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Introduction 

First tested in Mexico in 2003, and most recently applied in 2009 in Argentina, the World 
Bank has developed a model to incorporate gender equity into private sector 
organizations while simultaneously enhancing their business.  Under the model, 
participating organizations conduct a self-diagnosis to identify gender biases and gaps in 
the operations.  This baseline is then used to create and subsequently implement an action 
plan to address these gender inequalities in their organization.  Successful application of 
this gender equity model is certified by an independent auditing agency and the firm is 
awarded a Seal they can publicly use and display, enhancing their reputation.  Since the 
first experience in Mexico, the model has been adapted to fit other countries’ realities, 
and each experience has improved the tools and process of the model.  This paper 
summarizes the World Bank’s experiences with the gender equity certification model and 
explores the primary features and factors of success through careful examination of the 
most recent application in Argentina.  The successful experiences and ease of adaptability 
of the model point towards the feasibility of applying this model as standard World Bank 
“brand” certifiable international Gender Equity Model, or “GEM”. The main features of 
such international “GEM” are presented at the end of this paper. 
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I. Background: International Instruments Promoting Gender Equity 

Since the first World Conference on Women held in Mexico in 1975, the promotion of 
women’s rights, the prevention of gender discrimination and the acknowledgment of the 
role women play in development and poverty reduction has been widely accepted in 
numerous international agreements, including:   
 
• The Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW) adopted by the United Nations in 1979 and ratified by the majority of 
member countries. 

 
• The Convention on the Elimination of All Forms of Discrimination against Women 

(CEDAW) adopted by the United Nations in 1979 and ratified by the majority of 
member countries.  

 
• The Beijing Platform for Action adopted during the Fourth World Conference on 

Women held in Beijing, China, in 1995. It aimed to remove the obstacles to women's 
participation in all spheres of public and private lives through a full and equal share in 
economic, social, cultural and political decision-making. 

 
• The Inter-American Convention on the Prevention, Punishment and Eradication of 

Violence against Women adopted by all Latin American Countries in 1994 in Belem 
do Para, Brazil. 

 
• The Millennium Development Goals adopted at the United Nations Millennium 

Summit in September 2000, in which world leaders agreed to reach poverty 
reductions goals, including actions to eliminate discrimination against women, and 
which defined specific goals to benefit girls and women. 

 
• The United Nations Global Compact (UNGC) launched in 2000 promotes corporate 

social responsibility and includes a principle (Principle 6) to eliminate gender 
discrimination in employment and occupation. The Principles were developed 
through a year-long international multi-stakeholder consultation, and are designed to 
help companies tailor their existing policies and practices—or establish new ones if 
needed—to advance women’s empowerment and inclusion. 

 
• The United Nations Development Fund for Women (UNIFEM) and the UNGC 

launched a joint initiative in March 2010; “Equality Means Business.”  These 
principles serve as a call to businesses to advance women’s empowerment and 
inclusion. 

 
• The World Bank’s Gender Action Plan (GAP), is intended to promote women’s 

economic empowerment as a means to promote inclusive economic development that 
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benefits not only women but their families as well; because to support women is 
“smart economics.”  

In line with the trend demonstrated by these international instruments on gender equity, 
most countries have their own regulations and programs promoting equal rights for men 
and women. Many have produced legislation to fight discrimination and implemented 
programs granting women equal access to health, education, and economic rights, such as 
land ownership.  

These and other similar initiatives have been largely successful in improving the social 
conditions of women by raising awareness about gender equity and setting up the basis to 
define policies and programs to benefit women, but they have been less effective in 
enhancing women’s participation in economic activities. While the principle of gender 
equity in the workplace is generally accepted, discriminatory practices persist in many 
organizations, in terms of access to jobs and equal salaries. Even in the most developed 
countries, women’s wages average only 73 percent of those of men, and in many 
countries the disparity is far greater. International experience indicates that in order to 
achieve gender equality, it is necessary to address cultural barriers, which are sometimes 
hidden in business practices, affecting female development in labor activities.  

The above-referenced international instruments largely lack practical recommendations 
for private sector organizations to actually adopt a gender equity approach that fits their 
organizational culture and practices and at the same time enhances their business.  
The Modelo de Equidad de Genero 2003 (or Gender Equity Model 2003, “MEG 2003”) 
developed and tested in Mexico offers a practical solution that fills this gap. 

II. The Modelo de Equidad de Genero 2003 (MEG 2003): An early experience 
with gender equity promotion in the private sector. 
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The MEG 2003 was designed, tested, and implemented under a $3.3 million Gender 
Equity Learning and Innovation Loan financed by the World Bank and implemented by 
the Mexican Women’s National Institute (Inmujeres) from 2001 to 2005. Since then, the 
MEG 2003 has became a regular federal program executed annually by Inmujeres and has 
proven itself to be a successful tool for promoting gender equity in the private sector 
under a participatory approach that has gained support by workers and management alike. 
 
The MEG 2003 builds on best practices identified in 20 firms that volunteered to 
participate in the design and pilot of the model. This model was validated through broad 
consultation with business organizations, leaders, gender specialists and non-
governmental organizations. The MEG 2003 lays out the following goals: 

• Recruitment and hiring of personnel that is based on job description and capacity 
profiles, without gender discrimination. 

• Training opportunities that eliminate certain practices that prevent female 
participation in training that leads to decision-making positions. 

• Career development that offers equal opportunities including the elimination of 
glass-ceiling practices, and the adoption of affirmative-actions intended to 
facilitate women’s promotions; as well as work–life benefits offered to women 
and men equally. 

• Sexual harassment prevention, that includes follow up and resolution of 
complaints, aimed at creating a positive healthy working environment for all 
employees.  

The MEG 2003 set up a process to certify the implementation of gender equity actions in 
private firms, civil society organizations, and public institutions.  

1. Self diagnosis Review of ongoing practices to identify bias and gaps; 

2. Action Plan: Organizations adopt concrete measures to address identified issues 
and promote equity; 

3. Pre-audit: Certification firms assess compliance with model adoption and Action 
Plan’s goals; 

4. Certification: The implementing agency awards the GEM Seal for a two year 
period. 

At the time of the participatory evaluation conducted at closing in 2005, the firms 
implementing MEG identified the following benefits resulting from the model (as a 
percentage of total responses): 

• 31%: better labor environment 

• 23%: better communication among managers and employees 

• 9%:  increase of women in managerial positions  

• 8%:  increase in productivity 
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• 8%:  reduction in salary gaps  

• 8 %: reduction in discrimination based on maternity 

• 5 %: reduction in employee turnover  

• 8 %: other benefits  

• 100 %: reported some benefits resulting from the model 

By December 2009, 255 organizations had been certified, benefiting around 300,000 
employees, of which 57% were from the private sector, 42% from the public sector and 
1% from NGOs.  

Initial results from the ongoing impact assessment evaluation of the MEG 2003 
(conducted in December 2010) were very positive. From the 40 firms initially 
participating in MEG 2003, only 4 dropped out, and recruitment continues to grow at an 
average of 63 firms per annum, proving that the model is sustainable. All participating 
firms have incorporated the main actions of the MEG 2003 into their Operations Manuals 
including: (a) clear recruitment processes based on position description and candidates’ 
capacity, eliminating all gender barriers; (b) inclusive language and regulations to ensure 
a respectful work environment; gender equity policies to promote equal access to 
training, career promotion and benefits; and (c) a management process designed to 
continuously and progressively reduce gender bias and gaps until gender equity is 
achieved and women and men receive the same benefits.  

The main results from the MEG 2003 are the following:  

• Pregnancy discrimination has been eliminated from recruitment practices in all 
firms; 

• All organizations periodically carry out labor environment assessments to update 
their action plans. They all agree that according to assessed indicators, 
communication has improved;  

• The majority (90%)  of participating organizations reported that adopting the 
MEG 2003 has helped to improve workers’ performance, and, thus, increased 
productivity; 

• The organizations have adopted performance evaluations as criteria for 
promotions; as a result 50% of the firms reported reduced gender gaps, and have 
promoted women to managerial positions. However, women in high-level 
positions are still a minority. 

• Most firms also reported incorporating measures to improve work-life balance 
benefiting men and women; including flexible hours, and engagement of families 
in the company’s gender equity activities. 
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The following have been identified as MEG 2003’s factors of success:  

• An inclusive gender approach: By targeting both men and women the MEG 2003 
create an open and inclusive atmosphere to better address gender issues.  

• Voluntary participation: The voluntary approach facilitates the firms’ adoption of 
gender equity practices including affirmative-actions.  

• Self-pace advancement: The firms are allowed to advance at a pace they set 
themselves with a commitment to a continuous improvement system, encouraging 
enrolment in the process and sustainability.  

• Using existing capacity: The MEG 2003 builds on the firms’ existing capacity and 
good practices and adapts itself to their business practices to achieve best results.  

• Improved internal communication: Consultation processes developed during the 
implementation of the MEG 2003 improved communication and trust between 
managers and workers, thus, contributing to the improvement of  the labor 
environment.  

• Promotes commitment: The MEG 2003 promotes workers’ commitment to the 
firm thereby helping to achieve business goals and improve productivity.   

• Independent audits: This mechanism creates trust of the model and the 
participating firms. 

• Market differentiation: MEG 2003 promotes market differentiation as the public 
identifies firms with the “Seal” as firms with good gender-equity practices. 

• Private-public sector partnership: The bringing together of public and private 
sector capacities and perspectives on gender equity has been critical to success 
because incorporates social and business perspectives and institutional capacities. 
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However, the process also has some limitations: 

� In some firms, workers’ participation in the adoption of the model was still 
limited;  

� Dissemination campaigns have been limited, therefore, the recognition of the 
Seal is not yet well established among general audiences; 

� The capacity to expand the model is limited by budget availability. A more 
strategic approach targeting selected sectors depending on country conditions 
is required for greater impact. 

� Despite the positive outcomes and decisive changes in human resources, 
elimination of the deepest gender biases will take time. 

III. Argentina’s model: MEGA 2009, TA Promoting Gender Equity in the Private 
Sector (P116376) 
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In 2008, the Argentine National Institute against Xenophobia, Discrimination and Racism 
(Instituto Nacional por la Xenofobia, la Discriminación y el Racism,1 INADI) asked the 
Bank to provide technical assistance to develop a gender equity model aimed at 
promoting gender equity in Argentina’s private sector.  The model sought to provide 
women with greater access to labor markets and opportunities for career development 
while demonstrating the advantages to the private sector of incorporating women in their 
operations. The Bank brought its international experience to help INADI design the 
Argentinean Gender Equity Model (Modelo de Equidad de Genero para Argentina,
“MEGA 2009”), and facilitated the launch and implementation of a pilot project of the 
model.  

In the first phase of technical assistance the Bank supported INADI in organizing an 
international workshop to raise awareness about the importance of promoting gender 
equity. The seminar took place on June 12, 2008 and had an audience of over 100 
participants from the private sector, government institutions, unions, and civil society 
organizations, as well as enjoying broad press coverage. The experiences from Mexico, 
Brazil, Chile, Costa Rica, and Honduras were each presented from both the perspective of 
the public institution that developed the certification process, and from the perspective of 
a certified firm. The overall response was extremely positive. The seminar allowed for a 
direct exchange between visitors and local firms interested in the model, leading to very 
relevant discussions among international participants who expressed their interest in a 
collective effort to standardize the different certification models already under 
implementation in the Latin American Region.  

Participants identified priority issues most relevant to an Argentinean certification model 
via an in-situ survey. The positive response received at the workshop encouraged INADI 
to initiate the design of a gender certification model. For this purpose, the Argentinean 
Government, through INADI, requested the Bank’s technical assistance to design the 
Argentinean certification model building on the successful international experiences 
developed by the Bank in the Mexico Gender Equity LIL (MEG 2003) project and the 
adaptation of the model in Egypt (MEGE 2007) supported by the Just-in-Time program 
established in the World Bank to promote gender equity.  

The technical assistance was consistently carried out with a participatory approach; 
building consensus on the features that contributed to the success of the experiences in 
Mexico and Egypt: (i) a gender equity perspective that includes both men and women 
rather than focusing only on women; (ii) voluntary participation; (iii) a progressive 
process that allows for self-learning and continuous progress; and (iv) focus on areas 
which are critical to the promotion of gender equity that have already obtained 
international’s acceptance. These elements facilitated the establishment of the 
certification process and brought about consensus towards the model.  

In the second phase the Bank supported the design of the model based on the Mexican 
experience (MEG 2003). A technical note was prepared with an analysis of the labor 
market conditions in Argentina from a gender perspective and demonstrating the 
importance of promoting gender equity, as well as including a logical framework 
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summarizing development objectives and indicators. A draft model was prepared and a 
validation process was conducted to improve the design and build consensus upon the 
proposed model.  

In the third phase the Bank facilitated the launch and pilot implementation of the model 
bringing together specialists to support the effort and supervise and guide its 
implementation.  

The technical assistance achieved all its goals and laid the groundwork to achieve its 
development objectives:  

1. The certification model, MEGA 2009, has been fully designed and tested; 

2. The certification pilot was carried out and completed at the end of March 
2010; 

3. The Monitoring and Evaluation System has been fully designed, including a 
thorough base-line analysis and a system of monitoring impact indicators. 

4. Institutional capacity has been developed including: (a) the gender specialists 
that supported INADI to execute the MEGA 2009; (b) the gender equity and 
business-oriented specialists who have been trained in the MEGA 2009 and 
are able to provide technical support to organizations and provide specialized 
training; (c) four certification agencies have been trained and are able to 
conduct gender equity certification. 

5. The dissemination campaign was designed and implemented and the 
certification events to issue the MEGA 2009 Seal have been completed. 

This TA has also helped to increase the Bank’s knowledge about gender practices in the 
private sector and their importance from a business perspective. This experience will help 
other countries that have expressed their interest in replicating the model. This expansion 
will help to mainstream gender equity in labor markets and move toward unifying 
international gender equity standards based on the certification processes already in place 
with Bank support in Mexico, Egypt, and Argentina.  

The MEGA 2009 

A. Model design   

The main objective of the MEGA2 2009 is to institutionalize gender equity policies and 
practices in the human resources management and business policies of private-sector 
firms. The model establishes a Continuous Improvement Management System in the 
firms’ structure that progressively reduces gender bias and gaps, and addresses “glass-
ceilings” to promote the professional development of men and women alike. For this 
purpose, the model sets up guidelines to address and establish benchmarks in five areas:  
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1. Gender equity in human resources policies; including a) recruitment and selection, 
and b) promotion and training; 

2. Professional development; 

3. Gender equity in work-life balance policies; 

4. Sexual harassment and workplace environment; 

5. Image of inclusiveness and diversity (non-sexist) 

The first four areas were already included in the models developed in Mexico and in 
Egypt, while the adoption of the fifth area, a non-sexist public image, was a novel idea 
contributed by the INADI team.   

MEGA 2009 addresses barriers that affect women’s access to labor markets and 
contributes to their development in private and public organizations. It also aims to 
promote affirmative-actions to ensure equal representation of women in critical areas of 
each firm. The model establishes and develops a gender equity path in human resources 
management to achieve results conducive to the reduction of gaps and the elimination of 
gender bias.   

The process is expected to be completed within one year, beginning with each 
firms’ preparation of a self-diagnosis and the subsequent creation of an action plan to 
address identified gender gaps and biases. Upon successful implementation of their action 
plan, corroborated by an audit carried out by an impartial and independent certification 
agency, the firms receive the “MEGA 2009 Seal,” which is valid for two years. The Seal 
is displayed in institutional images, services, products and any other medium that 
publicly demonstrates the company’s commitment to gender equity. This commitment 
should be ratified every two years to guarantee quality and sustainability.   

B. Tools and methods    

The participating firms received technical assistance and training throughout the various 
phases of the model to ensure that they successfully completed the process. For this 
purpose the MEGA 2009 incorporates four main tools:   

• Technical advisor: The technical advisor, a role which was first tested in Egypt, is 
a business-oriented consultant; who has experience or has been trained in gender 
equity, who assists the firms in the preparation of their self-diagnosis and action 
plan, and ensures readiness for auditing.   

• Training team: Gender specialists were led by a highly experienced gender 
specialist who also has knowledge of the private sector.  These specialists then 
prepared training modules in key areas and trained upper management, gender 
equity committees, workers and employees.   
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• Auditing model: The auditing process for independent certification firms to apply 
is defined as part of the model, to ensure uniform quality standards and fairness.   

• Public dissemination campaign: The public dissemination campaign has two 
purposes: (i) to raise public awareness about the importance of gender equity; (ii) 
to act as an incentive for private sector participation because it contributes to the 
good reputation of participating firms. Thus, the model includes terms of 
reference to conduct a public dissemination campaign. This campaign comprises 
dissemination events, covering project launches and certification; press 
campaigns; and dissemination of good practices.   

C. Monitoring and evaluation system   

A Monitoring and Evaluation System (M&E) was developed with the support of the 
University of Buenos Aires.  Information collected from the participating firms was used 
to prepare the model’s base-line and to develop a set of output and outcome indicators for 
the model as a whole as well as for each of its five areas. The M&E also includes 
indicators to assess the advantages to the firms of adopting the model in order to build the 
business case.  These indicators include: financial, productive or other comparative 
economic advantages and additional gains to the firms such as improved reputations with 
clients, investors, and/or among job seekers; as well as changes in human resources 
practices and policies and their impact on workers and employers.  

D. Institutional framework  

Institutional arrangements comprised three main parties: (a) the implementing agency; (b) 
a steering committee; and (c) independent audit firms. 

The implementing agency INADI, established a Program Coordination Team, to design 
and implement the model within its institutional structure. The Bank worked closely with 
this team during design and pilot execution.   

INADI also established a Steering Committee to bring together the experience and 
perspectives of various sectors. The Steering Committee comprises representatives from 
the Ministry of Labor, Employment and Social Security, the Ministry of Production, the 
Cabinet and Public Management Secretariat, and the National Women’s Council. In 
addition to its advisory functions, the Steering Committee provides a forum to discuss 
and share outcomes and lessons learned from the certification process and to share this 
experience with public sector organizations working on programs and policies on women. 
The Committee played a critical role in the certification process by reviewing the firms' 
self-diagnosis and action plans and providing INADI with recommendations to accredit 
certification. The Committee has been also very supportive in discussing alternatives to 
ensure the sustainability of the certification process.  

Additionally, with Bank’s support INADI incorporated local consultants to provide 
technical assistance training to the firms which helped developing specialists 
knowledgeable in gender equity as it pertains to business.   
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A third party in the certification process are independent certification firms. Four firms 
willing to participate in the process received training and contributed to the design of the 
auditing process and materials.    

IV. MEGA 2009 Pilot Implementation: Main issues identified and lessons-learned 

The MEGA 2009 was tested in 11 firms totaling approximately 21,000 employees 
including:   

• Coca Cola Argentina   

• BBVA Banco Frances  

• ADECCO Argentina 

• Cosmeticos Avon 

• Grupo Konecta 

• SEASA Select 

• S&L Consultores 

• MERK2.2 

• Actionline 
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• Mazalosa SA 

• Walmart Argentina   

These firms voluntarily agreed to participate in the pilot and met the following 
requirements, which were established to facilitate pilot implementation: (i) they are large- 
or medium-sized firms; (ii) they have a human resource department that is sufficiently 
developed to meet the model’s requirements and is able to monitor the results of the 
action plan; and (iii) they are aware of the issue of gender equity and/or corporate social 
responsibility. Some SMEs that expressed their interest in participating in the pilot have 
also been included; these firms represent 20% of the total firms in the pilot. The pilot 
demonstrated that it is possible for SMEs to adopt the model if adequate technical 
assistance and training is provided.   

To receive the MEGA 2009 Seal, participating firms implemented the following phases 
that had been already successfully tested in Mexico:  

a. Establishment of a Gender Equity Committee and the appointment of a gender 
coordinator, both with decision-making capacity; 

b. Self-diagnosis and benchmarking of gender gaps and bias; 

c. Alignment of policies and human resources programs to incorporate a gender 
perspective in the organization, and redefining strategic objectives accordingly; 

d. Establishment of an action plan comprising relevant actions and priority areas for 
work and intervention; 

e. Execution of their action plan; 

f. Pre-audit to assess readiness for certification; and 

g. Certification through an independent audit by a certification agency.   

This process ensures that the firms themselves become aware of possible gender bias and 
gaps and agree on remedial actions that can feasibly be adopted within their own business 
model and organizational structure, thus facilitating its implementation. The pre-audit 
step serves to ensure success at auditing or signals the firms to further prepare prior to 
auditing. 

Main issues identified in the self-diagnosis phase: Prior to MEGA 2009 

Of the 21,000 employees in the participating firms, 48% were women and 52% were 
men. These figures are similar to those of female participation in Argentina’s labor 
market as a whole, which is 47.8% (Faur y Zimberlin, 2008).  

However, a deeper gender analysis showed important gaps, particularly when analyzing 
hierarchical levels:  
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In upper management levels a gross inequity was revealed: only 25% of the general 
directors were women while 75% were men, at the next level; managers and directors, the 
imbalance was a bit smaller, with 37% women and 63% men.  

In middle management, observed levels ranged widely between companies and positions. 
Overall there is a balance (52% women and 48% men) in the percentages of women and 
men in this position. However, taking into account the total number of employees, 60% 
are men. This is because the two larger companies (in terms of number of employees) are 
also the ones with greater gender disparity. In technical positions there is a gender 
balance, with some differences among companies that do not respond to a pattern. 

On the other hand, in almost all companies, there was a marked preponderance of women 
in administrative positions (66% women and 34% men). It is also of note that call centers 
demonstrated a preference for hiring young women, who are heavily concentrated here. 

In unqualified positions a gender balance was seen, with distribution among sectors 
responding to that of the labor market distribution in Argentina, the manufacturing sector 
has a preponderance of males in most companies (except in the textile industry) while 
there is higher proportion of women in the service sector.  

In terms of the number of hours worked, there were more women in jobs with shorter 
work hours (up to 30 hours), while the relationship was reversed in jobs with longer 
hours (more than 45 hours). Similarly, women not only worked less hours but had also 
been employed for shorter periods of time. Female employees also tended to be younger 
than the men. There were more women than men in the range of less than 24 years, then a 
gender balance was seen in the range of 25 to 35 years, followed less female than male 
participation in the range from 36 to 45 and near parity in oldest age group (46 years and 
up), though with a slightly higher presence of men. It is reasonable to assume that 
women’s participation in the labor market decreases in the age ranges that correspond to 
the reproductive years, given that at 25 years of age women’s participation in the work 
force declines, balancing out the initial higher proportion of female workers.  

In summary, even in this group of firms showing themselves willing to commit to gender 
equity, women faced some of the barriers that limit their access and development into 
higher-earning jobs, such as occupational segregation, glass ceilings, and conflicts due to 
their reproductive roles. 

As shown next, some of these inequalities could be explained because of the lack of 
policies and procedures prior to MEGA 2009 that would address gender differences or 
would promote women’s advancement within the company.  

Human resources policies: selection and recruitment  
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Although most companies had established recruitment and selection procedures linked to 
objective criteria, only one had a commitment to promoting equality between women and 
men. Furthermore, 8 companies advertised jobs with sex, age and ”attractiveness” 
requirements and 4 performed discriminatory tests as part of the interview process.  

Promotion and training  

Most companies had training programs that were disseminated through internal 
communication tools, but that had little correlation to promotions. There was one 
company that showed strong gender segregation in access to training programs associated 
with promotions. None of the companies offered its staff training in non-traditional jobs. 

Career development 

In terms of career development, most companies had established documented criteria for 
promotion and advancement, performance evaluations, and wage policy. However, with 
the exception of one firm that developed direct actions to promote women's access to 
high level positions, the rest had no explicit commitments to equal opportunities. 

Work-life balance policies 

Argentinean firms have been making progress in this area, though it is still a country that 
traditionally holds women responsible for the care of the family. Notably, 4 of the 
participating companies had already extended parental leave beyond that required by 
legislation prior to their enrollment in MEGA 2009. 

Most other work-life balance measures were directed towards women. In cases where the 
benefits were gender neutral, men rarely made use of them. Most policies were 
undocumented and flexible; arrangements were mainly informal and handled with the 
immediate superior. Therefore, it was not possible to compile statistics or evaluate 
benefits offered, by gender. 

Sexual harassment and workplace environment 

Although 5 companies had already defined a commitment against sexual harassment, 
only one had established procedures to hear, investigate, monitor and punish sexual 
harassment cases, and not a single company worked to promote gender sensitive working 
environments.  

(Non-sexist) Image of inclusiveness and diversity  

There were no noteworthy actions taken by any of the firms to promote an image of 
inclusiveness and diversity prior to MEGA 2009. 

In summary, the self-diagnosis step allowed companies to identify situations of inequality 
within their firms that they were previously unaware of, and they learned that in spite of 
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their commitment to gender equity, installing policies and documented procedures was 
necessary in order to achieve their goals. 

V. MEGA 2009’s initial results and contribution to gender equality 

Initial outcomes 

Seven of the 11 firms participating in the pilot successfully completed the process and 
received the MEGA 2009 seal on November 30, 2009, while the remaining four earned 
the seal by the end of March 2010. Prior to INADI awarding the Seal: (i) the firms 
conducted a pre-audit with support from the Technical Advisor; (ii) an independent 
certification firm then conducted the audits and summarized the findings in a report for 
each firm; (iii) the Steering Committee prepared a review and provided 
recommendations; and (iv) INADI conducted a final assessment.  

The Bank supervised the pilot execution and provided technical assistance as needed to 
INADI’s gender equity team. It also conducted regular visits to participating firms to 
discuss their experience with the model.  

The following outcomes were achieved: 

• Participating firms now include the issue of gender equity and a commitment 
towards equal opportunities in the company’s policy. 

• Gender equity criteria have been incorporated into the human resources 
management policies of all participating firms; 

• Discriminatory practices have been eliminated from the recruiting and hiring 
process; 

• Training programs now specifically target men and women and are linked to 
existing opportunities in the workplace;  

• Some firms have adopted specific practices to promote women to management 
positions and encourage female leadership; 

• Work-life balance benefits traditionally focused on women, now also incorporate 
men.   

• All firms have incorporated procedures to hear and address sexual harassment 
problems and promote a respectful labor environment. 

Table 1: Achievements of MEGA 2009 in each area of the model 
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Before MEGA 2009 After MEGA 2009 

1.Recruitment and 
selection of 
personnel 

• Only one company had adopted a 
gender equity approach in its HR 
policy 

• Eight firms had published specific 
discriminatory gender, age and 
appearance requirements for 
recruiting purposes 

• Four companies had carried out 
discriminatory screenings before 
hiring  

 

• Gender equity criteria have been 
incorporated into the human resources 
management policies of all participating 
firms 

• Descriptions of and advertisements for 
open positions include clear objectives 
and selection criteria related to job 
requirements  

• Discriminatory screenings and personal 
questions were eliminated from the 
recruiting and hiring processes 

2.Promotion and 
Training 

• Scarce relation between capacity-
building programs, training and 
promotions 

• No company had offered training 
in non-traditional positions for 
women 

• Gender discrimination was 
prevalent in access to training 
which led to promotions 

• Incorporation of specific gender equity 
training material in the 
companies’ annual capacity-building 
plans 

• Two firms employed women in non-
traditional positions for women  

• Training programs now specifically 
target both men and women and are 
linked to opportunities in the workplace 

• Some firms embraced specific practices 
such as capacity-building to support and 
promote female leadership 

3. Professional 
development 

• Only one company had developed 
direct actions to promote female 
participation in decision-making  

• Most firms had implemented 
performance evaluations and an 
official wage policy, but none 
made explicit commitments to 
equal opportunities regardless of 
gender 

• Measures were taken to promote women 
to managerial positions and to lower the 
glass-ceiling barrier at workplace 

• Companies made commitments to 
promote women’s increased 
participation in decision-making through 
equal opportunities  

4. Equity in work-
life balance policies 

• Four companies had extended 
paternity leave benefits beyond the 
number of days required by law 

• No official policies were in place 

• One additional firm increased the 
number of paternity leave days beyond 
the number required by law 

• Policies recognized mothers’ and 
fathers’ joint responsibilities in family 
life 

• A cost –analysis was conducted in order 
to grant men access to day-care centers 
for their children; a service traditionally 
reserved for women.  

5. Sexual 
harassment and 

• Only two companies had 
established procedures to hear, 

• Procedures were established to hear, 
address, investigate and follow-up on 
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workplace 
environment 

address, investigate, follow up and 
sanction cases of sexual 
harassment 

• None of the firms had promoted a 
gender-sensitive work environment

•

sexual harassment and mobbing cases in 
all firms 

• Actions taken to promote respect for 
diversity, including workshops and 
breakfasts  

•

6. Image of 
inclusiveness and 
diversity 

• There were no noteworthy actions 
taken to promote an image of 
inclusiveness and diversity prior to 
MEGA 2009.   

• The companies’ internal images were 
analyzed and in some cases altered in 
order to comply with the image of 
inclusiveness and diversity 

• Companies’ internal and external 
communications were modified to 
incorporate and promote inclusive 
language 

• One company launched a “Gender 
Equity Week,” in which customer 
service staff wore ribbons representing 
the company's work towards equality 
between men and women 

• Some companies invited their 
advertising agencies to participate in the 
training module on this topic 

7. Actions to lower 
the glass-ceiling 
barriers for women 

• Only one firm had developed 
direct actions to promote women's 
access to high level positions 

• Female workers have been prioritized in 
filling newly opened management 
positions 

• Mandatory short lists for all positions 
were established 

• More interviews were conducted with 
women during the recruiting process 

• A database was created with information 
on women for future hiring processes 

• Female leadership programs have been 
promoted 

Perception of the beneficiaries  

A questionnaire was given to the gender coordinators in order to obtain information about 
the beneficiaries’ perceptions on the instruments and outcomes of the pilot. The 
companies evaluated the program as a new and “positive” public policy, with one firm 
considering the impact to have been “very positive.”   Initial benefits identified are the 
following (as percentage of responses):  

• Improvement of the working environment (83.3%) 

• Improvement in internal communication (100%) 
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• Decrease of occupational segregation (66.7%) 

• Improvement of the company image (100%) 

• Increase in the number of women in decision-making positions (50%)  

• Elimination of discrimination based on maternity (33.3%, the others did not 
identify such discrimination in the self-diagnosis) 

• Increase in job security (16%) 

• Decrease in wage-gaps (16%) 

• Other benefits: One firm noted a better work-life balance after MEGA 2009 
implementation and another company observed an important interest in gender 
equity as demonstrated by its value chain. 

It is important to mention that the companies identified the implementation process itself 
as a benefit. As stated by one of the coordinators interviewed: “The certification process 
required us to review and read between the lines of all our processes and internal policies, 
and therefore to not stop our efforts with the simple declaration of the gender equity 
policy. We discovered that the norm had more range than initially thought, and the 
process helped our management to gain some insights that we had not taken into account 
before. It basically inspired us to disseminate our commitment to working in this topic, in 
order to set a precedent for other companies and to work towards the generation of equal 
opportunities-for-all.”  

VI. MEGA 2009 Model: instruments and consolidation of the certification process 

The design and pilot implementation of the MEGA 2009 helped to improve upon the 
processes and tools of previous experiences with gender certification, which will 
facilitate replicating the process in other countries. The Argentinean experience has 
contributed to consolidate the GEM’s tools and processes as summarized below.  

1. Preparation steps and model design

• Validation process   

MEGA 2009’s one-month long validation process in early 2009 convened various 
stakeholders, including members of the Steering Committee and industrial chambers, as 
well as representatives from different union organizations, firm’s executives and the 
women’s movement. The purpose of the meetings was to support the design of the model 
and provide suggestions and comments on the application and principle requirements of 
the MEGA 2009. The program and its implementation were widely endorsed by the 
participants. 

Some of the key recommendations resulting from the meetings were the following:  
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1. Initiatives to improve companies’ work-life balance policies would have more 
impact if accompanied by similar public legislation;  

2. PR agencies in charge of spreading a non-sexist image of gender equity need to be 
sensitized to the problem to avoid the reproduction of discriminatory ideas;  

3. Creating a network of countries that implemented the model would help to 
establish an international standard on gender equity policies;  

4. Government agencies should endorse MEGA 2009 to set an example of good 
gender equity policy. While participants suggested including non-governmental 
agencies in the Advisory Committee, the committee itself rejected the idea as it 
would be difficult to identify the right organizations and it would complicate the 
decision-making process. 

Some of the key outcomes included the following: 

1. A MEGA 2009 Seal manual was developed, which specifies the seal’s expiration 
date, validity timeframe, and requirements for its renewal; 

2. In the future, workers will be involved in the pre-certification auditing process of 
and the updating of the action plans through individual, confidential interviews in 
which they will share their opinions about the company’s gender equity program 
and practices; 

3. Suggestions that could not be realized during the pilot, such as adapting the model 
to trade unions or including public or mixed agencies, will be addressed in the 
future. 

2. Model process’s tools

The participating firms received technical assistance and training throughout the various 
phases of the process to ensure the successful completion of the pilot.  

• TA model to firms 

The TA comprised guidelines for conducting the quantitative and qualitative self-
diagnosis and for creating the action plan. An experienced business-oriented consultant 
trained in gender equity themes assisted participating firms through every step of the 
process. The consultant also assumed a role by joining the Gender Equity Committee to 
evaluate the results of the self-diagnosis and strategize about areas for improvement. 
These suggestions were later incorporated into the action plan. The technical assistance 
also involved the elaboration of a report describing the gender equity policy, the self-
diagnosis and the action plan in detail. The consultant paid regular visits to companies to 
ensure the firms met their targets in the specified time frame. The monthly or bi-monthly 
personal visits allowed continuous communication with each gender equity coordinator.  

The TA concluded that it is essential to articulate the action plan in clear language that 
can conceptually transmit specific actions and processes in order to prevent any 
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misinterpretation later in the process. In addition, the TA emphasized the need to ensure 
that companies develop feasible objectives and goals in the action plan that they can later 
comply with. In terms of follow-up consultations with firms, it was decided that monthly 
meetings were the most appropriate frequency for regular accompaniment during the 
implementation phase of the action plan. 

• Training modules provided to firms  

Between June and November 2009, four gender equity specialists with substantial 
knowledge of the private sector conducted five training modules and provided capacity-
building to upper-level management, the Gender Equity Committees and company 
employees. The training package delivered to more than 500 employees, facilitated a 
better understanding of the model and helped its adoption as a regular practice in 
participating companies. The seminars conveyed a participatory, democratic and 
dialogical learning model where issues of contention were debated and reflected upon 
collectively. This open dialogue facilitated an interactive and in-depth learning process 
on each of the five topic areas of the model in which there are often misconceptions 
and/or lack of knowledge. Thus, various issues of gender equity could be discussed in a 
safe and supportive environment. 

The training sessions revealed that gender stereotypes persisted in the mindset of all 
participants, regardless of age, gender and position, as certain general assumptions about 
gender roles remained unquestioned and were accepted as the ‘norm’. There were also 
indications of a general resistance to change and denial among participants that everyday 
gender-based discrimination exists in Argentina. The exercises conducted in the trainings 
helped to make visible the issue of a persistent gender inequity based on underlying 
myths and stereotypes deeply embedded in Argentinean society. The modules also 
generated a sense of urgency in most participants to eradicate such misconceptions and 
undertake the necessary steps toward changing everyday discriminatory practices.  

The session discussions allowed the facilitators to develop a three-level categorization for 
individuals and organizations in terms of their approach to questions of gender equity. 
The rankings were: ‘resistant,’ ‘open’ and ‘committed;’ ‘resistant’ meant denial or 
rejection of inequity, ‘open’ meant having an interest in addressing equity, but without 
any related policies in place, and ‘committed’ signified an existing engagement in 
eliminating gender inequity. 

• Auditing model 

This tool defines the process for independent certification firms to conduct audits to 
ensure quality standards, transparency and fairness.  

Given the importance of the auditing process for program implementation -and in order 
to leave Argentina with installed capacity for future instances of execution of the MEGA 
2009- only certifying agencies accredited in Argentina by the Argentine Accreditation 
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Organization (OAA) in the certification of management systems were invited to 
participate in the process. 

Four accredited agencies expressed interest in participating in the pilot to develop 
capacity on gender equity in Argentina, and provided input on the design of the audit 
model. At the same time, they participated in training sessions on the MEGA 2009 model 
and on key concepts of gender equity.  

Several working sessions were conducted to define standards and develop procedures to 
ensure uniformity and quality in the auditing process. The main outcome of these 
meetings was an audit model, which specified the procedures and methodologies to 
implement the certification audits. The model set the timeline for conducting the audits 
according to firm size and complexity of the work involved, and agreed to a uniform cost 
per day per auditor for all agencies, in order to give the process equity. 

• Communication campaign 

Dissemination campaigns have been limited to newspapers and specialized magazines but 
have nonetheless helped to create demand among firms wishing to participate in the 
certification program.   

The purpose of the communication campaign was to (i) raise public awareness on the 
importance of gender equity and to disseminate good practices and (ii) to convey the 
message that participating in the MEGA 2009 program builds a good reputation for the 
participating company, thus, creating an incentive for increased private sector 
participation. 

The model includes a terms of reference for developing a public communication 
campaign.  

At the end of the certification process, expected to be completed by March 2010, the 
Bank and INADI will organize a workshop to seek participating companies’ feedback on 
the program’s pros and cons. In-depth interviews with key respondents will complement 
this qualitative approach, which will help identify areas for improvement in the model.  

3. Monitoring and Evaluation system

The M&E system, which was developed by the University of Buenos Aires, includes the 
preparation of a base line and a set of output and outcome indicators in order to assess the 
model’s impact on company policies and processes. 

The M&E system comprises general outcome indicators and specific indicators for each 
one of the five areas in the MEGA. The system is under the process to be fine-tuned 
taking into account results from the pilot. 
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4. Pilot implementation process

• Gender Equity Committee 

The establishment of a Gender Equity Committee to be overseen by a Gender Equity 
Coordinator is the first step in the certification process. The Committee is in charge of 
maintaining and ensuring compliance with the model requirements in all participating 
companies and should comprise at least three individuals that hold decision-making 
positions within the company. Throughout the process, the committee remains under the 
Gender Equity Coordinator’s supervision. The Committee has the authority to study, 
analyze, diagnose and condemn discriminatory situations and mediate cases of sexual 
harassment. The Coordinator and the Committee ensure that the internal audits are 
carried out; they analyze the evaluation results, and prepare a report for the firm’s 
management. The report should include information on the follow up, compliance and 
development of all planned actions. 
 

• Self-diagnosis   

The firms’ management holds the primary responsibility for preparing the self-diagnosis.  
The self-diagnosis seeks to detect company practices either due to policies or informal 
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procedures within the organization that generate inequalities and discrimination based on 
gender. To that end, methods of qualitative and quantitative self-diagnosis were shared in 
meetings with participating firms. These methods should support companies in the 
process of compiling the necessary data for mapping the existing discriminatory policies 
in place before MEGA 2009.  

The qualitative self-diagnosis was useful in detecting undocumented or absent 
procedures. During the quantitative diagnosis there were some difficulties in gathering 
statistical data as some were no longer available or never had been compiled. The staff’s 
level of education was among the information most difficult to determine. The results of 
the qualitative and quantitative self-diagnosis served as basis for formulating the action 
plans. 

Participating firms in MEGA 2009 also received phone and mail support throughout 
implementation. 

• Action plans  

Results of the self-diagnosis were analyzed by the Gender Equity Committee to identify 
opportunities for improvement to be included in the action plan. The Committee was 
assisted in every step of preparing the action plan, which included: a) The preparation of 
a detailed program of activities including a timeline and the assignment of 
responsibilities; b) The establishment of a direct link between the proposed action and the 
self-diagnosis, ensuring the approval of the management, the Gender Equity Committee, 
and the coordinator in charge of the organization; c) An outline of a commitment to the 
policy of the promotion of a healthy and harmonious workplace environment; d) The 
periodic evaluation of the knowledge, understanding and application of the gender equity 
policy; e) The elaboration of the evaluation and monitoring of the MEGA 2009 
implementation. 

• Pre-audit 

The certification process has been designed to prevent firms from failing their audits. For 
this purpose the Technical Advisor helps the firms to conduct a pre-audit to ensure they 
are ready to submit to the independent audit, using the same audit tools as the 
certification agencies. If the firms are found not to be ready in their pre-audits, they are 
granted a waiver to allow them a chance to complement their processes and comply with 
their commitments to ensure a successful audit.  

• Audit tools 

The audit model was successfully applied in firms participating in the pilot. The model 
states that the agency may make a positive recommendation to INADI only if the 
company obtains a score 100% in the indicators of institutional establishment of the 
MEGA principles, of at least 90% in the execution of the action plan and 70% in positive 
answers in staff interviews (knowledge of the MEGA 2009 model and the company’s 
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gender equity policy, and perceived relevance of the program as a tool for promoting 
gender equity in the company). 

• Awarding the MEGA 2009 Seal 

As mentioned above, the Steering Committee played a critical role in reviewing auditors’ 
assessments and providing INADI with recommendations to accredit certification. The 
committee also made recommendations to participating firms to be adopted in the re-
certification process:  

• To incorporate all five areas of the Gender Equity Model in the company’s 
Management System. 

• To grant special attention to the Gender equity in work-life balance area through,
for example, the extension of paternity leave and leave for both mothers and 
fathers in the case of an adoption.  

• To implement methods to determine the perceptions of their jobs of male and 
female employees, for example, through working climate surveys processed 
separately for women and men. 

• To extend the criteria of the Gender Equity Model to companies’ value chains. 

Evaluation of Program Instruments 

In order to evaluate the usefulness of the program’s main instruments and tools in the 
implementation of MEGA 2009, a consultation was conducted among participating firms. 
As seen in Table 2 below, the usefulness of instruments developed was considered to be 
high or very high, and critical to the success of the implementation phase. These results 
are consistent with previous evaluations made by the TA as mentioned above. 

Table 2: Usefulness of MEGA 2009 instruments  

Low/ 
regular 

Mediu
m

High Very 
High 

1. Usefulness of the Gender Equity Committee 
training on the MEGA 2009 Model  

0% 0,0% 42,9% 57,1% 

2. Usefulness of the quantitative self-diagnosis 
instrument 

0% 0,0% 85,7% 14,3% 

3. Usefulness of the qualitative self-diagnosis 
instrument 

0% 14,3% 71,4% 14,3% 

4. Usefulness of the training program 0% 14,3% 14,3% 71,4% 

5. Usefulness of the technical advisor 0% 14,3% 14,3% 71,4% 

6. Usefulness of the pre-audit 0% 14,3% 28,6% 57,1% 
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Training the Gender Equity Committee in the diverse aspects of the MEGA 2009 model 
and its implementation process allowed its members to obtain a deeper understanding of 
the phases involved and to prepare the process within the company. Self-diagnosis 
instruments, both quantitative (aimed to disclose gender gaps) and qualitative (aimed to 
identify procedure requirements in relation to the MEGA 2009 model), proved to be 
critical for the elaboration of the action plan that followed.     

The training program was evaluated very positively; staff could quickly and easily 
incorporate and apply the concepts taught both in their work and in their personal lives. 
Furthermore, training the senior management was an excellent means to raise awareness 
among key decision makers within the businesses. 

The technical advisor has also been crucial for the success of the implementation, by 
assisting the firms in the preparation of their self-diagnosis and action plan, and by 
answering technical questions during the whole process. She also ensured readiness for 
auditing by conducting a pre-audit that followed the same procedure as the certification 
audit later performed by the independent agency. 

VII. Towards a World Bank Standard Gender Equity Certification Model (GEM)  

In addition to MEG 203 and MEGA 2009 several gender certification processes have 
been developed worldwide since 2000, including the following:  

a. In Brazil, the government developed an initiative to incorporate gender equity into 
public and private enterprises, which receive the Seal “Pró-Equidade de Gênero” 
upon implementation of an action plan. 

b. The UNDP is supporting gender certification initiatives in Uruguay, Panama, 
Costa Rica and Nicaragua.  

c. The World Bank has been directly involved with gender equity certification 
projects in the following countries: 

• Egypt: The Gender Equity Model for Egypt (GEME 2007) was 
developed under the Bank’s grant to support gender equity called Results 
Based Initiative adapting the Mexican model (MEG 2003) to the Egyptian 
business environment. A base line study and M&E System have been 
prepared to better assess impacts.  

• Chile: The World Bank provided technical assistance for the final design and 
launch in December 2008 of Chile’s certification model, IGUALA.CL  

• Dominican Republic and Colombia: currently under preparation with Bank’s 
technical assistance. 

All the above programs share the same primary focus as MEG 2003 and MEGA 2009, 
which is to provide certification in the form of a Seal, to companies that incorporate the 
specified gender equity requirements into their management structure. In each program a 
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standard is developed, and participating organizations review their own policies. The 
Bank’s GEM specifically promotes a Continuous Improvement System that progressively 
works to reduce gaps between female and male employees. 

All these programs incorporate into their regulatory frameworks are those regarding 
international human rights and women’s rights, and meet quality management system 
requirements, such as ISO standards.  The Bank’s model emphasizes the premise that it is 
possible for businesses to incorporate gender equity and rights, while simultaneously 
improving their productivity and competitiveness. 

Below, the main characteristics of MEG 2003 and MEGA 2009 are compared and 
contrasted with those of IGUALA from Chile implemented by SERNAM; SIGEG from 
Costa Rica implemented by Instituto Nacional de la Mujer; and PCEG from Uruguay 
implemented by INMUJERES. 

• Voluntary participation of different types of organizations  

Although participation in all of the above programs is voluntary, there are differences in 
regards to the selection criteria. While MEG 2003 and MEGA 2009 made an open call2

for volunteers and take as given that participating companies already meet labor 
standards required by national legislation, the other programs established specific 
requirements. The IGUALA seal requires a "proof of whiteness" issued by the Ministry 
of Labor meaning that the companies must provide a record of compliance with the labor 
laws; SIGEG gives priority to companies meeting ISO or CSR standards, or hold another 
certification, such as one related to the environment; PCEG initiated a pilot program with 
public companies only, but plans to incorporate two private firms that demonstrate 
experience in quality management, provide evidence of compliance with national 
regulations, and are unionized.  

The experience of MEG 2003 and MEGA 2009 demonstrate that, although companies 
with experience in quality management systems have an easier path towards the Seal, all 
firms, even small ones, can adopt the model if adequate technical assistance and training 
is provided. 

• Gender equity standard or model 

All of the programs mentioned have designed a standard for gender equity certification 
that combines the requisites of a quality management system with a gender equity 
approach. All of the programs include a policy on gender equity and awareness, the 
support of senior management. While programs like Iguala establishes specific weighs to 
certain model areas, the GEM requires the adoption of a Continuous Improvement 
System, and evaluation procedures in the firms’ human resources management.  

In the areas of the model where actions are expected in order to achieve gender equity 
within the company, all of the above programs include similar requirements on 
recruitment and selection, career development (training and promotions), work-life 
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balance and the prevention of sexual harassment. In the case of the Argentinean MEGA 
2009 a fifth area was added: (Non-sexist) Image of inclusiveness and diversity 

As can be seen from these identified similarities between these programs, they all share 
the central aspects of the World Bank Gender Equity Model, which demonstrates that an 
international standard could be achieved.  

• Conformation of a Gender Equity Committee 

The programs require that the participating companies appoint a Gender Equity 
Committee, which conducts the implementation process. While the MEG 2003 and 
MEGA 2009 require that this committee contain members from diverse areas of the 
company with decision-making capacity, other programs go further to incorporate other 
stakeholders into the committees, such as a representative of the workers (unions). 
Although this allows for stronger support from the staff for the measures taken, it also 
generates a longer decision making process, and consequently delays outcomes.  

• Certifiable gender equity – What to certify?  

All of the models establish that the effectiveness and efficiency of their implementation 
should be certifiable. Yet, this is where arguably the primary difference between the 
programs lies: What to certify? 
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a. The adoption of the requirements of the model into human resources 
management, or  

b. The results achieved from the adoption of these requirements, i.e., a reduction in 
gender gaps. 

Under the MEG 2003 and MEGA 2009 the objective is to establish a gender equity 
approach within the firms’ management systems and, therefore, the requirements for 
certification are focused on the procedures established towards a Continuous 
Improvement System. This system incorporates basic principles that will ensure 
elimination of gender bias and gaps: 

• Human resources management under a gender equity perspective 
– Gender equity policy integrated in firms’ mission statements, business 

policies and operation manuals. 
– Records disaggregated by gender to support decision-making. 

• Recruitment and contracting 
– Job descriptions and candidate profiles. 
– Blind contracts provide equal for women and men. 

• Training 
– Equal access: schedules, timing, venues, trainers, etc. 
– No gender segregation (“female” or “male” positions). 
– Linked to promotion opportunities and support to female talent. 

• Career development 
– Performance evaluations. 
– No gender segregation. 
– Affirmative-actions. 

• Work-life balance 
– Equal benefits offered to women and men. 
– Flexibility and family activities. 
– Workers’ satisfaction surveys. 

• Promotion of a respectful and healthy environment free of violence 
– Inclusive language. 
– Violence-free environment. 
– Sexual harassment prevention, complaint management and follow up.  

As in the certification of quality systems, the firm is certified after verification of 
compliance with the requirements laid out in the action plans prepared by the companies 
and approved by the program coordination.  

The other programs, to the contrary, measure the results achieved by implementing the 
actions plans, in terms of the reduction of gaps identified in the self-diagnosis, in addition 
to requiring compliance with procedures. In other words, the Seal is awarded only after 
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an audit report demonstrates that progress has been made in closing the gender gaps 
identified in the initial diagnosis. In the case of Iguala for instance specific points are 
allocated for specific areas in the model. PCEG has an intermediate solution by awarding 
a three-tiered seal3.

The advantage of the MEG 2003 / MEGA 2009 methodology is that it allows the 
organizations to implement the program at their own pace, according to its institutional 
capacity and obtain the Seal in a much shorter period of time which both serves as an 
incentive to participate and reduces the risk of the firms losing interest. Because the Seal 
is provided for two years, the firms must keep working towards gender equity in order to 
keep their certification, hence ensuring quality of the process. The MEG impact 
evaluation completed by December 2009 demonstrates that most firms’ remain 
committed to the model.  

• Independent audits and granting the Seal 

All of the programs involve a certification process carried out by an independent or third-
party auditor (Certification Agency), which verifies the actions, measures and procedures 
carried out. The auditing agency provides the Implementing Agency with an audit report, 
who after a positive evaluation by the Steering Committee awards the Seal to the 
Company. SIGEG is dissimilar from the other programs because it foresees the 
establishing its own Certification Agency. In the case of Iguala, a public sector certification 
agency prepares the auditing with a strong participation by SERNAM.  
 
The experience of MEG 2003 / MEGA 2009 demonstrates that independent audits by private 
sector certification firms help building trust among the private sector organizations and the 
public. This process is also aligned with other international quality programs (ISO 2000 for 
instance).  

In all programs the Seal has a limited duration, according to a period established in the 
standard. In order to keep the Seal, participant organizations need to successfully pass 
follow-up audits.  

• Establishment of a Steering Committee 

All the programs have established an inter-institutional Steering Committee, which, 
among other duties, makes the final decision on granting the seal. INMUJERES has a 
Board with members from the private sector, unions and congress; therefore, it was not 
necessary to establish a separate Steering Committee for MEG 2003. In the experience of 
MEGA 2009, the Steering Committee contributes to greater transparency in decision-
making and provides accountability. As it contains specialists from different disciplines 
and areas of work, it provides several different perspectives on the action plans. 
Knowledge of this interdisciplinary approach puts pressure on the companies to make 
their action planes complete and gender aware.  
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• Interdisciplinary team  

All of the programs created an interdisciplinary team with gender specialists, evaluators, 
auditors and specialists in corporate social responsibility, who work in the implementing 
agency. MEGA 2009 proved to be very cost-effective by integrating only one external 
technical advisor for every ten companies. 

VIII. The World Bank Gender Equity Model (GEM) 

Factors of success 

The World Bank GEM has some very successful standards. The experience of MEG 2003 / 
MEGA 2009 has helped to identify the following factors of success: 

Overall acceptance: The gender equity model is aligned with international trends on 
gender equity and women’s economic empowerment and it has been broadly accepted by 
the management, staff and workers in organization participating in the certification as 
well as agencies in participating governments.  

Self-awareness: Self-diagnosis makes organizations aware of gender biases and gaps; it 
is a self-learning process that raises commitment to eliminate identified inequalities. To 
encourage participation, the technical advisor appointed to each firm chose from a 
toolbox of consultation methods including brief surveys, and in-depth interviews with 
managers and CEOs and applied those best suited to each particular firm. 
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Business-oriented: The MEG comprises features that have proved very useful to attract 
private sector participation. Organizations have recognized that by looking beyond 
gender prejudices and stereotypes, they could make better use of their human resources 
by incorporating and/or promoting the best-trained and most talented persons.  By doing 
so they also obtained a greater commitment and loyalty among workers which leads to 
higher productivity. Organizations also gain from market differentiation and improved 
reputation as firms committed to gender equity.  

Voluntary participation: Participation in the model is voluntary and attracts companies, 
organizations, and entities that wish to demonstrate their commitment to gender equity 
through action plans to promote equality. The voluntary approach eliminates potential 
fears to legal and fiscal commitments and government interference in the firms’ internal 
management.  

Allows for broad participation: The GEM has been adopted by organizations in a variety 
of sectors and business-sizes. In Mexico the MEG included services, banks, industries, 
tourism, universities, and even a zoo. While multinational organizations have made up 
the majority of participating firms, particularly during the first years of implementation, 
more recently medium size national firms and government institutions have been certified 
as well, because the program is now perceived not only as positive but as a step toward 
modernization. In the case of Argentina, there is also a mix of multinational and national, 
large and medium-size organizations participating. In Egypt the model was funded by a 
grant (RBI) that demanded short-term results, thus, big national firms concentrated in 
Cairo were selected to facilitate implementation. However, the program will scale up 
nationwide and will incorporate other types of firms.  

Builds on existing capacity: Organizations use their own capacity to adapt the model to 
their needs.  Key staff are selected to set up the Gender Equity Committee which leads 
the process, with the support of upper management, to set up better practices to address 
identified barriers and gaps as defined in action plans. The Committee receives technical 
assistance and training from the implementing agency to transfer knowledge and ensure 
quality of the process.   

Benefits women and men alike: The model introduces compensatory measures intended 
to diminish the gaps that may exist between men and women in access to jobs, training, 
benefits and career opportunities. Through affirmative action practices, women received 
preferential access to certain positions, and/or received training in equal opportunities. 
On the other hand, men received benefits traditionally only offered to women, such as 
paternity-leave to attend to a newborn child and access to day-care services for their 
children. Thus, men and women alike benefit, which brings about deeper support for the 
model. 

Results oriented: Participating organizations committed themselves to adopt a 
Continuous Improvement System to achieve results as established in their action plans 
that contain concrete actions to eliminate gender bias and barriers. This approach 



39 
 

facilitates implementing agencies measuring progress and gives the firms an incentive to 
participate in, and maintain the process.  

Public recognition: Certification offers public recognition to the organizations that 
complete the certification process by awarding a Seal in a public forum that they can use 
in their products and promotions as a symbol of their commitment to gender equity. 
Organizations that obtain the Seal also gain points in social responsibility and other 
quality programs such as “best place to work,” thus improving their reputation in 
international global markets. 

Independent audit gives credibility: An impartial, independent certification agency, 
through a process set up in the GEM, assesses compliance with the various steps of the 
model as summarized and agreed upon in the firm’s action plan. This independent 
process has helped to build confidence among the firms’ managers that certification is 
fair and reliable. This process is also aligned with other quality international models. 

Private-Public Sector Partnership: The combined capacity of public sector agencies and 
private organizations reduces costs and enhances quality. Because the GEM builds on 
existing capacity and best practices, the initial cost to the firms is limited.  The public 
sector implementing agency provides free technical assistance and training to implement 
the model. The implementing agency also pays for the independent audit in the pilot year. 
From the second year on, costs are shared by the organizations and the implementing 
agency.  The public sector’s perspective ensures equality standards are adopted and the 
private sector adapts them to their business model. 

Replicability: The GEM was designed to fit all types of organizations, regardless of their 
size, geographic location, or social and cultural conditions, as the Mexican and 
Argentinean experience proved. Its development and implementation may be carried out 
simultaneously with any other type of national or international management system 
established in the organization, including SA 8000, ISO 9000 and ISO 14000 standards, 
and awards the firms points to receive these and other quality certifications. 

Builds country’s local capacity: The World Bank brings its international experience and 
knowledge to the process and helps building in country capacity. By providing technical 
assistance and training to the implementing agency and bringing in international experts, 
the Bank helps to build local capacity to make the certification process sustainable. This 
support has been particularly valuable in helping gender specialists adopt a business 
perspective and in teaching business specialists about gender equity. Moreover, it has 
helped to create the capacity in private certification agencies to conduct the independent 
audits. The process has developed specialized technical advisors to help organizations 
prepare their self-diagnosis and action plans following the model’s criteria.  Furthermore, 
specialized training in gender equity has been provided to CEOs, managers, and workers.  

Institutional arrangements: Although institutional arrangements vary by country the key 
to select the best organizational structure is to identify a well-positioned public agency 
with leadership and a good reputation and leverage over the private sector. The 
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implementing agency should convey respect and not be perceived as an authority capable 
of imposing sanctions since  the model is by definition a quality enhancement tool. 
Capacity can be supplemented while a good reputation has to be built over time. 
Moreover it is necessary to engage other partners in the public sector and private sectors 
to bring synergies and avoid duplicating efforts. The Women’s Institute in Mexico has a 
Board comprising public institutions, congressional representatives and NGOs. In the 
case of Egypt and Argentina a Steering Committee was established to provide support 
and oversee the certification process. Independent auditors complement the GEM’s 
institutional model.  

Recommended Features 

Process: The experiences supported by the Bank have helped to consolidate a well-
structured process that has proven successful in developing the certification process and 
making it sustainable. This process includes the following steps:  

• Identifying a champion to lead the process and select the best institutional 
alternative depending on the country’s business environment and public sector 
structure and practices. In many cases an interested party in the country seeks out 
the Bank’s support.  

• Carrying out a dissemination event targeting a selected audience of key 
stakeholders in the country to demonstrate the advantages of promoting gender 
equity in the private sector, and sharing successful international experiences;   

• Supporting the implementing agency in the design of the model by adapting 
successful international practices to the country’s private sector and labor market 
conditions; 

• Launching a pilot certification process and supporting its implementation by 
identifying alternatives to make the process sustainable including strengthening 
the implementing agency.  

• Designing and operating the model's monitoring and evaluation system (M&E); 
• Institutionalizing the certification process to consolidate and expand it to become 

sustainable.  

Successfully tested instruments: The experiences in Mexico, Egypt and Argentina have 
helped to consolidate and refine the certification process and instruments proving their 
effectiveness in different types of organizations and business environments. The 
following instruments allows the firms to be certified within a year:  

• Coordination Committee: Appointment, in the participating firms, of a gender 
equity coordinator and committee with decision-making capacity; 

• Self-diagnosis that includes the benchmarking of gender gaps ; 
• Alignment of company policies and human resource programs that incorporate a 

gender-sensitive perspective and redefine their strategic objectives accordingly; 
• Establishment of an action plan comprising relevant activities and priority areas 

for implementation and intervention; 
• Execution of the action plan as outlined; 
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• Pre-audit to assess readiness for certification, and; 
• Certification carried out by an independent auditing firm. 

A technical advisor with a business perspective and knowledge of corporate culture and 
trained in gender equity supports the preparation of the self-diagnosis and action plans. 
Training materials in the areas of the model have improved with experience and provide 
the basis, which can be adapted to respond to the needs of participating firms. The 
process to conduct independent audits has also proven easily adaptable in each country.    

Bank’s Technical assistance option: The option of non-lending technical assistance has 
proven to be a major incentive for countries to adopt the GEM because: (i) it offers free 
financial support to design the model and launch a pilot which generates public support 
and government interest in pursuing the process; (ii) it provides critical support from 
design to implementation, bringing best-practices and expertise from other countries.  

Conclusion 

The World Bank’s certification process, or GEM, builds on the experience of the 
Mexican model (MEG 2003) and has been enriched by the experiences of other countries. 
These experiences have helped to improve the model’s tools and its processing. The 
model developed under the Bank’s guidance has helped to increase the participating 
organizations’ efficiency and competitiveness by promoting high-quality interpersonal 
relationships where men and women with different skills, perspectives, and work styles 
willingly commit to achieve the organization’s goals. The GEM has proven itself 
successful, flexible, adaptable and easy to replicate. 

 

May 10, 2010 
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Participants in the MEGA 2009 Pilot 

The design and implementation of MEGA 2009 has been a collaborative effort to which 
INADI, the World Bank and the participating firms have contributed. Special thanks aer 
due to the following organizations and persons: 

INADI  

Dr. Maria Jose Lubertino who was a champion of the MEGA during her tenure as 
President of INADI 

Ricardo Romero, Director of Policies against Discrimination  

Mónica Lisman: Equal Salary Program (Programa de Paridad Salarial de Género).  

Verónica Baracat, Coordinator, and Gisela Dohm, MEGA Coordination.  

MEGA 2009 Steering Committee:

Jorge Casin, Equal Treatment and Opportunities Commission in the Ministry of Labor 

Rita Tanuz, Public Management Secretariat 

Susana Orsino, National Women’s Council  

Elisa Cattani, Ministry of Industry and Tourism 

MEGA Consultants 

The following consultants who also played a relevant role in the MEGA:  

Maria Fernanda Soria, who provided technical assistance and liaison with the firms. 

Lidia Heller, who led the training team, including: Maria de los Angeles Silva, Solange 
Grandgean and Mariana Paludi.  

Valeria Cicconi and Estela Camarotta, specialists at the University of Buenos Aires in 
charge of the design of the Monitoring and Evaluation System; 

Gender Coordinators in the participating companies: 

• Carolina Machi, Coca Cola Argentina 
• Ana Molinos, BBVA Banco Frances 
• Esther Parietti, ADECCO Argentina 
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• Rosana Adamo, Cosmeticos Avon 
• Anabela Testoni, Grupo Konecta 
• Elsa Zorrilla, SESA Select 
• Martín Stauffer, S&L Consultores 
• Soledad Merlini, MERK2.2 
• Gabriela Casaurang, Actionline 
• Norma Hernandez and Karen Exposito, Mazalosa SA 
• Lorena Blanco, Ana Laura Delbarba and Alejandro Giudice, Walmart Argentina   

Certification Agencies: 

Fernado Iturriaga and Felisa Indart, Bureau Veritas 

Jose Abella, SGS 

Guillermo Bollini, IRAM and 

Diego Sanchez, Det Norkse Veritas 

World Bank 
 
TTL Maria Elena Castro 
Phone: 202 473 8332 
Email: mcastro@worldbank.org 

 



44 
 

List of documents pertaining to the MEGA 2009 posted in the Operational Portal 

International Workshop

• Invitation 
• Bank introduction by Franz Drees-Gross 
• Bank presentation: “Economic Empowerment of Women” by Maria Elena Castro  

Model design

• Logical Framework 
• Technical note 
• Validation 
• MEGA 2009 

Model Tools 

• Technical assistance model 
• Training modules and report 
• Auditing model 
• Communication campaign  

Monitoring and Evaluation System 

• M&E design 
• Base line scope 
• Indicators 

Pilot implementation   

• Self-diagnosis ToR 
• Action Plans ToR 
• Main results   
• Certification assessment act by auditors.   

Institutional strengthening   

• Establishment of MEGA Coordination: Organizational chart 
• Steering committee creation

 


