequency

Participant satisfac-
tion and reaction.

How participants reacted 
or responded to the 

training.

What the participants 
learned from the training.

Self-assessment, in which 
participants indicate, on a 
scale of 1 to 10, the amount 
of knowledge or awareness 
they had before and after 
the training. 
Short quizzes or practical 
tests, one before the train-
ing and one after-ward.

Whether participants put 
what they have learned 
into practice on the job. 

Knowledge acquisi-
tion

Behavioral acquisition

Results

After every training and 
skill-building activity 

(courses, networking events, 
speaker events, etc.).

Survey.

What overall impact the 
training has had.58

Self-assessments and/or 
formal assessments by 
supervisor.

Surveys, focus groups, 
self-assessments and/or 
formal assessments from 
supervisor.

Before and/or after every 
training and skill-building 
activity (courses, 
networking events, 
speaker events, etc.).

Takes place after the training, 
once participants have had 
a chance to put their knowl-
edge into practice.

Takes place six to 12 
months after the pro-
gram has ended.

POST-PROGRAM PHASE

Action 1. Evaluate your results

To analyze the effectiveness of the program and whether it has achieved its stated 

objective, it is important to perform an evaluation. There are several types of 

training evaluation methods and tools available that companies can use, but in 

general, consider evaluating the following levels:57 
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Action 2. Continue to engage graduates

Once the program has ended, it is important to provide graduates with pathways for 

career advancement and opportunities to continue developing their leadership potential.

Accelerate their leadership development

Encourage graduates to take on highly visible projects, stretch assignments, mission-

critical roles and international assignments.

Invite experts to provide a workshop or webinar that offers graduates opportunities 

to deepen the knowledge or skills they have acquired during the program or to 

acquire new knowledge or skills.

Organize a discussion forum around an existing webinar or TED Talk on a topic 

of interest to graduates. Graduates may view the webinar and follow up with a 

discussion with fellow graduates.

Organize a book club. Read and discuss books on leadership. Ask a different graduate 

to lead the discussion at each gathering.

Encourage self-directed learning (see Annex 11 for a list of recommended books, 

TED Talks, webinars, etc.)

Resource What reader will get from it

How to evaluate a training program: The 
definitive guide to techniques & tools.

Andriotis. N. 2019.

A comprehensive training evaluation guide to help 
identify what’s working, what’s not and why. Pro-
vides information about how to select an appropri-
ate training evaluation technique, determine what 
to measure and choose the right training evaluation 
tools.

A comprehensive guide to the purpose of training 
evaluations, different training evaluation models, 
how to evaluate training programs in four easy 
steps, and selecting effective training evaluation 
tools.

A work method that integrates best practices and 
detailed step-by-step guidelines on how to per-
form each stage of the Kodo method.

SafetyCulture — Training Evaluation Guide.
Andales, J. 2021.

The Kodo Way: Six steps for evaluating training 
effectiveness. Kodo, 2021.

Learn more / Tools Available
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https://www.talentlms.com/blog/evaluate-employee-training-program/
https://www.talentlms.com/blog/evaluate-employee-training-program/
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fsafetyculture.com%2Ftopics%2Ftraining-evaluation%2F&data=04%7C01%7CPAULAH%40iadb.org%7Cbb9e7780c6244c55d16608d934cfc003%7C9dfb1a055f1d449a896062abcb479e7d%7C0%7C0%7C637598889162565460%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=rJVUG2PHmZP%2BSNnASYVlUE49Bj5uxPCAyn%2B%2Fl56yubU%3D&reserved=0
https://www.kodosurvey.com/guides-more/kodo-way-6-step-model
https://www.kodosurvey.com/guides-more/kodo-way-6-step-model
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Make graduates visible 

Provide graduates with the opportunity to become more visible in the organization by:

 Posting an article authored by a graduate on the company blog or newsletter

 Posting a “Get to know your colleagues” article based on an interview with a   

 graduate in the company newsletter

 Producing a short video interview with a graduate to disseminate on social media

 Encouraging graduates to take on high-visibility projects in the company.

Pay it forward

Encourage graduates to become mentors to other women and to share with other 

female colleagues what they have learned in the program. As they rise in their 

careers, they can pay it forward by helping others coming up behind them.

Promote networking 

Maintain an online network where graduates can continue sharing with each other 

experiences, advice, resources and other professional growth opportunities (for 

example, via a Whatsapp, LinkedIn or Facebook group). 

Action 3. Support an organizational culture that nurtures and 
promotes women’s leadership

Developing employees’ leadership potential requires more than participating in a one-time 

activity or a leadership skill-building program. It requires an organizational context that 

will contribute to their success. To that end, below are some specific actions that can be 

taken across the company.

52
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Conduct gender-inclusive 
recruitment, hiring and 
promotion processes

Entry level 
(recruitment)

Action Dimension Applicability to large companies Applicability to SMEs 

C-Level: 
Public commitment through a written state-
ment widely disseminated within the compa-
ny.
Communicating and cascading gender tar-
gets on recruitment.
Walking the talk by ensuring gender balance 
in C-suite and participation of women on key 
committees.

Human Resources:
Promoting awareness-raising session on the 
benefits of women’s leadership (business 
case) and unconscious bias training with 
team managers and recruiting areas.
Showcasing industry peers’ best practices 
and benchmarking.
Conducting gender-neutral communications 
about positions and utilizing diverse dissem-
ination channels.
Ensuring gender balance among interview-
ers and evaluators.

General Management:
Reinforcing discussions about benefits of 
women’s leadership (business case) with 
lead team.
Leading inclusive and comprehensive on-
boarding processes.
Joining and encouraging team participation 
in affinity groups on diversity and inclusion.

Key additional allies: 
Endomarketing/internal communication team.
Affinity groups.

Upper Management:
Public commitment through a written 
statement widely disseminated within the 
company.
Including inclusive recruitment discussions 
within regular staff meetings.
Showcasing best practices on inclusive 
recruitment and benchmarking.
Promoting awareness-raising session on the 
benefits of women’s leadership (business 
case) with the team.

Human Resources/Administrative:
Conducting gender-neutral communications 
about positions and utilizing diverse dissem-
ination channels 
Leading inclusive and comprehensive on-
boarding processes.
Promoting unconscious bias training with 
the entire team.
Ensuring gender balance among interview-
ers and evaluators.
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Conduct gender-inclusive 
recruitment, hiring and 
promotion processes

Middle level 
(promotion)

Action Dimension Applicability to large companies Applicability to SMEs 

C-Level: 
Public commitment through a written 
statement widely disseminated within the 
company.
Self-establishing targets for gender bal-
ance within C-level. 
Establishing gender targets for compa-
ny-wide leadership positions.
Communicating and cascading promotion 
targets on gender.

Human Resources:
Monitoring and reporting gender targets.
Evaluating and communicating bias analy-
ses of promotion processes, broken down 
by sex.
Cascading communication of openings to 
increase the pool of female candidates.
Promoting unconscious bias training with 
team managers.
Showcasing industry peers’ best practices 
and benchmarking.
Organizing junior-senior sponsorship, men-
toring, coaching, trainings, networking and 
job shadowing programs.

General Management:
Joining and encouraging team participa-
tion in affinity groups, trainings, discus-
sions of diversity and inclusion.
Bringing results-oriented (vs. time-in-of-
fice-oriented) culture discussions to team 
meetings.
Joining junior-senior sponsorship, men-
toring, coaching, trainings, networking 
programs (see more below).

Upper Management:
Public commitment through a written 
statement widely disseminated within the 
company.
Establishing gender targets for compa-
ny-wide leadership positions.
Including gender and diversity discussions 
within regular staff meetings.
Showcasing best practices regarding wom-
en in leadership during staff meetings.
Promoting awareness-raising session on 
the benefits of women’s leadership (busi-
ness case) with the team.
Joining sponsorship, mentoring, coaching, 
training and job shadowing programs.

Human Resources/Administrative:
Monitoring and reporting gender targets.
Whenever possible, evaluating and com-
municating bias analyses of promotion 
processes, broken down by sex.
Cascading communication of openings to 
increase the pool of female candidates.
Promoting unconscious bias training with 
the entire team.
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Talent development and 
retention

Entry to senior level

Action Dimension Applicability to large companies

C-Level: 
Public commitment to gender equality 
through a written statement widely dissemi-
nated within the company.
Promoting and making use of family 
leave policies.

Human Resources:
Offering a flexible culture that prioritizes per-
formance instead of face time and allows for 
part-time work and home office days.
Offering individuals opportunities to move 
throughout the company to enable develop-
ment of new skills. 
Reviewing pay structures to ensure there is no 
unconscious gender bias, and communicating 
efforts and findings.
Offering family-friendly benefits and encour-
aging all employees to use them (maternity 
and paternity leave, job sharing, paid sick 
leave, backup childcare, on-site lactation 
rooms).
Developing a workplace culture that provides 
clear progression opportunities.
Promoting awareness-raising session on the 
benefits of women’s leadership (business 
case) and unconscious bias training with team 
managers.
Showcasing industry peers’ best practices on 
retention strategies.
Organizing junior-senior sponsorship, mento-
ring, coaching, trainings, networking and job 
shadowing programs.

General Management:
Reinforcing discussions of the benefits of 
women’s leadership (business case) with lead 
team.
Giving high-potential women highly visible 
projects, stretch assignments, mission-critical 
roles and international assignments.
Joining and encouraging team participation in 
affinity groups on diversity and inclusion.

Key additional allies: 
Endomarketing/internal communication team 
Affinity groups.

Upper Management:
Public commitment to gender equality 
through a written statement widely dis-
seminated within the company.
Giving high-potential women highly visible 
projects, stretch assignments, mission-criti-
cal roles and international assignments.
Showcasing best practices on retention 
strategies.
Promoting awareness-raising session on 
the benefits of women’s leadership (busi-
ness case) with the team.
Promoting and making use of family leave 
policies.

Human Resources/Administrative:
Offering a flexible culture that prioritiz-
es performance instead of face time and 
allows for part-time work and home office 
days.
Reviewing pay structures to ensure there is 
no unconscious gender bias, and commu-
nicating efforts and findings.
Offering family-friendly benefits and 
encouraging all employees to use them 
(maternity and paternity leave, job sharing, 
paid sick leave, backup childcare, on-site 
lactation rooms).
Promoting unconscious bias training with 
the entire team.

Applicability to SMEs 
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FUTURE TRENDS
03



In Latin America and the Caribbean (LAC), women are driving economic 

growth, yet in most companies, women hold less than 30% of middle 

and senior management positions and even fewer women serve as 

members or chairs of company boards.59 Nevertheless, significant 

changes have occurred in the region over the last decade, creating 

some of the infrastructure and organizational engagement necessary 

to fully support women’s advancement in the workplace: 

Talent pool. In LAC, more women than men are graduating from 

tertiary education. Women also continue to expand their skills in 

science, technology, engineering and mathematics (STEM); in the 

Americas, women now represent one-third of all tertiary STEM 

graduates.60  Both of these trends contribute to a significant 

expansion of the talent pool. 

Male allies. Gender and women’s leadership issues are increasingly 

seen as affecting both men and women. To promote and support 

the full engagement of male allies, various international initiatives 

have been launched, such as the United Nations’ #HeforShe or 

Catalyst’s Men Advocating Real Change. Companies are also 

working to build inclusive environments where men can publicly 

champion gender equality. And at an individual level, men are 

already making a difference by sponsoring women, turning down 

participation in all-male panels or pushing for the same family 

leave benefits that women receive.

Organizational support. Over the past decade, executive 

leadership training programs for women have flourished as 

organizations have sought to identify and develop high-potential, 

talented women. Providing women with the institutional support to 

develop their leadership skills has been key to their advancement.

Gender equality seals. Gender equality certification programs and 

other international efforts to close gender gaps in the workplace, 

such as EDGE and the IDB’s Gender Parity Accelerators (IPG), 

In a survey of over 400,000 firms in LAC, more than half reported having less than 30% women in middle and 

senior management and top executive positions. More specifically, 61% reported having less than 30% women in 

their top executive positions and 22% reported having no female top executives. Similarly, 55% and 50% of firms 

surveyed had less than 30% women in senior and middle management positions, respectively. Moreover, the middle 

and senior management positions held by women tend to be concentrated in human resources, finance and admin-

istration, and marketing and sales. ILO (2019). The business case for change. Geneva: International Labour Office.

Ibid. 
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https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_700953.pdf


have provided a roadmap and critical guidance for companies 

seeking to advance gender equality in their organizations.

Gender lens investing. Investors are increasingly interested in 

integrating a gender lens strategy to their investment portfolio.  

They want to invest for financial returns while also advancing 

gender equality by funding women-owned business, businesses 

with a strong gender equality track record in the workplace, or 

companies that improve the lives of women and girls through 

their products and services.61   

Female solidarity. As more women reach the top, many are paying 

it forward and supporting one another as advocates and advisors. 

In the last few years, women have come together to denounce 

gender-based violence, discrimination and sexual harassment, and 

to fight for reproductive rights. From public-awareness campaigns 

celebrating the power of women supporting each other to women 

amplifying62  each other’s voices in the workplace, women have 

come together as never before and shown the power of solidarity 

and sisterhood.

Robust evidence. A growing body of solid evidence shows that 

companies with a diverse workforce perform better than non-

diverse companies. This has contributed to stronger and more 

vocal support for women’s initiatives. 

Telework. The Covid-19 pandemic has normalized remote work 

and has also highlighted the disproportionate amount of women’s 

unpaid domestic work.63  While the long-term impact of the 

pandemic is still unclear, it is possible that many people will not 

be returning to in-person work or will alternate between in-person 

and telework arrangements. Providing employees with more 

flexibility in terms of when and where they work can increase 

gender equality by helping mothers achieve a better balance 

between work and family responsibilities.64 

Buckland, L., et al. (2019), Gender Lens Investing: How Finance can Accelerate Gender Equality in Latin America and 

the Caribbean. IDB Invest.

 The women in US President Barak Obama’s cabinet adopted an “amplification” strategy whereby when a woman makes 

a key point, another woman will repeat it, giving credit to its author and ensuring that their contribution is recognized.

Giles, L. and Khadan, J. (2020). Mind the Gender Gap: A picture of the socioeconomic trends surrounding COVID-19 in 

the Caribbean with a gender lens. Technical Note. Inter-American Development Bank. 

Gajendran, R.S. and Harrison, D.A. (2007). The good, the bad, and the unknown about telecommuting: Meta-analysis 

of psychological mediators and individual consequences. Journal of Applied Psychology, 92(6), 1524–1541; Bustelo, M., 

Suaya, A. and Vezza, E. (2021). Hacia una nueva realidad laboral para las mujeres: Soluciones para recuperar el empleo 

femenino en ALC. Technical Note. Inter-American Development Bank.
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https://publications.iadb.org/publications/english/document/Mind-the-Gender-Gap-A-Picture-of-the-Socioeconomic-Trends-Surrounding-COVID-19-in-the-Caribbean-with-a-Gender-Lens.pdf
https://publications.iadb.org/publications/english/document/Mind-the-Gender-Gap-A-Picture-of-the-Socioeconomic-Trends-Surrounding-COVID-19-in-the-Caribbean-with-a-Gender-Lens.pdf
https://doi.org/10.1037/0021-9010.92.6.1524
https://doi.org/10.1037/0021-9010.92.6.1524
https://publications.iadb.org/publications/spanish/document/Hacia-una-nueva-realidad-laboral-para-las-mujeres-soluciones-para-recuperar-el-empleo-femenino-en-ALC.pdf
https://publications.iadb.org/publications/spanish/document/Hacia-una-nueva-realidad-laboral-para-las-mujeres-soluciones-para-recuperar-el-empleo-femenino-en-ALC.pdf
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BEST PRACTICE

Gender equality indices increase disclosure of gender-related data 

The Bloomberg Gender Equality Index (GEI) helps investors in public companies 

make informed decisions about gender equality as a standalone issue. The GEI tracks 

female leadership and the talent pipeline, equal pay and gender pay parity, inclusive 

culture, anti-sexual harassment policies, ability to create products and services for 

women, and community engagement. 

Standardized disclosure of gender-related data allows companies to attract capital 

and talent, empowers investors to make investment decisions through a social 

lens, and enables employees and communities to hold companies accountable for 

progress. In 2021, 380 companies headquartered in 44 countries and regions were 

included in the GEI.

Source: Bloomberg’s 2021 Gender-Equality Index Reveals Increased Disclosure as 

Companies Reinforce Commitment to Inclusive Workplaces. Bloomberg. January 27, 2021.

https://www.bloomberg.com/company/press/bloombergs-2021-gender-equality-index-reveals-increased-disclosure-as-companies-reinforce-commitment-to-inclusive-workplaces/
https://www.bloomberg.com/company/press/bloombergs-2021-gender-equality-index-reveals-increased-disclosure-as-companies-reinforce-commitment-to-inclusive-workplaces/
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ANNEX 1.  SAMPLE BUSINESS CASE (adapted from WEP65)

Leadership development programs require commitment from top leadership, as well 

as human and financial resources. Below is a short business case outline that can be 

presented to leadership for their support and endorsement of the program. 

Title page: Company logo, Title, Prepared for, Prepared by, Date

Executive summary: What are you proposing? What are you asking for? Who will 

it benefit? How does it relate to the organization’s goals? 

Which business goals does the program meet? 

What does the evidence say to support the business case for promoting women´s 

leadership? (Include two or three examples linked to the business goal you are 

trying to achieve.)

What impact are you trying to make? (Groom the next generation of leaders, 

increase the effectiveness of women in leadership positions, promote 

organizational culture change.) 

WEP (2020a). Mentoring in the Workplace. Guidance Note, Principle 4. Women’s Empowerment Principles. UN Women.65

https://www.weps.org/sites/default/files/2020-12/WEPs_GUIDANCE_Mentoring_in_the_Workplace_0.pdf
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What is the objective of the leadership development program?

Who is the target audience for the training? (Women, entry-level 

staff, mid-level managers, specific departments.) 

What do you hope to achieve? 

How will you evaluate success?

Who will need to be involved? 

What resources are needed? 

What is the budget? (Include staff time, training day room and 

catering, kickoff orientation costs, miscellaneous.)

What is the scope of the program? (In terms of length and how 

long the pilot will be — for example, two cohorts over one year.) 

What is the marketing plan to make it a success?
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ANNEX 2. WHAT TO CONSIDER WHEN CONDUCTING AN INTERNAL ASSESSMENT

Does your
company…

Provide equal 
pay for equal 
work?

For each hour worked, 
women’s earnings are 
on average 17% below 
those of men of the same 
age and educational and 
economic status.66  

Men are more likely to 
successfully negotiate 
salary and promotions, 
while women are more 
likely to be penalized 
when they negotiate 
salary and promotions.

Depending on factors 
such as gender or race, 
employees are not equally 
likely to ask for raises, nor 
are managers likely to 
equally evaluate all raise 
requests.67 

Supports WEP signa-
tories in prioritizing, 
establishing and imple-
menting equal pay 
policies and practices 
to ensure that all 
women and men are 
treated fairly at work. 

Allows for the 
determination of 
the value that each 
job contributes to 
the organization, as 
well as the design 
of an equitable 
remuneration system 
that avoids gender 
biases.

Job Evaluation 
System (Sistema de 
Valoración de Puestos 
de Trabajo). European 
Union and Spanish 
Ministry of the 
Presidency, Relations 
with Parliament and 
Equality. 2020.
(Available only in 
Spanish.)

Senior female 
leaders tend to be 
overrepresented in 
communicationand 
human resources 
departments. 
Similarly, female 
board members are 
underrepresented 
in power positions 
(board chair; lead 
independent director; 

Why is it a barrier to women’s pro-
fessional growth?

What are the benefits for the com-
pany of addressing barriers?

Assessment tools and re-
sources

Summary of tool 
and resource

Improved business 
performance. It increases 
a company’s efficiency 
and productivity by:68 

Attracting the best 
employees.

Improving employee 
morale.

Increasing retention 
of talented employees 
and reducing staff 
absence and turnover.

Sending a positive 
message about a 
company’s values.

Forming a key part of 
a company’s corporate 
social responsibility, 
which is increasingly 
important for many 
stakeholders.

Closing Gender Pay 
Gaps to Achieve 
Gender Equality at 
Work.

Guidance Note, 
Principle 2. Women’s 
Empowerment 
Principles. 2020b.

ECLAC and ILO (2019). Employment Situation in Latin America and the Caribbean: Evolution of and prospects for women’s labour participation in Latin America. No. 21. LC/TS.2019/66. Economic Commission 

for Latin America and the Caribbean and International Labour Organization. October.

Female Quotient (2019). Modern Guide to Equality. Advancing Equality in the Workplace. The Female Quotient. Vol. V, January.

WEP (2020b). Closing Gender Pay Gaps to Achieve Gender Equality at Work. Guidance Note, Principle 2. Women’s Empowerment Principles. UN Women.

66

67

68

mailto:https://www.igualdadenlaempresa.es/asesoramiento/herramientas-igualdad/docs/Guia_Uso_Hrrta_SVPT.pdf?subject=
mailto:https://www.igualdadenlaempresa.es/asesoramiento/herramientas-igualdad/docs/Guia_Uso_Hrrta_SVPT.pdf?subject=
mailto:https://www.igualdadenlaempresa.es/asesoramiento/herramientas-igualdad/docs/Guia_Uso_Hrrta_SVPT.pdf?subject=
mailto:https://www.igualdadenlaempresa.es/asesoramiento/herramientas-igualdad/docs/Guia_Uso_Hrrta_SVPT.pdf?subject=
https://www.weps.org/sites/default/files/2020-08/WEPs%20GUIDANCE%20%E2%80%A2%20Closing%20gender%20pay%20gaps.pdf
https://www.weps.org/sites/default/files/2020-08/WEPs%20GUIDANCE%20%E2%80%A2%20Closing%20gender%20pay%20gaps.pdf
https://www.weps.org/sites/default/files/2020-08/WEPs%20GUIDANCE%20%E2%80%A2%20Closing%20gender%20pay%20gaps.pdf
https://www.weps.org/sites/default/files/2020-08/WEPs%20GUIDANCE%20%E2%80%A2%20Closing%20gender%20pay%20gaps.pdf
https://www.cepal.org/en/publications/44917-employment-situation-latin-america-and-caribbean-evolution-and-prospects-womens
https://www.thefemalequotient.com/wp-content/uploads/2019/03/MGTE-5.pdf
https://www.weps.org/resource/closing-gender-pay-gaps-achieve-gender-equality-work
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Allows for manipulation 
of a significant number 
of interrelationships 
among variables that 
influence remuneration 
practices, with a set of 
recommendations.  

Allows for 
measurement of wage 
gap and provides an 
action plan to close 
the gap.

Allows for measurement 
of wage gap and 
provides an action plan 
to close the gap.

Provides data on 
current trends related 
to diversity and talent 
attraction, and the 
career aspirations and 
expectations of today’s 
workforce.  Includes a 
road map for gender-
inclusive recruitment.
A tool for human 
resources experts to 
revamp their talent 
management systems 
and make their 
recruitment process 
more inclusive.

Closing the Gender Pay 
Gap. Male Champions of 
Change. 2017.

Reducing the gender 
pay gap and improving 
gender equality 
in organisations: 
Evidence-based actions 
for employers. The 
Behavioural Insights 
Team. 2018.

Winning the fight for 
female talent: How to 
gain the diversity edge 
through inclusive recruit-
ment. PWC. 2017.

Break the Cycle — HR 
Experts: Eliminating 
Gender Bias From the 
Recruitment Process. 
Catalyst. 2018.

Use inclusive 
recruitment 
and selection 
processes?

Men are often promoted 
on potential while women 
are promoted on proven 
performance. Women are 
still perceived as “risky” 
appointments for such 
roles by committees 
that often are male-
dominated.69   

Deepens the pool of 
candidates. Companies 
that harness the immense 
talent pool that women 
represent and fight to 
attract diverse female 
talent through inclusive 
recruitment and selection 
processes will create 
a more sustainable 
talent pipeline, gain a 
competitive edge and be 
a magnet for talent.70  

Gender Wage Gap Self-
Diagnostic Tool (Herra-
mienta de autodiag-
nóstico de brecha salarial 
de género). European 
Union and Spanish 
Ministry of the Presidency, 
Relations with Parliament 
and Equality. 2015. 
(Available only in 
Spanish.)

In a study of top-performing CEOs, for instance, the women were nearly twice as likely as the men to have been hired from outside the company (see Hansen., M.; Ibarra, H. and Peyer, U. (2010). The Best-Per-

forming CEOs in the World. HBR January-February). This finding suggests that women are less likely to emerge as winners in their firms’ own CEO job openings. (Ibarra et al. Why men still get more promotions).

PWC, Winning the Fight for Female Talent. 
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Does your
company…

Why is it a barrier to women’s pro-
fessional growth?

What are the benefits for the com-
pany of addressing barriers?

Assessment tools and re-
sources

Summary of tool 
and resource

http://malechampionsofchange.com/wp-content/uploads/2017/08/MCC-Closing-The-Pay-Gap_Report_2017_FINAL-1.pdf
http://malechampionsofchange.com/wp-content/uploads/2017/08/MCC-Closing-The-Pay-Gap_Report_2017_FINAL-1.pdf
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.bi.team/publications/reducing-the-gender-pay-gap-and-improving-gender-equality-in-organisations/
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.pwc.com/gx/en/about/diversity/iwd/iwd-female-talent-report-web.pdf
https://www.catalyst.org/research/break-the-cycle-hr-experts-eliminating-gender-bias-from-the-recruitment-process/
https://www.catalyst.org/research/break-the-cycle-hr-experts-eliminating-gender-bias-from-the-recruitment-process/
https://www.catalyst.org/research/break-the-cycle-hr-experts-eliminating-gender-bias-from-the-recruitment-process/
https://www.catalyst.org/research/break-the-cycle-hr-experts-eliminating-gender-bias-from-the-recruitment-process/
http://www.igualdadenlaempresa.es/HerramientaBrecha/Guia_Uso_Hrrta_Autodiagnostico_Brecha_Salarial_Genero_16.2.15.pdf
http://www.igualdadenlaempresa.es/HerramientaBrecha/Guia_Uso_Hrrta_Autodiagnostico_Brecha_Salarial_Genero_16.2.15.pdf
http://www.igualdadenlaempresa.es/HerramientaBrecha/Guia_Uso_Hrrta_Autodiagnostico_Brecha_Salarial_Genero_16.2.15.pdf
http://www.igualdadenlaempresa.es/HerramientaBrecha/Guia_Uso_Hrrta_Autodiagnostico_Brecha_Salarial_Genero_16.2.15.pdf
http://www.igualdadenlaempresa.es/HerramientaBrecha/Guia_Uso_Hrrta_Autodiagnostico_Brecha_Salarial_Genero_16.2.15.pdf
https://hbr.org/2010/01/the-best-performing-ceos-in-the-world
https://hbr.org/2010/01/the-best-performing-ceos-in-the-world
https://hbr.org/2010/09/why-men-still-get-more-promotions-than-women.
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Invest in 
human 
capital?

Women may be 
overlooked for corporate 
leadership training 
because they are not 
evaluated on their 
potential.

Women are less confident, 
less likely to have mentors 
and less likely to ask for 
what they need.71 

KPMG, Women’s Leadership Study. 

McKinsey & Company (2010). McKinsey Global Survey Results: What successful transformations share. McKinsey & Company. March; McKinsey & Company (2009). McKinsey Global Survey Results: Economic 

Conditions Snapshot. McKinsey & Company. June.

Mikkelsen, A., et al. (1999). The impact of learning opportunities and decision authority on occupational health. Work & Stress, 13(1), 20–31. doi:10.1080/026783799296165.

Jeanetta, T. (2019). 8 Benefits of Investing in Your Human Capital Development. The Olson Group. December 9. 

Andruss, P. (n.d.). 5 Benefits of Investing in Employee Training and Development. Education and Career News. 

Halvorson, C. (2015). 5 Reasons you should be investing in employee development. INC. August 15.
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Does your
company…

Why is it a barrier to women’s pro-
fessional growth?

What are the benefits for the com-
pany of addressing barriers?

Assessment tools and re-
sources

Summary of tool 
and resource

Companies that invest in 
developing leaders during 
significant transformations 
are 2.4 times more likely 
to meet their performance 
targets.72 
 
Employees who perceive 
their employer to 
provide career growth 
opportunities show 
greater:

Commitment to their 
organizations. 73

 
Job satisfaction.74 

Engagement.

Other benefits:

Improves retention 
rates.

Better recruitment.
Keeps skills 
competitive.75 

Attracts high-quality 
employees.

Helps you create 
promotable 
employees.76

2021 Global Human 
Capital Trends: Special 
Report. The worker-
employers relationship 
disrupted.  Deloitte 
Insights. 2021.

Explores how the 
worker-employer 
relationship could 
evolve in response to 
the opportunities and 
challenges in a post-
COVID-19 world.

https://home.kpmg/content/dam/kpmg/ph/pdf/ThoughtLeadershipPublications/KPMGWomensLeadershipStudy.pdf
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/what-successful-transformations-share-mckinsey-global-survey-results
https://www.mckinsey.com/featured-insights/employment-and-growth/economic-conditions-snapshot-april-2009-mckinsey-global-survey-results
https://www.mckinsey.com/featured-insights/employment-and-growth/economic-conditions-snapshot-april-2009-mckinsey-global-survey-results
https://psycnet.apa.org/doi/10.1080/026783799296165
https://theolsongroup.com/5-benefits-investing-human-capital/
https://www.educationandcareernews.com/business-and-tech-education/5-benefits-of-investing-in-employee-training-and-development/
https://www.inc.com/chad-halvorson/5-reasons-you-should-be-investing-in-employee-development.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends.html
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Apply work-
life balance 
policies?

Have policies, 
processes 
and training 
in place to 
prevent and 
address sexual 
harassment?

Supports WEP signa-
tories in prioritizing, 
establishing and imple-
menting equal pay 
policies and practices 
to ensure that all 
women and men are 
treated fairly at work. 

Provides leaders with 
guidance, practical 
actions and organiza-
tional approaches 
to preventing sexual 
harassment in the 
workplace. 

Disrupting the 
System: Preventing 
and responding to 
sexual harassment 
in the workplace. 
Champions of 
Change Coalition. 
2020.

Attracting and 
Retaining Talent 
through Inclusive 
Family-Friendly 
Policies. Guidance 
Note, Principle 2. 
Women’s Empower-
ment Principles. 
2020c. 

Women in business prefer 
to maintain a balance 
between work and family 
life, sometimes delaying 
their growth as business 
leaders. 

Women who are 
sexually harassed at 
work often quit, have 
low work productivity, 
lower job satisfaction 
and experience a 
disruption in their career 
advancement.78   

Work-life policies and 
flexible working practices 
contribute to:77 

Measured increases 
in employee 
accountability and 
commitment.

Better teamwork 
and communication.

Improved morale.

Increased engagement 
and commitment levels.

Lower absenteeism and 
medical costs.

Reduced staff turnover 
and recruitment costs.

Improved brand 
perception.

Rampton, J. (2016). How work life balance can keep your employees happy and your business healthy. INC. February 29.

Deloitte (2019). The Economic Costs of Sexual Harassment in the Workplace. Final Report. March. Canberra, Australia: Deloitte Access Economics

77

78

Does your
company…

Why is it a barrier to women’s pro-
fessional growth?

What are the benefits for the com-
pany of addressing barriers?

Assessment tools and re-
sources

Summary of tool 
and resource

Preventing and responding 
to sexual harassment in 
the workplace helps to:

Retain talented people.

Create a safe, 
respectful and inclusive 
environment for all 
empoyees.

Maintain solid 
reputation and avoid 
legal processes.

https://championsofchangecoalition.org/wp-content/uploads/2020/09/Disrupting-the-System-Preventing-and-responding-to-sexual-harassment-in-the-workplace_FINAL.pdf
https://championsofchangecoalition.org/wp-content/uploads/2020/09/Disrupting-the-System-Preventing-and-responding-to-sexual-harassment-in-the-workplace_FINAL.pdf
https://championsofchangecoalition.org/wp-content/uploads/2020/09/Disrupting-the-System-Preventing-and-responding-to-sexual-harassment-in-the-workplace_FINAL.pdf
https://championsofchangecoalition.org/wp-content/uploads/2020/09/Disrupting-the-System-Preventing-and-responding-to-sexual-harassment-in-the-workplace_FINAL.pdf
https://championsofchangecoalition.org/wp-content/uploads/2020/09/Disrupting-the-System-Preventing-and-responding-to-sexual-harassment-in-the-workplace_FINAL.pdf
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20PRIVATE%20SECTOR%20PARENTAL%20LEAVE%20%28FINAL%29.pdf
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20PRIVATE%20SECTOR%20PARENTAL%20LEAVE%20%28FINAL%29.pdf
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20PRIVATE%20SECTOR%20PARENTAL%20LEAVE%20%28FINAL%29.pdf
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20PRIVATE%20SECTOR%20PARENTAL%20LEAVE%20%28FINAL%29.pdf
https://www.weps.org/sites/default/files/2020-10/WEPs%20GUIDANCE%20%E2%80%A2%20PRIVATE%20SECTOR%20PARENTAL%20LEAVE%20%28FINAL%29.pdf
https://www.inc.com/john-rampton/how-work-life-balance-can-keep-your-employees-happy-and-your-business-healthy.html
https://www2.deloitte.com/content/dam/Deloitte/au/Documents/Economics/deloitte-au-economic-costs-sexual-harassment-workplace-240320.pdf
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ANNEX 3. GENDER EQUALITY CERTIFICATION PROGRAMS

Certification Program

UNDP Gender 
Equality Seal

Public and private 
companies. Currently 
available in Brazil, Chile, 
Colombia, Costa Rica, 
Dominican Republic, 
Mexico, Uruguay, El 
Salvador, Honduras and 
Panama. It usually requires 
the help of a consultant 
that advises on the path 
to get the certification, 
so the company needs to 
budget costs for this.

Description Suitable for

This three-year certification program requires organizations to implement an 
equality management system.

To earn the Gender Equality Seal, enterprises’ organizational processes 
and systems are audited and evaluated for compliance with certification 
requirements:

eliminate pay differences between women and men. 

increase women’s roles in decision-making in mid- and upper-level 
management.

develop and implement policies that improve work-life balance.

promote women’s participation in traditionally male-dominated industries.

eradicate sexual harassment in the workplace.

UNDP collaborates with governments to issue the following nationally 
owned-certification programs: 

BRAZIL
Pró-Equidade de Gênero e Raça (Pro-Gender Equality and Race).

CHILE
Programa de Buenas Prácticas Laborales con Equidad de Género, Sello Iguala 
(Good Labour Practices with Gender Equality, Iguala Seal).

COLOMBIA
EQUIPARES (Seal for Gender Equality in the Work Environment).
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Certification Program

Economic Dividends 
for Gender Equality 
(EDGE)

Companies with at least 
200 employees. Costs 
vary depending on the 
size of the company.

Description Suitable for

COSTA RICA
Sistema de Gestión en Igualdad y Equidad de Género (Gender Equality and 
Equity Management System).

DOMINICAN REPUBLIC
Sello de Igualdad de Género Igualando (Igualando Gender Equality Seal)
Women’s Ministry, Labour Ministry, National Competitiveness Council.

MEXICO
Norma Mexicana NMX-R-025-SCFI.2015 en Igualdad Laboral y No 
Discriminación (Mexican Norm NMX-R-025-SCFI.2015 on Gender Equality and 
Non-Discrimination).

URUGUAY
Modelo de Gestión de Calidad con Equidad de Género (Quality Management 
with Gender Equality Model).

EL SALVADOR
Norma del Sello de Igualdad de Genero (Gender equality seal norm)

HONDURAS
Sello de Equidad de Genero en Honduras (Honduran Gender Equity Seal)

An assessment methodology and business certification standard for gender 
equality that measures where organizations stand in terms of gender balance 
across their pipeline, pay equity, effectiveness of policies and practices to 
ensure equitable career flows, and inclusiveness of their culture. A tiered 
certification process that is valid for two years.

UNDP Gender 
Equality Seal

https://edge-cert.org/

https://edge-cert.org/

https://edge-cert.org/
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Certification
Program Provider Program Objective Target audience Time commitment Cost

Online

Argentina
Online

Peru
In-person

Online

Ecuador
In-person

Online

Level Up Female 
professionals

Inter-American 
Development 
Bank

Universidad 
de CEMA, in 
collaboration 
with Mercer and 
HSBC

Pacífico 
Business School, 
Universidad del 
Pacífico

IDE Business 
School, 
Universidad de 
los Hemisferios

Leadership 
Program 
for Female 
Executives

Strengthen the 
leadership skills 
of professional 
women.

Empower high-
potential female 
professionals 
and develop 
their 
management 
and leadership 
skills as a 
contribution to 
organizational 
goals.

Strengthen 
managerial 
skills of women 
in senior 
management 
and corporate 
governance, with 
an innovative 
vision to 
bring about 
organizational 
change. 

Any decision-
making woman 
holding senior 
leadership or 
management 
positions at 
private or public 
institutions.

5 months, twice 
a month (once 
every 2 weeks)

For the online 
version: 2 
sessions per 
week

US$3,500*

*2020 price. 
Subject to 
change

Senior 
Management 
and Corporate 
Governance 
Training 
Program for 
Women

Female 
professionals 
whose growth 
trajectories 
aim at roles 
of increased 
responsibility.
Women whose 
enterprises are 
scalable. 

12 classes, 6 
modules plus 
mentoring

6 months. 
Classes held 
on Fridays and 
Saturdays

ARS 125,000 
(approx. 
US$1,250)

PEN 16,000 (approx. 
US$4,500).
PEN 14,000 (approx. 
US$3,900) for 
members of the 
Spanish Chamber of 
Commerce in Peru.
PEN 11,500 (approx. 
US$3,200) public 
sector special price.

Women’s 
Leadership: 
Boost your 
skills and drive 
change

Develop and 
strengthen the 
managerial 
and leadership 
capacity of 
emerging 
women leaders. 

Female 
professionals in 
junior to mid-
level positions.

Free 
(US$29 fee to 
receive optional 
completion 
certificate).

20 hours

ANNEX 4. LEADERSHIP DEVELOPMENT PROGRAMS AVAILABLE IN SPANISH

https://ucema.edu.ar/la-ucema/level-up
https://pbs.edu.pe/educacion-ejecutiva/programa-de-liderazgo-para-mujeres/
https://pbs.edu.pe/educacion-ejecutiva/programa-de-liderazgo-para-mujeres/
https://pbs.edu.pe/educacion-ejecutiva/programa-de-liderazgo-para-mujeres/
https://pbs.edu.pe/educacion-ejecutiva/programa-de-liderazgo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
http://www.ide.edu.ec/corp/courses/programa-de-alta-direccion-y-gobierno-corporativo-para-mujeres/
https://learning.edx.org/course/course-v1:IDBx+IDB45x+3T2021/home
https://learning.edx.org/course/course-v1:IDBx+IDB45x+3T2021/home
https://learning.edx.org/course/course-v1:IDBx+IDB45x+3T2021/home
https://learning.edx.org/course/course-v1:IDBx+IDB45x+3T2021/home
https://learning.edx.org/course/course-v1:IDBx+IDB45x+3T2021/home
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Online/In- 
person Provider Program Objective Target audience Time commitment Cost

Mexico
Online

Costa Rica
Online

Tecnológico de 
Monterrey

INCAE Business 
School

Seminar: 
Effective 
Leadership

Women’s 
Executive 
Leadership 
Program I: 
Driving 
Personal 
Growth

Develop 
strategies 
to achieve 
leadership 
objectives by 
motivating 
employees 
to achieve 
organizational 
excellence.

Develop 
leadership 
competencies 
and key skills 
for building 
a shared 
leadership 
model to 
successfully 
manage 
personal and 
professional 
change and 
transformation.

Individuals in 
the business 
sector in charge 
of other people, 
or members 
of work 
teams whose 
leadership 
is of great 
importance 
for company 
outcomes.

Senior 
executives in 
the public, 
private and 
third sector.
Aimed at 
women 
interested in 
boosting their 
executive or 
entrepreneurial 
careers and 
developing key 
networking 
skills to 
successfully 
fulfill their 
personal and 
professional 
goals.

10 hours

6 days

US$140 

US$5,000

https://maestriasydiplomados.tec.mx/programas/liderazgo-para-la-mujer-ejecutiva
https://maestriasydiplomados.tec.mx/programas/liderazgo-para-la-mujer-ejecutiva
https://maestriasydiplomados.tec.mx/programas/liderazgo-para-la-mujer-ejecutiva
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
https://www.incae.edu/es/educacion-ejecutiva/programas-abiertos/womens-executive-leadership-program-welp.html#objetivos
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Provider Program Objective Target audience Time commitment Cost

Spain
In-person

Online

Chile
In-person

Online

CEOE, Spanish 
Ministry of the 
Presidency, 
Relations with 
Parliament and 
Equality and 
Esade

Proyecto 
Promociona

Promociona 
Chile

Proyecto 
Promociona 
Executive 
Program 
For Women 
In Senior 
Management

Initiative aimed 
at helping 
more women 
reach senior 
management 
positions in 
companies.

Initiative aimed 
at helping 
more women 
reach senior 
management 
positions in 
companies.

Senior 
managers with 
15 years of 
professional 
experience.

Senior 
managers with 
10 years of 
professional 
experience and 
people in their 
charge.

EUR 11,500 per 
participant

US$7,254 
US$6,632 
(Price for 
promoted 
companies)

1 year

5 months

Spain

Mexico 

IESE Business 
School, 
University of 
Navarra

Ernst & Young 

Women and 
Leadership

P.O.W.E.R. UP

Improve 
leadership-
reinforcing skills 
for negotiation, 
teamwork, 
conflict 
management 
and decision-
making.

Accelerate 
leadership 
potential by 
widening 
contact 
networks and 
through access 
to exclusive 
content and 
commitment.

Middle or senior 
managers.

Businesswomen 
or business 
owners seeking 
to improve 
leadership skills.

Women in 
executive and 
managerial 
positions.

3 months, 6 
hours a week

3hrs - 6hrs

Workshops are 
held on demand

US$2,450

Special prices 
available for 
groups

US$6,138 
(approx.) 
for 3-hour 
workshop

US$12,275 
(approx.) 
for 6-hour 
workshop

Online/In- 
person

https://www.promocionachile.cl/
https://www.promocionachile.cl/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://proyectopromociona.com/
https://online-em.iese.edu/mujer-y-liderazgo
https://online-em.iese.edu/mujer-y-liderazgo
https://www.ey.com/es_mx/workforce/power-up
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Provider Program Objective Target audience Time commitment Cost

Mexico
Online 

American 
Management 
Association

Women’s 
Leadership 

Program

Develop 
empowered 
women leaders 
with a strong 
presence and 
projection 
accompanied 
by a dynamic 
voice that is 
heard and 
makes a 
personal and 
organizational 
difference.

Executive 
women who 
wish to develop 
their personal 
and professional 
potential, 
regardless 
of their 
organizational 
level.

2 courses: 12 
hours each

2 workshops: 6 
hours each

1 360 evaluation 

1 course: 
US$450

1 Workshop: 
US$260

1 course + 1 
workshop: 
US$640

Complete 
package: 
US$1,785

Online/In- 
person

https://www.amamex.org.mx/womens-leadership-program.html#packs
https://www.amamex.org.mx/womens-leadership-program.html#packs
https://www.amamex.org.mx/womens-leadership-program.html#packs
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ANNEX 5. SAMPLE CANDIDATE NOMINATION FORM

   SAMPLE NOMINATION FORM

Name of candidate:________________________________________________

Name of supervisor: _______________________________________________

 

Evaluation of the candidate’s leadership competencies and skills

Rate from 1 to 5 (1: POOR - 2: FAIR - 3: AVERAGE - 4: GOOD - 5: VERY GOOD) 

the following characteristics of the candidate:

Acts strategically to produce results

 

Encourages her team’s participation and commitment 

 

Has the ability to manage change  

 

Communicates effectively

 

Develops innovative ideas and solutions

 

Evaluation of the candidate’s leadership potential 

Briefly provide concrete examples that demonstrate the candidate’s 

leadership competencies and skills that suggest her potential to take 

on new and more challenging situations. (Maximum 300 words.)
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ANNEX 6. SAMPLE CANDIDATE EVALUATION MATRIX

Rate from 1 to 5 (1: POOR - 2: FAIR - 3: AVERAGE - 4: GOOD - 5: VERY GOOD) 

the following characteristics of the candidate

Candidate
name

Position/
Department

Educational  
degree

Years at 
company

Current  
overall

perfomance

Current 
leadership 

abilities

Leadership 
potential 

Current 
management 
performance 

Commitment 
to company 

mission

Total
score

Maria 
Perez 4.7

Senior 
specialist, 

Accounting

Elena 
Gonzalez

Etc

Project 
manager,

IT

2

3

4.5

4.3

4.3 4.8

4.3 4.5

5.0

5.0

4.7

4.9 4.6

Yes

Yes

Measurements:

Current overall performance: Consider using candidate’s annual 

evaluation performance score and converting it to the rating scale 

(between 1 and 5) used in the proposed matrix.  

Current leadership abilities: According to Campbell,79 leaders 

influence other people’s behavior to enhance individual and collective 

performance. In assessing the candidate’s leadership, consider her ability 

to guide and direct work methods and roles; train and coach others; 

provide recognition and support; delegate authority and responsibility; 

encourage goal achievement; and serve as a role model.

Management performance: According to Campbell,80  management 

involves activities that best use (i.e., manage) the organization’s 

resources to achieve its goals. When assessing a candidate’s 

performance, consider her ability to make decisions and solve problems; 

set goals, plan, organize and budget; coordinate the work of more than 

two units; monitor units’ effectiveness; manage staffing; represent the 

organization externally; ensure compliance and commitment to rules; 

and perform administrative tasks.

  Campbell, J. (2012). Leadership, The Old, The New and The Timeless: A Commentary.  Oxford Handbooks Online. The Oxford Handbook of Leadership.

  Ibid.

79

80
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Leadership potential: Leadership potential can be evaluated by classifying 

employees into different levels of potential, such as the ability to move 

laterally, one level up or multiple levels up, as well as by analyzing personality 

traits that speak to a person’s potential, such as their openness to learning 

and changing behavior over time and ability to receive constructive 

feedback. Consider using the following scale to measure potential:

Score 1-2. No potential: The employee performs well in their current 

role, but does not have potential to move laterally or upward in the 

next two to three years.

Score 2-3. Lateral potential: The employee is able to move into other 

positions at same level.

Score 3-4. Promotion potential: The employee could be promoted 

within two to three years to the next level, such as a manager or 

supervisor.

Score 4-5. High promotion potential: The employee could be 

promoted within one year to at least one level beyond their current 

level or to a leadership or top management role, or could make 

multiple moves upward in the next five years. 

74



75

ANNEX 7. SAMPLE BASELINE AND FINAL EVALUATION 
QUESTIONNAIRE 

BASELINE QUESTIONNAIRE

A baseline questionnaire will enable you to know the starting point against which to measure 

progress regarding participants’ attitudes, confidence levels and knowledge. Participants 

therefore should complete the questionnaire before they begin actively participating in 

program activities.

The baseline questionnaire should include questions that reflect the objectives and 

expected results established for the program. The sample questionnaire below includes 

examples of questions that could be included in a baseline survey. 

 

1. On a scale of 1 to 5, with 5 being the highest score, please rate:

a. Your confidence level

b. Your public speaking ability

c. Your leadership capabilities

d. Importance of mentors for your professional growth

e. Importance of sponsors for your professional growth

f. Achievement of your professional goals and objectives

Do you currently have a mentor?   Yes      No

Do you currently have a sponsor?   Yes       No

How often do you 
meet with your 
sponsor?

How often do you 
meet with your 
mentor?

How many individuals 
currently make-up 
your professional 
network (people 

Never

Never

0 1-3 4-10 11 or 
more

At least once
a week

At least once 
a week

At least once
a month

At least once
a month

At least once 
every two 
months

At least once 
every two 
months
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FINAL EVALUATION QUESTIONNAIRE

Six to 12 months after the program has ended, it is important to evaluate whether you have 

achieved the expected results. 

The same questions asked in the baseline questionnaire can be repeated in the final 

evaluation and then compared to measure any changes in attitudes, confidence levels, 

knowledge, etc. The sample questionnaire below includes questions that could be included 

in an evaluation survey:

1. On a scale of 1 to 5, with 5 being the highest score, please rate:

a. Your confidence level

 

b. Your public speaking ability

 

c. Your leadership capabilities

 

d. Importance of mentors for your professional growth

 

e. Importance of sponsors for your professional growth

 

f.  Achievement of your professional goals and objectives

 

Do you currently have a mentor?        Yes           No

Do you currently have a sponsor?        Yes           No

How often do you 
meet with your 
sponsor?

How often do you 
meet with your 
mentor?

How many individuals 
currently make-up 
your professional 
network (people 
you can turn to for 
professional support)?

Never

Never

0 1-3 4-10 11 or more

At least once 
a week

At least once
a month

At least once
a week

At least once
a month

At least once 
every two 
months

At least once 
every two 
months
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Have there been any changes in your professional career?

a. Same position with more responsibilities

b. Same position with same level of responsibilities (lateral transfer)

c. New position with more responsibilities (promotion)

d. No changes

Have you had any changes in your salary since you graduated from the program?

a. Yes, increase in salary

b. No, same salary
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ANNEX 8. SAMPLE PROGRAM TIMELINE

The calendar follows a 24-month timeline. The second year is for follow-up activities and evaluation. 

 

1-3 13-244-6 7 8 9 10 11 12

X

X

X

X

X

X

X X

X

X

X

X

X X X X

X

X

X

X

X

X

PREPARATORY PHASE

MONTHMONTH

DESIGN PHASE

IMPLEMENTATION PHASE

Develop the business case (see Step 1) 

Achieve sponsor buy-in (see Step 1)

Conduct internal company assessment (see Step 2)*

Define metrics (see Step 3)

Secure resources (see Step 4)

Define objective and target group (see Step 1)

Define eligibility criteria (see Step 3)

Select participants (see Step 4)

Establish participant baseline (see Action 1)

Implement learning modules (see Action 2)

Conduct individual participant assessments (see Action 3)

Support peer mentoring/learning partner meetings (see Action 10)

Establish peer mentoring relationship/learning partnerships (see Action 10)

Identify and hire leader of the formal learning component (see Step 2)
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X X

X

X X

X X

X X

X XImplement networking activities (see Action 8)

Implement mentoring activities (see Action 7)

Implement sponsorship activities (see Action 6)

Offer individual coaching sessions (see Action 5)

Identify mentors and sponsors (see Actions 6 and 7)

1-3 13-244-6 7 8 9 10 11 12

MONTHMONTH

X X X X X X

X

X

X

X

POST-PROGRAM

Mid-term evaluation (see Action 1)

Invite inspirational speaker to give speech (see Action 9)

Final evaluation 6-12 months after program ends (see Action 1)

Post program activities (see Actions 2 and 3)

Support creation of personal leadership development plan (see  Action 4)

*Depending on assessment tool used, the period for carrying out the assessment may vary.
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ANNEX 9. STANDARDIZED ASSESSMENT TOOLS AND SELF-ASSESSMENTS

Type of instrument

Multi-source 
feedback

Psychometric tests

360 Evaluation 

Myers–Briggs Type 
Indicator (MBTI) 

To evaluate the performance of an 
individual when taking their work 
environment into account. It relies 
on multiple sources, while traditional 
performance assessment tools are 
based on a single source. 

To assess a person’s general 
behavior (personality, motivations) 
and fundamental skills. It enables 
the determination of particular 
characteristics of an individual 
by referring to a norm (reference 
population).

A multi-rater performance 
evaluation that solicits feedback 
about an employee from all 
directions: their managers, 
co-workers and direct reports. 
The 360 review focuses directly 
on an employee’s skills and 
contributions. The goal of 
the feedback is to provide a 
balanced view to an employee 
of how others view their work 
contribution and performance 
in areas such as leadership, 
teamwork, interpersonal 
communication and interaction, 
management, contribution, 
work habits, accountability 
and vision, depending on the 
employee’s job.81 

An introspective self-report 
questionnaire indicating 
differing psychological 
preferences in how people 
perceive the world and make 
decisions. The test identifies 
different personality traits and 
provides the results in the form 
of personality types. It is a tool 
for identifying psychological 
trends in management/ 
leadership fields and 
interpersonal relationships.

Objective
Languages 
and source

Examples Description

Different 
software 
platforms

mbtionline.com

Available in 
Spanish.

Heathfield, S. (2021). 360 Degree Feedback: See the Good, the Bad and the Ugly. The Balance Careers. January 4.81

https://www.thebalancecareers.com/360-degree-feedback-information-1917537


Type of instrument Objective
Languages 
and source

Examples Description

Gallup Clifton 
Strengths Finder

DISC assessment

Helps target leadership 
skills. The letters stand for 
dominance, interactive, 
steadiness and cautious. The 
profile shows whether an 
employee works with people 
by trying to shape their 
environment through mandates, 
influence people by persuasion, 
cooperate with others to 
get things done, or work 
conscientiously in response to 
circumstances to get projects 
completed.

Measures an individual’s specific 
order of 34 CliftonStrengths 
themes and explains the unique 
ways the person accomplishes 
goals by building relationships, 
thinking strategically, executing 
plans and influencing others.

Various consulting 
firms offer the 

test.  Available in 
Spanish.

Gallup Clifton 
Strengths Finder

Available in 
Spanish.

https://www.gallup.
com/cliftonstrengths/

es/253622/inicio.
aspx

81

https://www.gallup.com/cliftonstrengths/es/253622/inicio.aspx
https://www.gallup.com/cliftonstrengths/es/253622/inicio.aspx
https://www.gallup.com/cliftonstrengths/es/253622/inicio.aspx
https://www.gallup.com/cliftonstrengths/es/253622/inicio.aspx
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If there are no financial resources available for a standardized 
assessment test, conducting a self-assessment is an acceptable 
alternative. Below are some exercises that can be used by 
participants. 

Self-evaluate your leadership competencies

Leadership self-assessment questionnaires can offer insights into your leadership style to 

help you identify your strengths and opportunities for growth. Check out these free online 

questionnaires: 

• Leadership questionnaire. MindTools

• Leadership self-assessment. Purdue University

• Self-assessment exercise. People Alchemy

• 100 Qualities of Leader. Be Leaderly

Get feedback from others

Ask at least two colleagues who are in a position different from yours (for example, a 

supervisor or direct report) to provide feedback on your overall performance and leadership 

style. It is important to clarify that you are looking for an honest appraisal. Receiving this 

feedback can help you identify discrepancies in how you perceive yourself and chart a 

plan for improvement.

Assess your performance

Imagine that somebody else has your job. What would they do better? Write down the 

targets for the most important aspects or goals of your work and assess your performance 

in comparison to each of them. Compare the actual performance or results to the target 

you set in the beginning of the year.

Understand your drivers

Imagine a time or specific moment in your career when you felt most fulfilled. What where 

you doing? What was the context? What competencies and behaviors where you putting 

into action? What competencies and behavior did you apply that you would like to apply 

in your current position? How can you maximize your use of these competencies in your 

current position? 

 

https://www.mindtools.com/pages/article/newLDR_50.htm
https://www.purdue.edu/meercat/ldp/wp-content/uploads/sites/2/2018/08/LSA.pdf
https://www.alchemyassistant.com/topics/dXNPL6rSUEw4iqgS.html
https://beleaderly.com/100-qualities-of-a-leader/
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Books

Men

Men

Men

Men

Men

Men

What reader will get from it

Offers practical, relatable ways to evaluate 
one’s work style and workplace culture to 
better understand behavior that may be 

holding one back from advancing at all stag-
es of one’s career.

Provides practical advice on negotiation tech-
niques, mentorship and building a satisfying 
career. Describes specific steps women can 

take to combine professional achievement with 
personal fulfillment, and demonstrates how men 

can benefit by supporting women both in the 
workplace and at home.

A practical guide to understanding the im-
portance of confidence — and learning how 
to achieve it — for women of all ages and at 

all career stages.

ANNEX 10. ADDITIONAL RESOURCES FOR PARTICIPANTS

Breaking into the Boys’ Club: The Complete 
Guide for Women to Get Ahead in Business. 
Molly Shepard, Jane Stimmler, Peter Dean. 

2014.

LeanIn: Women, Work, and the Will to Lead. 
Sheryl Sandberg. 2013.

The Confidence Code: The Science and Art 
of Self-Assurance. Katty Kay and Claire Ship-

man. 2014.

Men

Men

Men

Men

Provides ethical but street-smart strategies 
for navigating corporate politics to gain “im-

pact with integrity.”

Provides practical tips and advice for women 
to face gender stereotypes head on, make 

themselves visible when opportunities arise 
and demonstrate their leadership skills.

Survival of the Savvy: High-integrity Politi-
cal Tactics for Career and Company Success. 

Rick Brandon and Marty Seldman. 2004.

HBR Guide for Women at Work. Harvard 
Business Review. 2019.
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Webinars produced by the IDB’s 
Red PROLID in Spanish

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

Men

What viewer will get from it

Negotiation and influence skills 
by Julián Lichtmann, leadership expert.

How to find a career sponsor to help
accelerate women’s professional success
by Rania Anderson, international speaker 

and executive business coach.

Women’s leadership and network develop-
ment 

by Patricia Cauqui, leadership and social me-
dia expert, INCAE Business School.

How to manage your personal brand strategy 
by Rocio Pastor, visiting professor INCAE 

Business School.

Tips to help improve your résumé 
to get the job you want 

by Silvia B. Sagari, human resources expert, 
IDB.

Best practices on how to enhance your pro-
fessional presence within social media 

by Valeria Pacheco, communications expert, 
IDB.

Virtual tools to improve digital communica-
tion 

by Patricia Cauqui, INCAE Business School.

How to harness the power of emotional intel-
ligence 

by Krissy Lorenzo, International Coach.

How to enhance our negotiation 
and influence skills

How to find a professional 
career sponsor

The importance of networking for
women’s career advancement 

Why should you care about 
personal branding?

High Impact résumé tactics

How to use social media to enhance your 
career advancement 

Leadership and high-impact commu-
nication in the virtual age

Emotional Intelligence

1

2

3

4

5

6

7

8

https://www.youtube.com/watch?v=_pTQNsuAkYk&feature=emb_logo
https://www.youtube.com/watch?v=_pTQNsuAkYk&feature=emb_logo
https://www.youtube.com/watch?v=MGvfhrYmTKk&feature=emb_logo
https://www.youtube.com/watch?v=MGvfhrYmTKk&feature=emb_logo
https://www.youtube.com/watch?v=eMouhhxkFkU&feature=emb_logo
https://www.youtube.com/watch?v=eMouhhxkFkU&feature=emb_logo
https://www.youtube.com/watch?v=C9-gPag2rGM&feature=emb_logo
https://www.youtube.com/watch?v=C9-gPag2rGM&feature=emb_logo
https://www.youtube.com/watch?v=bLjg48h8n2o&feature=emb_logo
https://www.youtube.com/watch?v=xEeEVek4eIY&feature=emb_logo
https://www.youtube.com/watch?v=xEeEVek4eIY&feature=emb_logo
https://www.youtube.com/watch?v=5Ug0-O2_O_w&feature=emb_logo
https://www.youtube.com/watch?v=5Ug0-O2_O_w&feature=emb_logo
https://www.youtube.com/watch?v=5Ug0-O2_O_w&feature=emb_logo
https://www.youtube.com/watch?v=u-M5qKkZZKs&t=11s
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