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Foreword

In the countries in which we work, whether we think of a small farm, a small-scale

manufacturer, or a small services company, the owner most likely is a woman.

Expanding women’s economic opportunities is smart business and increasingly

seen as one of the most important driving forces behind economic growth and the

fight against poverty. 

Since IFC instituted its Gender Program in 2004, we have been able to demon-

strate that investing in women entrepreneurs makes sense from both a development

and a business perspective. We have been able to catalyze investments to women

entrepreneurs through commercial banks, helping them understand the business

opportunities in banking women. We have been able to provide support to organi-

zations working with women entrepreneurs to increase the quality of their business

planning and development. 

Now, at this time of global economic crisis, IFC is focused on the legal, regula-

tory, and institutional reforms necessary to foster women’s entrepreneurship, build-

ing on our extensive experience working with governments on business-enabling

environment reforms. This spirit of crisis provides an unprecedented opportunity

to take action on transforming regulations, economies, and people’s lives. Countries

that do not capitalize on 50 percent of their human resources run the risk of severely

undermining their competitiveness and hindering their economic growth. Captur-

ing this “missed potential” offers tremendous opportunities for development. 

What types of policies and strategies are needed to capture the potential of

women to drive economic growth? How can policy makers effectively tackle the

challenges faced by women entrepreneurs? With Gender Dimensions of Investment

Climate Reform: A Guide for Policy Makers and Practitioners, we want to offer solu-

tions and encourage change by providing policy makers with tools they need to

focus on the potential of women entrepreneurs. This book provides thought lead-

ership on common policy and regulatory issues that face women entrepreneurs and

analyzes key investment climate areas with a gender lens. The book also presents

practical and replicable tools for designing policies that will empower women in

business and unlock countries’ full economic potential. 

xiii



We trust that integrating gender issues into the investment climate agenda will

catalyze support to the productive role women play in private sector development.

Failing to unleash the economic growth potential of women business owners has

always been shortsighted. At a time of global economic uncertainty, it is a luxury

few nations can afford. IFC hopes this guide will provide a path forward to a place

where smart business underpins smart growth.

Rachel Kyte

Vice President, Business Advisory Services

IFC 
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Introduction and Economic Rationale

Purpose and Structure of the Guide

Promoting women’s economic empowerment is increasingly seen as an important driving

force behind economic growth and the fight against poverty. Women’s economic partici-

pation as entrepreneurs, employees, and leaders is recognized as a measure of a country’s

economic viability and dynamism.

Although women’s entrepreneurship is on the rise globally and female labor force par-

ticipation has increased substantially in recent years, significant disparities still exist. In the

developing world, women are more likely to work in the informal economy, where they 

are subject to inefficiencies and limitations more often than men. In many regions women

are less likely to have land and often are disadvantaged by prevailing laws and regulations

that prevent them from being able to hold title. In addition to problems faced by all entre-

preneurs, women frequently face gender bias in the socioeconomic environment when it

comes to establishing and developing their own enterprises and accessing economic

resources. These not only disadvantage women but also reduce the growth potential, pro-

ductivity, and performance of the economy as a whole. Gender-based inequalities impose

significant development costs on societies.

This guide aims to provide fresh thinking to solve common issues women entrepreneurs

face in the investment climate area. It presents actionable, practical, replicable, and scalable

tools. Specifically, the guide seeks to enable devel opment practitioners and policy makers

who are not gender specialists to (i) diagnose  gender issues in an investment climate reform

area, (ii) design practical solutions and  recommendations to address gender constraints, and

(iii) include effective monitoring and evaluation tools to oversee the implementation of those

recommendations.

While the guide is primarily directed to project leaders in IFC and World Bank Group

managing investment climate reform projects, it will also be of use to a wider audience,

including policy makers, the donor community, women’s business associations, academics,

think tanks, and development practitioners who have an interest in gender and private



 sector development issues. As this is an innovative area of work, feedback on new initiatives,

policies, and research is welcomed and will be incorporated into the guide’s later versions.

The analysis, conclusions, and recommendations presented in this guide are based on

gender and economic theory, analysis of country case studies and practices, the IFC’s

own experience, reform experience in a number of emerging market countries, and inter-

views with development practitioners, policy makers, and academics. It should be noted

that gender equality is a complex and multifaceted topic with several dimensions. The guide

tackles gender issues only through a private sector development lens, aims to promote

gender-sensitive investment climate reforms that would equally benefit women as well as

men and offers some practical policy solutions.

The guide starts with a brief section on the economic rationale for gender inclusion in

investment climate reform work. It is then divided into nine modules. Recognizing the

socioeconomic dimensions of gender-focused work, the core module outlines the broader,

overarching framework within which gender-informed investment climate work can take

place. It also focuses on the monitoring and evaluation framework, with particular empha-

sis on establishing appropriate baselines to facilitate the measurement of gender-informed

changes in the business environment. The eight thematic modules provide specific guidance

on key investment climate issues comprising (i) public-private dialogue, (ii) business start-up

and operation, (iii) business taxation, (iv) trade logistics, (v) secured  lending, (vi) alternative

dispute resolution, (vii) special economic zones, and (viii) foreign investment policy and pro-

motion. Thematic modules are designed to guide the reader through the project cycle and

present the three-step process: (i) diagnostic, (ii) solution design, and (iii) implementation and

monitoring and evaluation. Although each module is designed to be used on a standalone

basis, each should be read with reference to the core module. There is therefore some repetition

across modules and cross-referencing between them.
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Why Gender Matters in Investment Climate Reform

An awareness of gender issues is important when considering strategies to improve

the business environment and promote private sector development. Creating greater

economic opportunities for women has compelling economic reasons, and inequali-

ties impose development costs on societies.1

1 Unequal Distribution of Women’s Economic Activities

Women are active economic participants as business owners, workers, and man-

agers globally (table I.1, figure I.1). Women’s entrepreneurship, which has been

recognized as an important untapped source of economic growth, is on the rise

globally,2 and women’s share of the labor force has also increased in recent years,

reaching 40 percent worldwide by 2006.3

Despite these positive trends, women’s economic activities are not equally dis-

tributed across the productive sectors. In most developing countries female-run

enterprises tend to be undercapitalized, having poorer access to machinery, fertilizer,

extension information, and credit than male-run enterprises. Laws, regulations, and

customs restrict women’s ability to manage property, conduct business, or even

travel without their husbands’ consent. Disparities also exist in women’s workforce

participation. Women are three times as likely as men to be hired informally4 and

are much more likely to be unpaid workers that contribute to the  family’s business

than are men (figure I.2). Such discrepancies impair women’s ability to participate

in development and to contribute to higher living standards.

Table I.1: Enterprise Survey Data, Regional Summaries

Percentage of 
full-time female

workers

Percentage of
women in senior

management 
positions

All countries 27.43 9.13

Latin America & Caribbean 31.71 12.64

Eastern Europe & Central Asia 41.06 11.57

Sub-Saharan Africa 20.67 8.27

Middle East & North Africa 17.75 4.58

South Asia 18.78 1.56

Source: World Bank Enterprise Surveys. 
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Figure I.2 Employment Status by Gender, 2007 (Ratio of Percentage of
Females to Males)

Source: ILO, Global Employment Trends for Women 2008.
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2 What Gender Disparity Means for Policy Makers 

Several aspects of gender relations—gender biases in rights; gender differences in

access to and control over material resources, such as land, credit, employment and

wages, as well as the gender-based division of labor; and disparities between males

and females in power and decision making—have implications for well-being at

the household level and, as a consequence, long-term productivity growth.

Today, in no country in the world do we observe absolute equality between men

and women (figure I.3).5 But closing the gender gap affects growth in several ways.

Significant benefits have been found at the household level, with improvement in

children’s well-being. In particular, greater gender equality in education and income

can enhance a woman’s bargaining power within the household. Because women,

more than men, tend to allocate spending to children’s needs, education levels will

increase, mortality rates will fall, and nutrition will improve. Greater gender equal-

ity, by therefore reducing undernourishment in children, will result in decreases in

chronic sickness, stunting, and impaired social and cognitive development. The

long-run macroeconomic effect, apart from improving individual well-being, is an

improvement in human capital and thus the labor productivity of a society.6

In addition to the intergenerational benefits of gender equality, closing  gender

gaps in education and employment brings efficiency gains. From a  competitive -

ness perspective, women’s disproportionately low participation in the workforce

and exclusion from employment—or employment discrimination that leads to

occupational segregation—can reduce the pool of applicants, distort the allocation

Figure I.3 Global Gender Gap Index

Source: World Economic Forum Global Gender Gap Index 2008.

Rank
2008

1
2
3
4
5

126
127
128
129
130

Country
Norway
Finland
Sweden
Iceland
New Zealand
Benin 
Pakistan
Saudi Arabia
Chad
Yemen

Score*
0.824
0.820
0.814
0.800
0.786
0.558
0.554
0.553
0.529
0.466

*0 to 1 scale: 0 = inequality, 1 = equality
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of talent and the productivity of human capital, thereby reduce the average

 productivity of the labor force. Reducing inequalities in  education and job access

can stimulate economywide growth.7 Moreover,  gender gaps in education appear

to have a negative effect on foreign direct investment.8

There also appear to be positive correlations between women’s representation

on corporate boards and corporate performance, suggesting that women are good

for business. Fortune 500 firms with the highest percentage of women corporate

officers yielded on average 35.1 percent greater return on equity and 34 percent

greater total return to shareholders than those with the lowest percentages of

women corporate officers.9

In short, countries that do not fully capitalize on one-half of their human

resources run the risk of undermining their competitive potential. Capturing this

“missed potential” should be the goal of gender-informed investment climate

reform, as the payoffs could be considerable.11 Therefore, integrating gender

dimensions into policy dialogue can reduce gender barriers, unleash the untapped

productive potential of women, and broaden both the economic impact and

 sustainability of policy interventions.

Examining the comparative growth record of Indian states between 1961 and

1991 reveals that a 10 percent increase in the female-male ratio of workers would

increase output by 8 percent, and a 10 percent increase in the female-male ratio

of managers would increase output by 2 percent.10



3 Gender-Specific Challenges and Responses 
in Investment Climate Work

There are three fundamental and interrelated gender-specific challenges within

investment climate work. First, women and men may have unequal legal status

and property rights, with profound implications for women’s economic capacity.

Second, even when the laws and procedures are gender neutral in theory, they

may still result in gender-biased outcomes that can have significant effects on

access to and control of economic resources, which affect growth, productivity,

and welfare. Finally, women are not well represented and have less access to net-

works and lobbies to influence public decision making (figure I.4). Investment

climate programs can help reduce these biases through gender-specific policy

responses.

3.1 Women’s Unequal Legal Status

The legal and regulatory framework of a country, which is a core element of a well-

functioning business environment, may be markedly different for women. Laws

directly affecting women’s capacity to participate in the private sector may include

male consent to start or operate a business. Additional laws outside the business

sector, such as those concerning marriage, family relations, and inheritance, may

have a determining influence on women’s ability to participate in the private sector.

Figure I.4 Gender Challenges in Investment Climate Work

women have limited voice in public decision making

networks

role models

access to
information

lobbying

interference and
harassment from

government officials

expensive and
lengthy procedures

impact women more

gender-neutral laws can have gender-biased outcomes
in practice

legal rights may differ for men
and women

direct:
male consent

required to
start a business

indirect:
limited

inheritance
rights

Source: Authors.
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3.2 Gender-Neutral Laws but Gender-Biased Outcomes

Even a legal and regulatory environment that is “gender-neutral” in principle may

have gender-differentiated outcomes. As a result, these laws may impede women

to a greater extent than men when it comes to access to credit, assets, education,

training, and information needed to start and operate a business.

Barriers to business formalization, particularly lengthy and complex registra-

tion, incorporation, and licensing practices, have a disproportionately negative

effect on women, in some cases making it impossible for them to formalize. For

example, women may be less able than men to afford long and expensive registra-

tion procedures, in part because of the “double workday” of domestic and busi-

ness responsibilities or because they may face higher levels of “interference” in

interacting with government officials or complying with government regulations

(figure I.5). Moreover, women are often  perceived as “softer targets” for corrup-

tion and are asked for “speed payments.”

Similarly, the institutions involved in designing and implementing invest-

ment climate reforms may differ in terms of their accessibility to women and

their understanding of how gender issues may affect their work, just as women

may have less knowledge of reforms under way or planned and less access to rel-

evant information.

Figure I.5 Businesses in Uganda Responding That Government 
Officials Have “Interfered” in Their Business

Source: Ellis et al 2006.

43

60

40

20

0

pe
rc

en
t

25

women-headed enterprises all enterprises

type of enterprise (by ownership)



3.3 Women’s Limited Voice and Power in Decision Making 

Another commonly encountered constraint that can be addressed through invest-

ment climate work is that women, particularly in developing countries, have limited

ability to influence decisions either in their community or at the national level. This

may mean low representation in parliament, public office, and managerial positions

in companies or corporate boards. Further, women are often excluded from informal

networks of communication; and gender-based stereotypes and lack of role models

often serve as barriers to women’s professional advancement and limit their voices

both in business communities and policy making. Including women business own-

ers and women’s business associations in public-private dialogue and advocacy

efforts will allow women’s unique constraints to be considered in the reform process.

The modules in this guide will discuss in detail how investment climate

reform programs can practically and effectively address these challenges and

ensure that women also equally benefit from reforms.

Introduction and Economic Rationale
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A survey in Bangladesh found that government clerks who were charging

“speed payments” to process claims were more likely to target women, as they

were assumed to have a male provider. Pregnant and ill women were more likely

to be subject to such “informal payments” because they were seen to be in a

weak position to protest.

Source: UNIFEM 2008.
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The introductory chapter made the case for why gender issues need to be integrated into

investment climate reform. This core module sets out the baseline framework for addressing

the gender dimensions of investment climate reform through each of the key phases of diag-

nostics, solution design, and implementation and monitoring and evaluation. Before delv-

ing into any particular investment climate constraint, it is critical to establish a baseline of

common elements needed to underpin a gender-informed understanding of the investment

climate and to support design and implementation of appropriate solutions. 

This core module should be used alongside each of the eight modules in this guide, as it

provides a broader context as well as an essential foundation for each of the specific topics

the modules tackle. 
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Core Module: Gender-Informed Baseline

Step 1  Core Diagnostics 

1.1  Understand the Roles of Men and Women in the Economy 

1.1.1  Analyze the Business Sector through a Gender Lens 

The starting point for an investment climate reform is an analysis of the economy—

of key sectors and potential areas for growth, and of the structure and nature of the

business community. Such an analysis should include a review of the roles and sta-

tus of men and women in the economy—as entrepreneurs, employers, and workers. 

Men and women often operate in different sectors of the economy and at differ-

ent levels of economic activity. Patterns differ by region and by sector (table 1). In

Sub-Saharan Africa women are more likely to work in agriculture than men, but the

reverse is true in Latin America and the Caribbean. It is important to avoid stereo-

types that assume that women are always concentrated in smaller businesses or in

specific sectors (such as garments). Instead, a careful country-specific analysis is

required to determine the extent to which men and women entrepreneurs are

involved in manufacturing, industrial production, or in service-oriented activities,

including trade. 

The employment status of women and men can vary widely, too. In Latin Amer-

ica and the Caribbean, women are more heavily represented in wage work than in

self-employment, but the opposite pattern exists in Sub-Saharan Africa. In all coun-

tries, though, women are less likely to be employers than men. Women are much

more likely to be unpaid workers who contribute to a family business than are men

(International Labour Organization [ILO] 2008). 

Knowing where men and women are situated in the economy, and what their

principal economic activities are, enables investment climate reform to be  targeted

more effectively to meet the different obstacles and constraints they face. Con-

versely, ignoring gender differences can render pro–private sector interventions less

Table 1: Female and Male Employment by Sector, 2007 (in percentages)

Agriculture Industry Services 

Region Women Men Women Men Women Men

Sub-Saharan Africa 68 62 6 12 26 25 

Latin America/Caribbean 11 25 15 27 75 48 

East Asia 41 36 26 28 34 36 

South Asia 61 43 18 23 21 34 

Developed countries 3 5 13 34 84 61 

Source: ILO, Global Employment Trends for Women 2008.
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effective. Specifically, identifying key sectors in which women predominate or play

an important economic role is important in analyzing sector-specific constraints to

business registration, licensing, and taxation, so that, as needed, a more gender-

responsive approach can be developed. This is especially important as a means of

informing policies and strategies with respect to special economic zones (module 7)

and to foreign investment policy and promotion  (module 8). Linking an under-

standing of economic roles with analysis of gender differences in access to resources

facilitates identification of important gaps and missed opportunities (box 1).

Data are available from World Bank Enterprise Surveys on many of the core

characteristics of businesses, including sector of operation, size, location, years in

operation, and management structure. In some instances, especially in the more

recent surveys, the information can be disaggregated by the gender of the business

owner, which provides a foundation for profiling where men and women are in the

enterprise sector and where there are differences in key enterprise characteristics.

Table 2 shows such data for a small sample of African countries. 

1.1.2  Take Account of Nonmarket Work and Time Use 

Because women face a disproportionate burden of domestic tasks, it is important

to collect data, where available, on this division of labor. Especially in low-income

countries and among the poor in all countries, women work more hours per day

than men (box 2), as revealed in time-allocation data the world over.1 The “double

workday” of women places disproportionate pressure on them and limits their

ability to engage in income-generating activities, own and operate businesses, and

participate in community or national decision making. 

To a considerable extent, therefore, women can only engage in directly productive

economic activity after discharge of or concurrent with domestic responsibilities.

Thus investment climate reforms aimed at simplifying procedures (notably reducing

Gender Dimensions of Investment Climate Reform

BOX 1 Gender Gaps and Missed Potential in Kenya

Women in Kenya manage 40 percent of smallholder farms, but they
receive only 1 percent of the total amount of credit directed to agriculture
and receive lower levels of agricultural inputs, such as extension services,
than their male counterparts. It has been estimated that increasing female
access to such inputs to the same level as men’s would increase agricul-
tural yields in Kenya by more than 20 percent. 

Sources: FAO 1998; Quisumbing 1996.
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Table 2: Percentage of Female-Owned Enterprises, by Sector and Size, Selected African Countries

Sector of enterprise Size of enterprise

Total of
enterprises Female Male

Country/Year 
of survey Textile Agrofood

Other
manuf. Services Other

Micro
(1–9)

Small
(10–49)

Medium
(50–99)

Large
(100+)

Angola 2006 40 10 29 30 25 25 25 7.8 7.6

Botswana 2006 58 56 56 54 55 9.2 9.3

Burundi 2006 21 22 39 31 42 33 8.2 7.9

Congo, Dem. 
Rep. of 2006 46 7 8 25 26 25 17 22 7.8 10.4

Egypt 2006 21 25 20 19 19 22 24 21 21.9 21.3

Ethiopia 2002 14 11 10 11 12 11 19.5 13.2

Madagascar 2005 48 22 12 21 24 24 14.0 17.0

Mauritania 2006 6 20 11 16 20 17 7.8 9.7

Morocco 2004 8 2 2 5 8 7 6

Namibia 2006 17 45 19 41 32 37 9.7 11.0

South Africa 2003 15 3 10 12 7 8 9 15.3 21.0

Tanzania 2003 9 6 3 10 8 25.2 15.7

Uganda 2006 38 16 41 31 30 32 12.3 10.8

Source: Enterprise Survey data (various years) in World Bank/World Economic Forum/African Development Bank 2007. The figures represent the percentage of women 
entrepreneurs within each group. Figures are not shown when the sample size is less than 30 enterprises.

Years in 
business
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the time costs) disproportionately benefit women. Consequently, lowering women’s

disproportionate burden of unpaid work, by prioritizing investment in infrastruc-

ture and labor-saving technologies and enacting employment and welfare policies

that facilitate more equal domestic burden sharing between men and women, is key

to widening business opportunities for women.

Gender Dimensions of Investment Climate Reform

BOX 2 Women Work Longer Hours Than Do Men 

In 1995, the United Nations Development Programme Human Develop-
ment Report calculated that women’s total share of work in all economic
activities accounted for more than half (53%) of all productive activity, but
within this, paid market activities represented only one-third of their
work—this compared with three-fourths of men’s work in paid activities.
As a result, men receive the lion’s share of income and recognition for their
economic contribution; women’s work on the other hand often remains
unrecognized and undervalued.

Source: UNDP 1995. 
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1.1.3  Identify Key Differences in Access to, and Control of,
Economic Assets and Resources 

Men and women differ in ownership of, access to, and control of resources. This

includes land and property, access to finance, education and literacy levels, knowl-

edge, information and training, and skills in business, management, and market-

ing. It also includes differences in opportunities and capacities for decision

making, as reflected in women’s low levels of representation in business associa-

tions, legislatures, and management and boards of private sector companies.

Analysis of men’s and women’s economic roles, for example, is likely to show that

Core Module: Gender-Informed Baseline

Checklist of Key Questions and Information Sources

• In which sectors do women and men, respectively, typically invest and

work? 

• What type of firms do women and men tend to run? 

– large/medium/small/micro

– formal/informal

– location, for example, rural/urban

– years in operation 

– management structure

– legal form, for example, incorporated/unincorporated 

• What information exists on the nonmarket workloads of men and women

and their implications for economic and business activity?

• Are women and men located in different parts of the supply chain? 

Sources of Information

• National statistics

• Enterprise Surveys (www.enterprisesurveys.org)

• Household surveys, including, where available, time-use modules

• Surveys of micro and small enterprises

• Foreign Investment Advisory Service (FIAS) informality surveys 

• Data from chambers of commerce and business associations

• Time-use surveys and case studies of men’s and women’s workloads with

respect to domestic and economic activities 

If published reports do not include gender-disaggregated data, the raw data

behind the report may be available for analysis. 
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women are more present in the informal sector. Wage gaps persist throughout the

world, as discussed in the introductory chapter. A full analysis of these issues is

beyond the scope of an investment climate diagnostic, but a basic understanding

of this context is important for investment climate reform and for possible

focused capacity-building activities. 

1.2  View Investment Climate Reform within the Broader 
Social and Cultural Context

Gender Dimensions of Investment Climate Reform

The Beijing Platform for Action endorses a target of having at least 30 percent

of decision-making positions held by women. This benchmark is seen as the

minimum level at which women feel confident in participating in decision-

making processes and for them to have an impact.

Although it may not be possible or appropriate in the context of an investment

climate analysis to undertake a full assessment of gender relations, some under-

standing of the broader social and cultural environment is essential to develop

workable solutions. Where traditional cultural values and informal rules inhibit

women’s ability to participate in the economy, reforms, however beneficial in

Checklist of Key Questions 

• Do men and women have equal land and property rights? 

• Do men and women have equal access to finance? 

• What differences exist between men and women in education and literacy

levels?

• How well are men and women represented in the legislature, business 

associations, private sector management, and boards? 

Sources of Information

• National statistics

• Enterprise Surveys (www.enterprisesurveys.org) 

• Household surveys, including, where available, time-use modules

• Surveys of micro and small enterprises and financial institutions

• Data from chambers of commerce, business associations, and the 

private sector

• CEDAW reports and “shadow” reports

• Focus group discussions (FGDs) and interviews with women in business

(business forums) 
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intent, may have limited impact. Prevailing customs, beliefs, and attitudes (of

women as well as of men) often confine and restrict the scope and acceptability of

women’s activities. In addition, a cultural environment of male dominance and

decision making limits women’s ability to control the revenue generated by their

businesses.2

In some contexts men may be seen as having “public sphere” responsibilities,

with women having, and being confined to, “private sphere” domestic responsibil-

ities. Participatory poverty analyses in Kenya and Uganda show how deep-rooted

is male reluctance to accept women as economically independent agents.3 In the

Middle East and North Africa Region, labor and other laws restrict the hours

women may work and the type of work they may do, or require them to obtain

Core Module: Gender-Informed Baseline

Checklist of Key Issues

• Women are likely to have had less education and are more likely than men

to be illiterate.

• Women are often “time poor,” shouldering the double burden of economic

activity as well as domestic responsibilities. 

• Women are often highly constrained in their ability to travel because of

both domestic responsibilities and the need to obtain permission from hus-

bands or other male figures.

• Women may be unable to mix with men outside their family and household. 

• Women may be regarded as property or as minors who are prohibited from

entering into commercial transactions without a husband or male relative’s

consent.

• Women frequently suffer from domestic violence.

Sources of Information

• Country studies and time-use surveys 

• Reports of academic and research institutions 

• Participatory Poverty Assessments

• Poverty and Social Assessments

• Country studies by international nongovernmental organizations (NGOs),

and academic or research institutions 

• Country CEDAW reports, including “shadow” CEDAW reports prepared

by NGOs 

• Country gender assessments

• Focus group discussions, forums of businesswomen

• Proverbs, stories, interviews 
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male permission to travel or to obtain a passport (Nabli and Chamlou 2004).4 In

the business environment, this leads to the perception that women are not “seri-

ous” as business people and therefore can be treated dismissively by financial insti-

tutions or other service providers. Such restrictions may not always be found in

formal laws and regulations, and may not be identified if one only looks at business-

related laws. A broader look at the legal environment, as discussed in section 1.3,

is required. Sociocultural factors, though often perceived as outside the frame of

reference of investment climate reform work, are elemental forces shaping the

environment in which women operate and consequently deserve particular and

rigorous attention in addressing the gender dimensions of investment climate

reform. Conventional investment climate reform advisory projects may not be able

to address these complex social and cultural issues directly; therefore, reform proj-

ects need to be designed cognizant of these issues and where they might affect

intended outcomes.

1.3  Analyze the Legal Status of Men and Women

Many countries have entered into international commitments to gender equality

(see annex A). But international obligations normally require domestic legislation

to bring them into effect, and frequently domestic laws are not in full compliance

with international equality obligations. 

A country’s constitution or other overarching law can contain provisions relat-

ing to gender equality to a greater or lesser extent (box 3). However, as with interna-

tional commitments, laws that do not comply with constitutional guarantees of

equality may exist. Moreover, equality provisions may not extend to private transac-

tions, such as credit applications. Thus, international and constitutional guarantees

of equality may have limited direct effects, although the obligation to comply with

them, alongside other gender equality commitments a country has made (discussed

in section 2.3), can be an important driver for reform.

When analyzing laws and regulations that affect women’s economic participa-

tion, it is critical to pay attention to those that both directly (business registration,

labor law) and indirectly (family law, inheritance law) affect women’s capacity to

participate in the private sector. In addition, especially in common law jurisdic-

tions, “judge-made” case law can be instructive about prevailing attitudes to

women’s economic empowerment. In some common law countries, women’s

groups are seeking to use strategic litigation to “push the boundaries” and challenge

legal provisions that discriminate against women. 

In the Middle East, for example, a recent report noted that business and economic

laws are not a problem for women entrepreneurs, but that other laws are (Chamlou

2008). Understanding the business environment for women entrepreneurs requires

examining how laws are applied in the context of norms that ascribe particular roles

to women (box 4). 

Gender Dimensions of Investment Climate Reform
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Core Module: Gender-Informed Baseline

BOX 3 Constitutional Gender-Equality Provisions in 
Selected African Countries

Uganda’s constitution provides for equality between men and women and
for affirmative action where such equality does not exist.

Kenya’s constitution also provides for gender equality, but exempts
from its nondiscrimination provisions “members of a particular tribe or
race” with respect to the application of their customary law. Customary
law is administered by traditional leaders (for example, elders) and local
authorities (government appointed chiefs), and under the Judicature Act
may also be applied in the formal court system in so far as it is “applica-
ble and is not repugnant to justice and morality or inconsistent with any
written law.”

Swaziland has ratified international conventions (CEDAW and the
Women’s Rights Protocol to the African Charter on Human and Peoples’
Rights), and its constitution provides for equality between genders and
recognizes women’s property rights. However, the customary law pro-
hibits women from owning land or entering into a contract without a male
relative’s consent. Even with consent a woman lacks legal personality, so
she cannot register as the title owner of a deed. The constitution states
that a woman shall not be compelled to “undergo or uphold” any custom
she opposes, but enforcement is problematic.

Source: Authors’ research of constitutional provisions and customary law. 

BOX 4 Family and Business in the Middle East

In the Middle East all constitutions identify the family, rather than the indivi -
dual, as the central unit of society. Preserving the family is an important
duty of the state, which guarantees and protects the family through its
authority and institutions. Without exception, constitutions based on the
family (inside and outside the region) consider the man as the main bread-
winner and the head of the family and the woman as a wife and mother—
relying on traditional gender roles and gender-based divisions of labor.
These constitutions treat women’s economic role as unnecessary or sec-
ondary. This approach often translates into overprotective laws or gen-
dered legal interpretations in cases of ambiguities. Obedience laws, for
example, which are outside business legislation, obligate women to obey
their husbands. In most cases a woman’s disobedience can be grounds for
divorce and loss of child custody. A host of other laws aims to ensure the 

(Continued )
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BOX 4 Family and Business in the Middle East (Continued )

husband’s authority over the family and his wife, for example, requiring
women to obtain the permission of husbands to work, obtain passports, or
travel. Requiring permission to obtain passports or travel is a significant
impediment to doing business. Obtaining a loan can be harder as well.
Although banking laws do not discriminate against female borrowers, the
practice of banks across many countries is to ask for the husband as a
cosigner, even if he lacks the financial resources or is not involved in the
venture. The intent is to ensure that the woman’s actions do not interfere
with the wishes of the family or her husband. 

Source: Chamlou 2008. 

Checklist of Key Questions

• Which international treaty obligations does the country have in relation to

gender equality? 

• To what extent have these obligations been incorporated into domestic law? 

• What does the country’s constitution or other overarching law say about

equality between genders? 

• If the constitution provides for equality between genders, how is this provi-

sion operationalized in the underlying legal framework? 

• Are there any exceptions to a constitutional equality provision, for example,

allowing customary law to prevail in some circumstances? 

• Are there laws that discriminate against women in relation to family, mar-

riage, and property or inheritance rights; age of majority; or ability to travel? 

• In a common law country, is there recent case law on women’s rights, for

instance, property rights? 

• Are there parallel legal systems, for example, religious or customary law? If

so, how do they treat relations between genders? 

Sources of Information

• Ministry of foreign affairs (international commitments) 

• Ministry of justice or legal databases (constitutional and legislative frame-

work); lawyers specializing in gender issues (for example, the local branch

of FIDA-International Federation of Women Lawyers) 

• Reports of international NGOs on women’s rights 

• Country reports on CEDAW and “shadow” CEDAW reports 



25

1.4  Identify Laws, Regulations, Procedures, and Business Obstacles 
That Are Perceived Differently by Men and Women

Tools to identify investment climate constraints need to capture those that have impact

on women as well as those that affect men. Some constraints may affect men’s and

women’s businesses differently, and surveys need to be designed to capture these differ-

ences. For example, the World Bank recently undertook a survey in eight Middle East

and North Africa countries. Constraints that affected women, but not men, included

inability to enter a business registration office without a male relative, travel without

male permission, or check into a hotel on their own.5

Some constraints may limit both women and men but have a disproportion-

ate impact on one or the other. For example, there is evidence that women are

more likely to suffer from harassment and requests for bribes when interacting

with public officials than their male counterparts. A study in India found that

women had to wait on average 37 percent longer than men to see the same local

government official. Women of roughly the same income as men were three times

more likely to be “queue-jumped,” and 16 percent of women reported sexual

harassment from local government officials.6 A survey in Bangladesh found that

government officials were more likely to target female applicants for informal

“speed payments” because they were assumed to have a male provider.7 In the

Arab Republic of Egypt, constraints appear in sometimes surprising ways (box 5).

Core Module: Gender-Informed Baseline

BOX 5 Egypt—Subtle Gender Differences in Investment Climate
Constraints

There are some gender-related differences in Egypt’s investment climate.
Egyptian female-owned firms are more likely than male-owned firms to
perceive access to land and electricity as problems. This finding is con-
firmed by additional analysis, which substantiates differences for electric-
ity through the objective occurrence of problems. Egyptian female-owned
firms report a yearly average of 14 days of interruption from power outages
or surges from the public grid, compared with 10 days reported by male-
owned firms. It is difficult to explain the root causes. More interesting is
that female-owned firms report higher losses because of these problems
(7 percent of total sales, compared with 5 percent for male-owned firms).
Egyptian female-owned firms also report higher legal constraints. This dif-
ference, though not statistically significant, is confirmed by the occurrence
of objective obstacles. On average, female-owned firms need 86 weeks
to resolve disputes over overdue payments, eight months longer than the
54 weeks for male-owned firms. That difference is statistically significant.

Source: Chamlou 2008. 
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Even where there is no explicit legal or regulatory restriction, cultural or eco-

nomic factors may force women to depend on men to act as intermediaries with

state officials. As a result, women’s interactions with officials are less efficient and

women’s choice is restricted.8

Sources for gender-disaggregated data on investment climate constraints

include World Bank Enterprise Surveys, household surveys, FIAS informality

surveys, data from chambers of commerce and business associations (particu-

larly women’s business associations), data from national and international

NGOs involved in promoting women in private sector development, IFC Voices

of Women Entrepreneurs reports, and ILO Reports.9

World Bank Enterprise Surveys and other data sources allow policy makers to

address the extent to which investment climate constraints, such as those captured

in the Doing Business reports, are perceived in the same way, or differently, by men’s

and women’s businesses. Where such differences exist, further probing will be nec-

essary to understand why and to develop solutions, for example, if the problem

relates to women’s interaction with male officials. Table 3 illustrates, for the same

Gender Dimensions of Investment Climate Reform

Checklist of Key Issues

When developing new survey instruments: 

• Ensure that women as well as men are involved in question formulation and

that thought is given to identifying specific constraints that may affect one

gender or the other

• Ensure male-female balance in survey sample groups—pilot and final 

When analyzing survey results: 

• Which investment climate constraints are perceived in the same way, 

or differently, by men’s and women’s businesses? 

• What is the relative priority that women and men put on addressing 

different investment climate constraints? 

• Are there constraints that are specific to women?

Sources of Information

• Enterprise Surveys (World Bank); World Economic Forum 

Gender Gap reports

• Global Entrepreneurship Monitor reports

• CEDAW reports 

• Reports of national and international NGOs on the status of women 

• Interviews and focus groups with business associations and organizations
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Table 3: Entrepreneurs Identifying Selected Obstacles as Major or Severe, by Gender

Obstacle

Country/Year 
of survey

Access to 
land Skills Corruption

Crime, theft, 
disorder

Labor 
regulations

Licenses 
and permits

F M F M F M F M F M F M

Angola 2006 15 26 10 22 22 37 27 35 3 12 31 31 

Botswana 2006 31 23 18 14 23 22 14 22 5 9 16 16 

Burundi 2006 29 30 12 10 24 14 21 17 0 2 16 10 

Congo, Dem. Rep. of 2006 24 15 14 15 18 18 30 20 14 12 31 25 

Egypt, Arab Rep. of 2006 29 20 35 36 59 63 . . 24 31 14 11 

Ethiopia 2002 61 63 14 15 46 43 8 11 0 4 3 10 

Madagascar 2005 18 22 32 27 41 48 42 35 19 10 14 14 

Mauritania 2006 14 29 26 15 21 15 0 4 0 3 2 4 

Morocco 2004 38 45 36 20 16 16 9 8 18 15 18 19 

Namibia 2006 19 14 13 24 26 18 26 26 9 10 9 7 

South Africa 2003 6 3 19 30 19 16 35 32 16 33 0 3 

Tanzania 2003 29 29 54 29 13 30 

Uganda 2006 13 22 9 9 25 20 15 14 1 2 8 16 

Source: Enterprise Survey data (various years) in World Bank/WEF/AfDB 2007. The figures represent percentages. 
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countries included in table 2, some of the areas in which men and women perceive

investment climate obstacles differently.

Usually no one obstacle is commonly perceived as a constraint by all women

entrepreneurs, nor is there any one country where all obstacles are perceived by

women entrepreneurs as a constraint. Consequently, country- and sector-specific

analysis is necessary to better understand which constraints are binding, to whom,

and in which circumstances. Where published reports do not include gender-

 disaggregated data, the raw survey data may be available for analysis. 

1.5  Ensure Women’s Voices Are Heard and Issues Facing Women in 
Business Are Raised

Gender-aware diagnostics of the legal and regulatory environment need to be

conducted in close collaboration with key women’s associations, civil society

groups, the business community, and government counterparts. In addition to

identifying gender barriers to growth and investment, carrying out this work in

an explicitly gender-inclusive manner can help build local understanding of

gender and private sector development issues and strengthen the ability of local

associations and civil society groups to advocate effectively for change to

advance gender-sensitive reforms. Ensuring that women’s voices are heard in

the diagnostic process—and concomitantly in solution design, implementation,

and M&E—will increase women’s ability to benefit from and contribute to eco-

nomic growth. An improved business-enabling environment for female-owned

businesses will result in greater numbers of more successful women entrepre-

neurs and increased job creation. 

Data collection and outreach to women need to be conducted in a way that

addresses specific limitations that sometimes affect women (box 6). 

One approach to engaging women in the diagnostic and solution design phases

is “women-in-business” forums, which give women an opportunity to articulate suc-

cess factors and challenges to entrepreneurship. This approach was at the core of the

diagnostic work undertaken in the South Pacific in February–March 2009 (box 7).

Gender inclusion can also lead to a better understanding of the underlying hard

data and their implications for the business environment. For instance, it is difficult to

distinguish between business ownership and business management using available

business registration or survey data. This is especially important in the case of 

family-run businesses—and many women’s businesses, especially in Africa, are

family businesses.10 When shares are registered in the names of both husband and

wife, the extent to which ownership is truly “joint” cannot be ascertained easily.

Similar issues arise with respect to management and decision making in family

businesses. Such issues can be uncovered in focus groups, women-in-business

forums, and public-private dialogue mechanisms. 

Gender Dimensions of Investment Climate Reform
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Core Module: Gender-Informed Baseline

BOX 6 Using Appropriate Data Collection Methods to 
Reach Women

Appropriate data collection methods need to be used when seeking infor-
mation from women in the course of a diagnostic. Data collection meth-
ods should take into account the likelihood of the following:

• Women often have lower literacy levels (for example, for completing
survey forms).

• Middle-class urban women are not necessarily representative of
women generally.

• Women are less likely to speak at public meetings (for example, in
mixed-gender focus groups).

• Women may not be able to attend meetings, either because of time
poverty, social barriers, or denial of permission by husband.

• Women entrepreneurs are often not well represented in membership-
based private sector associations. 

BOX 7 Dialogue with Businesswomen: Diagnostic and 
Solution Design

During an IFC diagnostic mission in the South Pacific reviewing the scope
for incorporation of gender in the IFC’s investment climate reform initia-
tives, IFC initiated women’s business forums in Papua New Guinea,
Samoa, the Solomon Islands, and Tonga. Where possible, forums were
organized using the offices of existing women’s business organizations (for
example, the Solomon Islands Women in Business Association). But in
Papua New Guinea, where the women’s business association was per-
ceived to be weak and fairly unrepresentative, invitations were sent out to
businesswomen through a variety of means. In Tonga the forum was
organized by the advisory team implementing the regulatory simplification
project, whereas in Samoa the forum was organized through the dynamic
leadership of the Small Business Enterprise Centre. 

Forums were informal, with the clear objective for the women to share
stories of the constraints they face related to the investment climate and
with a view to influencing IFC programs to address women’s concerns. In
the Solomon Islands and Papua New Guinea, as an ice-breaker, women
were asked to share in pairs what they “loved” about being in business
and what they “hated”—and answers were pinned up on the walls. 

(Continued )
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Further, as there may be differences in opportunities and capacity for men and

women to influence economic decision making—as reflected by women’s usually

low levels of representation in business associations, legislatures, and boards and

management of private sector companies—an inclusive approach to fact-finding

will ensure that women’s voices are heard and issues are brought to the attention of

policy makers, which otherwise might not be the case. 

Gender Dimensions of Investment Climate Reform

BOX 7 Dialogue with Businesswomen: Diagnostic and 
Solution Design (Continued )

Networking and forming relationships came out as key positives. In break-
out groups, women who had encountered problems in particular areas (for
example, business start-up or dispute resolution) were asked to provide
details, using the questionnaires in this Practitioners’ Guide. The session
ended with a prioritization exercise, with participants voting on which solu-
tions to problems encountered were the most important to take forward. 

Feedback from the forums indicated the women appreciated the chance
to network and share common concerns; many business cards were
exchanged. In Papua New Guinea, it is hoped that the forum can develop
into an ongoing mechanism for businesswomen and feed into new struc-
tures being developed for public-private dialogue (PPD). In the Solomon
Islands, the forum was an opportunity to strengthen the existing Women
in Business Association and to encourage new members to join. In Samoa,
the forum was seen as a useful starting point for strengthening women’s
engagement in existing mechanisms of dialogue with the government,
and, possibly, helping to establish the foundations for a future public-
 private dialogue initiative.

Source: Based on authors’ field research. 
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Core Module: Gender-Informed Baseline

Checklist of Key Issues 

• Use data collection methods that are appropriate for women.

• Consider women-in-business forums or other mechanisms aimed at giving

women opportunity to voice their concerns and to identify critical success

factors and obstacles affecting their business.

• Use business forums and conduct individual interviews with women,

alongside analysis by local experts, which are useful means of identifying

and tackling constraining social and cultural issues. 

• Use “profiles” of women in business to highlight specific investment climate

issues faced by women.

• Be clear about whether the questions are aimed at the business manager or

owner.

• In the case of a family-run business, seek to determine what the relationship

is between ownership and management and whether men or women are

the final decision makers in the business. 
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Step 2  Solution Design 

2.1  Test Political/Cultural Acceptability and Create a Conducive 
Environment for Reform 

In some countries, gender is high on the political agenda. In others, it is much more

difficult to address gender issues overtly. Country circumstances matter. For

instance, following the genocide in Rwanda, women were seen as “the main agents

of reconstruction.” The government explicitly adopted a policy of gender equality,

amending the country’s constitution and legal framework to reflect this. In 2007,

Rwanda was ranked as the third most equitable country in the world (after Sweden

and Finland).11 In other countries, reforms to improve the position of women may

hit deep-rooted opposition. In Uganda a clause in the Land Act 1998 to give mar-

ried women coownership of matrimonial land was “lost” and did not appear in the

final version of the act, despite having been approved by the parliament. Successive

attempts since then to reinstate the lost clause have stalled.

Signatories to international treaties on gender equality, through their treaty

reporting requirements, have opened themselves up to international scrutiny on

their compliance with their obligations. This can be a lever for reform (box 8). 

Some reforms have the potential to be of particular benefit to women but will

also benefit men, for example, simplifying business entry (because women tend to

be less well placed than men to deal with complex entry processes). Such “gender

blind” reforms may be more politically acceptable. The diagnostic work should

identify and prioritize the issues that are most likely to benefit women. 

Sociocultural issues can be addressed carefully in women’s business forums, in

direct interviews with stakeholders, or as part of the public-private dialogue, where

Gender Dimensions of Investment Climate Reform

BOX 8 Compliance with CEDAW and Reporting Requirements

CEDAW commits signatory countries to submit regular reports to the
CEDAW Committee at the United Nations (UN) on their compliance with
their treaty obligations. NGOs will frequently submit a “shadow” report
critiquing the formal report. 

For example, the Government of Vanuatu’s 2004 national report on
their compliance with CEDAW submitted to the UN highlights ongoing
gender inequalities in its legal framework. NGOs in Vanuatu published a
“shadow” CEDAW report at the same time, further highlighting these
issues and making the case for reform. 

Sources: CEDAW 2004; IWRAW-AP 2007.
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women can identify the most important issues as well as any culturally appropriate

actions for tackling them. 

2.2  Involve Women As Well As Men in Developing Appropriate Solutions

Stakeholders to involve in developing solutions and testing proposed solutions

include 

• government or other body responsible for defining and implementing invest-

ment climate reforms;

• government agency responsible for gender equity (usually a ministry for

women’s affairs or for gender);

• women’s business associations and women in business; and

• gender technical specialists (for example, in government, NGOs, or the donor

community). 

Bringing stakeholders together to support gender-responsive reforms was car-

ried out in Indonesia by the State Ministry of Women’s Empowerment partnering

with the Indonesian Women’s Business Association (box 9). 

Core Module: Gender-Informed Baseline

BOX 9 Stakeholder Engagement in Indonesia

Although women in Indonesia owned 60 percent of the country’s formal
and informal micro, small, and medium enterprises, they were often
denied credit without approval from their husbands. This was one of many
paradoxes the IFC sought to highlight through a public outreach campaign
aimed at increasing awareness of women’s role in business. Two stake-
holders, the State Ministry of Women’s Empowerment and the Indonesian
Women’s Business Association, were critical to the campaign and to future
reform efforts. The project team dedicated six months to presenting its
research findings and building consensus with the two stakeholders on
messages, facts, figures, and issues to be communicated. The team
sought to tap into the deep understanding of existing perceptions and
local support for the endeavor in order to understand the sociocultural
environment, draw on the experiences of local stakeholders to gather
input, develop strategies to ensure that the issue would be addressed
effectively, ensure messages would resonate among target audiences,
and unleash women’s economic potential. The campaign drew on two
research publications with overtly different approaches: 

(Continued )
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2.3  Link with Existing Reform Strategies of the Government 

Experience suggests that for gender to be successfully incorporated within an invest-

ment climate reform program, institutional responsibility needs to lie with the gov-

ernment entity in charge of investment policy and private sector development.12 It

is best to work with government or other bodies that have line responsibility for

investment climate reform. In some cases, having active “champions” of gender

issues within public policy-making agencies is especially helpful. For example, in

Uganda the female head of the Uganda Investment Authority championed women

in business and drove forward investment climate reforms specifically aimed at

benefiting women.

In other cases, the process can be a tool for advocating the incorporation of gen-

der. The government of Kenya’s Private Sector Development Strategy explicitly rec-

ognizes the need to mainstream gender. Gender is now being incorporated within

the action plans being developed under the strategy.

Many countries have a national gender or women’s policy, strategy, or action

plan, in which their commitments to gender equality, including the Millennium

Development Goals (MDGs), their compliance with CEDAW, their implementation

of the Beijing Platform for Action, and measures undertaken in the framework of

regional charters and other national policy frameworks are specified. In supporting

gender-responsive reform, it will be important to develop solutions that support,

Gender Dimensions of Investment Climate Reform

BOX 9 Stakeholder Engagement in Indonesia (Continued )

• Access to Credit for Businesswomen in Indonesia showcased analyti-
cal findings to be leveraged in policy discussions or distilled for general
audiences.

• Voices of Women in the Private Sector presented stories of women
entrepreneurs that a wider audience could understand and with which
they could empathize.

Both approaches were important to the project’s dual goals of encour-
aging policy responsiveness and raising public awareness. Survey find-
ings can be used by the policy community that will eventually be critical
to supporting and pushing through the reforms to improve the business
climate for women. Communicating similar information through anec-
dotes and individual stories will more likely gain the interest of a broader
audience base. 

Source: Adapted from World Bank 2007. 
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and are compatible with, national gender policy. It will also be essential to facilitate

or strengthen partnerships between economic management agencies and those

institutions within government (usually a ministry with responsibility for women

or gender) that are responsible for implementing the country’s gender strategy and

its commitments to gender equality.

Partnerships between investment climate reformers and gender policy makers

can be strengthened in several ways—including through 

• capacity building for gender experts on investment climate reform and invest-

ment climate reform experts on gender issues; 

• developing structures that include both groups, for example, advocacy coali-

tions, joint meetings of donor gender and private sector development working

groups, steering and technical committees that include both genders, and pri-

vate sector development government institutions; and 

• inclusion of both sides, and the private sector, in PPD forums and other mech-

anisms of dialogue.

Consideration should be given to including gender specialists on investment

climate reform program’s implementation structures—for example, on steering

and technical committees, and in any team of technical experts. The government

ministry or agency with responsibility for gender or women should, if possible, be

involved—although capacity building may be necessary.

2.4  Draw on In-Country Resources and Expertise

Just as many countries have articulated gender strategies, so, too, do they have valu-

able sources of information and expertise on gender issues. In developing solutions

for gender-aware investment climate reform, drawing on local, or locally based,

expertise can help provide relevant information and ideas, as much in the diagnos-

tic phase as solution design. Some countries have university departments, faculties,

think tanks, and research institutions focused on gender issues. In many countries

multilateral and bilateral agencies have gender desks. These work with government

counterparts to prepare diagnostic studies in key areas, as is the case with United

Nations Development Fund for Women’s Situation Analyses of Women, UNDP’s

National Human Development Reports, Country Gender Assessments from the

World Bank and other multilateral development banks, and country-focused work

in global reports, such as the Progress of the World’s Women reports, Global Enter-

prise Monitor reports, and others. 

Core Module: Gender-Informed Baseline
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Step 3  Implementation and M&E 

3.1  Establish Baselines 

The critical importance of monitoring and evaluation in program design and

implementation is well recognized. The approach to M&E builds on the core indi-

cators developed by IFC and on the 2008 Monitoring and Evaluation Hand-

book. These tools have not, to date, explicitly focused on gender-relevant or

gender-disaggregated indicators except to a certain extent.13 Some of the broader

issues affecting the design and implementation of M&E systems have important

gender dimensions (box 10). 

Gender Dimensions of Investment Climate Reform

BOX 10 Key Dimensions of Monitoring and Evaluation: 
Gender Perspective 

• Results are differentiated by type of business. The M&E framework
needs to recognize that impacts of investment climate reforms may
differ by category of business, depending on size, sector of operation,
location, and other characteristics, including gender, age, and socio -
economic background of owner or operator. Gender is a universal
dimension of diversity, and, often, a dimension of disadvantage. Cap-
turing these different dimensions of diversity is one of the key tasks
of the M&E framework.

• Results are affected by factors beyond conventional investment

climate work. Interventions not typically labeled as investment
 climate—such as education improvements, legal reforms not directly
related to the business environment, sociocultural changes, and politi-
cal reform—make important contributions to improved economic
development, and their impact cannot be easily distinguished from
investment climate interventions. This is especially the case with
respect to gender, where broader factors, addressed in the diagnostic
phase, differentially affect the capacity of men and women to start and
operate a business and engage in economic transactions. A gender-
focused M&E framework needs to address some of these broader fac-
tors and track the changes that are likely to have the greatest impact on
women in business.

• Indicators take many forms. There are several types of indicators,
including direct/indirect, qualitative/quantitative, process-focused, and
cross-cutting indicators. According to the Monitoring and Evaluation
Handbook, the experience of women registering businesses may best

(Continued )
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For all three dimensions of the module—core diagnostic, solution design, and

M&E—it is important to collect baseline data from which change and progress can

be measured. Baselines are especially important from a gender standpoint because

it is essential to understand the starting point for gender-responsive reforms and to

reveal from the outset the ways in which a gender perspective can inform the reform

effort. Analysis in each of the submodules presented previously can be expected to

provide country-level baseline data and indicators covering broader economic, legal

and regulatory, and sociocultural dimensions that are needed both to define the

reform areas to prioritize and to measure changes in key areas of reform. Clearly,

not all these data will be available, or easily obtainable, in every country context, and

some trade-offs in terms of coverage and effort required may have to be made.

Nonetheless, in many countries much of this information will be available from in-

country or international (UN, ILO) sources and can provide the essential underpin-

nings for measuring change. Annex B tabulates the core baseline indicators in each

of the areas covered in this module. M&E issues specific to each of the eight mod-

ules of this guide will be addressed in the respective modules. 

3.2  Integrate Gender-Focused Indicators into Reform Program 
M&E Systems 

There are clearly identifiable gender dimensions to the core indicators with which

IFC/FIAS measures performance of investment climate programs. These core

Core Module: Gender-Informed Baseline

BOX 10 Key Dimensions of Monitoring and Evaluation: 
Gender Perspective (Continued )

be captured through qualitative and process-focused indicators. While
such indicators are often perceived as more subjective and conse-
quently less reliable than quantitative indicators, they are, as the hand-
book points out, important means of addressing diversity and inclusion,
which are, in turn, critical elements of a gender-focused framework.

• Inclusion and participation of stakeholders are key. The handbook
stresses the value and usefulness of participatory M&E. Clearly identi-
fying stakeholders and champions of reform, and interacting with these
stakeholders in designing and implementing M&E, are key factors both
to define appropriate and relevant indicators and to ensure ownership
of the entire process. This is especially relevant for gender-focused
work and needs to be at the core of the M&E effort.

Source: Authors, based on the M&E Handbook (IFC 2008). 
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 indicators and their gender dimensions are summarized in table 4. These core indi-

cators can be integrated into investment climate reform programs with appropriate

adaptations to the specific circumstances and priorities of a given country program.

In addition, other factors relating to institutional responsiveness to women, gen-

der differences in information and knowledge about reforms undertaken, and, in

some circumstances, additional sociocultural limitations on women can be expected

to affect men’s and women’s ability to participate in, and benefit from, investment

climate reforms. Data gathering in these areas is needed to form part of the baseline

against which to measure changes in institutional performance and changes in

women’s access to the benefits reform brings. These are summarized in table 5.

Gender Dimensions of Investment Climate Reform
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Core Module: Gender-Informed Baseline

Table 4: Gender Focus of Core M&E Indicators

OUTPUT INDICATORS

Core indicator Gender focus (Gender-disaggregation)

Number of entities receiving 
advisory services

• Disaggregate business entities by gender of 
business owner where feasible

• Track inclusion of women’s business associations
receiving assistance

• Determine ratio of men to women beneficiaries in the
entities receiving assistance

Number of reports (assessments,
manuals) completed

• Number of reports with gender-disaggregated data
• Number of assessments addressing gender issues
• Number of legal or other gender-focused reviews

undertaken

Number of procedures/practices
proposed for improvement or 
elimination

• Number of procedures addressing gender-specific
barriers

• Number of procedures with anticipated gender-
specific impacts

Number of new laws, regulations,
codes, and amendments drafted 
or submitted for drafting

• Number of gender-responsive laws, regulations, 
and so forth drafted

• Number of gender-responsive provisions in new
laws, regulations, and so forth

Number of participants in training
events, workshops, conferences,
and so on

• Number of men and women participants in these
events

• Number of women-focused events

Number of participants providing
feedback on satisfaction

• Number and/or percentage of men and women 
providing feedback on satisfaction

Number of participants reporting
“satisfied” or “very satisfied” 
with workshops, training, 
seminars, conferences, and so on

• Number and/or percentage of men and women
reporting “satisfied” or “very satisfied” with these
events

Number of media appearances • Number of men and women representing the media
• Extent to which gender issues are addressed in

media appearances

OUTCOME INDICATORS

Number of recommended 
laws, regulations, codes, and
amendments enacted

• Number of gender-responsive laws, regulations, and
so on enacted

• Number of gender-responsive provisions in laws, 
regulations, and so on enacted

Number of recommended 
procedures/practices improved 
or eliminated

• Number of procedures addressing gender-specific
barriers improved or eliminated

• Number of procedures with anticipated gender-
specific impacts improved or eliminated

(Continued )
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IMPACT INDICATORS

Value of aggregate private sector
savings from recommended
changes

• Value disaggregated by gender of business owner

Value of investment financing
facilitated by advisory services

• Disaggregated investment flows, by gender of 
business owner

Number of formal jobs created • Number of formal jobs created, disaggregated by
gender and by sector

Table 4: Gender Focus of Core M&E Indicators (Continued )

Average number of days to 
comply with business regulation

• Number of days disaggregated by gender of 
business owner

Average official cost to comply
with business regulation

• Cost disaggregated by gender of business owner (to
capture corruption or other differences)

Number of entities that imple-
mented recommended changes

• Number of entities disaggregated by gender of 
business owner, where possible
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Core Module: Gender-Informed Baseline

Table 5: Gender Baselines on Institutional Performance, Knowledge, and Other Factors 

Data required Gender focus (Gender-disaggregation) Source of data

Agency performance

• Agency operation
and accessibility

• Online registration

• Opening hours of registration, licensing, 
or other agency considerations

• Accessible and safe location
• Welcoming of women
• Percentage of men and women managers

and staff in the agency
• Percentage of men and women with

access to Internet

• FGDs
• Agency management
• Women-in-business

forums 
• Business associations

Knowledge of reforms

• Knowledge of
entry requirements
and procedures

• Knowledge of
licensing 
requirements

• Knowledge of legal
(alternative dispute
resolution) 
procedures

• Ascertain state of knowledge of both 
men and women of these requirements
and procedures

• FGDs
• Agency management
• Women-in-business

forums
• Business associations
• Informality surveys

Mobility restrictions and other constraints

• Mobility and other
restrictions or 
limitations

• Do women have to obtain husband 
or male permission to obtain a passport 
or travel?

• Do women have to obtain husband or
male permission to open bank account 
or transact business?

• Are there other gender-based restrictions
on travel or networking?

• FGDs
• Women’s business

associations
• Women’s legal rights 
• NGOs
• Country legal or 

social analysis
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Figure 1 Integrating Gender in the M&E of Investment Climate 
Reform Programs

Was gender taken into
account in the diagnostic

stages?

Have gender-related
findings been taken into
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Was the M&E system
designed as part of the
overall program design?

Does M&E system include
gender-related indictors?

Does M&E system include
means of ensuring women’s
as well as men’s voices are

heard in data collection
system?

Can the program draw on
international and national

monitoring systems for
gender-disaggregated data?

Do program staff and
management have the

understanding and capacity
to analyze data by gender?

Apply Step 1 (diagnostic) of
appropriate module(s)

Design M&E system

Review range of data
sources and ensure women
are adequately represented

Negotiate for inclusion of
gender-disaggregated data

Establish a gender-focused
M&E training program

Ensure terms of references
for external M&E

consultants make specific
reference to gender

Apply Step 2 (solution
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Apply Step 3 (M&E) of
appropriate module(s)
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Yes 

Yes 

Yes 

Yes 

Yes 

Yes 

No

No

No

No

No

No

No

Source: Authors.
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Annex A  International Treaties and Commitments

International Treaties

The Convention on the Elimination of All Forms of Discrimination Against
Women (CEDAW) came into force in 1981. States are required to take appropriate

steps in all fields to eliminate discrimination against women. Specifically, Article

13(b) addresses equality of access to credit; Article 11, equality in employment; and

Article 5, equality before the law. The Optional Protocol to CEDAW (2000) gives

women the option to demand from the committee that it review infringement of

their rights (this is known as a communication procedure). The committee can also

launch an enquiry into allegations of violations by a state of rights guaranteed by

the convention (inquiry procedure).

The International Labour Organization adopted different conventions rati-

fied by its member countries. They aim to tackle discrimination in the workplace,

remuneration, maternity leave, and so on. For example, Convention Number 100

sets the standards for equal remuneration; Number 111 promotes equal opportu-

nity and treatment in employment and occupation. 

Examples of Regional Treaties 

The Protocol to the African Charter on Human and People’s Rights on the Rights
of Women in Africa commits states to combat all forms of discrimination against

women through appropriate legislative, institutional, and other measures, and to

take corrective action in areas where discrimination against women in law contin-

ues to exist (Article 2). This includes equality of access to employment; equal remu-

neration; transparency in recruitment; paid maternity leave; the promotion of

economic activities where women are overrepresented, such as the informal sector;

and equal taxation treatment of women and men (Article 13).

The Southern African Development Community Protocol on Gender and
Development adopted in 2008 contains 23 targets, including the inclusion of gen-

der equality in all constitutions with affirmative action clauses and abolition of the

legal minority status of women. There are also provisions on equal land ownership,

trade, and entrepreneurship.

Other International Commitments 

The Beijing Declaration and Beijing Platform for Action are the result of the

Fourth World Conference on Women held in Beijing in 1995. They set out an agenda

of actions to be taken to combat inequality, including in the economy, for example,

in relation to employment and access to credit. Many countries have developed

national plans of action to implement these commitments.

The Cairo Program of Action is the outcome document of the International Con-

ference on Population and Development held in Cairo in 1994. Commitments were
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made in relation to gender equality and the empowerment of women, and many

countries have developed national plans of action to implement these commitments.

Goal 3 of the Millennium Development Goals (MDGs) specifically addresses

gender equality and the empowerment of women. Countries confirmed their com-

mitment to Goal 3 in the 2005 World Summit Outcome in the areas of education,

land tenure (paragraph 58(b)), business entry, housing, reproductive health, access

to labor markets and labor protection (paragraph 58(d)), and governmental insti-

tutions (paragraph 58(g)).
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Annex B  Core Module Baseline Indicators and 
Principal Data Sources

Data required
Gender focus 
(Gender disaggregation) Source of data

Economic and social data

• Number of enterprises by
sector, size, region, age,
and other characteristics

• Number and percentage 
of enterprises in formal
and informal activity

• Number and percentage 
of enterprises by these
characteristics disaggregat-
ed by gender

• World Bank Enterprise 
Surveys

• Business registers
• Business associations

• Economically active popu-
lation or labor force partici-
pation and employment
data by sector, region
(urban and rural), occupa-
tional category, age

• Number and percentage of
economically active/labor
force participation disag-
gregated by gender

• Labor force surveys
• Household surveys
• Population censuses
• ILO (KILM) and other data

• Number of labor force 
in professional and mana-
gerial positions

• Number of male and
female labor force in 
professional and 
managerial positions

• Labor force surveys
• Household surveys
• UN data

• Number of labor force who
are unpaid family workers
in the informal sector

• Disaggregated by gender • Labor force surveys
• Household surveys
• UN data

• Number of labor force
who are working in the
informal sector

• Disaggregated by gender • Labor force surveys
• Household surveys
• UN data
• Informality surveys

• Incidence of part-time and
full-time work

• Disaggregated by gender • Labor force surveys
• Household surveys
• UN data

• Time use in selected activ-
ities, including unpaid
housework and child care

• Disaggregated by gender • Time-use surveys
• Time modules in house-

hold surveys (LSMS)
• Specialized sources

• Education/Literacy data by
age, region

• Gender disaggregated • Administrative surveys UN
system

• MDG tracking

• Leadership/Public life • Number and percentage of
men and women in leader-
ship positions: cabinet, 
parliament

• Number and percentage of
men and women in the
judiciary, and in informal
justice systems (ADR)

• Country data
• UN data
• Inter-Parliamentary Union

Web site

(Continued )
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Data required
Gender focus 
(Gender disaggregation) Source of data

• Leadership/Private sector • Number and percentage 
of men and women on 
corporate boards

• Number and percentage 
of men and women in 
senior management

• Number and percentage 
of men and women in
business associations,
chambers of commerce, 
or investor councils

• Businesses
• Business associations
• Catalyst and other similar

analysis

• Child-care policies • Number of employers 
providing child care 

• Number of children (0–3
and 3–6) in child care

• Financial sector, banking
system, and access to
finance

• Number and percentage 
of men women accessing
finance

• Number and volume of
loans accessed by men
and women entrepreneurs

• Administrative data
• Banking records
• FinScope surveys 
• Other specialized surveys

• Salary/Wage differences
among types of workers

• Disaggregated by gender • Household surveys
• Labor force surveys
• Administrative data
• Enterprise surveys

Data on the legal and regulatory framework

• International instruments
with focus on attention to
gender

• CEDAW
• ILO Conventions
• Beijing Platform
• MDG commitments 

(esp. MDG 3)

• CEDAW reports
• Legal studies
• Women’s lawyers 

associations
• MDG indicators/Web site

• Constitution/Overarching
laws

• Is gender equality enshrined
in the constitution?

• Does the constitution bar
discrimination on the basis
of gender?

• CEDAW reports
• Legal studies
• Women’s lawyers 

associations

• Family law (marriage, 
inheritance, and 
succession)

• Identification of provisions
that discriminate on the
basis of gender

• CEDAW reports
• Legal studies
• Women’s lawyers 

associations
• Gender/Doing Business

legal database

• Customary law/Custom • Identification of provisions/
practices that discriminate
on the basis of gender

• CEDAW reports
• Legal studies

• Employment/Labor laws • Identification of provisions
that discriminate on the
basis of gender

• CEDAW reports
• Legal studies
• Business associations

(Continued )
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Data required
Gender focus 
(Gender disaggregation) Source of data

• “Protective” provisions
(health/safety)

• Maternity/Paternity leave
provisions

• Women’s lawyers 
associations

• Gender/Doing business
legal database

• Legal and regulatory 
framework affecting 
business

• Inventory of legal and 
regulatory provisions that
are discriminatory 
or otherwise differentially
affect men’s and women’s
economic capacities

• Diagnostic studies
• CEDAW reports
• Women’s lawyers 

associations
• Gender/Doing business

legal database

• Family leave policies and
percentage who avail
themselves of this

• Number of weeks

• Disparities in maternity and
paternity leave policies

• Percentage of men and
women who avail them-
selves of this

• Government social 
services

• Business associations
• Women’s lawyers 

associations

• Mobility and other 
restrictions

• Do women have to obtain
husband or other male per-
mission to obtain a pass-
port or travel?

• Do women have to obtain
husband or other male per-
mission to open a 
bank account or transact
business?

• FGDs
• Women’s business 

associations
• Women’s legal rights

NGOs
• Country legal/social 

analysis

Data on social and cultural dimensions

• Prevailing attitudes and
beliefs

• Attitudes and beliefs
toward women

• How are businesswomen
perceived?

• Proverbs
• Case studies
• Participatory appraisals
• National/global surveys

• Perceptions of obstacles 
to business

• Disaggregate perceptions
data by gender to deter-
mine whether and where
differences exist

• Enterprise surveys
• Household surveys
• Specialized sector 

surveys
• Business associations
• Gender/Doing Business

legal database

• Mobility and other 
restrictions

• Do women have to obtain
husband or other male per-
mission to obtain a pass-
port or travel?

• Do women have to obtain
husband or other male per-
mission to open a 
bank account or transact
business?

• FGDs
• Women’s business 

associations
• Women’s legal rights

NGOs
• Country legal/social 

analysis
• Gender/Doing Business

legal database

Not all these data will be available, or easily obtainable, in every country context, and some trade-offs in 
terms of coverage and effort required may have to be made. In many countries much of this information will be
available from in-country or international (UN, ILO) sources and can provide the essential underpinnings for 
measuring change.
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Sources to use

DIAGNOSTIC

2.1. Analyze the Business Sector through a Gender Lens 
In which sectors do women and men, respectively, 
typically invest and work? 
Are women and men located in different parts of the 
supply chain? 
What type of firms do women and men tend to run—
large/medium/small/micro, formal/informal, location (for
example, rural/urban), years in operation, management struc-
ture, legal form (for example, incorporated/unincorporated)? 

• National statistics and house-
hold surveys

• Surveys of micro and small
enterprises

• FIAS informality surveys
• Data from chambers of 

commerce and business 
associations

2.2 Disaggregate Investment Climate Constraints Faced
by Women and Men When Developing Survey Questions: 

• Ensure that women as well as men are involved in
question formulation and that thought is given to 
identifying specific constraints that may affect one 
gender or the other.

• Ensure male-female balance in survey sample
groups—pilot and final. 

When analyzing survey results:

• Which investment climate constraints are perceived in
the same way, or differently, by men’s and women’s
businesses? 

• What is the relative priority that women and men 
put on addressing different investment climate 
constraints? 

• Are there constraints specific to women?

• Enterprise surveys
• Household surveys
• FIAS informality surveys
• Data from chambers of 

commerce and business 
associations (particularly
women’s business 
associations)

2.3. Ensure Women’s Voices Are Heard 
Use appropriate data collection methods for women.
Be clear about whether the questions are aimed at the
business manager or owner.
In the case of a family-run business, determine who the
“real” owner is—male or female.

2.4. Analyze the Legal Status of Men and Women 
Which international treaty obligations does the country
have in relation to gender equality? 
To what extent have these obligations been incorporated
into domestic law? 
What does the country’s constitution, or other overarch-
ing law, say about equality between genders? 

• Ministry of foreign affairs
(international commitments)

• Ministry of justice and legal
databases (constitutional and
legislative framework)

• Lawyers specializing in 
gender issues (for example,
the local branch of FIDA—the
international women lawyers
association)

(Continued )

Annex C  Checklist of Key Issues
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(Continued )

Sources to use

If the constitution provides for equality between genders,
how is this provision operationalized in the underlying
legal framework? 
Are there any exceptions to a constitutional equality pro-
vision, for example, allowing customary law to prevail in
some circumstances? 
Are there laws that discriminate against women in rela-
tion to family, marriage, and property or inheritance
rights; age of majority; or ability to travel? 

• Reports of international NGOs
on women’s rights

• Country reports on CEDAW

In a common law country, is there recent case law on
women’s rights, for example, property rights? 
Are there parallel legal systems, for example, religious or
customary law? If so, how do they treat relations
between genders? 

2.5. Consider Differences in Access to Economic
Resources 
Compare women’s and men’s educational 
levels—primary, secondary, and tertiary.
Compare women’s and men’s access to training and
skills development.
Compare women’s and men’s participation in key 
decision-making bodies, including business associations,
investor councils, and lobby groups (as compared with
the Beijing Platform for Action’s 30% target).

• National statistics on gender-
disaggregated education levels

• CEDAW reports
• Reports of national and 

international NGOs on the 
status of women

• Interviews and focus groups
with business associations and
organizations

2.6. View Investment Climate Reform within the Broader
Social and Cultural Context 
Bear in mind: 
• Women are often likely to have had less education,

and are more likely than men to be illiterate.
• Women are often “time poor,” shouldering the 

double burden of economic activity as well as 
domestic responsibilities. In areas where there 
is a high rate of HIV/AIDS, women often carry the
added time and financial burden of caring for the
orphans of relatives, as well as caring for sick 
family members. 

• Women are often highly constrained in their 
ability to travel because of both their domestic 
responsibilities and the need to obtain permission 
from their husbands.

• Women may be unable to mix with men outside their
family and household. 

• Women may be regarded as property—or as 
minors—unable to enter into commercial 
transactions without a husband’s or male 
relative’s consent.

• Women frequently suffer from domestic violence.

• Country studies and time-use
surveys

• Reports of academic or
research institutions

• Participatory Poverty 
Assessments

• Poverty and Social 
Assessments

• Country studies by international
NGOs

• Academic and research 
institutions 

• CEDAW reports
• Country Gender Assessments 
• Proverbs, stories, interviews
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SOLUTION DESIGN

2.7. Test Political and Cultural Acceptability
Explore attitude of governments to gender reform. 
Understand that gender-blind reforms that nonetheless have a disproportionate benefit for
women may be more politically acceptable.

2.8. Link with Existing Strategies 
Link with national gender policy and develop solutions in light of priorities set out in it.

2.9. Involve Women As Well As Men in Developing Appropriate Solutions 
Include as stakeholders:

• Government agency responsible for gender equity (usually a ministry for women or for gender)
• Women’s business associations 
• Gender technical specialists (for example, in government, NGOs, or the donor community) 

IMPLEMENTATION 

3.1. Include Gender Specialists in Program Implementation Arrangements 
Include gender specialists in implementation structures (for example, steering committees,
technical committees, team of experts). 
Include government agency responsible for gender issues, for example, ministry for women’s
affairs.

3.2. Make Linkages across the Gender-Investment Climate Institutional Divide 
Make linkages between government, donor, and NGO organizations responsible for gender
and investment climate reform, including through 

• capacity building for gender experts on investment climate reform and for investment 
climate reform experts on gender issues; and

• structures that include both groups, such as advocacy coalitions, joint meetings, donor 
gender and private sector development working groups; steering and technical committees
that include both gender and private sector development government institutions.

MONITORING AND EVALUATION

3.3. Gender-Disaggregate Data and Analyze Gender Differences
Disaggregate all data collected by gender.
Use surveys or perception studies to explore reasons for the differences revealed.

3.4. Link with Existing Data Collection and Gender Disaggregate
Source gender-disaggregated data in existing surveys, including the following: 

• International monitoring systems: World Bank’s Doing Business Survey (which is 
currently being updated to incorporate gender analyses), World Bank’s Good 
Governance Survey

• National monitoring systems: poverty-reduction strategies; medium-term expenditure
frameworks

• Research and academic institutions, NGOs: socioeconomic data that disaggregate
between men and women are usually available. 

If published reports do not contain gender-disaggregated information, raw data may be 
available for gender disaggregation.

(Continued )
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3.5. Ensure Women’s Voices Are Heard
Undertake targeted data collection from women bearing in mind the following:

• Women often have lower literacy levels (for example, for completing survey forms). 
• Middle-class urban women are not necessarily representative of women generally.
• Women are less likely to speak at public meetings (for example, in mixed-gender 

focus groups).
• Women may not be able to attend meetings either because of their time poverty and

household tasks, because it may be socially unacceptable for them to do so, or because
they may not be permitted by their husbands.

• Include women’s business associations in surveys. If they don’t exist, consider supporting
establishment.

3.6. Ensure Key Staff Understand the Gender Dimension 
Train the staff in charge of implementing the program so they can understand 
gender issues and take them into account in the design and management phases of 
M&E system. 
Include in Terms of References (TORs) for external M&E consultants a specific requirement
for them to analyze findings by gender.

PUBLIC-PRIVATE DIALOGUE

3.7. Ensure Women Are Represented in Public-Private Dialogue Structures 
Include people or organizations able to represent the concerns of women and men to public-
private dialogue structures.
Involve private sector organizations as well as government agencies in charge of implementing
gender policies. Include both formal and informal sectors in public-private dialogue structures.

3.8. Undertake Training and Capacity-Building Activities and Build Coalitions
Provide capacity building to existent women’s advocacy organizations in order to extend their
skills to investment climate issues.
Build capacity for organizations representing business interests to government in relation to
gender issues. 
Facilitate partnerships among organizations with technical gender expertise and private busi-
ness organizations, as this allows the process of advocacy to go forward.

3.9. Incorporate Indicators That Highlight Gendered Aspects of Public-Private Dialogue
Include gender in output and outcome indicators.
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Notes

1. For an overview of the issue of unpaid work and care tasks, see Budlender, “Why

Should We Care about Unpaid Work” (UNDP, 2006). For a review of these issues in

Africa, see Blackden and Wodon, eds., “Gender, Time Use, and Poverty in Sub-Saharan

Africa” (Washington, DC: World Bank, 2006). 

2. Ruiz Abril, Maria Elena, “Girls Vulnerability Assessment” (World Bank, 2008).

3. For Uganda, see “Second Participatory Poverty Assessment Report” (Kampala: Ministry

of Finance, Planning, and Economic Development, 2002); “Uganda: From Periphery

to Center, A Strategic Country Gender Assessment” (report No. 30136-UG, ). (World

Bank, 2006.) For Kenya, see “The Kenya Strategic Country Gender Assessment” (World

Bank, 2003).

4. Nabli and Chamlou, Gender and Development in the Middle East and North Africa:

Women in the Public Sphere (World Bank, 2004). 

5. Chamlou, The Environment for Women’s Entrepreneurship in the Middle East and North

Africa Region, 24.

6. DFID, The Gender Manual: A Practical Guide, 5.

7. UNIFEM, “Who Answers to Women? Gender & Accountability,” 44. 

8. The extent of “male intermediation” is illustrated by the fact that more than a quarter

of women in developing countries do not have a say in decisions about their own health

care (Progress of the World’s Women 2008/2009, UNIFEM).

9. For further information on World Bank Enterprise Surveys, see http://www.enter

prisesurveys.org/. To read more about IFC’s “Voices of Women Entrepreneurs”

reports, see www.ifc.org/gender. 

10. For a fuller treatment of gender dimensions of business ownership in Africa, see World

Economic Forum, World Bank, and African Development Bank, 2007 Africa Competi-

tiveness Report.

11. IFC, Rwanda: Review of the Legal and Regulatory Framework for Business from a Legal

Perspective (IFC, 2008) and IFC, Rwanda: Voices of Women Entrepreneurs, 2008.

12. Cutura, “Smart Lessons in Advisory Services” (IFC, 2006).

13. The core indicators do include tracking the number of women participants in work-

shops, training events, seminars, conferences, and so on. 
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Introduction

Public-private dialogue (PPD) in the investment climate is the process of bringing

together government and the private sector to discuss factors that constrain busi-

ness development and strategies for overcoming those constraints and improving

the business environment. This module considers how to ensure that the voices of

women entrepreneurs are fully heard in PPD by strengthening the engagement of

women in advocating for, contributing to, and playing leadership roles in reform.

Reforms are more likely to benefit women when their voices are heard at the policy

level—identifying critical reform areas, designing solutions, and in ensuring that

reform is implemented in ways that benefit women as well as men.

This module should be read in conjunction with the Public-Private Dialogue

Handbook and other guidance materials accessible at IFC’s PPD Web site.1 Bear

in mind that some aspects of facilitating women’s inclusion in processes of

investment climate reform are beyond the framework of PPD. Consequently, not

all items considered in this module will necessarily be part of PPD processes.

Module 1: Public-Private Dialogue

1
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What Is PPD and Why Does Gender Matter?

PPD is increasingly regarded as an essential component of effective private sector

policy reform (box 1.1). All of the topics covered in the modules of this Practition-

ers’ Guide can be discussed and resolved through good public-private dialogue. It is

an essential component of the diagnostic, solution design, and implementation

stages of investment climate reform.

PPD is regarded as an important means of “enlarging the reform space,” by

ensuring greater inclusion of stakeholders in reform deliberations and facilitating

greater local ownership of reform measures (figure 1.1). As this Practitioners’ Guide

shows, women in the private sector may experience different legal, regulatory, and

administrative barriers to business than their male counterparts. Legal frameworks

Gender Dimensions of Investment Climate Reform

1

BOX 1.1 The Importance of Public-Private Dialogue in Investment 
Climate Reform

Public-private dialogue plays a key role in promoting and implementing
enabling environment reform. Governments that listen to the private
sector are more likely to promote sensible, workable reforms. Entrepre-
neurs who understand what government is trying to achieve are more
likely to support these reforms. Talking together is the best way for the
public and private sectors to set priorities and support common inter-
ests. Meeting on a regular basis builds trust and understanding. Failure
to communicate leads to failure to understand each other’s concerns,
which, in turn, leads to distrust and noncooperation. Noncooperation
leads to inefficiency and waste, which inhibits growth, investment, and
poverty reduction.

PPD is a force to counter policy making by shouting, or by back-room
deals involving a select few. The loudest voices rarely speak in the best
interests of private sector growth as a whole or of poverty reduction. Indi-
vidual deal making inevitably leads to inconsistent and ineffective policy
and regulation. By contrast, PPD promotes good public and corporate gov-
ernance. It sets an example of transparency and dynamism. It sheds light
on the workings and performance of government institutions. It also
improves the quality of the advice government receives from the private
sector by diversifying sources and by promoting more evidence-based
advocacy. PPD is not a panacea, but it is an important ingredient in strong
business-enabling environments. Both the public and the private sector
still need good information, good analysis, and a sustained commitment to
implement change.

Source: Gamser, Kadritzke, and Waddington 2005.
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Figure 1.1 PPD—Enlarging the Reform Space
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Sources: World Development Report 2005, and B. Herzberg. Powerpoint Presentation, PPD
Product Review, IFC, November 2008.

may deny them rights to land or property, and sociocultural factors may prevent

them from engaging in business without the consent of their husbands, limit their

mobility and capacity to network, or subject them to sexual or other forms of

harassment from public officials. Moreover, women’s presence in the private sector,

as important economic actors in their own right, is not matched by their represen-

tation in policy- and decision-making institutions in the sector, including within

PPD structures (box 1.2), yet there is a clear economic argument for enhanced

female participation in private sector development (see introduction and economic

rationale section). These factors all suggest that proactive gender inclusion can

make an important contribution to improving the business environment.

BOX 1.2 Forms of Public-Private Dialogue

PPD often occurs within the context of a business forum, regular round-
table discussion, or investment council meetings. In addition, working
groups may be set up within these larger structures to deal with specific
sectors or topics; for example, there may be a special group dealing with
issues of concern to small businesses, export promotion, or retailers. It is
important for men and women to be engaged in both national and working
group discussions. 

(Continued )
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BOX 1.2 Forms of Public-Private Dialogue (Continued )

Often, outside of these formal PPD structures. informal networking
links government and private sector representatives. It may be difficult at
times for women to be included in this informal PPD networking because
of cultural constraints, for example, if networking takes place in men’s
exclusive meeting places and clubs. However, women’s business associa-
tions often also have a strong networking element and provide an opportu-
nity to define issues of concern to their members that can be raised at the
formal structures.

PPD can take place at all levels of the economy: between central gov-
ernment and private sector organizations representing national and inter-
national corporations and between local authorities and businesses. Most
women entrepreneurs have small businesses operating at local market
level, and therefore it is particularly important to strengthen local PPD
opportunities and to ensure women are fully engaged. 
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Figure 1.2 Steps in the PPD Diagnostic Process
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Source: PPD Handbook 2006.

Step 1  Diagnostic

Step 1 provides tools to analyze the extent to which existing or potential PPD struc-

tures are able to incorporate gender issues. These tools should be used in conjunc-

tion with the “mapping tools” for diagnosing the status and potential of PPDs

contained in the PPD Handbook. The steps in the baseline diagnostic outlined in

the handbook are illustrated in figure 1.2.

1.1 Consider Existing Business Organizations through a Gender Lens

Five stakeholder groups are important for the PPD process: the private sector, inter-

mediaries, public authorities, civil society, and development partners. Two critical

tasks need to be undertaken: (i) Measure gender inclusion and representativeness in

all groups, especially intermediaries, if such intermediaries include women’s busi-

ness associations or other groups with a mandate to represent the women’s business

interests. (ii) During an analysis of the stakeholder groups, review the extent to

which they are effectively representing these interests. Table 1.1 sets out some issues

to consider in relation to gender when undertaking a standard review of existing

private sector organizations as part of a PPD baseline diagnostic. 
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Table 1.1: Standard Diagnostic Questions for Private Sector Organizations and Gender Dimensions 

Possible standard question Gender aspect 

Do private sector representative organizations exist? What kind? 
What size businesses do they represent? And what type of 
business? (A particular sector? Region? Type of management or 
ownership?)

Consider whether there are separate organizations representing
women in business. Consider membership of existing associations
representing both men and women in business—what is the gender
balance in terms of (i) membership and (ii) officials? Do women hold
positions of responsibility and leadership in these organizations? Are
sectors dominated by women owners represented? Are micro and
small businesses represented as well as larger firms? Or is there a
special section for micro and small; in which case, is this represented
in discussions with government? 

Are they vibrant and inclusive or moribund and captured by narrow
interest groups? Which are the most effective organizations? Which
have the most potential?

If women’s business groups exist, what is their scope, mandate, 
and reach? Do they aim to represent the interests of all women in
business (most of whom are likely to be informal or semi-informal)? 

How effective are intermediary organizations at representing their
members at national and local levels? 

In the case of organizations representing both men and women in
business, consider how aware the organization is of the particular
issues faced by women in business and how effective it is in repre-
senting them.
In the case of women’s business associations, do they see advocacy
as part of their mandate (or are they more focused on, for example,
mutual support, networking)? 

What kind of services do they offer to their members? (Training? 
Services on behalf of public authorities? Information on laws and 
regulations?) 

Consider whether organizations representing both men and women
provide sufficient services to their female members. 
Consider what services female-only business organizations provide. 

What kind of information dissemination services do they provide? 
Do they organize regular meetings? Do they gather information on 
the binding constraints faced by their members?

Consider whether organizations representing both men and women
provide such services aimed specifically at their female members. 
Consider arrangements for meetings: are these likely to be at times
when women can attend, for example, midday rather than evenings?
Consider what services female-only business organizations provide.
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Do they have any important recent accomplishments? What have organizations representing both men and women achieved
specifically for women? 
What have women’s business associations achieved? 

What is the importance of other kinds of intermediaries between 
government and the private sector, such as lawyers and notaries? 

How successful are such intermediaries in representing the interests
of businesswomen? If there is an active women’s lawyers association,
to what extent is investment climate reform part of its mandate? If it
is not currently, could it be? 

Are there institutional linkages between business membership 
organizations and government agencies or public bodies? 
Are these linkages formal or informal? Regular or ad hoc? 

With which parts of government are organizations representing
women in business linked? Are these the more influential parts of
government, such as ministry of finance, economics, planning, or
trade?
Are these types of linkages with government of the same status 
for business organizations representing only women as they are for
organizations representing both men and women? And the same 
status for micro and small firms, formal and informal, as for large 
corporations?
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1.2 Consider Existing PPD Structures through a Gender Lens

It is important to assess how well the PPD structure responds to gender concerns. If

there is an existing mechanism for public-private dialogue (for example, a business

roundtable or investor council), consider the extent to which the interests of women

are adequately represented in this forum. While the precise form of a PPD may vary

(box 1.3), the core questions to ask with respect to gender in the structure are sum-

marized below. 

1

BOX 1.3 Typical Structure of a PPD

There is no one-size-fits-all structure to successful PPD. In fact, institu-
tional design depends on a number of variables, and identifying the vari-
ables and the options for adapting to them properly. There may be different
organizational forms depending on the degree of organization of the pri-
vate sector, the power of the executive versus the legislature, the struc-
ture of the private sector and of the government.

A setting that seems to be prevalent in the most productive PPDs is
characterized by a dedicated secretariat and working groups that meet
often to devise recommendations for periodic plenary sessions.

The function of the secretariat is to organize meetings, coordinate
research efforts and other logistics, set agendas, rally members, manage
communication and outreach strategies, and be a point of contact for oth-
ers who want to join.

Working groups are typically organized by one or more of the following
criteria: industry cluster (for example, agriculture, tourism, or manufacturing),
by policy issue (for example, deregulation, infrastructure, or labor) or by geo-
graphical location. This enables them to focus more effectively and call on
greater levels of technical expertise.

Working groups meet more frequently than plenary groups. They typi-
cally have a chair who deals with other working groups and the secretariat,
by which they are coordinated and supervised. They feed policy recom-
mendations into plenary sessions.

Source: PPD Handbook 2006.

coordinating
secretariat

working
group 1

working
group 2

working
group 3

working
group 4

working
group 5

private sector advocates, associations, government representatives, donors
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Gender PPD Checklist of Key Questions

• How many members of the PPD forum have the specific mandate to repre-

sent the interests of businesswomen?

• What linkages do members of the PPD forum have with businesswomen or

with women’s business organizations? 

• What activities has the PPD forum undertaken to identify and act on the

specific barriers faced by women in business? 

• What business-enabling environment issues that affect women has the

forum discussed in the past six months (or year)? 

• Are there success stories of tackling investment issues that had an impact on

women? 

(Continued )

BOX 1.4 Dialogue with Women in Business (See also Core Module)

During an IFC diagnostic mission in the South Pacific to review the scope
for incorporation of gender into IFC’s investment climate reform initia-
tives, IFC initiated women’s business forums in Papua New Guinea,
Samoa, the Solomon Islands, and Tonga. Where possible, forums were
organized using the offices of existing women’s business organizations
(for example, the Solomon Islands Women in Business Association). But
in Papua New Guinea, where the women’s business association was
weak and fairly unrepresentative, invitations were sent to business-
women through a variety of means. In Tonga, the forum was organized by
the advisory team implementing the regulatory simplification project,
whereas in Samoa the forum was organized through the dynamic leader-
ship of the Small Business Enterprise Centre. 

1.3 If Appropriate, Undertake Preliminary Dialogue 
with Businesswomen 

It is important to build on existing initiatives and dialogue processes where possi-

ble. But where these do not exist, are weak, or do not represent the interests of busi-

nesswomen, it may be useful to initiate new forums for businesswomen, to strengthen

existing forums, or simply to provide a mechanism to facilitate consultation

between women in business and other stakeholders. Care should be taken to ensure

the process includes very small businesses that may not be organized into formal

associations (box 1.4).
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BOX 1.4 Dialogue with Women in Business (See also Core Module)
(Continued )

Forums were informal, with the clear objective for the women to share
stories of the constraints they face related to the investment climate and
with a view to influencing IFC programs to address women’s concerns. In
the Solomon Islands and Papua New Guinea, as an icebreaker, women
were asked to share in pairs what they “loved” about being in business
and what they “hated”—and answers were pinned to the walls for shar-
ing. Networking and relationships came out as key positives. In breakout
groups, women who had encountered problems in particular areas (for
example, business start-up or dispute resolution) were asked to provide
details, using the questionnaires in this Practitioners’ Guide. The session
ended with a prioritization exercise, with participants voting on which solu-
tions to problems encountered were the most important to take forward. 

Feedback from the forums indicated that the women appreciated the
chance to network and share common concerns: many business cards
were exchanged. In Papua New Guinea, it is hoped that the forum can
develop into an ongoing mechanism for businesswomen and feed into
new structures being developed for PPD. In the Solomon Islands, the
forum was an opportunity to strengthen the existing Women in Business
Association and to encourage new members to join. In Samoa, the forum
was seen as a useful starting point for strengthening women’s engage-
ment in existing mechanisms of dialogue with the government, and, pos-
sibly, helping to establish the foundations for a future public-private
dialogue initiative.

Source: Based on authors’ field research.
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Step 2  Solution Design 

The diagnostic step may reveal that there is scope for strengthening organiza-

tions and structures to ensure that women’s voices are adequately represented in

PPD and that there is effective advocacy on investment climate reform issues that

affect women. Step 2 presents potential solutions to address these issues. These

are not “one-size-fits-all” solutions, but rather examples of approaches that will

need to be adapted for particular contexts. Although PPD programs supported

by IFC do not usually engage in building the capacity of the participating

 organizations and structures, capacity building may be required to integrate gen-

der concerns effectively into PPD processes. This guide provides suggestions for

how capacity-building efforts can be supported in the framework of PPD, even

where this support may be provided by other partners. 

2.1 Ensure Women Are Represented in Public-Private 
Dialogue Structures 

Public-private dialogue structures (for example, business roundtables or investor

councils) should include people or organizations able to represent the concerns of

women as well as men. The Beijing Platform for Action target for women’s repre-

sentation on public bodies to be at least 30 percent may be a starting point. How-

ever, the women on the body must represent the range of women’s business interests

across business size and sector and must address substantive investment climate

issues as well as where these affect women differently than men. 

As discussed in relation to monitoring and evaluation (see core module),

women entrepreneurs are often not well represented in membership-based pri-

vate sector associations. There may be several reasons for this: Women may have

been excluded; they may have less time to participate in activities beyond their

business and domestic responsibilities; they may be unwelcome or not feel

“comfortable” at meetings attended mainly by men; they may have mobility or

other constraints; or the associations may represent interests outside their busi-

ness sector. If the diagnostic reveals that women are not adequately represented

in business associations and that this results in underrepresentation in PPD

structures, possible solutions are 

• to encourage existing private sector organizations to broaden their member-

ship base to include more women and, at the same time, encourage more

women to get involved in these;

• to work with businesswomen and encourage them to set up women’s business

associations to engage in PPD; and

• to include in PPD mechanisms organizations not normally involved in such

structures, but having experience and knowledge of the issues facing women



in business. This may include nongovernmental organizations (NGOs),

microfinance institutions (who will have many businesswomen as their

clients), and projects focusing on improving livelihoods at the community

level or other grassroots organizations. 

Clearly, gender inclusion in PPD processes sometimes requires proactive out-

reach and effort (box 1.5). Representation of women’s interests in PPD structures

should include both private sector organizations as well as any governmental bod-

ies responsible for taking forward gender policies (for example, the ministry for

women, gender/equality commission, national council for women, or gender focal

points within other government ministries). 

2.2 Undertake Training and Capacity-Building Activities 
and Build Coalitions 

Many countries have mature women’s groups advocating for gender equality and

improved women’s rights. But such groups may have limited skills or knowledge

in relation to technical investment climate issues. In Uganda, some success was

achieved in relation to legal and regulatory reform aimed at benefiting women

(box 1.6). In this case, legal skills on commercial laws were necessary for effective

Gender and Growth Assessment (GGA) coalition participation in the policy

debate. Effective advocates in the realm of gender issues thus may require capac-

ity building to extend their skills to investment climate issues. Conversely, organ-

izations representing business interests to government may require capacity

building in relation to gender issues. 

Partnerships and dialogue among organizations with technical gender

expertise, particularly in advocacy and those with private sector development or

investment climate reform expertise, may be fruitful in taking effective advo-

cacy forward. 
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BOX 1.5 Involve Women and Minority Groups

Organizers must reach out to women and minority groups if they do not
come forward. Their proportional participation creates balance, sets an
example, and helps create a more favorable public image. Favoring compa-
nies with a good record of corporate social responsibility and corporate
governance also sets a good example.

Source: PPD Handbook 2006. 



67

Module 1: Public-Private Dialogue

1

BOX 1.6. Uganda: Gender Coalition—Building Capacity to Lobby 
for Change

Uganda’s Ministry for Finance requested IFC to assess the country’s
investment climate through a gender lens. The resulting analysis and rec-
ommendations were published in Uganda’s Gender and Growth Assess-
ment.2 An IFC GGA team followed up with a two-day workshop on
advocacy and public-private dialogue. During the workshop a GGA coalition
with representatives of seven women’s organizations was formed to take
the recommendations forward through lobbying and advocacy. The coali-
tion’s members focused on thematic areas of the GGA according to their
technical areas of expertise. Legal and regulatory reform is a complex and
time-consuming process and impacts may be observed over several years,
but some positive results have already emerged:

• GGA recommendations have been incorporated into Uganda’s Private
Sector Development Strategy 2005–2009 (UP3) and the National Gen-
der Strategy 2005–2014.

• Labor laws were reformed through the Employment Bill, the Occupa-
tional Safety and Health Bill, the Labor Dispute Bill, and the Labor
Unions Bill, which were passed in March 2006 and are awaiting the
assent of the president. Following lobbying from the GGA coalition,
GGA recommendations were incorporated into the four bills.

Source: Ellis et al. 2006.

2.3 Adopt Proactive Policies to Strengthen Women’s Voices 

If the political climate is right, it may be possible to take high-level action to

entrench businesswomen’s voices in government policy. Improved data collec-

tion and a robust organization tasked to provide advice to government on

women’s entrepreneurship may be achieved by administrative action, rather

than legislation. The U.S. experience demonstrates the impact that a  

high-level mandate for strengthening the voices of women entrepreneurs can

have (box 1.7). 

Other ways of promoting gender-informed investment climate reform,

beyond the specific mechanism of PPD, include strategic communication and

strengthening the role of local champions. These two elements were combined by

IFC when it launched an information campaign to raise awareness of women’s

role in business in Indonesia. The campaign recognized that improving the busi-

ness environment for women would demand more than reform, but a “changed

mind-set” (box 1.8).
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BOX 1.7 Promoting Women in Business in the United States

The United States 1988 Women’s Business Ownership Act3 addresses
the needs of women in business through such actions as the establish-
ment of Women’s Business Center “demonstration sites.” In addition, the
act enhanced businesswomen’s ability to advocate effectively in two
important ways: 

• It strengthened data collection about female-headed businesses,
requiring agencies involved in implementing the act to ensure system-
atic data collection about women in business, and strengthened the
U.S. Census Bureau’s reporting on women’s businesses.

• It created the National Women’s Business Council, consisting of
women entrepreneurs and women’s organizations, to advise the pres-
ident, Congress, and the Small Business Association on policy and pro-
gram recommendations.

The act is credited with contributing to the growth in the number of
female-owned enterprises in the United States by 20 percent between
1997 and 2002, twice the national average for all businesses, generating
more than $940 billion in revenue. 

Source: U.S. Census Bureau 2006.

BOX 1.8 Stakeholder Engagement in Indonesia 

Although women in Indonesia owned 60 percent of the country’s for-
mal and informal micro, small- and medium-scale enterprises (SMEs),
they were often denied credit without approval from a husband. This
was one of many paradoxes on which IFC sought to shed light through
a public outreach campaign aimed at increasing awareness of women’s
role in business. Two stakeholders, the State Ministry of Women
Empowerment and the Indonesian Women’s Business Association,
were critical to the campaign and to future reform efforts. The project
team dedicated six months to presenting its research findings and
building consensus with the two stakeholders on messages, facts, fig-
ures, and issues to be communicated. The team sought to tap into a
deep understanding of existing perceptions, as well as local support,
for the endeavor in order to understand the sociocultural environment,
draw on the experiences of local stakeholders to gather input, develop
strategies to ensure that the issue would be addressed effectively,
ensure messages would resonate among target audiences, and 

(Continued )
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BOX 1.8 Stakeholder Engagement in Indonesia (Continued )

unleash women’s economic potential. The campaign drew on two
research publications with overtly different approaches: 

• Access to Credit for Businesswomen in Indonesia showcased analyti-
cal findings to be leveraged in policy discussions or distilled for general
audiences.

• Voices of Women in the Private Sector presented stories of women
entrepreneurs that a wider audience could understand and with which
they could empathize.

Both approaches were important to the project’s dual goals of encour-
aging policy responsiveness and raising public awareness. Survey find-
ings can be used by the policy community that will eventually be critical
to supporting and pushing through the reforms to improve the business
climate for women. Communicating similar information through anec-
dotes and individual stories will more likely gain the interest of a broader
audience base. 

Source: Adapted from World Bank 2007.

2.4 Link Advocacy to CEDAW and Other International 
Reporting Processes

CEDAW obligates signatory countries to ensure that women have the same oppor-

tunities as men to participate in economic life and to remove legal and regulatory

barriers that discriminate against women (see annex A of the core module). Signa-

tory countries are obliged to submit periodic4 reports to the CEDAW Committee at

the United Nations on their progress toward meeting their CEDAW commitments.

NGOs are encouraged to participate in the process of monitoring a country’s com-

pliance with CEDAW by submitting a “shadow” CEDAW report5 critiquing the

“official” report. In Bosnia, in the absence of an official report, NGOs produced a

shadow report,6 which, in turn, prompted the government to comply with its

reporting obligations.7

It is frequently NGOs, rather than private sector associations, that take the lead in

advocacy around CEDAW and in putting pressure on government to comply with

its CEDAW obligations. CEDAW reporting is an internationally recognized and

respected mechanism and an effective advocacy tool to advance legal, regulatory, and

administrative reforms to benefit women in business at the country level. It may

therefore be appropriate to make linkages between PPD mechanisms (which typi-

cally involve business associations and government agencies responsible for private

sector development) and CEDAW reporting mechanisms (which typically involve

1
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BOX 1.9 Other Resources for Country-Level Advocacy

The ILO’s WEDGE program promotes the “Month of the Woman Entre-
preneur” in African countries (to date, Ethiopia, Tanzania, Uganda, and
Zambia). This is a series of events designed to promote awareness about
women’s entrepreneurship, encourage sharing of experiences, and to
inspire the design of future strategies to assist women entrepreneurs and
strengthen the capacities of their associations. The media are central to
these events. In both Tanzania and Uganda, workshops were held on the
role of the media in women’s entrepreneurship development. The media
were also actively involved in the events themselves. In Tanzania, newspa-
per, radio, and television journalists attended the launch of the month’s
events, and a “Road Show” toured Dar es Salaam.

(Continued )

NGOs and government agencies responsible for women’s affairs). The appropriate

way to make the linkage between public-private dialogue processes and the CEDAW

reporting process will vary from country to country. Possible entry points may be 

• to have CEDAW compliance and reporting on the agenda of the PPD forum;

• if there is an ongoing CEDAW reporting process, for business organizations to

use it as an advocacy platform with government; and

• if NGOs are producing a shadow CEDAW report, for business organizations to

engage with NGOs and participate in developing the section on economic

empowerment. 

The five yearly reports on the indicators agreed upon for the Beijing Platform

for Action constitute another international reporting process that can provide an

opportunity to ensure women’s business needs are being addressed on the same

level as men’s.

2.5 Draw on International Resources 

There are a number of international resources that can provide support with country-

level advocacy. Some of these initiatives are outlined in box 1.9.

In addition, inspiration may be obtained from international experience of suc-

cessful advocacy to support women’s businesses (box 1.10). Where appropriate, it

may be possible to organize study tours to learn from such experience and to form

partnerships with successful groups. 
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BOX 1.9 Other Resources for Country-Level Advocacy (Continued )

The Community of Women Entrepreneurs, a Web site hosted and
moderated by the U.S. Center for International Private Enterprise, is a
forum for sharing ideas, experiences, best practices, and resources to
empower women economically and politically. Members of this commu-
nity are leading entrepreneurs and business advocates who share their
knowledge and in return receive fresh ideas from their peers. Discussion
in this community focuses on supporting a culture of entrepreneurship,
expanding the opportunities for women in business, and advocating for a
better business environment.

BOX 1.10 Successful Advocacy Efforts

In the United Kingdom, PROWESS is an association of more than 300
organizations and individuals who support the growth of women’s busi-
ness ownership. Their activities include lobbying and advocacy at national,
regional, European, and local levels. For example, at its annual conference
in March 2009, PROWESS rallied the U.K. business support network for
urgent action to ensure women business owners can lead the way out of
the recession. Top of its list was a call on the government to remove the
blockage that is being caused by the banks preventing renewals of and
extensions to overdrafts and loans. PROWESS is also lobbying for the
government to design programs of support, such as that given to the car
industry, to better respond to female dimensions of the recession. In
2003 PROWESS collaborated with the government’s Small Business
Service to develop a Strategic Framework for Women’s Enterprise (“Shar-
ing the Vision: a collaborative approach to increasing female entrepreneur-
ship”).8 This commits the government to support and encourage the
development of strategic partnerships and implementation of change in
policy and practice. 

In Romania, the Coalition of Women Business Associations (CAFA) was
created in 2004 when nine local women’s business associations joined
together to create one voice for women entrepreneurs to participate in
public policy and provide input on economic policy in Romania. Since its
formation, CAFA has participated in many public policy debates and organ-
ized itself as an informal coalition with a communication center. In April
2009, CAFA members will meet in Timisoara, in the western part of Roma-
nia, where one important topic on its agenda is to prepare a position paper
on fighting recent government attempts to increase taxes. For CAFA this

(Continued )
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BOX 1.10. Successful Advocacy Efforts (Continued )

meeting is not only about sharing experience, it is also about building a com-
mon voice to support the interests of Romanian women entrepreneurs.

In Nepal, the Federation of Woman Entrepreneurs Associations of
Nepal advocates for policies and programs concerning women’s issues for
national socioeconomic development. 

Source: For example from United Kingdom, see PROWESS, from Romania, see CAFA and
from Nepal, see Currier and Rotaru 2009.
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Figure 1.3 Sample Evaluation Wheel for PPD
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Source: PPD Handbook 2006. 

Step 3  Implementation and M&E 

The baseline elements on monitoring and evaluation in the core module should be

applied to PPD programs. PPD programs have developed an extensive M&E sys-

tem, which is outlined in the PPD Handbook. The suggestions for gender-focused

M&E made here should be examined in conjunction with the M&E framework in

the PPD Handbook.

A key element of the PPD M&E framework is the evaluation wheel, which facili-

tates assessment of the core elements of a PPD program (figure 1.3). These elements

are summarized in the annex A to this module, along with questions addressing the

gender dimensions of the core elements. 

In addition, the following points should be considered in relation to M&E.

3.1 Incorporate Indicators That Highlight Gender Aspects 
of Public-Private Dialogue

Table 1.2 provides a template for incorporating gender in the core investment
climate (IC) indicators typically used to measure the progress of public-private

dialogue. 

An important dimension of monitoring and evaluation is assessement of the

process so as to gain a better idea of the impact of public-private dialogue on the
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Table 1.2: M&E Indicators

Indicator/Data
required

Gender focus (Gender 
disaggregation) Source of data

Output indicators

• Representation in
PPD institutions:
• Task force
• Working groups
• Secretariat

• Number and/or percentage
of men and women (men’s
and women’s businesses)
represented in these 
institutions

• Percentage of men and
women managers and staff
in the PPD secretariat

• PPD secretariat
• Meeting minutes and

reports

• Number of meetings 
of PPD task force
and working groups

• Number and/or percentage
of men and women at
these meetings

• Meeting minutes and
reports

• Substantive PPD and
reform issues 
discussed 

• Qualitative indicator: extent
of attention to gender
issues in the substantive
agenda

• PPD secretariat
• Meeting minutes and

reports

• PPD institutions: 
operation and 
accessibility

• Timing of meetings suitable
for women

• Accessible and safe location
• Welcoming of women

• Focus group 
discussions (FGDs)

• PPD secretariat
• Women’s business

associations

• Number of 
operational 
manuals produced

• Training and outreach

• Qualitative indicator: gen-
der-inclusive focus; gender
issues articulated and
addressed

• Core indicator: number
and/or percentage of men
and women participating or
benefiting

• Manuals produced
• PPD secretariat
• FGDs
• Interviews with 

businesswomen

• Number of media
appearances and 
other outreach and 
communications

• Number and/or percentage
of men and women at
these appearances

• Attention to gender issues
in media appearances

• Media reports

Outcome indicators

PPD reforms 
implemented

• Gender-responsiveness of
reforms implemented

• Proactive engagement of
women (and women’s asso-
ciations) in reform programs

• PPD secretariat
• FGDs
• Women’s businesses

and associations
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Figure 1.4 PPD Process Evaluation: Cambodia

issue

average

1.0 -
2.0 -
3.0 -
4.0 -
5.0 -
6.0 -

1.0 2.0 3.0 4.0 5.0 6.0 7.0 8.0 9.0 10.0 11.0 12.0 13.0 average
- 1.0 2.0 1.0 2.0 2.0 3.0    2.0 2.0 1.0 1.5
- 1.0 1.0 1.0     - - - 2.0 - 0.5
- 1.0 2.0 2.0 2.0 1.0 3.0 1.0 2.0   1.0 1.4
1.0 1.0 1.0 1.0 2.0 1.0 2.0 2.0 -  - 1.0 - 0.9
1.0 1.0 2.0 2.0 3.0 2.0 2.0 - 1.0  - 2.0 - 1.2
- - 2.0 1.0 2.0  3.0 - 2.0  - 3.0 - 1.1

- 0.3 0.8 1.7 1.3 2.2 1.5 2.6 0.6 1.0 0.4 2.0 0.3 1.1

Source: Herzberg 2009.

reforms undertaken. This involves determining key steps in the reform process, that

is, drafting, adopting, and implementing legal or regulatory reforms. In the matrix

in figure 1.4, the columns represent the specific steps of the process, and the rows

represent specific reform measures included in the PPD. The evaluator rates the

steps according to the extent to which the PPD process influenced the step, ranging

from 0 (no influence) to 3 (PPD solely responsible for the step). To the extent that

the issue is of particular relevance to businesswomen, the influence of the PPD on

the steps taken to move the issue forward can be assessed in a manner complemen-

tary to the formal M&E of outputs, outcomes, and impacts. 
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# Subquestion Gender focus

Mandate and institutional alignment—What were or are the objectives of the
PPD, and what was or is its mandate toward the government and the private 
sector? How does it fit with current institutions?

1 Existence of mission statement and
capacity of participants to explain this
mission statement

Does the mission statement 
explicitly address gender equality
and/or women’s issues?

2 Degree of anchorage of the partnership
in existing public institutions as per its
mandate

Does a gender focus contribute to
recognition of the PPD and to the
attitude toward your partnership?

3 Institutional readiness to implement
PPD recommendations

What is the respective contribution
of men and women to PPD 
institutional readiness?

Structure and participation—How is the PPD structured; does it enable 
a balanced and effective participation?

4 Existence of rules and regulations 
in the partnership, including formal
mechanisms in place to balance power

Are women equally represented in
PPD structures and possibilities to
participate in the partnership?

5 Degree of participatory decision 
making

Do women participate in PPD 
decision making?

Champion(s) and leadership—Has the PPD identified champions, and how has it
tried to leverage them over time to impact the effectiveness of the dialogue process?

6 The presence and clear involvement of
champions who are recognized as such
by stakeholders

Are there female champions? 
Do the champions represent
women’s issues?

7 Continuity of involvement of champions
in dialogue or in partnership

Is there continuity in women’s 
leadership and presence in the PPD?

Facilitation and management—Did the PPD engage suitable facilitators and/or
managers? How has their role been defined? Have they managed to effectively
ensure cohesion and performance? What conflicts did they manage, and how did
they resolve these?

8 Quality of facilitation of the PPD Are there women facilitators? 
Do they address women’s issues?

9 Quality of PPD logistics and 
management arrangements 
(responsibilities, tasks, structure, 
logistics, and so on)

Are women adequately represented
in PPD management?

Annex A  PPD Evaluation Wheel 

Adapting the Questionnaire to Stakeholders to Address 
Gender-Related Issues

Please give your personal opinion on each question, expressing your answer on a

scale of 0 to 5 (with “0” being “worst” and “5” being “best”). If you are not well

informed enough to offer an opinion, please score 0.

(Continued )
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# Subquestion Gender focus

Outputs—What outputs does the PPD produce, and under what internal 
processes? Have outputs from the PPD contributed to agreed-on private sector
development outcomes in the shape of structure and process outputs, analytical 
outputs, or recommendations?

10 Hard outputs: analytical reports,
reviews, and so on 

Do the hard outputs of the PPD
address gender issues?

11 Soft outputs: respondents reporting
improved trust, cooperation, 
communication, and so on

What are the shares of men and
women reporting improved trust,
cooperation, communication, and
so on? 

12 Impact output: Degree to which 
dialogue or partnership has 
innovated or changed existing 
institutional structures

Has the PPD been able to 
influence changes that are gender
responsive?

Outreach and communication—Has the PPD communication enabled a shared
vision and understanding through the development of a common language and
built trust among stakeholders?

13 Quality and frequency of 
communication among different 
stakeholder groups

Is the PPD communication gender
inclusive?

14 Amount and kind of outreach and 
communication activities to civil 
society and media

Is there outreach and awareness-
raising specifically focused on
women’s issues or groups?

Monitoring—Is there regular reporting on the process, activities, outputs, and 
outcomes of the PPD, and provision of follow-up actions to problems identified in
these reports?

15 Quality of reporting and documentation
on activities of the partnership

Are gender-focused outputs and
outcomes monitored?

16 Degree to which monitoring results
have resulted in changes in planning
and targets

Has gender-focused monitoring
facilitated better gender-informed
planning and target setting?

17 Use of ex post assessment Has this assessment addressed the
gender-responsiveness of the PPD?

Subnational—Has the dialogue been conducted at all levels of decision making
down to the most local level possible and involving microentrepreneurs, SMEs,
and local stakeholders?

18 Existence of local and regional 
structures or consultation mechanisms
for the dialogue or partnership

Does the PPD consult equally with
women stakeholders?

19 Existence of activities of the PPD at
other levels (local, regional, or national)
through ad hoc activities, dedicated 
programs, or working groups

Does outreach at different levels
reach women stakeholders?

(Continued )
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# Subquestion Gender focus

21 Capacity of the dialogue or partnership
to generate concrete solutions to 
specific problems of participants

Does the PPD have the capacity to
generate gender-responsive sector
solutions?

International role—Does the PPD represent and promote national and regional
interests of both public and private actors in international negotiations and 
international dialogue processes?

22 Presence and participation of participants
in the dialogue or partnership at 
international forums and conferences

Is there gender balance in the
opportunities to participate in 
international forums? 

23 Active consultation and contacts made
by international actors to learn from the
dialogue or partnerships

Is gender-focused information on
activities shared internationally?

Postconflict/crisis recovery/reconciliation—Has the PPD contributed to 
consolidate peace and rebuild the economy through private sector development in
postconflict and crisis environments, including post–natural disaster?

24 Capacity to put conflicts on the agenda
of the dialogue or partnership and
resolve them

Does the PPD recognize and
address gender dimensions 
of conflict?

25 Contributions made by the dialogue 
or partnership to conflict resolution 
and peace building in its external 
environment

Is the role of women in conflict 
resolution recognized and 
supported?

Development partners—How dependent is the PPD on the input and support of
donors? How has the donor agenda affected the decisions of the PPD?

26 Degree of dependence of the PPD 
on financial support of development
partners (DPs)

Are DPs proactive or otherwise
engaged in promoting a gender
focus as part of their support to
the PPD?

27 Degree of autonomy of the agenda of
the PPD from agendas of development
partners

Do development partners influence
(positively or negatively) the focus
of the PPD on gender issues?

28 Degree to which the DPs give the
needed assistance to the PPD 
facilitator

Do DPs support gender-inclusive
facilitation and/or capacity building
of facilitators to address gender
issues?

Source: Adapted from annex D5 of the PPD Handbook, as revised in April 2009.

Sector Specific—Have sector-specific or issue-specific public-private dialogues
been encouraged?

20 Degree to which the dialogue or 
partnership addresses specific 
problems of participants

Are gender-specific sectoral issues
or gender issues faced by 
participants addressed?



Notes

1. For more on PPD, see http://www.publicprivatedialogue.org/.

2. A. Ellis et al., Gender and Economic Growth in Uganda, Directions in Development

(World Bank, 2006).

3. About.com: Women in Business. http://womeninbusiness.about.com/od/billsand

laws/a/hr5050-wbo-act-htm (Accessed on September 2, 2009). 

4. The first report should be submitted within one year of ratification and subsequent

reports every four years thereafter.

5. To learn more about how NGOs can submit a “shadow” CEDAW report, see

http://www.un.org/womenwatch/daw/cedaw/NGO_Information_note_CEDAW.pdf

6. However, shadow reports may not be submitted to the committee in the absence of an

official report.

7. See http://www.globalrights.org/site/MessageViewer?em_id=5101.0

8. PROWESS, http://www.prowess.org.uk/publications.htm
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Why Gender Matters 

This module considers the impact of gender on the processes necessary to start and

operate a business on a formal basis—registration, licensing, and permits.1 There is

growing evidence that women can find it more difficult than men to formalize their

businesses. Legal or cultural limitations on their ability to travel may mean that women

cannot get to a registry to lodge the necessary documents; time poverty (a result of

dual business and domestic responsibilities) may also constrain women’s ability to

undertake the bureaucratic steps necessary to formalize the businesses; lower educa-

tional and business skills training levels may mean that women are less aware than men

of the formalization process; and often when women seek to interact with bureaucratic

procedures, they are much more likely than men to suffer harassment (including sexual

harassment) and be disadvantaged in their dealings with public officials. 

“Most of our policies and legislation were meant for big business, not for small

businesses where women are.”

– Focus group discussion with women entrepreneurs, Tanzania

Worldwide, women are three times more likely than men to be found in the infor-

mal economy.2 Typically women owners represent a minority of registered busi-

nesses, for example, less than 10 percent in the Democratic Republic of Congo and

about 40 percent in Rwanda3 (see figure 2.1. with evidence from Africa). 

Figure 2.1 Female Entrepreneurs in the Informal Sector
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As well as barriers presented by the formalization process, there may be other,

more fundamental disincentives that cause women, more than men, to keep their

businesses in the informal sector. Intrahousehold resource allocation may mean

that a woman will not see the benefit of any additional income that business growth

and formalization could bring, and so the incentive to formalize is low. Or the pre-

vailing culture may restrict the women’s sphere to low-level economic activity and

the domestic environment (this broader social and cultural context is considered in

the core module). It is unlikely that these issues can be directly tackled within the

context of a regulatory reform program, but the program should be designed and

implemented cognizant of them. This module provides tools to ensure that reforms

put in place to ease the process of business formalization do not inadvertently dis-

criminate against women and that they provide a framework that enables women to

benefit from the regulatory reforms on the same basis as their male counterparts. 

Gender Dimensions of Investment Climate Reform
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Step 1  Diagnostics

Step 1 provides tools to explore the legal and regulatory barriers faced by women

when they (i) seek to formalize their businesses and (ii) to identify specific prob-

lems encountered by women entrepreneurs in the process. Business formalization

processes may operate at national or subnational levels. For example, business

licensing to a large extent is typically undertaken by local government. It may there-

fore be necessary to apply this module to institutions and laws at both the national

and subnational level. 

1.1  Assess Extent to Which Women’s Businesses Are Formalized 

International evidence suggests that women’s businesses are more likely than men’s

to be operated on an informal or semi-informal basis. Analysis is needed to gain an

understanding of the extent to which women’s businesses are formalized. Gender-

disaggregated survey evidence (for example, informality surveys or enterprise sur-

veys) might highlight this issue. However, informal businesses, by their nature, tend

to be “under the radar,” and there may be limited data available. Discussions with

business organizations and with government officials can provide anecdotal evi-

dence about the extent to which formal businesses are owned or managed by

women. In addition, it may be possible to conduct a “quick and dirty” analysis by

considering a sample of registrations in the business registry (box 2.1). 

Module 2: Business Entry and Operations: Registration, Licensing, and Permits

2
The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 

BOX 2.1 Evidence from West Africa and the South Pacific 

In recent analysis for the World Bank Group, sample data from the busi-
ness registries of Ghana, Papua New Guinea, and the Solomon Islands

were considered. Registrations over a two-week period from the business
names registry and the companies registry were analyzed. The number of
business names registrations made by (i) women, (ii) men, and (iii) in joint
male-female names were counted. Similarly, in relation to companies, the
number of male and female shareholders and male and female directors
were counted.

In all cases, a tiny minority of registrations involved women; a large
majority were to male business owners, shareholders, and directors.

Source: Authors’ research.
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1.2  Obtain Gender-Disaggregated Private Sector 
Views on Formalization 

a) Use existing private sector surveys for gender-disaggregated data 

Existing private sector surveys (for example, World Bank Enterprise Surveys or

Administrative and Regulatory Cost Surveys) may contain gender-disaggregated

data on business formalization. They may contain useful information on dispari-

ties between male and female formalization levels and perceptions of male and

women entrepreneurs on obstacles to formalizing their businesses. If the published

version of a relevant survey does not contain gender-disaggregated data, it may be

possible to request that survey organization undertake additional analysis of the

raw data to produce gender-disaggregated responses to specified survey questions.

National and international nongovernmental organizations (NGOs), particularly

those with a focus on gender (which may not traditionally be consulted in invest-

ment climate work), should also be requested to provide any relevant survey evi-

dence they may have.

b) Collect New Data from the Private Sector on Formalization 

Existing survey evidence on gender disparities in business formalization will likely

need to be supplemented with more in-depth exploration of the nature of the dis-

parities and the reasons for them. Key sources of information are likely to be 

(i) business owners (male and female) in the informal sector—that is, who have

not formalized their businesses (box 2.2);

(ii) business owners (male and female) who have formalized their businesses (or

the person who actually undertook the registration or licensing process on

their behalf)—especially those who have recently undertaken the process; and 

(iii) business intermediaries (for example, lawyers and accountants) who undertake

business registration and licensing for clients. When identifying business inter-

mediaries, it would be helpful to include those with a background in gender

Gender Dimensions of Investment Climate Reform
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BOX 2.2. How to Engage with Informal Businesses 

• Microfinance institutions may assist with contacts with their clients. 
• NGOs working with informal sector operators may be able to provide

contacts.
• Informal sector associations (for example, in Kenya, Jua Kali [Street

Trader] Association) may assist.
• Direct contacts with market traders, street traders, and so forth may

be possible.
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issues. In-country women’s lawyers’ organizations (for example, Federacion

Internacional de Abogadas [FIDA]4) may be able to assist with identifying rele-

vant candidates. 

This is an opportunity to explore the issues relevant in sectors that have a higher

share of female-run businesses (See box 2.3). 

Methods for collecting new data include (i) one-on-one interviews, (ii) focus

group discussions, and (iii) formal surveys.5 Annex A contains a pro forma

questionnaire that can be used as the basis for developing these tools. The ques-

tionnaire is designed to map out gender differences in the processes, as well as

explore the reasons for men’s and women’s choices on whether to formalize

their businesses. 

1.3  Develop Inventory of the Licensing and Permit Framework 

The requirement for registration applies to all relevant businesses, but the licens-

ing and permitting regime varies by business sector. As discussed in the core mod-

ule, differences frequently exist between the types of businesses men and women

operate—in size, place in the value chain, and economic sector. For this reason, it

is important to ensure that the licensing or permit regime is mapped as fully as

possible6 and an analysis undertaken of which licenses are most relevant to busi-

nesses in which women predominate and which apply to male-dominated sectors

or types of businesses. 

Module 2: Business Entry and Operations: Registration, Licensing, and Permits
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BOX 2.3 Definition of “Female-Headed Businesses” 

When collecting data, it is important to be clear about distinctions between
female “-owned,” “-managed,” or “-headed” businesses. Most businesses
in the informal sector are owned and managed by the same person. But
this is not always the case. For example, in Kampala, Uganda, “boda
boda” (motorbike taxi) operators are almost exclusively men. However,
the male operators are increasingly working for female bike owners. 

The U.S. Women’s Business Ownership Act provides a helpful definition
of a “woman-owned business” as one that is at least 51 percent owned by
a woman or women who also control and operate it. “Control” in this con-
text means exercising the power to make policy decisions. “Operate” in
this context means being actively involved in the day-to-day management.
“Woman’s business enterprise” is defined as a woman-owned business or
businesses or the efforts of a woman or women to establish, maintain, or
develop such a business or businesses.

Source: U.S. Women’s Business Ownership Act of 1988 and Executive Order 12138.



88

1.4  Document Detailed Registration, Licensing, 
and Permit Processes through a Gender Lens 

The basis for regulatory simplification is an understanding of how each process in

the system currently works—especially the time, costs, and number of steps, all of

which should be quantified. This may be presented as detailed flow charts, with

descriptions of the steps involved. The flow charts should then be analyzed through

a gender lens by exploring the different experiences of men and women using the

system. This may be done as part of the data collection process under step 1.1. 

A Tracer Study/Secret Shopper approach may also be used. This involves engag-

ing individuals to navigate the registration, licensing, and permitting process,7

recording all time, authorized and unauthorized procedures, and costs incurred.

Engaging both male and female participants in the exercise allows for comparison

of their experiences using the system. 

Copies of all forms and documents involved in the formalization process should

be obtained and analyzed for differences between requirements for women and

men applicants. A key issue is whether a woman is required to obtain the signature

or consent of her husband or a male relative on application forms. 

Where standard methodologies, such as the Compliance Cost Tool and Stan-

dard Cost Model, are used to assess the regulatory burden of compliance with

licensing and permitting requirements, gender perspectives should be incorporated

(see annex B for checklist). 

Figure 2.2 gives examples of some of the issues that a gender analysis of a hypo-

thetical business registration process may reveal. Some of the issues revealed may be

legal or procedural. Others may be logistical, for example, a recent World Bank Sur-

vey of eight Middle East and North African countries revealed that restrictions on

women’s ability to travel and stay in hotels are major constraints on their ability to

formalize their businesses.8

As part of the analysis, consideration should be given to whether the services of

an intermediary are required formally or as a matter of practice in order to under-

take the process. In some countries (for example, Kenya and Uganda) lawyers have

a monopoly on company formation—adding to the expense of the process. Ideally,

company formation should be so straightforward that it requires no professional

assistance (as in New Zealand, where company formation is effected by completion

of a simple form requiring basic information). The requirement to retain an inter-

mediary may present a particular barrier for women because they may be less likely

than their male counterparts to have access to business networks; they may be less

likely to have the time or financial resources to retain a lawyer; or they may face

cultural barriers if they seek to consult a male lawyer. 

Even where there is no explicit legal or regulatory restriction, cultural or eco-

nomic norms may force women to depend on men to act as intermediaries with

state officials. As a result, women’s interactions with officials are less efficient and

women’s choices are restricted.9

Gender Dimensions of Investment Climate Reform
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As well as using such detailed mapping to analyze experiences of men and women

when using the system, focusing explicitly on sectors in which women predominate

will provide a sound analytical basis for simplifying the processes in these sectors. 

1.5  Undertake a Legal Review 

The legislation governing formalization procedures should be analyzed for any spe-

cific barriers affecting women, such as the requirement for male consent for busi-

ness registration. In addition, consideration should be given to the wider legal

framework, which may affect the ability of women to formalize their businesses. For

example, in Lesotho, until recently, women were considered to be legal minors. In

Cameroon, under the marriage ordinance, a woman’s ability to exercise a trade can

be prevented by her husband’s objection that it is not in the interests of the marriage

Module 2: Business Entry and Operations: Registration, Licensing, and Permits

2

Figure 2.2 Issues Revealed by a Gender Analysis
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or their children. Requirements also may depend on the status of the woman

(single, married, divorced, or widowed). 

These issues should be considered with respect to the country’s international

treaty obligations—for example, under the UN Convention on the Elimination of

All Forms of Discrimination Against Women (CEDAW)10—and with respect to any

guarantees of equality contained in the constitution. If legal restrictions on women’s

ability to formalize their businesses conflict with these overarching obligations, the

case for reform may be stronger. 

Annex C contains a checklist of legal issues to consider. Local lawyers with

appropriate experience, women lawyers’ organizations, or NGOs promoting

women’s rights should be well placed to provide assistance in addressing them.11

1.6  Undertake Institutional Assessments through a Gender Lens 

When assessing the institutions administering the registration, licensing, and per-

mit regime, the extent to which they have incorporated gender within their opera-

tions should be determined. Issues to consider include

• whether the institution has gender-disaggregated data on applications, for

example, number of male-owned and female-owned companies registered

(if this information is not available, proxy data should be sought, for exam-

ple, gender-disaggregated samples of applications over the previous period); 

• views of key staff in the institution on problems women might face when

making an application;

• gender balance of the staff in the organization, particularly those who deal with

the public;

• culture of the organization, for example, the extent to which operational

manuals, customer charters, and so forth address gender issues (box 2.4); and

• the physical environment of the organization—is it one in which women would

feel comfortable? 

Gender Dimensions of Investment Climate Reform
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BOX 2.4 Assessing the Culture of an Organization

As well as considering formal or documentary evidence of whether an
organization has embraced gender equality in its operations, onsite obser-
vations and interviews should be conducted to ascertain the prevailing cul-
ture and attitudes. For example, in Honduras, despite law reform giving
women the same access to land as men, in practice Municipal Land Reg-
isters would insist on issuing land titles only to men.

Source: World Bank Legal Department Report 2007. 
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Step 2  Solution Design

The diagnostic undertaken in step 1 should provide a clear picture of the particular

barriers that women face in relation to business entry and operations. Step 2

involves designing solutions to address them. 

As has been suggested, the diagnostic may reveal barriers related to the wider

social and cultural context that cannot be addressed within the scope of a regulatory

reform program.12 For example, intrahousehold allocation of resources may give

women little incentive to formalize: if the husband controls household funds, a

woman may prefer to keep her business small and informal, as she would be unlikely

to benefit from the increased income that formalization may bring. Regulatory

reform programs cannot address this or other underlying social issues,13 but they can

mitigate these forces by developing solutions designed to produce the most enabling

environment possible for women and proactively encouraging them to formalize

their businesses. 

Step 2.1 is the starting point for solution design: a clear determination and agree-

ment of the impact the reforms are seeking to achieve in relation to gender. 

The activities to achieve the agreed-on impacts will depend on the barriers to

formalization faced by women entrepreneurs identified in the diagnostic phase.

Steps 2.2–2.5 provide possible solutions to commonly identified barriers. These are

not “one-size-fits-all” solutions, but rather examples of approaches that will need to

be adapted for particular contexts. 

2.1  Agree on Gender-Related Program Results 

The starting point for designing solutions to the barriers identified in the diagnos-

tic is to be clear about what the program is trying to achieve. Clear results relating

to women’s participation in the formal economy need to be agreed upon by key

stakeholders (including women entrepreneurs). Some results (particularly in rela-

tion to licensing) may be relevant at the subnational level. Program results may be 

• an increase in the number of registered female-owned businesses;

• an increase in the number of first-time female applicants for specified business

licenses;14 or

• an increase in the number of women expressing satisfaction with the registra-

tion, licensing, or permit process. 

2.2  Undertake Legal and Regulatory Reform to Abolish 
Discriminatory Provisions 

If the diagnostic reveals specific laws or other legal requirements that discriminate

against women’s business entry and formalization, agreement should be sought to
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reform or repeal them. It may well be that such laws contravene gender equality

provisions in the country’s constitution. 

2.3  Simplify Processes and Develop Outreach Activities 
and Communications Strategies to Encourage Women 
Entrepreneurs to Formalize 

Process and regulatory regime simplification are likely to be core program activities

(for example, using the “regulatory guillotine”15 approach). These reforms could

include a focus on sectors in which women predominate or may be entirely gender

neutral. However, such simplification is likely to give a positively disproportionate

benefit to women business owners (box 2.5).

“Women entrepreneurs think they do not need to register their businesses

because they have too little income.” 

— Woman entrepreneur, Kenya

Simplified regimes are more likely to have a positive impact on women if proactive

steps are taken to promote them. Strategies could include

• engaging with women’s business organizations, NGOs supporting women

entrepreneurs, and microfinance institutions lending to women to promote the

new procedures and the benefits of formalization in general;

BOX 2.5 Registration and Licensing in Uganda

In Uganda a study identified trade licenses as the single most burden-
some regulation that small and medium-size firms had to comply with,
with 40 percent of women as compared with 30 percent of men citing
trade license procedures as an obstacle to business growth. 

But just as women reported being more likely to be hindered by cum-
bersome registration and licensing procedures, they proved more likely to
comply with regulations once requirements were simplified. An impact
assessment of a successful pilot project to streamline registration proce-
dures in Entebbe Municipality showed that reforms encouraged women to
formalize: the increase in first-time business owners registering was 
33 percent higher for women than for men. 

Source: Uganda Ministry of Finance 2004.
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• developing an advertising campaign on formalization aimed specifically at

women entrepreneurs (radio may be a particularly effective medium as women

may have lower literacy rates than men);

• developing user guides to the registration, licensing, and permit systems aimed

specifically at women entrepreneurs (bearing in mind that women may have

lower literacy rates than men); and

• providing information kiosks or help desks in key institutions aimed specifi-

cally at women’s business formalization. 

2.4  Address the Licensing Regimes Most Likely to Affect 
Women Entrepreneurs 

The mapping process undertaken under step 1.3 may reveal significantly different

licensing regimes for business activities undertaken by women compared with men.

If this is the case, when prioritizing areas to be addressed in regulatory reform

processes (for example, through better regulation programs where licenses are elim-

inated or simplified), it will be important that regimes most likely to affect women

entrepreneurs be included in the reform process. 

2.5  Undertake Institutional Reforms to Provide 
Improved Service to Women Entrepreneurs 

The diagnostic in step 1 includes an interrogation of women’s experiences when

they interact with the public institutions responsible for registration, licensing, and

permits. The diagnostic may reveal specific discrimination faced by women when

dealing with these institutions (see box). 

Institutional reform of the bodies responsible for registration, licensing, and

permits—for example, by the creation of a one-stop shop or a business registration

executive agency—is an opportunity to address discriminatory issues. Even in the

absence of far-reaching institutional reforms, the following measures can be taken

to address gender discrimination: 

Research into public administration in India found that women had to wait on

average 37 percent longer than men to see the same local government official.

Women of roughly the same income as men were three times more likely to be

queue-jumped, and 16 percent of women reported sexual harassment from local

government officials.16

A survey in Bangladesh found that government officials are more likely to

target female applicants for informal “speed payments” as they are assumed to

have a male provider.17
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• Reduce or abolish the need for personal attendance. But careful research will be

needed into what form of application would be most accessible for women as

well as men. For example, would a Web-based system be more or less accessible

to women entrepreneurs?

• Ensure that staff training and operational manuals include gender issues—

particularly in relation to customer care.

• Promote a gender balance in the organization, particularly in relation to front

office staff. 

• Provide dedicated desks or service areas for male and female clients. Consider

also whether opening hours are convenient for women. 

• Ensure that women customers are aware of service standards applicable to

them, including through customer charters, user guides setting out customers’

expectations, and clear codes of conduct. 

2.6  Ensure That Ongoing Reform Tools Incorporate a Gender Dimension 

If such tools as regulatory impact assessments are to be adopted to assess the impact

of proposed new licensing or permitting requirements, gender considerations

should be included within the methodology (box 2.6). 

BOX 2.6 Regulatory Impact Assessment

Gender Checklist 

• On what data is the proposed measure based? Are the data disaggre-
gated by gender? 

• Will men and women each be directly or indirectly affected by the
proposed measure? 

Sample questions to determine impacts on gender equality: 

• Does the measure take into account differences between men and
women in access to and use of infrastructure? 

• Does the measure take into account the freedom of men and women
to dispose of their time? 

• Does the measure influence the choice and exercise of an occupa-
tion by women and men? 

• Does the measure take into account the differences in access to
information and education for women and men? 

• Does the measure take into account the differences in the daily lives
of women and men? 

Source: Adapted from Working Aid: Gender Impact Assessment: Gender Mainstreaming in
the Preparation of Legislation 2007.
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Step 3  Implementation and M&E 

The general points on implementation and monitoring and evaluation in the core

module should be applied to business entry and operation programs. In addition,

the following issues should be considered in relation to M&E. 

3.1  Ensure Key Information Can Be Gender Disaggregated 

Gender-related program impacts should be agreed upon at the start of the solution

design process (see step 2.1). For example, gender-disaggregated data on numbers

of applications for company registration may be required. But baseline data on key

indicators may not be readily susceptible to gender disaggregation (see box). A flex-

ible approach to identifying which businesses are male-headed and which are

female-headed will need to be adopted in light of the local business environment

and legal structures.

There could be difficulties even where an application (for a license, for example)

may be made by a single person. It will be necessary to ascertain whether this per-

son is necessarily the business owner (as opposed to, say, the manager) and whether

data on the gender of the business owners are routinely gathered. 

The gathering of gender-disaggregated data on key indicators needs to be under-

taken without imposing unrealistic costs and burdens on the project and business

entry system: 

• Undertake a detailed analysis of current application forms and registers for the

information on gender that they yield.

• If new forms or registers are being designed, consider whether it would be

appropriate for them to capture data on the gender of the business owner.

IFC’s experience18 suggests that determining male or female ownership of a

business is not straightforward because of the following: 

• Data from state registers do not always include the gender of owner. 

• Official statistics can be misleading in terms of real ownership and control.

For example, in some jurisdictions companies are required to have a mini-

mum of two shareholders (owners) and directors. This means that even if

the business is run by a woman, her husband may also appear on the incor-

poration application form as coshareholder and/or codirector. Conversely,

a woman may be registered as coshareholder or codirector of a family

company that is in practice controlled and managed by her husband. 

• The official registers may be out of date. 
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• If it is not possible or appropriate to incorporate gender disaggregation

within the normal registration or application process, consider using sampling

techniques—for example, analyzing applications made over a specified time

period through interviews and questionnaires (See box 2.7). 

3.2  Incorporate Output and Outcome Indicators That Highlight 
Gender Aspects of the Program 

Gender issues should be incorporated within the program’s M&E framework at the

output and outcome levels. Table 2.1 provides a template for incorporating gender

in indicators typically used in business entry and licensing reform programs. 

BOX 2.7 Assessing the Number of Female-Headed Businesses:  
Experience from the United States and the United Kingdom

Both the United States and United Kingdom rely on survey evidence to
assess the number of female-headed businesses that are operating. In the
United States, the prime source of information about businesses (includ-
ing whether they are male- or female-headed) comes from the U.S. Census
Bureau’s Survey of Business Owners and the Self-Employed. 

In the United Kingdom, estimates are obtained from three principal
sources of data: the Labour Force Survey (which focuses on self-employ-
ment); the Global Entrepreneurship Monitor (which focuses on founder-
owned businesses); and the Annual Small Business Survey.

Source: U.S. Census Bureau 2007. 
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Table 2.1: M&E Indicators (Continued )

Indicator/Data required
Gender focus (Gender-
disaggregation) Source of data

Output indicators

• Number of operational
manuals produced for train-
ing and outreach

• Qualitative indicator: 
gender-inclusive focus 
(customer service); gender
issues articulated and
addressed

• Core indicator: Number
and/or percentage of men
and women participating or
benefiting

• Manuals produced 
• Agency management
• Focus group discussions

(FGDs)
• Interviews with 

businesswomen

• Workshops and outreach
events 
to disseminate registration,
licensing, and 
permitting requirements
and procedures

• Gender disaggregate the
participants 

• FGDs
• Event evaluation forms 

Outcome indicators

• Changes in laws, 
regulations, and 
procedures that 
discriminate against
women 

• Do women have to obtain
husband or other male 
permission to register,
operate, or license a 
business? 

• Legal review
• Relevant ministries
• Women’s business 

associations 

• Average number of days 
to comply with 
registration, licensing, 
and permitting require-
ments and procedures

• Number of days disaggre-
gated by gender of busi-
ness owner

• Tracking survey
• Agency management
• Regulatory impact

assessment survey
• FGDs
• Women’s businesses

and associations

• Average official cost to
comply with registration,
licensing, and permitting
requirements and 
procedures 

• Reduced incidence of 
corruption

• Cost disaggregated by 
gender of business owner
(to capture corruption or
other differences)

• Corruption incidence 
disaggregated by gender of
business owner

• Tracking survey
• Agency management 
• Regulatory impact

assessment survey
• FGDs
• Women’s businesses

and associations

• Number of new enterprises
registered in a given period
(week, month, year) 

• Change compared with
baseline

• Number and percentage of
new enterprises registered
over the given period, by
gender of business head,
manager, or owner19

• Change compared with
baseline disaggregated by
gender of business head,
manager, or owner

• Registry office
• Sample survey

(Continued )
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Indicator/Data required Gender focus (Gender-
disaggregation)

Table 2.1: M&E Indicators (Continued )

Indicator/Data required
Gender focus (Gender-
disaggregation) Source of data

Outcome indicators

• Number of new licenses
issued (in priority sectors)
in a given period (week,
month, year)

• Change compared with
baseline

• Number and percent of new
licenses issued (in priority
sectors) over the given peri-
od, by gender of business
head, manager, or owner

• Change compared with
baseline disaggregated by
gender of business head,
manager, or owner

• Licensing office
• Sample survey
• FGDs
• Business associations
• Women-in-business

forums

• Agency operation and acces-
sibility, ease of mobility, and
other restrictions

• Opening hours of registra-
tion and licensing agency

• Accessible and safe location
• Welcoming of women
• Percentage of men and

women managers or other
staff in the agency

• FGDs
• Agency management
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Annex A  Sample Questionnaire for Business Owners

Introduction 

1. Type of business: legal form (incorporated, partnership, sole trader, other) 

2. Sector or main products 

3. Size (number of employees/turnover) 

4. Gender of owner(s)

5. Gender of manager(s)

Business Start-Up 

1. Is your business registered? [Note: Registration requirements vary. Registration

is generally with a business registry and/or tax authority.]

2. Does your business have any licenses or permits? [Note: Include licenses and

permits issued by nation and subnational authorities.]

IF THE ANSWER TO QUESTION 1 OR 2 IS YES, PLEASE ANSWER QUESTIONS 3

THROUGH 19. 

3. What licenses or permits is your business required to have? [Note: Include

licenses and permits issued by national and subnational authorities.]

4. Where did you get the information on how and where to register or obtain nec-

essary licenses or permits? 

5. If your business is registered, with whom is it registered? 

6. If it is registered, is it registered in your own name? If not, why not? 

7. If your business is registered or licensed, did you undertake the registration or

licensing process yourself? If someone else undertook the process for you, who

was this? Please explain why you used their services. 

8. Which license or permit is the most burdensome to obtain? 

9. What problems do you encounter when you undertake registration/obtain a [ ]

license/obtain a [ ] permit. Please rank in order of severity of the problem.

Note: The questions below will need to be used flexibly, taking into account the

context and level of knowledge and experience of interviewees. Approaches

should vary depending on whether the questions are being used in the context of

a survey, focus group discussion, or one-on-one interview. Concepts, for exam-

ple the difference between registration and licensing, may need explanation. 

The questions are designed for both informal and formal businesses—but

will need to be used flexibly. For example, informal businesses may well have a

trading license, even if they are not formally registered, and the questions should

be used to probe the procedures and barriers associated with this. 
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[Note: Specify precisely what process is being referred to. Data are required for

each process undertaken.] 

■ Time consuming 

■ Expensive 

■ Demands for bribes 

■ Harassment by public officials 

■ Need to travel or stay overnight 

■ Problems with child care 

■ Inconvenient opening hours

■ Other (please specify) 

10. How many days did each process take?

11. How much did each process cost?

12. What were the steps involved in each process?

13. Have you ever been subject to sexual harassment when you have registered or

licensed your business? 

14. Did you need to seek the permission of a family member (for example, your

spouse) before you could register your business or obtain a license for it? 

15. When undertaking any of the processes we have been talking about, have you

ever been asked for a bribe?20 Did you give a bribe, and if so, what did you

receive in return for it? 

16. When you deal with officials in connection with business registration or licens-

ing, with whom do you find it easier to communicate?

■ Women 

■ Men 

■ No difference 

17. Do you consider that you were disadvantaged in any way during the regis-

tration or licensing process because of your gender? Do you think the

process would have been easier if you had been the opposite gender? If 

so, how?

18. If your business is registered as a company, are you the sole shareholder or

director? If not, who are your coshareholders or directors? Why did you choose

not to own the company alone? 

19. What improvements in the registration and licensing processes would be of

greatest assistance to you and make it easier for you to comply? 

IF THE ANSWER TO QUESTION 1 OR 2 IS NO, PLEASE ANSWER QUESTIONS 20

THROUGH 22. 

20. Do you know how to register your business or obtain the licenses it needs? 

21. Why have you chosen not to register or license your business? 

22. What improvements in the registration or licensing process would be of great-

est assistance to you and make it easier for you to comply?
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QUESTIONS FOR FORMAL AND INFORMAL BUSINESSES 

23. What is your perception of the regulatory burden for your business (rank, for

example, from light to severe)?

24. What are or would be the benefits (if any) to you of formalizing or registering

your business? 

25. What are or would be the disadvantages to you of formalizing or registering

your business?

Module 2: Business Entry and Operations: Registration, Licensing, and Permits
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Annex B  Business Licensing Reform: Application of 
Standard Cost Model and Compliance Cost Tool

Gender Checklist 

The Standard Cost Model and the Compliance Cost Tool both provide a quantitative

assessment of the costs imposed on businesses by regulation (in this case, by business

licenses). Both methods can capture (i) the differential costs on female-headed busi-

nesses and male-headed businesses of obtaining a license and (ii) the different expe-

riences of male and female license applicants. This gender-disaggregated information

should inform the business licensing reform process. 

However, neither method captures two important pieces of information that

should inform business licensing reform and policy development: 

a) The gender-disaggregated extent of noncompliance. International evidence

suggests that women may be more likely than their male counterparts to choose not

to license their businesses because, for example, of their double time burden, lim-

ited knowledge about licensing requirements, or limited business networks. If it is

found that women are much less likely than men to license their businesses, the rea-

sons for this need to be investigated (for example, through interviews, focus group

discussions, or surveys) and appropriate policy responses developed, for example,

targeted information for female-headed businesses. 

b) Gender-disaggregated qualitative costs. There is international evidence that

women are liable to be subjected to sexual harassment when they deal with public

officials. This type of experience is not quantifiable, but clearly imposes a significant

personal cost on women and is a clear disincentive to comply with licensing require-

ments. If these qualitative issues are revealed, appropriate policy responses can be

developed; for example, if sexual harassment is an issue, assigning female licensing

staff to deal with female license applicants. 

Noncompliance may be assessed by comparing (i) the total number of license

holders with (ii) the total number of businesses. An attempt should be made to find

gender-disaggregated data on both (i) and (ii). The licensing authority may have

gender-disaggregated information on the proportion of licenses held by male-

headed firms and female-headed firms.21 However, if licenses are in the names of

businesses, rather than business owners, this may be problematic. Instead, reliance

could be placed on anecdotal evidence from the licensing authority or private sec-

tor survey evidence, if available.

Information on qualitative costs may be obtained from one-on-one interviews,

focus group discussions, or private sector surveys that explore the experience of

men and women when they apply for licenses. 
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Key Aspects Standard 
Cost Model (SCM)

Key Aspects Compliance 
Cost Tool (CCT) Gender perspective Gender checklist 

Provides a framework methodol-
ogy for measuring administrative
costs imposed on businesses by
government. 
Aim is to measure the average
cost to a business of complying
with the regulation. 

Provides a framework methodolo-
gy for measuring policy as well as
administrative costs imposed on
businesses by government. Aim
is to measure the average cost to
a business of complying with the
regulation. 

If impacts on female-headed and
male-headed businesses are
assessed separately, both tools
will enable differentiated impacts
to be revealed and then explored. 

• Ascertain proportion of licenses
held by female-headed 
businesses and male-headed
businesses (see introduction
above for suggestions about
how to obtain this information). 

• Based on the proportions above,
use a statistically appropriate
number of female-headed firms
in the sample frame. For 
example, if 50% of license 
holders are female-headed
firms, 50% of sample should be
female-headed firms. If 
noncompliance is gender-
skewed (for example, women
hold far fewer licenses
than men): 

➢ further analysis should be
undertaken to ascertain why
this is (see introduction above)
and

➢ the gender-disaggregated data
should be treated with caution.
If few women have obtained
licenses, those who have are
likely to be untypical (for exam-
ple, they may be well educated
or run large businesses). 

(Continued )
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Key Aspects Standard 
Cost Model (SCM)

Key Aspects Compliance 
Cost Tool (CCT) Gender perspective Gender checklist 

The administrative burden is
measured through in-depth 
interviews with a small number
of firms within the target group
of the law. They are asked to
specify how much time and
money they spend performing
each administrative activity that
is required when fulfilling a given
information obligation. The 
different effects that a law may
have on various types of 
businesses (or a relevant 
segment of businesses) is 
carried out. For example, often it
will be necessary to distinguish
between smaller and larger
firms.

The methodology for measuring
both the administrative and policy
burdens is as per the SCM, but
questions on each type of cost
burden are separated so that 
separate information can be 
collected on each, and each can
be measured separately.

Male and female-headed firms
tend to be different—in terms of
size and sectors in which they
operate.

• The sample should reflect the
proportions of male- and 
female-headed firms of different
sizes and in different sectors. 

Each administrative activity is a
function of the internal and 
external costs to business, 
multiplied by the number of
times each business has to 
perform the activity. “Time
spent” on fulfilling a requirement
is translated into a cost using the
wage of the person who is 
normally assigned to carry out
the task, multiplied by the 
frequency with which that task 
is carried out. 

As per SCM Even where there is no explicit
legal or regulatory restriction, 
cultural or economic reasons
may force women to depend on
men to act as intermediaries
between themselves and state
officials. As a result, women’s
interactions with officials are less
efficient and women’s choices
are restricted. 

• The data should capture the
gender of the person assigned
to the task of license application
and interaction with the public
authority concerned. 

• If the person who obtains the
license is not the business
owner, the reason(s) for this
should be explored, if possible. 
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Administrative costs are defined
as “the costs imposed on enter-
prises when complying with
information obligations stemming
from government legislation.”
Examples include keeping
records; carrying out inspections;
completing returns and reports;
standing in queues to obtain
approvals or file documents;
entering information in a register;
getting hold of a copy of the law
to review, reading a brochure
about it, or paying a solicitor to
explain what one’s compliance
obligations are; and cooperating
with audits or inspections.

Administrative costs are defined
as per Standard Cost Model. But
it is important to note that they
can include costs of avoiding
compliance with these 
requirements, including paying
bribes to avoid queuing up or to
avoid being caught.

The making of unauthorized pay-
ments is fertile ground for con-
sideration of gender issues.
There is international evidence
that firms paying small bribes are
likely to spend more manage-
ment time dealing with official-
dom, not less.22 This imposes a
double burden—both the cost of
the bribe and the additional man-
agement time. But it is unclear
whether male- or female-headed
firms are more likely to pay
bribes: 
• Men may be more likely to try

to avoid compliance with 
regulatory requirements than
women (for example, by paying
bribes). This may be due to
their greater exposure to
bureaucracy and experience
and confidence in dealing with
officialdom and that their 
networks of influence tend to
be wider and deeper than 
those of women entrepreneurs.

• On the other hand, there is
international evidence that
women are more susceptible
than men to queue barging,
harassment, and requests for
“speed payments,” being seen
as soft targets.23 

• Ensure gender-disaggregated
data are gathered on unautho-
rized payments when obtaining
a license.

• If possible, gather gender-
disaggregated data on costs 
of avoiding compliance. 

(Continued )
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Key Aspects Standard 
Cost Model (SCM)

Key Aspects Compliance 
Cost Tool (CCT) Gender perspective Gender checklist 

An information obligation is
defined as “a compulsory duty to
procure or prepare information
and subsequently make 
it available to a public authority 
or third party.”

An information obligation is
defined as per SCM. But 
compliance costs can also
include policy costs—that is, the
cost inherent in meeting the aims
of a regulation, for example, a
direct cash cost, such as 
changing stationery to include a
tax number; training staff on
health and safety compliance and
so forth; and paying direct fees,
levies, or taxes.
Compliance costs can also
include the opportunity cost
(what else could one have been
doing or spending one’s money
on, if the regulation were not
there) of complying or not 
complying with a regulation,
although this is notoriously 
difficult to measure.

Opportunity costs for men and
women may be different, as
women are more likely to juggle
their businesses with family and
domestic duties. For a woman,
spending less time on a licensing
requirement may not necessarily
translate into additional time
spent attending to her business. 

• Gender disaggregate informa-
tion on opportunity cost (if
obtained). Undertake careful
analysis in the light of different
gender roles. 

Enables reduction targets to be
set and key areas for reform to
be identified.

Enables reduction targets to be
set and key areas for reform to
be identified.

If gender-disaggregated data are
collected, both models will allow
a consideration of the different
impacts and cost burdens a law
may impose on female-headed
businesses, as compared with
male-headed firms. 
They will also reveal any 
differences in the experiences of
men and women dealing with
public officials in connection with
licensing.

• As well as gender disaggregating
the data obtained, the reasons
behind the differences revealed
by the disaggregation should be
explored, to enable appropriate
policy responses to be 
developed.
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Annex C  Legal Checklist 

Note: In each case, identify legal basis (name and date of law or regulation) for

answer. 

General 

1. Are there formal restrictions on the ability of women to run a business that

are related to gender? (Consider status of woman—married, single, divorced,

widowed)

2. Are women regarded as legal minors? 

3. Is the age of majority the same for a woman as for a man? 

4. Is polygamy culturally or legally recognized? If so, do second and subsequent

wives have lesser rights in relation to running businesses?

Incorporated Businesses (registered under Companies legislation)

1. Can women be directors and shareholders of companies in the same way as men? 

2. Is the age at which women and men can be directors or shareholders the same? 

3. Do women need permission from a male relative or husband in order to be a

company director or shareholder? 

4. If yes, do men require reciprocal permission? 

5. Is there provision in the company law for registration of sole directors and

shareholders? 

6. Are women permitted to undertake the registration process without involving

a man (for example, to accompany then to the registration office)? 

7. Is the company registration process the same for women (including married

women) as for men? For example, do women have to file additional documents,

answer additional questions, go to a different place, or go through additional

procedures? Is it different in any way for widowed, divorced, or separated

women?

8. Is it necessary or usual to travel (for example, to a town) in order to register a

company? If yes, are there any travel restrictions on women? 

Unincorporated Businesses (that is, not registered as companies) 

1. Is there a registration process for unincorporated businesses (for example, busi-

ness name registration, registration with tax authorities)? 

2. If yes, is such registration compulsory? What is the penalty for noncompliance? 

3. Is the age at which women and men can register a business the same? 
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4. Do women need permission from a male relative or husband to register 

a business? 

5. If yes, do men require reciprocal permission? 

6. Are women permitted to undertake the registration process without involving

a man (for example, to accompany them to the registration office)? 

7. Is the business registration process the same for women (including married

women) as for men? For example, do women have to file additional documents,

answer additional questions, go to a different place, or go through additional

procedures? Is it different in any way for widowed, divorced, or separated

women?

8. Is it necessary or usual to travel (for example, to a town) in order to register an

unincorporated business? If yes, are there any travel restrictions on women? 

Licenses and Permits

1. Are women required to produce additional documents, or undertake addi-

tional processes when obtaining licenses for their businesses? (Such provisions

may be contained in family laws). What about married, divorced, separated, or

widowed women?

Gender Dimensions of Investment Climate Reform

2
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Notes

1. Registration with a public authority can a) give the business a formal legal identity

and/or b) ensure the uniqueness of a company name and/or c) inform the authorities,

for example, tax authorities, of the existence of the business. Licensing is taken to mean

permissions firms must obtain for their core business activities. Permitting (closely

linked to licensing) is permissions for noncore business activities. (See “Business

Licensing Reform: A Toolkit for Development Practitioners.”)

2. World Bank, How to Reform, 18.

3. World Bank Enterprise Surveys. 

4. Federacion Internacional de Abogadas (International Federation of Women Lawyers).

5. Section 1.4 also discusses Tracer Studies/Secret Shopper approaches. 

6. Listing activities subject to licensing/permits and the laws and regulations that relate to

them. 

7. See “Business Licensing Reform: A Toolkit for Development Practitioners,” 16.

8. Chamlou, “The Environment for Women’s Entrepreneurship in the Middle East and

North Africa Region,” 46.

9. The extent of “male intermediation” is illustrated by the fact that more than a quarter

of women in developing countries do not have a say in decisions about their own health

care (Progress of the World’s Women 2008/2009, UNIFEM).

10. See module 1, section 2.4 for discussion of international treaty obligations. 

11. For example, in Cameroon, a local NGO, Women in Alternative Action, has produced

a pamphlet detailing laws on the Cameroon statute book that continue to discriminate

against women. 

12. Discussed in core module.

13. For example, women are likely to be less well educated than men and therefore less

aware of formalization processes; they are more likely to have the double time burden

of combining their businesses with domestic jobs, and therefore have less time to deal

with registration processes. 

14. Registration tends to be a one-off event, but licenses usually require renewal. 

15. The regulatory guillotine is a means of rapidly reviewing a large number of regulations

and eliminating those that are no longer needed. It counts the regulations that exist,

and then reviews them against clear criteria, using an orderly and transparent process

built on extensive stakeholder input. 

16. Corbridge, “Gender, Corruption and the State: Tales from Eastern India,” quoted in The

Gender Manual: A Practical Guide (DFID, 2007).

17. Government of Bangladesh, Governance, Management, and Performance in Health

and Education Facilities in Bangladesh: 2007 (Oxford Policy Management, Financial

Management Reform Program, Ministry of Finance).

18. Including in Commonwealth of Independent States and the South Pacific. 

19. Collection of gender-disaggregated data from the registry is necessary. However, since is

it sometimes difficult to distinguish between ownership and management of a business
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on the basis of the gender of the applicant, such data need to be interpreted with

caution. Where registries do not have company data disaggregated by gender, or where

multiple names appear on business registrations, sample surveys and pilot tests may be

needed. 

20. Include any unofficial payments, such as “speed payments,” “facilitation fees,” and so

forth, including those paid through agents or intermediaries.

21. It will be necessary to identify a working definition of “female-headed/male-headed

business.” The U.S. Survey of Business Owners and the Self-Employed provides a help-

ful definition. A female-headed business is at least 51 percent owned by a woman or

women and “controlled” by a woman or women (“control” in this context means exer-

cising the power to make policy decisions) and “operated” by a woman or women

(“operate” in this context means being actively involved in the day-to-day management).

22. Daniel Kaufman and Shang Jin-Wei. “Does Grease Money Speed up the Wheels of

Commerce?” (World Bank, 2000).

23. S. Corbridge, “Gender, Corruption, and the State: Tales from Eastern India,” quoted in

The Gender Manual: A Practical Guide (DFID, 2007). Also Government of Bangladesh,

Governance, Management, and Performance in Health and Education Facilities in

Bangladesh: 2007. (Oxford Policy Management, Financial Management Reform

Program, Ministry of Finance).



MODULE 3

Business Taxation

This Module Should be Used in Conjunction 
with the Core Module

This module (i) suggests tools to explore the gender aspects of business taxation1 (step 1 –

diagnostics); (ii) provides possible solutions to ensure that gender issues identified are effec-

tively addressed (step 2 – solution design); and (iii) suggests ways to incorporate gender into

implementation and monitoring and evaluation of tax policy and administration reform

programs (step 3 – implementation and monitoring and evaluation). 
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Gender Lens 116
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Why Gender Matters

Taxation policy (as opposed to tax administration, which is discussed below)

includes the statutory basis for taxation—what is taxed and at what rates and who

is liable to pay taxes and in what circumstances. In general, women’s lower relative

earnings and their predominance in informal employment mean that they are

unlikely to bear a large share of the personal income or direct tax burden. But indi-

rect taxes, which are a heavier burden on the poor, are likely to have a greater impact

on women than on men. Taxation policy can have a fundamental effect on the

investment climate, influencing the decisions of businesses and individuals in

response to changes in income and relative prices. Behavioral response to changes

in tax policy will differ between men and women according to both explicit and

implicit biases in the taxation system. For example, decisions made by men and

women about the time they spend in formal, informal, and unpaid work are influ-

enced by the impact of taxation on wages and disposable income.

Box 3.1 sets out examples of explicit gender biases, all of which result in disin-

centives for women to start or grow businesses.

An implicit gender bias arises where the burden of tax is borne disproportion-

ately by women, for example, higher rates of consumption taxes on products and

services more commonly consumed or produced by women than men.

Module 3: Business Taxation
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In Vietnam in 2003, there was a range of value-added tax (VAT) rates attribut-

able to different business sectors. In the production sector, predominantly

 controlled by men, the VAT rate was 5 percent; in the trade sector, where

 proportionately more women operated, the rate was 10 percent; and in the food

and beverage sector, where women predominated, the rate was 20 percent.2

BOX 3.1 Gender Bias in Tax Policies

In Tanzania, family business income is attributed to the husband regard-
less of the spouse’s role in the business.

In South Africa before 1995 and in several Middle Eastern coun-
tries today, the rate of tax applied to married women is higher than to
 married men.3

All Middle Eastern countries identify the family, rather than the individ-
ual, as the central unit of society. This influences the taxation regime. For
example, in Jordan, if husband and wife file separately, some tax deduc-
tions are available only for the man.

Source: Barnett and Grown 2004.
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Such findings should be interpreted with care, however. An implicit gender

bias may arise incidentally when there is a valid economic or public policy ration-

ale for a particular tax policy, for example, high “sin taxes” on alcohol and tobacco,

which, based on consumption patterns, have greater impact on men than women

in most societies.

Evidence from developed countries suggests that married women respond more

strongly to the increased incentive of lower tax rates than do men—hence, tax biases

against women can be particularly economically damaging.

Tax administration includes the procedures for assessment and collection of tax-

ation. Weaknesses in tax administration can also have serious implications for the

investment climate, as illustrated by the compliance costs and time to file returns

measured by the Doing Business indicators, and may affect female and male entre-

preneurs differently. There is clear evidence from developing countries that women

are frequently at a disadvantage when dealing with public officials (see box in

module 2, section 2.5). This may influence their willingness to register with tax

authorities in the first place, and their ability to engage effectively with them once

they are registered—for example, where discretion is given to tax administration

officials, women may be in a weaker negotiating position than men. 

Gender Dimensions of Investment Climate Reform
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In Vietnam, small businesses may be exempted from charging VAT, but are still

able to recover input VAT if they are below a threshold size. Businesses need to

register to benefit from this exemption. But businesses owned by women are less

likely to be registered than businesses owned by men.4

BOX 3.2 Impact of U.S. Tax Reform on Women

An analysis of the 1986 Tax Reform Act in the United States, which low-
ered the top marginal tax rate from 50 percent to 28 percent, found that
married women responded more strongly to the increased work incentive
than men did.5

Source: Nada 1995.
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Step 1  Diagnostics

Step 1 provides tools to analyze whether a country’s tax policy or administration

contains gender distortions. 

1.1  Analyze Tax Policy and Legislation through a Gender Lens 

The tax policy framework (generally comprising direct taxes on income and

wealth, indirect taxes on consumption, property taxes, and trade taxes) should

be reviewed for gender biases, in particular in relation to the tax base. Although

the diagnostic focus is on business taxation, this does not mean that only corporate

taxes should be considered; in many jurisdictions, unincorporated businesses

and sole proprietors are taxed primarily under personal tax regulations, which

may include gender biases. For small businesses, it is also important to consider

the requirement (if any) for “presumptive taxation” and its impact on cash flow

and profitability. 

A key gender policy issue is likely to be the tax treatment of married women

and the extent to which their income is consolidated with their husband’s or fam-

ily’s for tax purposes—the “marriage penalty” (see box 3.3). Any requirement for

Module 3: Business Taxation
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 

BOX 3.3 Marriage Penalty in Tax Codes

Tax laws in many countries of Asia and Africa that derive their tax system
from English common law are based on the assumption that all the income
earned by a married couple is the property of the husband. 

The “marriage penalty” occurs when a couple filing joint returns expe-
riences a greater tax liability than would occur if each of the two people
were to file as single individuals. Evidence from the United States,
Canada, and Japan shows that a system of joint filing results in discour-
aging secondary workers (usually women) in the household.6

The “penalty” may extend beyond wives to other members of the fam-
ily. In India the filing unit for income tax is the Hindu extended family, com-
prising all male Hindus descended in the male line from a common
ancestor and their wives and unmarried daughters.7

Source: Esim 2000, Stotsky 2006.
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women’s taxes to be assessed other than individually increases the relative tax rate

on women because when their income is combined, they are effectively taxed at the

higher marginal rates.

Annex A contains a checklist of issues to consider.

1.2  Analyze the Tax Burden or Tax Incidence through a Gender Lens 

Consideration should be given to whether there is gender bias in the tax burden

and tax incidence. Official statistics reflecting gender breakdowns are not readily

available, but sample data from tax returns may yield useful information. 

Questions to consider include the following: 

• What proportion of tax is paid by women and what proportion by men? 

• What proportion of taxpayers are women and what proportion are men? 

•   Are sectors in which men and women are engaged subject to different taxation

regimes, or different levels of tax take? 

In addition, the direct costs of taxes to businesses, compliance costs (for example,

administrative and logistical expenses and informal payments to officials) should also

be considered, especially for smaller businesses, for which these can be a very signifi-

cant cost. For example, can taxes be paid at a single payment point that is accessible to

women? Or does payment of taxes require multiple visits to different offices, where

women may experience more difficulties getting served than men? In this regard,

the Foreign Investment Advisory Service (FIAS) Tax Compliance and Informality

Surveys8 can provide very helpful context, including experience of corruption in

payment of taxes; upcoming surveys should provide gender-disaggregated data. 

Consideration should also be given to whether any tax incentive regime (that is,

special treatment to encourage investment) contains explicit or implicit gender

biases. Incentives may be legislated or discretionary to officials or ministers. Discre-

tionary incentives are generally more problematic and may be more prone to

implicit gender bias in places where women have less effective access to public offi-

cials than men do. Transparency as to what incentives have been provided and on

Gender Dimensions of Investment Climate Reform
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When personal income tax is collected on a joint, as opposed to individual, basis,

it can be difficult to obtain gender-disaggregated statistics. If filing is on an indi-

vidual basis, tax returns may explicitly capture the gender of the filer. Where they

do not, gender may be able to be inferred from the name of the filer. Alterna-

tively, a sample of tax returns could be matched to other gender-disaggregated

data, for example, social security information.

Gender-disaggregated data are not collected in most countries on indirect

taxes.
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what terms may be poor, although ministries of finance should maintain a register.

Although evidence suggests that tax incentives are much less effective than broader

socioeconomic and political factors in determining investment rates, there is often

strong political pressure for incentives to be given. It may be that beneficiaries tend

to be politically well-connected men. 

1.3  Review Impact of Local Tax Regime on Women

Many developing countries are implementing decentralization programs,

including enhanced revenue-raising powers of local authorities. An understand-

ing of the decentralization process will be required,9 especially as it relates to

local government taxes that may impose a disproportionate burden on business-

women because 

• women are more likely than their male counterparts to operate in the informal

or semi-informal sector (see module 2 – Business Entry and Operations); 

• women entrepreneurs may be less able to resist the predatory imposition of

local taxes (see module 2, section 2.5 with evidence that women tend to be dis-

advantaged in the dealings with public officials); and

• local government officials may target sectors in which women predominate,

such as small-scale market trading, for tax collection. 

Consideration should be given to the local tax regime and the extent to which

it contains gender biases. For example, the tax structure may be different for sec-

tors in which men predominate versus those in which women do. In addition,

local governments should be questioned about the source of their tax take and

their collection practices. 

Although gender bias in local government taxation may be caused by a deliber-

ate or unintentional policy of the local government itself, it may also arise from the

policy framework within which local governments operate, and the limited range of

revenue sources that they are permitted to exploit by the central government.

1.4  Obtain Gender-Disaggregated Private Sector Views

Existing private sector surveys (for example, World Bank Enterprise Surveys,

Market Surveys, Tax Compliance Surveys) may contain gender-disaggregated

data to assist in estimating the relative impact of tax policy and administration

on women and men. If published reports do not disaggregate findings on the

basis of gender, the raw data may still be available for additional analysis to obtain

gender-disaggregated responses. 

If a full diagnostic is being undertaken, more in-depth analysis may be required

to explore gender differences in tax policy and administration as experienced by the

Module 3: Business Taxation
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private sector. The pro forma questionnaire for private sector operators in annex B

is designed to form the basis for such analysis in the context of (i) one-on-one inter-

views, (ii) focus group discussions, and (iii) formal surveys. The main focus of the

questionnaire is on tax administration, although private sector views are also sought

on some tax policy issues. 

1.5  Undertake Institutional Assessment through a Gender Lens

Consideration should be given to whether the tax authorities have incorporated

gender within their operations. Issues to consider include

• whether the tax authority has gender-disaggregated data on taxpayers;

• the views of the tax authority on problems businesswomen might face when

interacting with them;

• the gender balance of the staff in the tax authority, particularly those who deal

with the public;

• the culture of the tax authority, for example, the extent to which operational

manuals, customer charters, and so forth address gender issues; and

• the physical environment of the tax authority—is it one in which women would

feel comfortable?

Gender Dimensions of Investment Climate Reform
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Step 2  Solution Design

The diagnostic in step 1 may reveal gender distortions in tax policy that could dis-

courage women from starting and growing their businesses. For example: 

• Sectors in which women are engaged may be more heavily taxed than sectors in

which men are engaged. 

• Women may be affected by the joint taxation “marriage penalty.” 

• A highly discretionary tax system (for example, one based on discretionary

exemptions) may result in a bias against women.

The key entry point for tax policy reform will be the national budgeting

agency—usually the ministry of finance—which will have prime responsibility for

ensuring adequate domestic revenue is raised and that the economic incentives are

efficient and rational. 

The diagnostic may also reveal gender-related inefficiencies in tax administra-

tion that result in women avoiding engagement with tax authorities or alternatively

being subject to discrimination when they do engage.

Step 2 presents solutions to address gender distortions in both tax policy and

administration. Step 2.1 provides the rationale for the solutions proposed—a clear

agreement as to the intended impact of the reforms. From the perspective of the

ministry of finance, revenue impact will be critical here. 

2.1  Agree on Gender-Related Program Results 

Clear results of proposed reforms to tax policy or administration to remove gen-

der distortions need to be agreed upon by key stakeholders up front. Possible

results include 

• a taxation regime that is gender and marital status neutral;10

• an increase in number of female-owned businesses registered for tax; 

• an increase or decrease in amount of tax paid by female-owned businesses; or

sectors in which female-owned businesses predominate.

2.2  Undertake Law Reform to Abolish Gender Distortions in Tax Regime 

The list that follows contains possible reforms, the appropriateness of which will

depend on the specific issues identified in the diagnostic in step 1: 

• Repeal laws that prevent married women from separate assessment of their

personal income and ensure equal treatments for deductions.

Module 3: Business Taxation
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• Consider revision of tax rates to reduce bias against sectors in which women

predominate as owners or employees (while taking into account that there may

be valid economic or public policy reasons for such tax rates independent of

gender considerations).

• Repeal other tax laws that impose a significantly higher tax burden on women

or that inhibit women’s engagement in economic activities. 

• Introduce targeted tax breaks to encourage women’s economic participation,

such as allowing child care costs as a tax deduction. 

• Reduce or eliminate specific tax incentives for investment in favor of broader

investment climate reforms, but where incentives remain, ensure they are

“gender neutral” both explicitly and in their impact.11

2.3  Undertake Capacity Building and Administrative Reform 

Increasingly, developing countries are adopting the unified tax authority model,

under which one national institution is responsible for all, or most, forms of taxa-

tion. This approach can lead to substantial efficiency gains and increases in overall

tax collections and provides an entry point for female-oriented service delivery.

Measures that could be taken: 

• Develop customer charters for tax agencies that are proinvestment and female-

friendly.

• Set up taxpayer groups, including women entrepreneurs, to increase coopera-

tion with tax agencies and improve efficiency of collection.

• Train tax agency staff to deal with women taxpayers fairly and efficiently.

• Ensure office locations and opening times are female-friendly.

• Ensure there are sufficient female employees throughout the organization,

especially employees who interact with the public.

“Entrepreneurs need to have better access to information. We generally don’t

have access to information about laws and policies, and the relevant authori-

ties usually aren’t forthcoming when enterprises want such information.” 

— Woman entrepreneur, Vietnam

Gender Dimensions of Investment Climate Reform
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Step 3  Implementation and M&E 

The general points on implementation and monitoring and evaluation in the core

module should be applied to tax policy and administration reform programs. In

addition the following issues should be considered in relation to M&E. 

3.1  Ensure Key Information Can Be Gender Disaggregated 

The extensive tools already used for tax policy analysis can be developed to increase

their gender focus and obtain gender-disaggregated data. For example, it may be a

relatively easy reform to ensure that the gender of tax filers is captured and tax bur-

den analysis includes analysis by gender of the taxpayer. 

3.2  Incorporate Output and Outcome Indicators That Highlight 
Gender Aspects of the Program 

Gender issues should be incorporated within the program’s M&E framework at the

output and outcome levels. Table 3.1 provides a template for incorporating gender

in indicators typically used in tax reform programs. 

Module 3: Business Taxation

3The Tanzania Revenue Authority commissions an Annual Taxpayer Percep-

tions Survey to identify taxpayer needs. The findings of the survey are not

gender-disaggregated.12

Table 3.1: M&E Indicators

Indicator/
Data required

Gender focus 
(Gender disaggregation) Source of data

Output indicators

• Number of operational
manuals produced,

• Training and outreach

• Qualitative indicator: 
gender-inclusive focus
(customer service); 
gender issues 
articulated and 
addressed

• Core indicator: number
and/or percentage 
of men and women 
participating or 
benefiting

• Manuals produced
• Agency management
• Focus group 

discussions (FGDs)
• Interviews with 

businesswomen

• Workshops and 
outreach events to 
disseminate new tax
policy and procedures

• Gender disaggregate 
the data on participants 

• FGDs
• Event evaluation

forms

(Continued )
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Table 3.1: M&E Indicators (Continued )

Indicator/
Data required

Gender focus 
(Gender disaggregation) Source of data

Outcome indicators

• Changes in laws, 
regulations, and 
procedures that 
discriminate against
women 

• Do women have to 
obtain husband/male 
permission to engage in
business transactions
(including paying taxes)? 

• Legal review
• Relevant ministries
• Women’s business

associations
• FGDs

• Change [reduction] in
tax rate and widening
tax base

• Change in number of
taxes

• Gender neutrality of 
tax code

• Disaggregate impact 
of tax reform by gender
of business head/
owner/manager

• Tax regime 
“female-friendly?”

• Tax authority
• Women’s businesses
• FGDs
• Surveys

• Replacement of tax
holidays with 
investment incentives

• Number and/or 
percentage of men’s 
and women’s 
businesses benefiting
from changes in 
incentive regime

• Extent to which 
incentive regime is 
discretionary and 
whether this has a 
differential impact on
men’s and women’s 
businesses.

• Tax authority
• Women’s businesses
• FGDs 
• Surveys

• Average number of
days to comply with
tax administration

• Number of days 
disaggregated by
gender of business 
owner/head/manager

•  Tracking survey 
• Regulatory Impact 

Assessment Survey
• FGD
• Women’s businesses

and associations

• Average official cost to
comply with tax 
administration

• Reduced incidence 
of corruption

• Cost disaggregated by
gender of business owner
(to capture corruption or
other differences)

• Corruption incidence 
disaggregated by gender
of business
owner/head/manager

• Tracking survey
• Regulatory Impact

Assessment Survey
• FGDs
• Women’s businesses

and associations

• Improvement in tax
enforcement and
appeal procedures

• Nondiscrimination 
against women

• Extent to which 
procedures are equally
accessible to men 
and women

(Continued )
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Indicator/
Data required

Gender focus 
(Gender disaggregation) Source of data

• User satisfaction with
tax policy and 
administration

• Disaggregate by 
gender of business 
owner

• Tracking survey
• Regulatory Impact

Assessment Survey 
• Businesses 

and associations

• Improvements in
agency operation 
and accessibility

• Opening hours of tax
administration agency

• Accessible and safe 
location

• Welcoming of women
• Percentage of male and

female managers and
staff in the agency

• FGDs
• Agency management
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Annex A  Tax Policy Checklist 

Personal Tax 

1. What is the tax unit for personal tax purposes (for example, individual, married

couple, or extended family)?

2. Does the personal tax code distinguish between men and women in any way

(that is, would a woman be taxed differently than a man with the same income)?

For example: 

■ Are tax deductions equally available to single and to married men and

women? 

■ Are tax rates the same for single and married men and women? 

■ Are there tax credits only available to men or to women, for example, child

tax credits? 

3. Is there tax provision for multiple wives? If so, is there differential treatment

between first and subsequent wives?

4. Are child care costs tax deductible for working women?

5. Are there tax breaks in relation to maternity leave? 

Business Tax

1. How is the income of a family business treated for tax purposes? Are microbusi-

nesses owned by women and operating from their homes required to have or

eligible for separate tax identification numbers (that is, separate from the

household or male income tax identification number)?

2. Does the corporate tax code include tax benefits for female-owned businesses

or for businesses employing women?

3. Are there preferential corporate tax rates for industries (such a mining) that

employ proportionately more men than women or for industries such as tex-

tiles that tend to employ more women?

4. Can female shareholders and directors represent a company for tax purposes in

the same way as men?

5. Does the dividend tax code distinguish between men and women?

6. Do labor tax contributions distinguish between men and women?

Property Tax 

1. Are different tax rates applied to property depending on the gender of owner?

Gender Dimensions of Investment Climate Reform
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Annex B  Sample Questionnaire for Business Owners 

Introduction 

1. Type of business: legal form (incorporated, partnership, sole trader, other) 

1. Sector/main products

3. Size (number of employees/turnover) 

4. Gender of owner(s)

5. Gender of manager(s)

Note: The questions below will need to be used flexibly, taking into account the con-

text and level of knowledge and experience of interviewees. Approaches should vary

depending on whether the questions are being used in the context of a survey, focus

group discussion, or one-on-one interview. 

General 

1. To what taxes is your business subject? (Analyze according to level of govern-

ment that is levying tax, that is, central government or local government.)

■ Tax on business profits

■ Property tax

■ VAT or sales tax

■ Other (Specify which include significant local fees and service charges levied

by local governments, municipal, and similar authorities.)

2. On average, how much tax have you paid over the past three years to (i) central

government and (ii) local government?

3. What is your perception of the tax burden for your business (rank, for example,

from light to severe)?

4. Which tax is the biggest burden for your business and why? (Analyze according

to level of government that is levying tax, that is, central government or local

government.)

■ Tax on business profits

■ Property tax

■ VAT/sales tax

■ Other (specify)

5. What improvements in the taxation system or administration would be of

greatest assistance to you and make it easier for you to comply?

Central and Local Government Taxation

6. Do you file a tax return on your own account, or is it consolidated with your

spouse’s or family’s?

Module 3: Business Taxation
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7. When paying tax do you need to visit an office? If yes—

■ How many visits have you paid in the past three years? 

■ What was the purpose of those visits? 

■ Describe your experience during the visits.

■ Did you deal with an official of the same gender as you? If not, would you

have preferred to? 

■ What was the outcome of your visit? Would you describe it as satisfactory? 

8. What problems do you encounter when you pay tax? Please rank in order of

severity of the problem, and give details of the problem. 

■ Lack of transparency about demands for payment 

■ Frequency of demands for payments 

■ Demands for bribes or other informal payments 

■ Harassment by public officials 

■ Other (please specify) 

9. Have you ever been subject to sexual or other harassment by a tax-collection

official? Please give details. Do you think the problem was made worse by the

fact of your gender? 

10. When paying taxes, have you ever been asked for a bribe13 (for example, an

unofficial payment in return for a reduction in tax)? Did you give a bribe, and

if so, what did you receive in return for it? Estimate total amount of bribes and

similar informal payments paid annually in relation to tax, analyzed, if possible,

between local and central government taxes. 

Gender Dimensions of Investment Climate Reform
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Notes

1. Business income is in many circumstances taxed as personal income and to this extent,

this module considers also personal tax.

2. Irene Van Staveren and A. Haroon Akram-Lodhi, “A Gender Analysis of the Impact of

Indirect Taxes on Small and Medium Enterprises in Vietnam.” (The Hague, The Nether-

lands: Institute of Social Studies, 2003).

3. All examples in box are taken from Barnett and Grown, Gender Impacts of Government

Revenue Collection: The Case of Taxation (London: Commonwealth Secretariat, 2004).

4. Van Staveren, et al., op. cit.

5. Eissa Nada, “Taxation and Labour Supply of Married Women: The Tax Reform Act

of 1986 as a Natural Experiment” (Cambridge, MA: National Bureau for Economic

Research, 1995).

6. Simel Esim, “Impact of Government Budgets on Poverty and Gender Equality,” 2000. 

7. Janet Stotsky, “Gender bias in tax systems,” Tax Notes International, 1997.

8. To read more about the Foreign Investment Advisory Service (FIAS) Tax Compliance

and Informality Surveys, see http://www.fias.net/ifcext/fias.nsf/Content/Pubs_Business

Taxation?OpenDocument&StartPagePublicationsbyProductLinesBusinessTaxation=2.

9. Understanding the country’s decentralization program is also critical for other

Practitioners’ Guide modules, especially module 2 (Business Entry and Operations). 

10. Possibly subject to targeted tax breaks related to child care and maternity leave to

encourage women’s economic participation. These arguably result in a more equitable

sharing of the costs of reproduction between women and men. 

11. The tax break proposed in the bullet point is aimed at equalizing the impact of child

care across society and redressing an existing imbalance. 

12. A. Ellis, M. Blackden, J. Cutura, F. MacCulloch, H. Seebens, 2007. Gender and Economic

Growth in Tanzania:  Creating Opportunities for Women, Directions in Development,

World Bank, Washington, D.C.

13. Use term only if culturally appropriate—otherwise “speed payment,” “facilitation

payment,” and so forth, per note in previous module.
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MODULE 4

Trade Logistics 

This Module Should be Used in Conjunction 
with the Core Module

Efficient, easy, and accountable import and export procedures have a significant impact on

the business environment. Initiatives to improve trade logistics typically aim to (i) simplify

and harmonize procedures and documentation; (ii) implement electronic processing and

automation and develop single-window systems; (iii) introduce risk management in border

inspections and clearance; and (iv) build capacity to improve efficiency in customs and tech-

nical control agencies. 

This module (i) provides tools to identify trade logistics constraints that have a dis-

proportionate impact on women (step 1 – diagnostics); (ii) provides possible solutions to

ensure that gender issues identified are effectively addressed in initiatives to improve

trade logistics (step 2 – solution design); and (iii) suggests ways to incorporate gender

into implementation and monitoring and evaluation of trade logistics reform programs

(step 3 – implementation and monitoring and evaluation). 
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Module 4: Trade Logistics

4

Why Gender Matters 

Efficient trade logistics systems and services have the potential to increase trade—

and thus growth, private investment, and jobs. To reap maximum benefits from

trade logistics reforms, barriers that affect women, as well as those that affect men,

must be addressed. 

There is extensive (and conflicting) literature on the impact of trade and global-

ization on women.1 What is clear is that women in developing countries are mas-

sively involved in export sectors, such as agriculture (where they typically comprise

about 50 percent of the workforce) and in labor-intensive manufacturing, including

electronics assembly and textiles. In Bangladesh, for example, women comprise

90 percent of the 1.8 million workers in the export-oriented textile sector.2

Women not only participate in international markets as workers, they are also

importers and exporters in their own right (box 4.1). 

But, generally, women’s businesses, which tend to be small and concentrated in

the informal sector, are not well placed to participate in international trade,

because of social and cultural factors, for example, (i) inequalities in access to

resources (land, finance3) as well as lower levels of education and social restrictions;

(ii) domestic work, such as child care and household management; and (iii) inability

to own land. Trade logistics programs are not able to address these broader issues

relating to women’s access to international trade. What they can do, however, is

ensure that businesswomen who are involved in importing and exporting reap the

BOX 4.1 Women as Importers and Exporters

In Tunisia, a World Bank-supported program that provides financial and
technical assistance to exporters (FAMEX) partners with the National
Businesswomen Association (CNFCE) and ENDA, a microcredit provider
for women, on providing export development assistance to women busi-
ness owners. The partnership is anchored in an agreed work plan and
monitorable deliverables between FAMEX and the associations. This
assistance includes education, technical support with export develop-
ment plans and trade fairs, and export finance. This has been viewed as
most valuable by businesswomen consulted. CNFCE has recognized
the achievements of its members in international markets through the
production of a video highlighting success stories.

In the Windward Islands, the banana sector has been a traditional
export crop, mainly because of preferential European Union treatment. A
large majority of the banana producers are women, about 40 percent of
whom are single heads of households.4

(Continued )
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same benefits from improvements in import and export processes as their male

counterparts. If women are able to benefit from trade logistics reform and simplifi-

cation, they may reap greater benefits from it than their male counterparts (see box).
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Reducing the time goods spend in transit frees up firms’ working capital. Female-

headed firms tend to have lower working capital than male-headed firms (both

because their businesses tend to be smaller and because they may have less access

to finance). A reduction in transit time for goods may therefore benefit women’s

firms more than men’s.

BOX 4.1 Women as Importers and Exporters (Continued )

In Kenya, the Women Entrepreneurs for Industrial Growth Project
(supported by the United Nations Industrial Development Organization
[UNIDO]) provides technical and managerial training services to women
entrepreneurs involved in textiles and related products. Forty percent
of the women trained are now exporting to African, European, and U.S.
markets. 

In Nicaragua, UNIDO is working with milk and cheese producers in
the neighboring provinces of Boaco and Chontales. As a result of the clus-
ter development, producers are now exporting their cheese to El Salvador
and Honduras. About one-third of the exporting enterprises are managed
by women.

In a survey of women’s businesses in the Middle East and North

Africa,5 between one-quarter and one-half of women surveyed were trad-
ing internationally. 

Sources: Robinson 2001; IFC GEM 2007.
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Step 1  Diagnostics

Key trade logistics issues commonly constraining trade in developing countries

include complex and cumbersome regulatory policies and procedures, uneven

application of tariffs and fees, inefficient border control and inspection regimes,

and burdensome documentation. Step 1 provides tools to analyze to what extent

these types of barriers affect men and women. 

1.1  Obtain Gender-Disaggregated Private Sector Views 

There is emerging evidence that trade logistics barriers are not only different for

women entrepreneurs, but also more severe. Research undertaken across Africa6

shows how lack of physical security at borders differentially affects women, who

report a high incidence of physical assaults at border areas. Because women are

more likely to operate outside mainstream business circles or have more limited

business networks, accurate trade information on regulations, administrative rul-

ings, and general customs requirements does not reach them (see box 4.2). Women

are also more likely to face limited access to credit,7 which hampers their ability to

pay customs and related fees. In the case of small-scale cross-border trading,

women traders have low levels of literacy. For this reason, as well as for cultural rea-

sons, they tend to depend on brokers or agents to transact business and clear

goods. Brokers have been reported to make women pay nonexistent taxes—even

on duty-free goods—eroding their profit margin. 

Existing private sector surveys (for example, Investor Roadmaps, Investment

Climate and Enterprise Surveys, and Compliance Cost Surveys may be a starting

point for considering these issues. They may contain gender-disaggregated data on

the perceived nature and severity of procedural barriers to import and export. If

published reports do not disaggregate findings on the basis of gender, the raw data

may still be available for additional analysis. 

More in-depth analysis may be required to explore differences in the experi-

ence of men and women importers and exporters. The pro forma questionnaire

for private sector operators in annex A is designed to reveal differences in trade

logistics constraints faced by women and men. The questionnaire can form

the basis of (i) one-on-one interviews, (ii) focus group discussions (FGDs), and

(iii) formal surveys. 

Business associations, particularly those representing importers and exporters,

may be male dominated. Trade logistics programs commonly use chambers of

commerce to distribute questionnaires about trade logistics constraints among

their members. Care should be taken to ensure that women are included in the

Module 4: Trade Logistics
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 
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questioning, as they may not be members or may not form a significant percentage

of the membership.

Efforts should be made to engage with females involved in international trade—

for example, through business development projects to open access to markets and

through women’s business associations. If there is a local chapter of the Organiza-

tion of Women in International Trade,8 it may be of assistance. Annexes of the core

module and module 1 contain checklists of issues to bear in mind when seeking the

views of women entrepreneurs.

It has been observed that women do not take part in stakeholder roundtables.

Even if invited, they may come once but not return for future meetings. When they

do attend, they are also less likely to raise constraints and problems, and it is there-

fore difficult to identify their particular constraints. 

1.2  Map Existing Processes through a Gender Lens 

Obtaining a clear understanding of what the current processes are and how they

work is critical before moving on to solution design. Current processes should be

mapped, showing the agencies, documents, and fees involved in the process, and

the time and cost of import and export procedures quantified—through a gender
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BOX 4.2 Constraints to Business Growth 

A World Bank Urban Informal Sector Investment Climate Analysis in Kenya

in 2006 surveyed 250 firms in Nairobi and its environs. The survey revealed
that, on average, women perceive tax rates, tax administration, and cus-
toms to be greater constraints to business growth than do men.

In Tanzania, interviews with women entrepreneurs revealed that
negative attitudes and intimidation by government officials are a major
issue in their interactions with port officials. For women, key concerns
are the potential for abuse of wide discretionary powers. Women tend
to have less exposure to and experience dealing with officialdom than
their male counterparts, as well as fewer networks of influence in gov-
ernment circles. Therefore they are less confident when confronted
with corrupt or intimidating behaviour on the part of officials than are
their male counterparts. Even with automation, opportunities for
manipulation remain, for example, in querying valuations or demanding
costly extra physical inspections. Women interviewed also lamented a
lack of clear information on rights and obligations, which makes them
vulnerable to exploitation, poor enforcement behavior by officials, and
poor service attitudes by tax officials.

Sources: Ellis et al 2007.
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lens (see table 4.1). This means, at a minimum, ensuring that informants include

both male and female users of the system, in discussions with user groups and

one-on-one interviews. As suggested in relation to business entry and operations

(module 2), a more sophisticated approach would be to conduct a Tracer/Secret

Shopper Study (see module 2, section 1.4) comparing the  different experiences of

men and women. Potential issues that may be revealed include

• the particular difficulties and discrimination that women frequently face when

dealing with male public officials—for example, in customs sheds when

required to verify the load after a shipment has been screened and a possible

misdeclaration found (see box in module 2, section 2.5); and

• problems in obtaining letters of credit, which may be more difficult for women

than for men.

1.3  Undertake Institutional Assessment through a Gender Lens 

An institutional assessment of the authorities administering the system (which will

include port and customs officials) should be undertaken to assess the extent to
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Table 4.1: Trade Logistics in Rwanda 
Example: Rwanda—time to import 

SEA

MOMBASSA PORT

7 days 

MOMBASSA PORT GATE

10 days

MALABA (KENYAN BORDER)

5 days

MALABA (UGANDAN BORDER)

2 days

KATUNA (UGANDAN BORDER)

2–3 days

RWANDAN BORDER

1 day

DRY PORT (KIGALI)

2–4 hours

DRY PORT GATE
2–3 days 

Documentation and prearrival procedures: 25
days. More than 50 percent of time account-
ed for by regulatory procedures.

Source: From IFC's trade logistics process mapping program in Rwanda.

Examples of gender specific issues: 

Degree of negotiation required?
Are there barriers to women negotiating? 

Is there gender balance of public officials
involved in the process?

Are there cultural barriers to women dealing
with male staff? 

Are women more susceptible to queue jump-
ing or requests for bribes than men? 

Are there opportunities for sexual or other 
harassment? 

Do women face information disadvantages
that increase the costs in time and money of
customs processing?

Does the process produce time constraints
that differentially have a negative impact on
women (for example, transactions that extend
into the night or length of transactions that
conflict with women’s family responsibilities)?

Are additional licenses, permits, or fees
required for specific sectors in which women’s
imports or exports tend to dominate?
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which they have incorporated gender issues within their operations. Issues to

consider include

• whether there are gender-disaggregated data on users of the system;

• the views of the institution on problems businesswomen might face when inter-

acting with them;

• the gender balance of the staff in the institution, particularly those who deal

with the public;

• the culture of the institution: (i) assess the extent to which operational manu-

als, customer charters, and so forth, address gender issues and (ii) conduct on-

site observations to assess the extent to which the culture is gender neutral; and

• the physical environment of the institution—is it one in which women would

feel comfortable? 

Gender Dimensions of Investment Climate Reform
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Step 2  Solution Design

Step 2 sets out practical measures for ensuring that gender considerations are fully

taken into account when designing solutions to trade logistics constraints to ensure

that the needs of women as well as men are addressed. The starting point is for all

stakeholders to agree on the gender impact that the reforms are intended to have. 

2.1  Agree on Gender-Related Program Results 

The key result that trade logistics programs are intended to achieve is, ultimately,

increased trade and thus private investment, growth, and jobs. An appropriate indi-

cator, such as that suggested in section 3.2, should be agreed upon not only by the

public authorities involved in the reform program but also by women entrepre-

neurs, particularly with women’s business associations or other organizations

involved with women importers and exporters. 

2.2  Ensure Reforms Are Accompanied by a Communications Strategy
Aimed at Women Entrepreneurs 

A number of factors can prevent women’s participation in international trade.

If improved procedures are to improve women’s ability to access international

markets, proactive measures targeted at women will likely be needed to encour-

age women to consider broadening the scope of their businesses. A communica-

tions strategy should be developed in partnership with organizations or

initiatives working with female importers and exporters. This could include

such things as

• promoting the benefits of the improved procedures and the message that trade

is for women as well as men; and

• developing user guides to the new procedures that are specifically targeted

at women (for example, any pictures should include women traders as well

as men).

2.3  Undertake Institutional Reforms to Provide Improved Service 
to Women Entrepreneurs 

Trade logistics programs usually involve significant institutional reform, process

reengineering, and capacity building for the institutions administering the system

(customs, port authorities, and technical control agencies). This typically involves

reform of procedures and documents, including using automation (using appropri-

ate and accessible technology) and a single window. These types of reforms are an
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opportunity to address gender discrimination that may be unrecognized and

yet systemic in the operations of the organization. Precise interventions should

be designed in close consultation with women’s business associations. These

could include 

• developing customer charters for agencies that explicitly address gender issues

and problems in service delivery to women;

• ensuring standard training, operational manuals, and codes of conduct include

gender issues, particularly in relation to customer care;

• promoting a gender balance in the organization, particularly in relation to front

office staff; and 

• providing dedicated service points for female clients.

2.4  Design Risk Management Systems to Enable Women to Benefit

Emerging evidence indicates that women tend to be more compliant than men,

and therefore female-headed firms stand to gain particular benefit from the instal-

lation of a risk-management system for inspections (see box). Female-headed

firms may be more likely to be labeled as low risk and so will experience fewer

inspections and a faster processing time through customs. The fact that female-

headed firms tend to be more compliant could be one parameter that is used to

develop and refine the risk management system if gender-disaggregated data are

collected from the users on the standard customs forms.
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Risk management involves developing and refining, by data feedback, a sys-

tem whereby both individual users and shipments can be preidentified as low

risk (green), medium risk (amber or yellow), and high risk (red). According

to international best practice green channel goods are not inspected, yellow

channel goods undergo documentary inspection while red channel implies

both documentary and physical inspection.
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Step 3  Implementation and M&E 

The general points on implementation and monitoring and evaluation in the

core module should be applied to trade logistics reform programs. In addition,

the following issues should be considered in relation to M&E. 

3.1  Ensure Key Information Can Be Gender Disaggregated

An assessment should be made of the extent to which basic information collected

by customs, port authorities, and so forth, is capable of disaggregation on the basis

of gender. Key data include customer satisfaction levels and statistics on import and

export time and cost. There will be complexities in gender disaggregation—for

example, distinctions will need to be drawn between female-owned and female-

managed businesses and between women dealing in person with the import and

export procedures and those dealing through an employee or representative. 

3.2  Incorporate Output and Outcome Indicators That Highlight Gender
Aspects of the Program 

Gender issues should be incorporated within the program’s M&E framework.

Table 4.2 provides a template for including gender in indicators typically used in

trade logistics reform programs.

Module 4: Trade Logistics
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Table 4.2: M&E Indicators 

Indicator/Data required
Gender focus (Gender 
disaggregation) Source of data

Output indicators

• Agency operation and
accessibility

• Opening hours of customs,
ports, and other trade 
logistics agencies

• Accessible and safe locations
• Welcoming of women
• Percentage of men and

women managers and staff in
the agency

• FGDs
• Agency management

• Number of operational 
manuals produced

• Training and outreach

• Qualitative indicators: gender-
inclusive focus (customer 
service); gender issues 
articulated and addressed

• Core indicator: number and/or
percentage of men and women
participating or benefiting

• Manuals produced
• Agency management 
• FGDs
• Interviews with 

businesswomen

(Continued )
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Table 4.2: M&E Indicators 

Indicator/Data required
Gender focus (Gender 
disaggregation) Source of data

• Knowledge of trade 
logistics, requirements, 
and procedures

• Ascertain level of knowledge of
both men and women of these
requirements and procedures

• FGDs
• Agency management, 
• Women’s business

associations
• Sample surveys

• Mobility and other 
restrictions

• Do women have to obtain 
husband or other male 
permission to engage in 
business transactions 
(including trade)? 

• Is travel involved? If so, are
there restrictions on women’s
travel, such as husband’s or
other male’s permission?

• FGDs
• Women’s business

associations
• Women’s legal rights 
• Nongovernmental

organizations
• Country legal and

social analysis

Outcome indicators

• Average number of days to
comply with trade logistics
requirements (separate
assessment of number 
of procedures and 
documents required by
customs and technical
agencies, for example,
port, health, standards
bureau)

• Number of days disaggregated
by gender of business owner

• Tracking survey
• Agency management
• Regulatory Impact

Assessment Survey 
• FGDs
• Women’s businesses

and associations

• Average official cost to
comply with trade logistics
requirements

• Reduced incidence of 
corruption

• Cost disaggregated by gender
of business owner (to capture
corruption or other differences)

• Corruption incidence 
disaggregated by gender of
business owner

• Tracking survey
• Agency management 
• Regulatory Impact

Assessment Survey
• FGDs
• Women’s businesses

and associations

• Percentage of containers
physically inspected

• Number and/or percent of 
containers disaggregated by
gender of business owner

• Agency management
• FGDs
• Women’s businesses

and associations

(Continued )
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Annex A  Sample Questionnaire for Business Owners 

Introduction 

1. Type of business: legal form (incorporated, partnership, sole trader, or other) 

2. Sector or main products

3. Size (number of employees and turnover) 

4. Gender of owner(s)

5. Gender of manager(s)

Note: The questions below will need to be used flexibly, taking into account the

context and level of knowledge and experience of interviewees. Approaches should

vary depending on whether the questions are being used in the context of a survey,

focus group discussion, or one-on-one interview.

Trade Logistics 

Questions for firms that are involved in importing or exporting: 

1. Do you deal with import or export procedures and authorities yourself? If not,

who does this on your behalf?

2. If you use an intermediary, please explain why. 

3. Are you satisfied with the service the intermediary provides? Please explain why

or why not.

4. What is your perception of the service provided by each of the authorities you

deal with in connection with importing and exporting? Pick the most appro-

priate response for each authority:

■ Very helpful and facilitative

■ Quite helpful and facilitative 

■ Not at all helpful and facilitative 

■ Obstructive

5. What problems do you encounter in relation to import or export procedures?

Please rank in order of severity of the problem: 

■ Time consuming 

■ Expensive 

■ Demands for bribes 

■ Harassment by public officials 

■ Requirement for lengthy periods of attendance 

■ Other (please specify) 

6. How many days on average does it take to complete import or export 

formalities? 
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7. How much time on average do you spend on completing import or export

formalities? 

8. What were the steps involved in each process?

9. Have you ever been subject to sexual harassment when dealing with import or

export authorities? 

10. When undertaking import or export processes, have you ever been asked for a

bribe?9 Did you give a bribe, and if so, what did you receive in return for it? 

11. What is your perception of the availability of information required to effi-

ciently complete the import or export formalities? Pick the most appropriate

response for each authority:

■ Extensive and sufficient

■ Adequate 

■ Not easily accessed

12. What improvements in the import or export process would be of greatest assis-

tance to your business? 

Gender Dimensions of Investment Climate Reform
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Notes

1. For summaries see, for example, Tran-Nguyen and Zampetti (eds.), Trade and Gender:

Opportunities and Challenges for Developing Countries (UNCTAD, Geneva); ODI,

“Untangling the Links Between Trade, Poverty and Gender” (ODI, 2008). Increased

trade has the potential to benefit women by (i) increasing female penetration of the

formal labor market due to disproportionate growth of female employment in export-

oriented, labor-intensive light manufacturing; and (ii) resulting in lower priced goods

and services because of increased import-induced competition. On the other hand, it

is suggested that women may be more vulnerable than men to negative effects of trade

liberalization and less able to benefit from positive impacts. 

2. Ibid., 150.

3. Most studies find that women are not more likely than men to be rejected for loans or

be subject to higher interest rates (although there is plenty of anecdotal evidence of

discriminatory attitudes on the part of financial institutions). But women are less likely

to apply for loans than men. (See World Bank, 2007, Millennium Development Goals

Global Monitoring Report, Washington, DC, 110).

4. N. Robinson, “Small Island States Caught Between Elephants and Hippos” (paper pre-

pared for a Women and Development workshop, 27 October 2001).

5. Surveys conducted by IFC GEM in Bahrain, Jordan, Lebanon, Tunisia, and the United

Arab Emirates in 2006. Women Entrepreneurs in the Middle East and North Africa: Char-

acteristics, Contributions and Challenges.

6. S. A. Peberdy, “Border Crossings: Small Entrepreneurs and Cross Border Trade

Between South Africa and Mozambique,” Journal of Economic and Social Geography

91(4): 361–378; Y. Dejene, “Women’s Cross-Border Trade in West Africa.” WIDTECH

Information Bulletin, 2001; Friedrich Ebert Stiftung and Collaborative Centre for

Gender and Development, “Women and Cross Border Trade in East Africa: Oppor-

tunities and Challenges for Small Scale Women Traders,” 2006.

7. See footnote 3.

8. To read more about the Organization of Women in International Trade (OWIT), see

http://www.owit.org/en/Home/Index.aspx.

9. Include any unofficial payments such as “speed payments,” “facilitation fees,” and so on,

including those paid through agents or intermediaries.
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Secured Lending 

This Module Should be Used in Conjunction
with the Core Module

This module provides tools to enhance reforms to improve women’s ability to use movable

assets as collateral for loans. 

The module (i) suggests methods to explore differences in women’s and men’s access to

secured lending (step 1 – diagnostics); (ii) provides possible solutions to enable women to

benefit from programs of secured lending reform (step 2 – solution design); and (iii) sug-

gests ways to incorporate gender considerations into implementation and monitoring and

evaluation of secured lending reform programs (step 3 – implementation and monitoring

and evaluation). 
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Module 5: Secured Lending

5

Why Gender Matters 

Lack of access to finance is consistently cited by business owners as one of their

most limiting constraints, and it disproportionately affects women (box 5.1).

Most studies find that women are not more likely than men to be rejected for

loans or be subject to higher interest rates. But women are less likely to apply for

loans than men.1

“Sometimes it’s difficult when you’re a woman. You don’t have property to give

as security for financing. I am getting financing from a women’s group, not

from banks.”

— Woman entrepreneur, Kenya 

Microfinance has made a major contribution to enhancing women’s access to

credit: it is estimated that 8 out of every 10 microfinance clients are women.2 But the

rigidities of microfinance can be limiting for women. By definition, amounts lent

are small; interest rates tend to be higher than commercial bank rates; and lending

periods are short. 

Lack of access to land title can be a major impediment for both men and women

seeking finance in formal systems that are frequently highly collateralized. But the

problem is likely to be significantly worse for women (see box 5.1). 

It’s almost like they [the banks] are in the property business, not finance.

— Woman entrepreneur, Kenya

Reforms of a country’s secured lending system to enhance the use of mov-

able securities can have a significant impact on access to credit across the board

(see box 5.3). 

BOX 5.1 Collateral Requirements in Kenya

More than 85 percent of loans in Kenya require collateral. The average
value of the collateral taken is nearly twice that of the loan. In the vast
majority of cases, the collateral required is land, usually land that has a reg-
istered title. Women hold only 1 percent of registered land titles, with
about 6 percent of registered titles held in joint names.

Sources: World Bank, Kenya Investment Climate Survey, 2004.
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Enabling movable assets—such as machinery, book debts, jewelry, and other

household objects—to be used as collateral can benefit all businesses. But opening

up this type of financing has the potential to be of particular benefit to land-poor

women, enabling them to circumvent their lack of titled land and use the assets 

they do have to unlock access to formal credit markets (see box). 
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BOX 5.2 Lack of Access to Finance 

Although women entrepreneurs run nearly half of Kenya’s micro, small,
and medium enterprises, they receive less than 10 percent of credit. And
they receive only 1 percent of credit directed to agriculture, despite man-
aging 40 percent of smallholder firms.

Women in Uganda own about 40 percent of their country’s private
enterprises, but receive only 9 percent of credit.

In Tanzania, nearly 30 percent of male-headed enterprises have
received bank finance, whereas only 8 percent of female-headed enter-
prises have. Only 10 percent of men are currently bank-financed; the pro-
portion of women is half that.

In a survey of women’s businesses in the Middle East and North

Africa, most women owners did not have access to formal credit and were
financing their businesses mainly through personal sources, such as sav-
ings, family and friends, and by reinvestment of their business earnings. 

Sources: Ellis, 2006 and 2007; IFC GEM 2007.

BOX 5.3 Impact of Secured Lending Reforms

In 1999 Romania undertook a package of measures, including legal
reform, to make it easier for a wider range of movable assets to be used
as collateral. Since then, more than 200,000 notices of security inter-
ests have been registered, the number of borrowers has increased
threefold, and the volume of credit by 50 percent. 

Following similar reform in the Slovak Republic in 2002, more than 
70 percent of new loans to businesses are now backed by movable
assets and receivables. Credit to the private sector has since increased
by 10 percent.

Source: World Bank, Doing Business in 2006.
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Women’s access to credit not only enables them to start or grow their businesses,

but the impact on the household is likely to be profound. When poor women (rather

than men) are the direct beneficiaries of credit, its impact on the various measures

of household welfare (such as school enrollment rates4) is greater. 
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BOX 5.4 Use of Movable Assets as Collateral

In Sri Lanka, women commonly hold wealth by way of gold jewelry. This
is accepted by formal banks as security for loans. 

In Tanzania, Sero Lease and Finance, a women’s leasing and finance
company provides loans to women to purchase equipment for their busi-
nesses, using the equipment as security through leasing agreements.3

Sero has more than 10,000 exclusively female clients.

Source: M.S. Pal 1998, Ellis (et al) 2008.
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Step 1  Diagnostics

Step 1 provides tools to explore (i) the extent to which patterns of secured lending

are skewed in favor of men5 and (ii) legal, regulatory, and administrative reasons for

any such unequal distribution. 

1.1  Analyze the Lending Market through a Gender Lens 

Key issues to assess: 

• How important is collateral in the lending system? What percentage of lending

requires collateral? 

• What percentage of (secured) lending is to women and what percentage to

men? 

• What percentage of collateral taken is land title and what percentage is

movable6 assets? 

• What percentage of registered land title is held by women? 

Possible sources for this information may include the central bank, the national

statistics office, the ministry of land or land registry (in relation to the question

about land), and reports on the financial sector. 

If a full diagnostic is being undertaken, overall information on the lending mar-

ket could be supplemented by more detailed exploration of the issues with officials

from commercial banks and other lending institutions. Annex A contains a check-

list of key questions to ask. 

There may be organizations in the country that provide secured finance prima-

rily or exclusively for women—such as microfinance institutions, savings and loan

cooperatives, or banks with credit lines directed at female-owned businesses (for

example, Access Bank in Nigeria—see box). These organizations may have interest-

ing perspectives on women’s ability to access secured lending generally and on the

more specific questions in Annex A. 
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon.

Access Bank, one of Nigeria’s leading banks, is one of the first banks in Africa to

dedicate lines for credit to finance female-owned businesses. IFC provided the

bank with a US$15 million loan, specifically to extend lines of credit to women

entrepreneurs. In addition, IFC provided comprehensive assistance and train-

ing to the bank to enhance its ability to reach out to the women’s market. 



151

1.2  Obtain Gender-Disaggregated Private Sector Views 

a) Consider existing private sector surveys for gender-disaggregated data. 
Gender disaggregation of existing data may reveal differences in men’s and women’s

abilities to access finance or secured lending and the reasons for any such differ-

ences. Good sources of information are likely to include FinscopeTM Surveys,7

investment climate surveys, household surveys, and enterprise surveys. The central

bank may also have conducted relevant research and have survey information. If a

published report does not contain gender-disaggregated data, it may be possible to

access the underlying data (particularly if the research has been conducted recently),

which may be susceptible to gender disaggregation. 

National and international nongovernmental organizations (NGOs), particu-

larly those with a focus on gender (which may not traditionally be consulted in

investment climate work) should also be requested to provide any relevant survey

evidence they may have. 

b) Collect new data from the private sector. 
Existing survey evidence can be supplemented by a more in-depth exploration of

disparities and the reasons for them. This could be by way of a full-scale survey,

focus group discussions (FGDs), or one-on-one interviews (see box 5.5).
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5
BOX 5.5 Obstacles to Finance in South Africa

IFC undertook a study in South Africa to explore why women, particu-
larly black women (more than 90 percent of whom run their own busi-
nesses), find it difficult to access finance. The study was based on (i)
existing survey evidence, (ii) focus group discussions with business-
women, and (iii) interviews with financial institutions. Key obstacles to
women accessing finance were found to include 

• lack of collateral;
• financial literacy: poor understanding of financial terminology and law;
• attitudes of banks (only one of South Africa’s four major banks was con-

templating a specific program to increase its share of female-owned
enterprises);

• lack of awareness of availability of finance (few women in business
know about the different institutions, their products, or how to access
them—out of 170 women surveyed in four provinces, only seven were
familiar with the offerings for small and medium enterprise finance
from financial institutions in their province); and

• lack of financial confidence: women are more risk averse than men. 

Source: Access to finance for women entrepreneurs in South Africa: challenges and opportu-
nities, IFC 2005.
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Evidence may emerge of discriminatory attitudes and treatment of women on

the part of financial institutions: 

When I asked the bank for a loan, they asked me where my husband was. 

— Woman entrepreneur, Kenya 

Discussions may be held with men and women who have successfully financed

their businesses through secured lending and those who have been unable to do

so. Candidates for interviews could be found through business associations

(including women’s business associations). Microfinance institutions may have

successful (female) clients seeking to make the transition to the formal lending

system, and their experiences may be relevant. Annex B contains a pro forma

questionnaire suitable to be used as the basis for a survey, focus group discussion,

or one-on-one interview.

1.3  Analyze the Legal and Administrative Framework 

Secured lending reform requires an understanding of the existing legal framework,

in particular the extent to which it facilitates movable assets being used as collateral.

Consideration should be given to the extent to which the legal framework enables

women to own (and therefore use as collateral) movable assets and to whether the

law discriminates in other ways against women when they seek to access finance

(see box below for examples). Annex C contains a checklist of issues to consider. 

Local women lawyers’ organizations (for example, the local branch of the inter-

national women lawyers’ association, FIDA), or NGOs promoting women’s rights

are often well placed to provide assistance in analyzing these issues.

The country’s international treaty obligations (see box) and any guarantees of

equality contained in the constitution should be examined. If legal restrictions on
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Although banking laws do not discriminate against women borrowers, banks in

many countries in the Middle East8 ask for the husband to be a cosigner—even

if he lacks financial resources or is not involved in the woman’s business. The

intent is to ensure that the woman’s activities do not interfere with the wishes of

her family or her husband.

In Cameroon, married women have no property rights. The civil code states,

“The husband alone administers matrimonial property . . . the husband shall

administer all personal property of his wife” (articles 1421 and 1429). 

Until very recently in Lesotho, women were considered as minors and thus

were ineligible to undertake legal transactions in their own right.
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women’s property rights or ability to participate in secured lending conflict with

these overarching obligations, the case for reform may be stronger.
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BOX 5.6 International Commitments on Women’s Access to Finance

The Convention on the Elimination of All Forms of Discrimination Against
Women (CEDAW) requires states to ensure that women have equal rights
to obtain bank loans, mortgages, and other forms of credit. 

The Beijing Platform for Action commits to providing women with
access to finance and credit and eliminating biases against women in
finance laws.

The Protocol to the African Charter on Human and People’s Rights on
the Rights of Women in Africa commits states to create conditions to pro-
mote and support the occupations and economic activities of women.
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Step 2  Solution Design

The diagnostic undertaken in step 1 will reveal the particular barriers that women

face when seeking secured lending. Step 2 provides possible solutions to address

them. These are not “one-size-fits-all” solutions, but, rather, examples of approaches

that will need to be adapted for particular contexts.

The diagnostic may reveal barriers that are beyond the scope of secured lending

reform. For example, underlying social issues, such as intrahousehold relationships

and allocation of resources, may affect women’s willingness or ability to apply for

loans. A secured lending program cannot address these issues directly, but it can

mitigate these factors by providing an enabling legal, regulatory, and administrative

environment. 

Step 2.1 is the starting point for solution design: a clear determination and

agreement of the impact the reforms seek to achieve in relation to gender. 

2.1  Agree on Gender-Related Program Results 

The starting point for solution design is to be clear about what the planned package

of reforms aims to achieve for women. It may be helpful to formulate these goals in

discussion with women entrepreneurs and women’s business associations. The key

desired outcome is likely to be an increase in the amount of secured lending to

female-owned businesses, in terms of the numbers of women receiving loans as well

as the value of the loans. 

2.2  Undertake Legal and Regulatory Reform to Enable and 
Encourage Lending to Women 

If the diagnostic (see annex B) reveals discriminatory laws relating to banking, lend-

ing or property rights, these provisions should be repealed. In addition, proactive

legal reform should be considered as a method to enhance women’s ability to access

secured lending. This may include amending the regulatory framework for credit

reference agencies to enable women to establish their own credit history, separate

from their husbands’. Reform to prohibit gender discrimination in relation to credit

applications may also improve women’s access to secured lending (see box 5.7). If

this course is taken, careful consideration should be given to a realistic and sustain-

able enforcement mechanism. 

Developing partnerships with organizations already providing credit to women

may facilitate reform.

Gender Dimensions of Investment Climate Reform
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2.3  Undertake Awareness Raising Directed at Women 

If the diagnostic revealed that women have limited knowledge of or access to infor-

mation about accessing finance for their businesses, a program of awareness raising

may be necessary. This could include financial literacy schemes and education for

women on the benefits of accessing finance. 

Possible partners for these types of initiatives include 

• commercial banks (see box on Access Bank in Nigeria);

• institutions involved in administering the new secured lending regime;

• institutions familiar with lending to women—even if in a different context—

such as microfinance institutions; and 

• women’s business associations. 

2.4  Undertake Capacity Building for Financial Institutions 
and Implementers of New Laws 

The diagnostic may reveal a lack of familiarity on the part of financial institutions

with the female market segment. Regulatory and other institutions involved in

implementing, monitoring, and evaluating the new regime may similarly not be

attuned to gender issues, so capacity building in relation to gender issues with these

institutions may be appropriate. Key issues to cover in such capacity building are

listed in annex D. International experience may be drawn upon (see box 5.8).

Module 5: Secured Lending

5

BOX 5.7 Examples of Nondiscriminatory Acts on Finance

Many countries’ constitutions (or other overarching laws) outlaw discrimina-
tion on the grounds of gender. But such provisions may not apply to private
transactions (such as banking). If this is the case, consideration should be
given to extending nondiscrimination provisions so that they apply in the
private sphere: 

• The UK Sex Discrimination Act, 1975 (as amended) prohibits gender
discrimination in private transactions to supply goods, facilities, and
services, including credit.

• The USA Equal Credit Opportunity Act 1974 prohibits discrimination
on the grounds of gender (or race) in relation to credit applications. It
was extended by the Women’s Business Act 1988 to include business
loans.
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BOX 5.8 Global Banking Alliance for Women

In 2000, four banks that had been recognized by the Organisation for
 Economic Co-operation and Development as “best practice” banks in
reaching the women’s market in their countries formed a consortium called
the Global Banking Alliance for Women. Member banks collaborate on
identifying and sharing global best practices in financial service delivery to
women. Initially started by banks from Australia, Canada, New Zealand,
the United Kingdom, and the United States, the alliance now has 22
members, including members from Africa, the Middle East, and Latin
America.9
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Table 5.1: M&E Indicators (Continued )

Indicator/Data required
Gender focus 
(Gender-disaggregation) Source of data

Output indicators

• Number of operational
manuals produced

• Training and outreach

• Qualitative indicator: 
gender-inclusive focus
(customer service); 
gender issues articulated
and addressed

• Core indicator: number
and/or percentage of men
and women participating
or benefiting

• Manuals produced
• Agency management 
• FGDs
• Interviews with business-

women

Step 3  Implementation and M&E

The general points on implementation and monitoring and evaluation in the core

module should be applied to secured lending reform programs. In addition, the fol-

lowing points should be considered in relation to M&E. 

3.1  Ensure Key Information Can Be Gender Disaggregated

Although potentially challenging, it is vital to ensure that key data can be gender

disaggregated so that the impact of reforms on women can be monitored and

evaluated. The central bank and commercial lending institutions may not gather

gender-disaggregated statistics on lending patterns. And it may be difficult with

loans to determine whether a family business is owned by the husband or wife

(see box 2.3 of module 2 on definition of female-headed businesses) or both.

Despite possible difficulties, to the extent possible without imposing undue

costs, data should be gender disaggregated. At the minimum it will be important

to gather information about levels of lending to women following the institution

of reforms. Discussions should be held with the central bank, with new institu-

tions administering the new regime (such as movable property registries), and

with commercial lending institutions to develop a suitable system. Institutions

already focusing on lending to women may have useful knowledge to share about

gender-disaggregated data collection systems. 

3.2  Incorporate Output and Outcome Indicators That Highlight 
Gender Aspects of the Program 

Gender issues should be incorporated within the program’s M&E framework at the

output and outcome levels. Table 5.1 provides a template for incorporating gender

in indicators typically used in secured lending reform programs. 

(Continued )
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Table 5.1: M&E Indicators (Continued )

Indicator/Data required
Gender focus 
(Gender-disaggregation) Source of data

• Workshops and outreach
events to disseminate the
new secured transactions
reform and registry

• Gender disaggregate the
data on participants

• FGDs
• Agency management 
• Women’s business 

associations
• Sample surveys

Outcome indicators

• Changes in laws, 
regulations and proce-
dures that discriminate
against women

• Do women have to obtain
husband or other male
permission to engage in
business transactions
(including opening a bank
account or securing a
loan)? 

• FGDs
• Women’s business 

associations
• Women’s legal rights
• NGOs
• Country legal and social

analysis

• Average number of days
to file a security interest 

• Number of days 
disaggregated by gender
of business owner

• Tracking survey
• Agency management
• Regulatory Impact 

Assessmen Survey
• FGDs
• Women’s businesses and

associations

• Average official cost to file
a security interest 

• Cost disaggregated by
gender of business owner
(to capture corruption or
other differences)

• Corruption incidence 
disaggregated by gender
of business owner

• Tracking survey
• Agency management 
• Regulatory Impact 

Assessment Survey
• FGDs
• Women’s businesses and

associations

• Movable property registry
established or became
operational

• Percentage of filings of
borrower

• Agency management
• FGDs
• Women’s businesses and

associations

• Improved user perceptions
of services provided

• Disaggregate by gender • Agency management 
• Regulatory Impact 

Assessment Survey
• FGDs
• Women’s businesses and

associations



Annex A  Checklist of Questions for Commercial Bank and
Lending Institution Owners

Note: Precise gender-disaggregated statistics are unlikely to be available and are not

necessary. Estimates will suffice.

1. What types of secured lending does your institution provide (for example,

mortgages, leasing, pledges)? 

2. What percentage of your institution’s lending requires collateral? 

3. In relation to your secured lending portfolio: 

■ What percent has land as collateral and what percent is secured by movable

assets?

■ What percent lending to women has land as collateral and what percent is

secured by movable assets?

■ What percent lending to men has land as collateral and what percent is

secured by movable assets?

4. Of the people who apply to you for loans, what is the proportion of women

to men? 

5. Of (i) female applicants and (ii) male applicants, what percent are successful in

their loan applications?

6. What repayment rates are achieved by (i) male borrowers and (ii) female

borrowers? 

7. What are your views on why (if it is the case) your institution lends less often to

women than to men, for example: 

■ Women tend to be less financially literate than men.

■ Women tend to be more risk averse than men.

■ Women do not have the required collateral. 

■ Women tend to be more likely to default.

■ Women do not have bankable projects.

■ Women do not apply for loans.

8. How do you outreach to potential new loan customers? Does any of your

outreach specifically target women? 
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Annex B  Sample Questionnaire for Business Owners 

Introduction 

1. Type of business: legal form (incorporated, partnership, sole trader, other)

2. Sector or main product

3. Size (number of employees and turnover)

4. Gender of owner(s)

5. Gender of manager(s)

Note: The questions that follow will need to be used flexibly, taking into account the

context and level of knowledge and experience of interviewees. Approaches should

vary depending on whether the questions are being used in the context of a survey,

focus group discussion, or one-on-one interview. 

Access to Secured Lending 

1. Where would you go if you wanted to obtain finance for your business; what

sources of finance are open to you?

2. Have you ever tried to obtain funds for your business? 

3. If you have tried to obtain funds for your business—

■ Where from?

■ Were you successful? 

■ Did you have to give collateral for the loan? If so, of what type? 

■ Did you have collateral of the type they wanted? 

■ Do you feel you suffered poor treatment as a result of your gender (for exam-

ple, the bank preferred to deal with your spouse or you experienced some

form of sexual harassment)?

4. Does your business have any assets for example—

■ Stock

■ Machinery

■ Equipment 

■ Vehicle 

■ Book debts 

5. If your business does have such assets, would you be prepared to use them as

security for a loan? 

6. Have you encountered gender discrimination when you have sought finance

for your business? 

7. Do you think your gender makes it more or less difficult to access finance?

Why?

Gender Dimensions of Investment Climate Reform
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Annex C  Legal Checklist 

Note: In each case, identify legal basis (name and date of law or regulation) for answer.

General

1. Can women enter into secured transactions in the same way as men? For

example—

■ Are women regarded as legal minors in contract law? 

■ Is the age of majority the same for women as for men? 

■ Is a man’s consent or signature needed for a woman to apply for credit?

■ Are there any legal provisions specifically relating to usury and women? If so,

what are they? 

2. Is there a constitutional or other legal prohibition on gender discrimination? If

so, does it apply to private transactions, such as with lending institutions?

Women’s Property Rights 

3. Do women (including married women) have the same legal right as men to

own property in their names?

4. Do women (including married women) have the same legal right as men to

use their personal property as security for a loan? Are there any additional

requirements, for example, to obtain the consent of the husband or a male

 relative? 

5. What are women’s rights to matrimonial property on the death of their hus-

bands or in the event of divorce?

6. If women have the legal right to own property, does the formal law provide

for this to be overridden in any circumstance, for example, by application of

customary law? 

Ability of Women to Register Secured Transactions 

If there is a registry for registering some or all types of secured transactions—

7. Is the registration process the same for women (including those who are mar-

ried) as for men? For example, do women have to file additional documents,

answer additional questions, go to a different place, or go through additional

procedures? 

8. Are women permitted to undertake the registration process without involving

men (for example, to accompany them to the registration office)? 



9. If personal attendance at the office is necessary, are there any travel restrictions

for women? 

Note: The existing registry (if one exists) should be asked to give its perspective on

questions 7–9.

Ability of Women to Establish Independent Credit History 

10. If there are laws on credit information, do they treat women (including mar-

ried, divorced, and separated women) in the same way as men?

If there is an operational credit reference agency10—

11. Does the agency collect information on the gender of the individuals covered? 

12. Is credit history established through participation in microfinance or are group

lending schemes captured by the registry? 

13. To what extent are a married person’s assets considered to be consolidated with

his or her spouse’s assets for the purposes of the credit history? Is the situation

the same for men and women? If polygamy is common, how does that affect the

answer? 

14. Is it usual for both the husband’s and the wife’s name to appear on documents

used to establish credit history, for example, utility bills? If no, which name is

more likely to appear, the husband’s or the wife’s? 

Note: A credit reference agency (if one exists) should be asked to give its perspective

on questions 11–14.
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Annex D  Capacity Building Checklist 

For commercial lending institutions participating in a new secured transactions

regime—

1. Benefits of targeting female-owned businesses

2. Methods for targeting female-owned businesses

3. Suitability of premises, opening hours, and so forth for women clients 

4. Staff attitudes to women clients 

5. Collection of gender-disaggregated data, for example, on lending, repayment

rates 

For central banks and organizations administering the new movable property

regime, for example, movable property registry—

1. Benefits of enhancing women’s participation in secured lending 

2. Methods of awareness-raising among women in relation to the reformed

system 

3. Collection of gender-disaggregated data 



Notes

1. See summary of evidence in World Bank, Millennium Development Goals Global 

Monitoring Report (World Bank, 2007), 110.

2. DFID, Briefing Note No. 5, Gender and Growth, 2007. 

3. Leasing is frequently regarded as a form of secured lending, and is often regulated as

such. Strictly speaking, however, title to the asset remains with the lending institution

until full payment has been made. 

4. Mark Pitt and Shahidur Khandker. “The Impact of Group-Based Credit Programs on

Poor Households in Bangladesh: Does the Gender of Participants Matter?” Journal of

Political Economy 106 (1998): 958–96.

5. It is highly unlikely to be skewed in favor of women.

6. That is, assets that are not land.

7. http://www.finscope.co.za/about.html.

8. Chamlou, 2008.

9. To read more about the Global Banking Alliance for Women, see http://www

.gbaforwomen.org/.

10. A credit reference agency is an entity that collects credit information on individuals, which

is then made available to lenders to determine the credit history of potential borrowers.
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Alternative Dispute Resolution 

This Module Should be Used in Conjunction 
with the Core Module

Alternative dispute resolution (ADR) aims to achieve efficient, inexpensive conflict resolution

mechanisms for businesses in emerging economies. A typical ADR initiative might focus on

(i) establishing a supportive legal framework for ADR, (ii) building support within the judi-

cial system, (iii) raising awareness on the advantages of using ADR within the broader busi-

ness community, and (iv) creating financially sustainable ADR centers.

This module can be used to introduce or strengthen alternative dispute resolution mech-

anisms for commercial disputes. It explores the extent to which women face difficulty when

they seek to access commercial justice. It then considers the potential for commercial ADR

to address any such difficulties and to ensure that women can access justice on an equal foot-

ing with their male counterparts. The module (i) provides tools to analyze the different expe-

riences of men and women seeking commercial justice; to identify the gender specific

barriers faced by women when their commercial rights are infringed; and to explore whether

ADR could address some of these barriers (step 1 – diagnostic); (ii) provides solutions to

address the gender issues and barriers revealed in the diagnostic in the context of programs to

introduce or strengthen ADR (step 2 – solution design); and (iii) suggests ways to incorporate

gender into the implementation and monitoring and evaluation of ADR programs (step 3). 

For the purposes of this module, the primary focus is on commercial mediation, a key

form of ADR for commercial disputes.

Summary
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Why Gender Matters 

There is growing evidence1 that restricted access to commercial justice can represent

a significant barrier for women. Women’s basic commercial rights (such as to own

property) can be unclear and uncertain, for example, because of conflicts between

formal and customary legal systems. In some cases women’s right to own land or

other property is explicitly denied, for example, by a constitution that gives priority

to discriminatory customary law2 or by a matrimonial code that makes a woman’s

property her husband’s upon marriage.3 (See fuller discussion in core module.) In

addition, women can face barriers and discrimination when they seek to uphold

their commercial rights through the courts. 

In Egypt, it takes female-headed firms an average of 86 weeks to resolve disputes

about overdue payments. This is eight months longer than the 54 weeks taken by

male-headed firms to resolve these disputes.4 Gender and Growth Assessments

undertaken by IFC in Kenya, Tanzania, and Uganda point to the linkage between

women’s ability to access commercial justice and their ability to participate in

economic activity.

If women have limited commercial and property rights and are hampered by

lack of enforcement by authorities, their individual businesses and, ultimately, the

economy as a whole suffers. Business transactions are constrained and assets are

inefficiently employed. Evidence shows that an enabling legal environment for

women is necessary, albeit insufficient, for improvements in women’s economic

empowerment. Significant correlation exists between a women’s legal empower-

ment index5 and the gender empowerment measure, the latter reflecting the level of

women’s economic decision making, share of income, and political representation. 

The development of ADR helps to realize an individual’s right to access to

justice and transparency. Therefore, any ADR program should not perpetuate

BOX 6.1 Women’s Challenges in Accessing Justice

The Kenya GGA6 notes frequent misunderstanding and misinterpretation
in the court system—particularly by the lower courts—of women’s prop-
erty and inheritance rights.

The Tanzania GGA7 highlights the challenges women face when they
seek to enforce their property rights. For example, a woman’s business
assets can be summarily confiscated by the police on the breakdown of
the marriage and handed over to her estranged husband.

The Uganda GGA8 highlights the dominance in justice delivery agen-
cies of men and the prevalence of patriarchal values and insensitivity to
gender issues.
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the existence of gender inequities nor be structured so as to create gender

inequities. There should be no systemic barriers to any individual’s participation

in the ADR program. A by-product of ADR programs is the creation of employ-

ment and elevation of a practitioner’s status. ADR programs can also have the

beneficial effect of creating employment for and raising the status of female

lawyers. In both developed and developing countries, many mediators are women.

Particularly in environments where the legal profession is male dominated, or

where women are barred from judicial office, mediation can offer viable job alter-

natives to female lawyers and give them valuable professional experience. 
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Step 1  Diagnostics

Step 1 aims to ascertain (i) whether there are differences in the types of commercial

disputes encountered by women and men; (ii) whether women and men make

equal use of the existing commercial justice system; (iii) whether there are gender

specific barriers to accessing the existing system; and (iv) the extent to which the

new or strengthened ADR mechanism could address the problems identified. 

1.1  Obtain Gender-Disaggregated Private Sector Views on the 
Commercial Justice System 

The starting point for addressing issues related to commercial justice is to seek the

views and experience of the private sector—of both men and women. Where dif-

ferent approaches are considered for the introduction of ADR in emerging mar-

kets, assessing gender inequities in access to justice will help to ensure that ADR

models do not perpetuate such inequities. A thorough examination of the legisla-

tive framework and cultural norms in terms of dispute resolution will be required

in this regard.

Existing survey evidence (for example, commercial justice baseline studies or

studies produced by legal sector reform programs) can provide useful gender-

disaggregated data on commercial justice issues and, in particular, on the nature

and severity of barriers to accessing the commercial justice system. If the surveys

are recent, and the data published in them are not gender disaggregated, it may

be possible to obtain the raw data from the survey organization for further

analysis.

Even if existing gender-disaggregated data exist, a more in-depth exploration of

gender issues may still be required during a full diagnostic. Annex A contains a pro

forma questionnaire for business owners designed to determine if there are (i) gen-

der differences in the level and scope of commercial disputes encountered, (ii) bar-

riers to accessing the dispute resolution system, (iii) perceptions of the system, and

(iv) views on the appropriateness of ADR to deal with commercial issues. The ques-

tions may be used in the context of one-on-one interviews, focus group discussions

(FGDs), or more formal surveys. The questions should be asked of both male and

female business owners to enable comparison. Some of the questions explore the

experiences of men and women who have firsthand knowledge of the commercial

justice or ADR system. Suggestions for clients who could answer these questions

may be obtained from local legal practitioners.
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 
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1.2  Interview Legal Stakeholders with Gender Expertise 

Lawyers with firsthand experience and understanding of the commercial justice sys-

tem should be consulted. As well as commercial judges and lawyers, the views of

lawyers with insights into gender issues may be particularly valuable, for example,

women judges or magistrates associations, women’s lawyers associations, and non-

governmental organizations (NGOs) providing legal advice and assistance to

women. Issues that should be explored include

• the extent to which the legal profession is male dominated and whether this

presents barriers to women bringing cases (percentage of female judges and

lawyers); 

• whether there are discriminatory attitudes on the part of judges or the legal

profession toward women in the context of commercial cases (see box);

• anecdotal evidence on the proportion of commercial cases brought by

women; and

• views on ways to make the system more accessible to women.

1.3  Consider the Legal Framework 

Primary legislation, court rules, or the wider legal framework may contain legal

impediments to women taking legal action. For example, women may be treated as

legal minors, or their evidence may be considered to be worth less than a man’s.

Local lawyers with appropriate experience and women’s lawyers associations may

have ready access to information on these issues and should be consulted. A check-

list of key issues is provided in annex B.9

1.4  Mine Court or ADR Records 

Data should be obtained on male and female usage of the existing commercial jus-

tice system. Case-management systems and court registers may yield data on the

proportion of cases brought by men and women, respectively. This needs to be con-

sidered against the proportion of male- to female-owned firms (see table 6.1). 
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Kenya 
“We should not be forgetful of historical truths that the action of women on our

destiny has been and is, unceasing: and that since the Great Fall in the Garden,

woman has continued to baffle. We recall that through women’s incitement,

mankind was banished and doomed to die. . . .”

Kenya High Court 1995, Beatrice Kimani v. Evanson Njoroge HCCC no

1610/95



171

“Going to a commercial arbitrator is no different than going to court. Court

fees and arbitration fees are both very high. And because the processes are so

time consuming and have an impact on the business, enterprises don’t have

time to pursue them.” 

— Woman entrepreneur, Vietnam 

Gender-disaggregated data on the outcome of cases (the percentage found in

favor of female and male litigants) and on the time and cost of case processing

should also be gathered, if they are available. 

However, gathering such detailed information is likely to be challenging and

may prove impossible. Case-management systems may not exist at all, particularly

in lower courts. Even if they do exist, they may not record the gender of claimants.

If this is the case, proxy data should be obtained, for example, by analyzing the court

register for cases filed over a day or week or by analyzing the current caseload of a

judge or magistrate. 
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Table 6.1: Hypothetical Analysis of Gender Balance of Potential Claimants 

Type of court Jurisdiction
Nature of typical 
business claimant 

Percentage of 
female owners 

High Court Cases more 
than US$500

Large or medium-
sized firms

5 percent 

High Court 
Annexed 
Mediation 

Cases more 
than US$500

Large or medium-
sized firms

5 percent 

Magistrates 
Court 

Cases up 
to US$500

Small firms 50 percent 

Source: Authors.

An analysis of the High Court register in Ghana revealed that only a tiny minor-

ity of commercial cases are brought by women. Men are the dominant users.
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Step 2  Solution Design

The diagnostic will reveal the extent to which women are users of the existing com-

mercial justice system and the reasons for any exclusion from it they may face. Based

on this analysis, step 2 describes how to address gender issues in the design of ADR

programs. 

It will not always be appropriate to address all gender inequalities related to

commercial justice in the context of an ADR program. For example, women’s

unequal property rights or rights to land probably go beyond the reasonable scope

of ADR—involving significant policy decisions, primary legislation, and possibly

constitutional reform. However, an ADR program does have the potential to

enhance women’s ability to enforce the rights they have and to challenge discrimi-

natory provisions and practices. In a mediation process the mediator is not bound

to entertain only matters of right. Parties may explore underlying interests so

women may be able to achieve outcomes that create contractual rights resulting

from a mediation agreement that did not previously exist. This is another core argu-

ment for the adoption of ADR. 

2.1  Agree on Gender-Related Program Results 

The specific results the ADR program is seeking in relation to female-owned busi-

nesses should be identified up front, on the basis of the key issues identified in the

diagnostic phase. The indicators are likely to reflect the effect that the introduction

of ADR or the strengthening of existing ADR systems will have on women’s access

to and experience of commercial justice. Possible indicators may include 

• improved satisfaction with the commercial justice system by businesswomen; 

• increased proportion of female claimants in the commercial justice system; and

• increased proportion of female mediators in the ADR system.

2.2  Undertake Legal and Regulatory Reform to Abolish 
Discriminatory Provisions 

The diagnostic may reveal specific provisions in the court rules, rules of evidence, or

more general legal framework that have an impact on women’s ability to apply for

and obtain commercial justice on the same basis as their male counterparts. If this

is the case, agreement should be sought to amend or repeal discriminatory provi-

sions (see box). 

Gender Dimensions of Investment Climate Reform
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The Supreme Court of Texas Gender Bias Task Force found that gender-biased

treatment toward litigants and counsel of both genders had a negative impact on

the litigation process and could affect case outcome.10 Subsequently, detailed

guidelines were developed to address gender bias.
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2.3  Provide an ADR Environment Conducive to Women 

As with women interacting with public officials (see box in paragraph 2.5 of

module 2), women may also be at a disadvantage in the courts. Indeed, the courts

may offer scope for worse corruption and harassment, with repeated adjournments

resulting in multiple interactions with court officials.

The diagnostic step may also reveal other ways in which women are disadvan-

taged when they seek to enforce their legal rights—for example, by sexist attitudes

on the part of judges.

ADR programs should be designed to address these issues. Possible solutions

include the following: 

• Ensure gender balance in ADR staff. For example, in Rwanda, there is a legal

requirement that women should comprise a minimum of 30 percent of the mem-

bership of community mediation committees.12 Evidence suggests that increased

female representation tends to make courts more accessible to women.13 Women

may prefer to interact with women and men with men (see box).

However, mediation services and training generally tend to target former

judges and litigators as potential mediators—a group that is usually male-

dominated. The pool may need to be widened if a gender balance is to be

achieved. 

• Provide gender-specific training for ADR providers. This should ensure sensi-

tivity to gender issues, particularly the perceived power imbalances between
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Transparency International’s Global Corruption Report 2007 notes that corrup-

tion in justice systems has a disproportionate effect on women, while acknowl-

edging that the direct evidence is rather limited as corruption surveys have not

been sufficiently gender disaggregated.

Official investigations of corruption in Tanzania and Kenya found that sexual

extortion of women—that is, seeking sexual favors in return for favorable deci-

sions—was one aspect of corrupt practice in the justice systems.11

Uganda’s ADR Centre (CADER) is colocated with the Commercial Court and

has obtained most of its business through cases referred to it by the court.

Most of CADER’s mediators are women. CADER reports that this has led to

resistance to mediation from many men in the business community. Resistance

may also reflect the fact that the mediators tended to be young and had limited

experience.14
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genders, and also ensure that the ADR provider is knowledgeable about cul-

tural values and norms of both genders in the local context. 

• Provide an environment in which women feel free to speak.

• Provide separate front office desks, waiting areas, and bathroom facilities for

women.

• Consider whether opening hours are convenient for women (who may have to

juggle their business responsibilities and domestic duties). Also consider child

care issues (see box 6.2).

• Ensure that operational and procedural manuals, codes of conduct, customer

charters, and so forth, address gender issues and set out the level of service that

women should expect.

Gender Dimensions of Investment Climate Reform
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A skilled mediator should ensure that the power differences between men and

women that put women at a “disadvantage” in negotiating with men are not

brought into play. Mediation validates the parties’ ability to speak for themselves

by the mediator’s use of specific skills that help parties explore options and the

possible repercussions of different courses of behavior or action. But if handled

incorrectly, mediation can silence the voices of women and result in unfair set-

tlements that fail to address their needs.

Traditionally in Rwanda, women are not encouraged to speak in public. This is

exemplified by the saying that “no hen cries in the presence of the rooster.”15

BOX 6.2 Good Practice Examples

The courthouse in Chikako, Malawi, recently installed a latrine. Before this,
justice was a strictly male affair, and women rarely traveled to the court-
house. Modest Malawian women did not feel comfortable using the bush
to relieve themselves with so many men around. The result of the new
latrine can be seen in a recent case to determine rival claims to the post of
chief. A crowd of more than 300 people came to the court to listen to the
case—half men and half women.

In the United States, some cities, such as New York and Washington,
DC, provide free or subsidized day care services close to court premises to
enable mothers to attend court and facilitate access to justice.

Source: The Times newspaper 2008, UNIFEM 2008–009.
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• Grievance mechanisms, complaints boxes, and help desks should be under-

taken by teams that include women.

• Include women’s business associations on ADR program user or oversight com-

mittee. Also involve local women’s interest groups in design and implementa-

tion to ensure compliance with international best practice and human rights

obligations in relation to gender.

2.4  Develop Outreach Activities or Communications Strategy 

The new or strengthened ADR system should be actively promoted to business-

women. Strategies for doing so could include

• engaging with women’s business organizations and NGOs supporting women

entrepreneurs;

• developing an advertising campaign about commercial justice in general and

ADR in particular aimed specifically at women entrepreneurs (radio may be a

particularly effective medium as women may have lower literacy rates than

men); and

• developing user guides to commercial justice and ADR systems aimed specif-

ically at women entrepreneurs (bearing in mind that women may have lower

literacy rates than men).

2.5  Ensure ADR Jurisdiction Addresses Commercial Disputes 
Encountered by Women 

The diagnostic in step 1 may reveal that women tend to encounter particular types

of commercial disputes, such as over property rights. If this is the case, these types

of cases should be included within the auspices of the ADR program’s jurisdiction. 

Module 6: Alternative Dispute Resolution
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Step 3  Implementation and M&E 

The general point on implementation and monitoring and evaluation in the core

module should be applied to ADR programs. In addition, the following issues

should be considered in relation to M&E.

3.1  Put in Place Systems to Gather Gender-Disaggregated Data 
within an ADR Program 

The ADR program’s case management or M&E system should be designed to

gather basic gender-disaggregated data so as to assess the impact of the program

on women’s access to commercial justice. At a minimum this will involve ensuring

that the gender of the parties using the ADR system is recorded. (Further inquires

will be needed where cases are brought in the name of a business rather than in the

name of an individual.)

If possible, systems should also be put in place to gather gender-disaggregated

data on the types of cases being referred to ADR and the level of satisfaction of users

with the system. 

3.2  Incorporate Output and Outcome Indicators That Highlight 
Gender Aspects of the Program 

Output and outcome level ADR program indicators should also incorporate gen-

der. Examples are provided in table 6.2. 
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Table 6.2: M&E Indicators

Indicator/Data
required

Gender focus 
(Gender-disaggregation) Source of data

Output indicators

• Number of opera-
tional manuals
produced

• Training and 
outreach

• Qualitative indicator: gender-
inclusive focus; gender issues 
articulated and addressed

• Core indicator: number and/or 
percentage of men and women
participating or benefiting

• Manuals produced
• Agency management
• FGDs
• Interviews with 

businesswomen

Outcome indicators

Number and 
percentage of cases
successfully settled
through ADR

• Disaggregate by gender of
claimant 

• ADR records

(Continued )
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Indicator/Data
required

Gender focus 
(Gender-disaggregation) Source of data

Average number of
days to settle a 
case through ADR

• Disaggregate by gender of
claimant

• ADR records

Average official cost
to settle a case 
through ADR

• Disaggregate by gender of
claimant

• ADR records

Number of qualified
mediators

• Percentage of male and female
mediators

• Differences in ways male and
female mediators are used

• FGDs
• Agency management



Annex A  Sample Questionnaire for Business Owners

Introduction

1. Size of business (number of employees/turnover)

2. Gender of owner(s)

3. Gender of manager(s)

Note: The questions below will need to be used flexibly, taking into account the

context and level of knowledge and experience of interviewees. Approaches should

vary depending on whether the questions are being used in the context of a survey,

focus group discussion, or one-on-one interview. The concept of ADR may require

explanation.

Commercial Justice System

Questions on Experience of the Commercial Justice System 

1. Has your business been involved in a dispute in the past five years? 

IF THE ANSWER TO QUESTION 1 IS YES, PLEASE ANSWER QUESTIONS 2

THROUGH 9. 

2. If yes, what was the nature of the dispute? Was it concerning—

■ Property rights

■ Land

■ A debt

■ Employment 

■ Other (please specify) 

Please give brief details. 

3. Did the case go to court? 

4. If not, how was it resolved?

5. How long did it take to finalize your case? 

6. How much did it cost to finalize your case?

7. Were you asked for a bribe at any stage? If so, did you give it, and if you did,

what did you receive in return? 

8. Were you subject to any sexual harassment?

9. How easy was it to enforce the judgment or settlement you obtained? 

Questions on Dispute Resolution Methods 

10. What is your preferred method of resolving your business disputes? 

11. If you wanted to involve a third party to help you resolve the issue, who would

you involve? 
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12. Would you take a business dispute to court or ADR?

13. If not, why not? 

Questions on Perceptions of the Current System 

Note: To be adapted depending on whether the country has introduced ADR or not.

14. Do you consider the current court or ADR system to be—

■ Too expensive 

■ Too difficult 

■ Too formal

■ Male dominated 

■ Inconvenient in its hours of operation

■ Too far away

■ Too complex 

■ Unfair 

15. Would it be a problem for you if your business dispute went to court or

ADR and the case was heard by a judge or ADR provider of the opposite

gender to you?

16. Would it be a problem for you to stand up and speak to give evidence before a

court or ADR body in order to sort out a business dispute?

17. Do you know where to go to obtain legal advice about a business dispute if you

need it? 

18. What improvements would you like to see in the courts or ADR system to make

it easier for you to use it to sort out business disputes?

19. What is your perception of the current commercial court or ADR system? 

■ Very relevant for my business 

■ Somewhat relevant for my business 

■ Not relevant at all for my business 



Annex B  Legal Checklist 

Making Contracts 

1. Do men and women have the same ability to enter into legally binding con-

tracts (for example, is the age of full legal capacity the same for men as for

women; do women need to obtain permission from their husbands or male

relative)?

Enforcing Contracts 

2. Do the laws and regulations relating to commercial litigation include any pro-

visions that specifically apply to women?

3. Can women bring court proceedings in the same way as men? 

4. Do women need to get permission from their husbands or male relative to

begin court proceedings or to enforce a contract? 

5. Do court procedures for civil and commercial cases differ in any way depend-

ing on whether a man or woman is the plaintiff (for example, are women

treated as legal minors in court proceedings)?

6. Is different evidential weight put on the testimony of men versus that of women

in civil proceedings? 

7. Are judgments in civil and commercial cases in favor of a woman enforced in

the same way as judgments obtained by a man? 

The Court System

8. Are women equally able to hold judicial office as men? 
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MODULE 7

Special Economic Zones 

This Module Should be Used in Conjunction 
with the Core Module

Special economic zones (SEZs) have been defined as “geographically delimited areas admin-

istered by a single body, offering certain incentives (such as duty-free importing and stream-

lined customs procedures) to businesses that physically locate within the zone.”1 SEZs enable

new approaches (for example, to customs or business entry) to be piloted in support of

wider economic reforms frequently associated with the encouragement of foreign direct

investment and export development. In addition, in infrastructure-poor environments,

SEZs can provide fully serviced sites with purpose-built facilities for sale or lease.2

This module provides guidance on the creation of a legal, regulatory, and administrative

environment for SEZs, which is cognizant of gender issues. It (i) provides tools to analyze

how SEZs can have different impacts on women and on men (step 1 – diagnostic); (ii) sug-

gests solutions to address the gender issues revealed in the diagnostic to ensure that the

potential benefits of SEZs are equally available to women and to men (step 2 – solution

design); and (iii) suggests ways to incorporate gender into the implementation and monitor-

ing and  evaluation of programs to support the establishment of SEZs (step 3). 
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Why Gender Matters

…for Employees of Firms Locating in an SEZ

Concerns relating to gender and SEZs tend to have centered around women’s employ-

ment conditions and rights. Worldwide, 60 percent to 70 percent of SEZ employees

are women, who tend to be engaged in labor-intensive, assembly-orientated activities

requiring manual dexterity, such as garments, textiles, and electrical and electronic

goods production.3 Concerns include the exploitation of women through low wage

levels, lack of training or skill upgrading, and suppression of labor standards and core

labor rights, including trade unionization.4 A recent publication has summarized the

position: 

There are continuing concerns regarding work conditions and social protec-

tion, including women’s rights in some countries. Some headway has been

made in respect to gender discrimination and gender-related barriers in zones,

including equal pay, pregnancy, and child care. Mexican legislation, for exam-

ple, now explicitly prohibits discrimination on the basis of pregnancy. But

gender discrimination continues in some zones, especially in terms of unequal

pay, inadequate rights during pregnancy, suitable working hours, and forced

dismissals when women reach the fourth month of pregnancy.5

Despite concerns about employment conditions and rights, overall SEZs

have been a very effective tool for generating jobs for women in the formal labor

market (box 7.1). 

BOX 7.1 Effectiveness of Special Economic Zones in Job Creation 
for Women

Kenya 

The new and largest investments in Kenya’s textile and clothing sector are
taking place within its export processing zone (EPZ), introduced in 1990.
Textiles are the dominant sector in the EPZs, accounting for more than
40 percent of firms, more than 90 percent of employment, and 70 percent
of sales. Women account for more than three-quarters of workers in the
sector and are often employed in low-skilled jobs, such as sewing and fin-
ishing. Most are young women, either recent school leavers who are using
the work to provide income before continuing with their education, or sin-
gle mothers. Men employed in the sector are generally older and act as
supervisors. 

(Continued )
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BOX 7.1 Effectiveness of Special Economic Zones in Job Creation 
for Women (Continued )

Although the textiles and spinning sector pays the lowest wages in Kenya’s
EPZ, wages paid are similar to those in the informal sector and must comply
with minimum wage laws. The current wage structure is up to 25 percent
above the minimum wage.6

Bangladesh 

The first EPZ in Bangladesh was established in Chittagong in 1983. Today
there are eight EPZs in the country. This sector employs more than
200,000 workers, of which roughly 64 percent are women.7 The bulk of
jobs in the EPZ sector are in the garment and textile industries. EPZ firms
are 5 percent of those producing garments and related goods, with the
remainder locally owned private companies.8 Nationally, the industry
employs about 1.5 million workers, the majority of whom are women, but
the concentration of women production workers in EPZs is higher than in
domestically owned firms. Women employees are 75 percent of workers
in fully foreign-owned garment firms compared with slightly less than
50 percent in locally owned garment firms and about 40 percent in all
manufacturing firms in 1998.9

Although women have a large share of the jobs in garment EPZs, they
are concentrated in lower-paid production jobs, with men dominating in
supervisory and skilled positions. For example, only 35 percent of workers
in the knitwear industry, which is more technology intensive than the
woven garment industry, are women.10 This is consistent with other parts
of the world in which women tend to be overlooked as workers as indus-
tries move up the technology ladder to more skilled and capital-intensive
production.

Nevertheless, women in EPZs earn higher wages and enjoy better work
conditions than those employed in locally owned firms. This is the result of
several factors. Women employed in EPZs tend to have higher levels of
education (on average eight years compared with four years in non-EPZ
firms).11 Also, EPZ factories produce higher-value items than locally owned
firms, in large part a result of direct contact with retailers and fashion
houses. Ongoing relationships with buyers and designers have expanded
knowledge of the market, allowing EPZ firms to gain access to higher ends
of the market. 

Sources: Ellis et al. 2007; BEPZA 2008; Kabeer and Mahmud 2004; Bhattacharya 1998; and
Chaudhuri-Zohir 2000.
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Providing an environment in which women have successfully entered the formal

labor market is an important achievement for SEZs. Cultural attitudes and norms

that lead to lower educational attainment and expectations, direct discrimination in

the workplace, informal discrimination through social networks, and time poverty

have typically resulted in very limited female penetration of formal labor markets in

developing countries. Worldwide, women are three times more likely than men to

be found in the informal economy.12 There is emerging evidence that this has, in

turn, had significant impact on economic growth (see box 7.2). 

But formal labor market employment opportunities for women in SEZs may be

declining. As firms in SEZs begin to move away from simple assembly operations,

women’s access to these jobs is constrained. For example, in Malaysia, only 40 per-

cent of the workers in SEZs are now female, down from 60 percent two decades

ago.13 Moreover, SEZs can sometimes enhance the informalization of women’s

work. For example, firms in Latin American and Asian EPZs are increasingly out-

sourcing to home-based women workers.14

…for Entrepreneurs 

Women should have the same opportunities as men to set up businesses in SEZs. As

far as local investors are concerned, SEZs present an opportunity to address the spe-

cific issues faced by female-headed firms that are discussed in this guide. In particu-

lar, women’s highly restricted access to titled land is frequently cited as a critical

constraint to their ability to start and grow a business. Through the provision of serv-

iced sites, SEZs have the potential to make land available to women. In addition, if

SEZ development is coupled with other measures to improve the business-enabling

environment—for example, streamlined import and export procedures—this is an
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BOX 7.2 Impact of Women’s Increased Labor Force Participation

In 2003 between 0.9 percent and 1.7 percent of the regional growth differ-
ence between the East Asia and the Pacific and the Middle East and

North Africa regions can be accounted for by gender gaps in labor force
participation and education.15

Research undertaken in India suggests that women’s limited labor mar-
ket participation can result in reduced labor productivity. Increasing the
ratio of women employees increased output by as much as 50 percent.
Increasing women’s engagement in management also improved firm per-
formance and innovation.16

Source: DFID 2007.
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opportunity to pilot other solutions suggested in this guide designed to address the

specific barriers faced by women. 

The extract that follows from IFC’s SEZ Practitioners’ Guide provides a check-

list of gender-related issues related to SEZ development. These issues are further

developed in this module. 

Gender Dimensions of Investment Climate Reform

7

BOX 7.3 Can SEZs Empower Women?

A large share of the output of export-oriented SEZs is garments. The major-
ity of garment workers are unskilled women. At early stages of economic
development, even an unskilled formal sector job can substantially
enhance household income and consumption. However, women are par-
ticularly vulnerable to becoming trapped in low skill and low wage work.
SEZ regulators and operators can support women through initiatives such
as the following:

• Supporting local women-owned enterprises through business linkages
to SEZ tenants;

• Providing non-fiscal incentives to women-owned tenants to locate in
the SEZ-e.g. the operator sets aside office space for women’s startup;

• Linking women-owned tenants with foreign companies with a policy of
buying from women-owned entities;

• Developing operator and tenant charters and standard operating proce-
dures meeting minimum gender requirements, e.g. relating to worker
housing, transport, HR policies, grievance procedures;

• Employing specialist gender advisors;
• Providing crèche, healthcare, banking services within the SEZ, as well

as training programs to: (i) upgrade women’s skills in a range of occu-
pations; and (ii) provide basic entry-level skills to the female labor pool.

Source: Special Economic Zones Practitioner's Guide: With Application to Conflict-Affected
Countries. 2009. IFC ICAS.
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Step 1  Diagnostics

Step 1 aims to consider through a gender lens (i) the labor law framework for SEZs,

(ii) the framework for land acquisition in SEZs, (iii) other regulatory issues to be

addressed through SEZ development, and (iv) SEZ authority policies and practice. 

1.1  Consider Labor Law and Practice in Relation to Female Employees 

Governments set the legal framework for employment practices in SEZs, which may

be the same as the general standards in the country or specialized for SEZs. Partic-

ularly in the case of older, state-run SEZs, standards for employment practices have

tended to be lower than national standards. The applicable labor laws and regula-

tions should be reviewed to ensure that they do not contain provisions that discrim-

inate against women. Annex A contains a checklist of key issues. 

A full diagnostic should be supplemented by research into how labor standards

are enforced in practice. Sources could include 

• existing reports on labor standards, for example, ILO reports, reports of

employees associations or trade unions, and reports of international or local

NGOs; and

• interviews with employees, particularly those who have attempted to enforce

their employment rights. Local employment lawyers may be able to identify rel-

evant individuals. Annex B contains a pro forma questionnaire designed to be

used as the basis for one-to-one interviews, focus group discussions (FGDs), or

surveys. The questions should be asked of both male and female employees to

enable comparisons to be made. International experience suggests that wage

rates are likely to be a key issue (see box). 

As background to this analysis, National Labour Force Surveys could be consid-

ered, which can be excellent sources for gender-disaggregated data on the labor

market—for example, on the types of work undertaken by men and women (sector,

full- or part-time, wage levels). 
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 

Throughout South Asia, women’s wages range from half to two-thirds of those

received by men, even after controlling for educational attainment.17

In India, the gender wage gap is growing and persists even among educated

women and men.18

In the United Kingdom, women’s hourly pay was 17.1 percent less than

men’s pay.19
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1.2  Consider Procedures for Acquiring Land Rights 

SEZ development is frequently associated with the provision of serviced sites. In

association with this, improved land use and land rights acquisition laws and regu-

lations may be developed. The resulting arrangements for investors to acquire land

in SEZs by purchase or lease should be reviewed through a gender lens. Annex A

contains a checklist designed to ensure that the legal framework for land acquisition

enables women business owners to acquire and develop SEZ land on the same basis

as their male counterparts. 

In addition, limited access to finance can be a major impediment for women

seeking to purchase land. 

1.3  Consider Other Regulatory Issues to Be Addressed through 
SEZ Development 

Where SEZ development is designed to include piloting of improved approaches to

wider investment climate issues—such as business entry, tax, or import or export

procedures—the relevant sections of this Practitioners’ Guide should be applied and

diagnostics undertaken to highlight the gender issues involved. 

1.4  Consider the Policies and Practices of the 
Authority Administering the SEZ

Modern best practice is for SEZs to be developed and administered by private sec-

tor rather than public bodies. Even when laws and regulations are gender neutral,

attitudes and practices of such bodies (whether public or private) can discriminate

against women. 

Annex C contains a brief institutional gender equality checklist for SEZ author-

ities, to assess the extent to which their policies and practices facilitate cultivation of

both female and male business owners. Where the SEZ authority is not yet in exis-

tence, the checklist should be discussed with the government body or ministry

responsible for taking forward SEZ development. 

Gender Dimensions of Investment Climate Reform

7



191

Step 2  Solution Design

The diagnostic will reveal the extent to which the legal framework, policies, prac-

tices, and administrative arrangements for SEZs are appropriate for women as well

as men. Step 2 sets out possible solutions to address the issues revealed in step 1. The

solutions relate to women both as employees (step 2.2) and as business owners

(steps 2.3–2.5). But step 2.1 is the starting point for solution design and flows

directly from the diagnostic key stakeholders need to determine the intended devel-

opment impact of SEZs on female employees and entrepreneurs.

2.1  Agree on Gender-Related Program Results

Government, the SEZ authority, and other stakeholders involved in SEZ develop-

ment should be clear about what SEZs are intended to achieve as far as gender is

concerned. Specific, measurable results should be identified in relation to the

issues revealed in the diagnostic. If possible, these should be discussed and agreed

upon by groups representing businesswomen and employees, and steps should

be taken to include these groups in SEZ policy development. Possible indicators

may include 

• compliance with International Labour Organization (ILO) labor standards in

relation to women employees, including maternity rights and equal pay for

equal work;

• percentage of women employed in SEZs (and what percent occupy skilled

posts); and

• percentage of female-owned businesses located in SEZs.

2.2  Ensure Best Practice Employment Legal and Regulatory 
Framework and Practice 

Issues revealed in the diagnostic in relation to employment law and practice should

be addressed. These may include the following: 

• Legal and regulatory reform: EPZ law or the national employment code must

ensure equal protection to female and male employees and address areas of

potential discrimination (see checklist in annex A). Key issues are likely to

include maternity benefits and equal pay, which may need careful considera-

tion in light of international evidence (box 7.4).20 Reform may be linked to

trade agreements. For example, the Dominican Republic-Central America-

United States Free Trade Agreement (CAFTA-DR) includes specific provisions

on labor law reform.21

Module 7: Special Economic Zones
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BOX 7.4 Consequences of Maternity Leave and Pay

Maternity leave and pay: Laws giving women maternity rights can have
unintended adverse consequences:

(i) pricing women out of the formal labor market (although this is less
likely where employment is gender segregated, since male workers
are less likely to be substituted for female); 

(ii) reducing female wage rates because (i) employers may factor mater-
nity leave costs into their wage offer, and (ii) women who find mater-
nity leave valuable may increase the supply of their labor, further
contributing to a decline in female wages.

Where governments rather than employers bear the cost of maternity
pay, these negative impacts are likely to be less.

• In Uganda, research has shown that well-intentioned labor reform to
provide two months maternity leave (one month paid) would have been
prohibitive for many smaller employers and would have discouraged
them from hiring women of child bearing age.22

• In Costa Rica, legislation facilitating enforcement of maternity leave
laws coincided with a decline in women’s wages. Despite this, employ-
ment did not fall, suggesting that women valued the benefit of maternity
leave.23

• Research on the impact of new maternity benefits in Taiwan in the
1980s suggested that despite the resulting rise in the relative cost of
employing women, women’s employment increased following the
reform. Paid maternity leave raised the probability that women would
remain in the workforce, returning to their former employer after
childbirth.24

Equal pay and the minimum wage: Legislation to regulate wages can
also have unintended consequences: 

• Evidence from India points to the strong relationship between high
levels of female employment and low wages. States where the wage
differential between men and women is the highest are among those
with the highest growth levels in India.25

• Gender-blind minimum wage legislation can also yield different out-
comes for men and women. Cross-country evidence shows that labor
force participation rates drop more for women than men when the
minimum wage rises. For example, in South Africa, studies have sug-
gested that minimum wage legislation may result in significant job
losses in vulnerable occupation categories, such as low-paid domestic
workers (who are mainly female). On the other hand, two-thirds of the
beneficiaries of the United Kingdom’s minimum wage legislation are

(Continued )
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• Institutional reform: This ensures effective enforcement of labor standards,

including through inspection and mechanisms for labor dispute resolution (see

box). Where provision is made for alternative dispute resolution (ADR) to

resolve labor disputes, the ADR section of this Practitioners’ Guide should be

applied. The institutional gender equality checklist in annex C should be

applied to inspection authorities to ensure that they are competent to uphold

women’s employment rights. 

• Promotion of best practices: SEZs present an opportunity to promote best

practices in female employment. This may be linked with corporate social

responsibility initiatives, such as the United Nations Global Impact’s global cor-

porate responsibility code of conduct. 

Emerging evidence of the economic benefits of enhanced women’s labor mar-

ket participation means that it makes sense for governments to promote female

employment—and SEZs present an opportunity to do this. Consideration could

be given to the services provided on SEZ sites, including provision of child care

facilities (see box). This could have wider benefits: a recent study in Kenya27 showed

that reducing the price of child care significantly increased mothers’ wage employ-

ment and put more girls, particularly older girls, in school.

Module 7: Special Economic Zones
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BOX 7.4 Consequences of Maternity Leave and Pay (Continued )

women, and the legislation is credited with reducing the male-female
pay gap by nearly 5 percent. Similarly, in Indonesia, a doubling of the
minimum wage in the 1990s led to an increase in real wages and only
a very modest decline in employment.

• There is some evidence that wages and other working conditions can
be improved without hurting job growth. Better Factories Cambodia, a
trade-related labor standards agreement signed in 1999, linked expan-
sion of Cambodia’s U.S. market access to improvements in labor stan-
dards. The program has helped to boost employment conditions
without jeopardizing export growth.

Sources: Ellis 2006; van der Meulen Rodgers 1999; Zveglich 2003; DFID 2007; Martin 1996;
and Berik and van der Meulen Rodgers 2008.

In Tanzania, in the 18 months since its inception, the recently established

Commission for Mediation and Arbitration has successfully resolved nearly

3,000 cases that would otherwise have gone through the longer and more costly

formal labor court.26
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2.3  Ensure Women Can Acquire Land Rights in SEZs 
on the Same Basis as Men 

Any legal restrictions on the ability of women to purchase or lease land in SEZs, and

to borrow money to do so, should be removed (see checklist in annex A). If access

to finance for land purchase has been identified as a major constraint, consideration

could be given to supporting market-based lending programs aimed specifically at

women (see module 5). 

2.4  Address Other Regulatory Issues through a Gender Lens

Where SEZ development is designed to include piloting of improved approaches to

the business enabling environment—such as business entry, tax, or import and

export procedures—the relevant sections of this Practitioners’ Guide should be

applied and the proposed solutions considered so that gender issues are fully incor-

porated in the program design. 

2.5  Promote “Female-Friendly” SEZs

SEZs have the potential to provide a conducive environment for women to locate

and develop their businesses. SEZs can address (on a pilot basis) the legal, regula-

tory, and administrative constraints addressed in this Practitioners’ Guide that fre-

quently put women at a disadvantage. Given the overall economic benefits of both

enhanced women’s employment and entrepreneurial activity, there is scope for pro-

moting SEZs that specifically market themselves as “female friendly”—in terms of

their legal and regulatory environment, access to resources that are frequently scarce

for women (especially land and finance), and employment practices.

Gender Dimensions of Investment Climate Reform
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The Alltex EPZ Limited plant in the EPZ at Athi River in Kenya has created

employment for more than 2,000 Kenyans, more than 80 percent of whom are

women. The facility is the only establishment in the EPZ and the region so far

that has provided a day nursery for working mothers with infants. The plant, one

of the largest textile factories in the zone, is a joint venture between the Industrial

Promotion Services (an affiliate of the Aga Khan Fund for Economic Develop-

ment) and the Global Readymade Garments Industry LLC (Qatar).28
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Step 3  Implementation and M&E 

The general points on implementation and monitoring and evaluation in the core

module should be applied to SEZs. In addition, the issues in the following para-

graphs should be considered in relation to M&E. 

3.1  Ensure Data on SEZ Performance Can Be Gender Disaggregated 

The monitoring and evaluation system for SEZ performance should be developed

so that the data it collects can be gender disaggregated. Data for which gender dis-

aggregation is likely to be important include 

• information about employment in SEZs: percentage of men and women

employees, wage rates, skill levels, and development; 

• ownership of firms locating in SEZs; and 

• satisfaction levels with start-up in SEZ and ongoing service provision.

3.2  Incorporate Indicators that Highlight Gender Aspects of 
SEZ Development

Gender should also be incorporated in output- and outcome-level SEZ program

indicators. Examples are provided in table 7.1. 

Module 7: Special Economic Zones
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Table 7.1:  M&E Indicators

Indicator/Data 
required

Gender focus 
(Gender-disaggregation) Source of data

Output indicators

• Number of manuals
Analyses

• Diagnostics 
produced

• Qualitative indicator: 
gender-inclusive focus

• Manuals produced
• Agency management
• FGDs

• Workshops and 
outreach events 

• Core indicator: number
and/or percentage of
men and women partici-
pating or benefiting

• FGDs
• Agency 

management
• Women’s 

business 
associations

• Sample surveys

(Continued )
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Outcome indicators

• Creation of SEZs
accessible to women 
entrepreneurs (that is,
terms and conditions
of leasing premises,
suitability, and 
standard of services
and facilities provided)

• Disaggregate by gender
to determine equal treat-
ment in these areas

• SEZ management
• FGDs
• Women’s businesses

involved in the SEZ
• Women’s business

associations

• SEZ law and policy
drafted 

• SEZ became 
operational

• Gender-inclusive 
SEZ policy

• Welcoming of women
investors and employees

• SEZ policy 
documents and 
management

• Women’s 
businesses and 
associations

• SEZ employment 
policy established 

• Number and/or percent-
age of men and women
employed in SEZ

• Change over baseline
• Gender-responsiveness

of terms and conditions
of employment

• SEZ management
• FGDs
• Women’s 

businesses involved
in the SEZ 

• Women’s business 
associations

Table 7.1: M&E Indicators (Continued )

Indicator/Data 
required

Gender focus 
(Gender-disaggregation) Source of data
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Annex A  Legal and Policy Checklist 

Labor Law 

International Treaty Obligations 

1. Have international treaties relating to the employment of women been ratified,

and do they apply in SEZs? (See box for summary of key provisions.) 

2. Do free trade agreements or bilateral investment treaties or agreements contain

obligations in relation to labor law reform?

Codes of Conduct 

1. Do international or national codes of conduct relating to corporate social

responsibility apply? 

National Labor Laws

(The assumption is that national labor laws apply in SEZs; if not, these questions

should be asked of the relevant law that does apply.) 

1. Are there legal provisions in place to address discrimination in the workplace,

including on the grounds of gender, marital status, pregnancy, or family

responsibilities? 

2. Are there legal provisions to deal with sexual harassment in the workplace? 

Module 7: Special Economic Zones
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon.

■ The Convention on the Elimination of All Forms of Discrimination Against

Women requires governments to take appropriate steps in all fields to elimi-

nate discrimination against women, including in employment (article 11). 

■ ILO Conventions relating to nondiscrimination in employment include

the promotion of equal opportunity and treatment in employment (Con-

vention 111), equal pay for equal work (Convention 111), maternity leave

and benefits (Convention 183), part-time and home-based work (Conven-

tions 175 and 177, respectively), and the provision of child care facilities

(Convention 156).

■ The 2005 World Summit Outcome reaffirmed commitments to promoting

gender equality and empowerment by, among other things, promoting

women’s equal access to labor markets, sustainable employment, and ade-

quate labor protection (paragraph 58(d)).
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3. Is there minimum wage legislation? Does it differentiate between men and

women or between different sectors? 

4. Is there legal provision for equal pay for work of equal value?

5. Are there legal provisions that require allowances or salaries to be paid only to

male workers or heads of households? 

6. Is there a legal prohibition against dismissing a woman because she is pregnant? 

7. Are there legal provisions in place to deal with maternity leave and pay? What

is the length of such leave? Who meets the cost of any such paid leave? 

8. Are there any legal provisions for additional benefits for mothers other than

maternity leave (for example, provision of daycare or breast-feeding facilities

for mothers)? If yes, how are these paid for? 

9. Are there legal provisions that discriminate against women in the workplace,

for example, a gender-specific working hour restriction or restrictions on work-

ing in certain sectors? 

10. Are there priority rules that apply to redundancy based on gender?

11. Are there legal requirements for the provision of culturally appropriate facili-

ties for male and female workers (for example, washrooms)? 

12. Are any categories of workers excluded from employment laws, such as home-

based workers?

13. Are there legal provisions in place establishing a minimum ceiling for represen-

tation by women in worker unions?

14. Do legally mandated retirement provisions exist and are mandatory retirement

ages the same for men and women?

Land and Mortgage Law 

1. Can women acquire, occupy, and manage land on the same terms as men? Are

there any specific legal provisions in the constitution or any other laws confer-

ring such powers over land on women, or are such powers recognized as a part

of the regular law without the need for special provisions? Are there laws that

forbid or prevent women from acquiring and occupying land in their name? 

2. Is the process for acquiring land in the SEZ the same for a woman as for a man?

For example, does a woman require the consent of a male relative, or does she

need to produce any additional documents? Can a woman register title to land

in her name and do so without the need for permission from a male relative? 

3. As a matter of law or practice, are there any special rules or restrictions on

women obtaining a mortgage to finance the development of land in an SEZ

that do not apply to men? If so, what are they and are they grounded in law or

a matter of practice by mortgagors? 

4. Does marital status affect any of the answers given above? If so, how? 

Gender Dimensions of Investment Climate Reform
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Annex B  Sample Questionnaire for Employees 

Note: The questions below will need to be used flexibly, taking into account the con-

text and level of knowledge and experience of interviewees. Approaches should vary

depending on whether the questions are being used in the context of a survey, focus

group discussion, or one-on-one interview. 

Introduction 

1. Gender of employee

2. Nature of employment (sector, job title)

3. Number of employees in business? Percentage male and female? 

Employment Practices and Disputes 

1. Have you ever suffered from sexual harassment in the workplace? 

2. Are male and female employees treated in the same way by your employers?

If not, please explain the differences. They may relate to, for example—

■ Pay 

■ Hours worked

■ Working conditions 

■ Marital status 

■ Parental responsibilities 

■ Facilities provided by the employer

■ Access to promotion and supervisory positions

■ Access to training opportunities

3. Do you know what to do should you have a dispute with your employers? 

4. Have you ever had a dispute with your employers? If so, please explain what

action you took and how it was resolved. 

5. Do you receive any training to improve your skills? 

Module 7: Special Economic Zones
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Annex C  Institutional Gender Equality Checklist 

For: 

• authorities developing and administering SEZs 

• authorities responsible for inspecting and implementing compliance with labor

laws and regulations 

1. Does the organization have a customer charter that includes reference to gen-

der equality issues? 

2. Does the organization have formal links with women’s organizations (business

associations, women’s employees associations) for consultation and input to

policy development, management, and operations?

3. Is the organization’s staff trained to handle gender issues sensitively? 

4. Are women employed in the organization, especially at levels where they inter-

act with the public and at decision-making levels?

5. Are institutional systems in place to monitor gender-disaggregated results, and

are these regularly reported on?

6. Is gender equality seen as an explicit goal of the organization?

7. Are gender equality perspectives evident in the institution’s major policy and

planning documents guiding the work of the institution? 

8. Additional question for SEZ authorities: Are SEZ site vacancies advertised in

locations and through media as likely to be accessed by women as by men?

9. Additional question for labor inspection authorities: Have your staff been

trained in labor standards relating to women, for example, maternity rights,

rights when pregnant, equal pay, and how to deal with cases of sexual

harassment?

Gender Dimensions of Investment Climate Reform
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MODULE 8

Foreign Investment Policy 
and Promotion 

This Module Should be Used in Conjunction 
with the Core Module

This module on investment policy and promotion relates to programs and interventions

designed to establish effective legal, regulatory, and policy frameworks for foreign invest-

ment and to support countries’ investment promotion efforts. For the purposes of this sec-

tion, IPP is taken as comprising (i) the development of national foreign direct investment

and investment promotion strategies; (ii) sector targeting and outward promotion; (iii) the

reform of investment law and policy frameworks; (iv) investor facilitation; and (v) investor

aftercare and policy advocacy.

This module (i) provides tools to analyze the different impacts that investment policy

and promotion can have on women and men (step 1 – diagnostic); (ii) provides solutions to

address the gender issues revealed in the diagnostic (step 2 – solution design); and (iii) sug-

gests ways to incorporate gender into the implementation and monitoring and evaluation

of investment policy and promotion programs (step 3).

Summary

Why Gender Matters 205

Step 1 Diagnostics 208
1.1 Consider Impact of Enhanced FDI on Women 208
1.2 Review Legal and Regulatory Framework for Investment 209
1.3 Undertake Institutional Gender Equality Assessment on 

Investment Promotion Authority 209
1.4 Consider the Extent to Which Women’s Interests Are 

Represented in Investment Policy Development 210



Step 2 Solution Design 211
2.1 Agree on Gender-Related Program Results 211
2.2 Develop Interventions to Help Women to Benefit from 

Enhanced Investment 211
2.3 Undertake “Female-Friendly” Investment Promotion 212
2.4 Ensure Investment Laws Are Gender Neutral 212
2.5 Ensure Women Can Benefit Equally from Investor 

Facilitation and Aftercare Services 212
2.6 Ensure Women’s Voices Are Properly Represented in 

Investment Policy Development 212

Step 3 Implementation and M&E 213
3.1 Put in Place Systems to Gather Gender-Disaggregated Data 

within the IPP Program 213
3.2 Incorporate Indicators that Highlight Gender Aspects 

of the Program 213

Annex A  Institutional Gender Equality Checklist 215

Notes 216

MODULE 8



205

Module 8: Foreign Investment Policy and Promotion

Why Gender Matters

Enhanced foreign direct investment tends to affect men and women differently.

Foreign investment has been highly significant in creating job opportunities for

women, particularly in labor intensive, largely export-orientated industries, such

as textiles; in call centers; and in the tourism sector. In many developing countries

FDI has enabled women to enter the formal labor market for the first time.

FDI can also have negative impacts. Extractive industries and logging, for exam-

ple, may adversely affect local people. Women may be particularly vulnerable to this

(box 8.1). For FDI to achieve its key aims of improved growth and poverty reduc-

tion, it is important that policy makers and planners develop investment strategies

cognizant of these broader economic and social issues and develop policies to

address them.

BOX 8.1 The Impact of Logging on Women

The Solomon Islands emerged from conflict and social unrest in 2003
almost bankrupt. Economic recovery has taken place largely through
logging operations by foreign investors. About a third of the country’s 
10 percent growth in 2007 was due to logging. The industry employs
about 5,000 people—mainly men. Although logging has been the most
significant factor in the Solomon Islands’ economic recovery, its impact
has been controversial, and most commentators regard its impact on
women to have been largely detrimental. This is the result of (i) loss of
women’s land rights even in areas where the land is held on a matrilineal
basis and women should have been—but were not—involved in the deci-
sion to grant logging rights; (ii) the lack of jobs for women resulting from
logging operations; (iii) the payment of royalties by logging companies to
land holding groups that largely exclude women; and (iv) serious and
credible allegations of sexual exploitation of young women and girls in
rural areas by foreign loggers. Results have included social unrest and
demonstrations (some of them violent) by women in logging areas and
challenges in the courts by women who have lost their land rights.

Policy responses to these gender issues could have included

• legal protection for women’s land rights in logging areas, including
measures to ensure they are involved in decision-making processes;

• improved legal protections for women as well as men entitled to
royalties from logging; and

• protection for vulnerable women and young girls in logging areas in
relation to sexual exploitation.

Source: IFC 2009.

8
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As noted previously, foreign investment can be extremely positive in creating

significant job opportunities for women. And evidence is emerging that when more

women work in the formal sector, it is better for the country as a whole. Employing

greater numbers of women is associated with enhanced growth and productivity

(see box). It also tends to improve social outcomes—putting money into the hands

of women results in better health and education for households.

But there is mounting evidence that as industries upgrade, women can lose jobs

to men, in part because of skill differences but also as a result of social norms that

type technical jobs as “male.”3 Whatever the cause, the result is that women can get

pushed down the production chain into subcontracted work.4 Households, com-

munities, and economies thus lose out on the gains that can be achieved by

enhanced female labor force participation. If these issues are anticipated and

understood, policy responses are possible within the context of FDI and sector tar-

geting strategies. These could include the following:

• skills training for women

• improved employment practices and policies enforced through labor laws

• enhanced social infrastructure such as child care and maternity leave.

FDI also offers women the opportunity of enhanced employment opportunities

through participating in foreign investors’ supply chains. Yet women can lose out on

this opportunity, resulting in a loss of broader economic and social benefits. This is

because female-headed enterprises tend to be much smaller than those headed by

men, often having only one or two employees. In Ethiopia, Kenya, and Tanzania, for

example, the vast majority of women’s enterprises employ only the owner—and

thus cannot even be classified in the small and medium enterprise category.5 Even

in the most developed countries, female-owned enterprises are underrepresented

among technology and export-oriented firms. Large foreign investors typically pre-

fer to source from similarly large supply firms in order to hold down transaction

costs. And women’s more limited access to capital makes it difficult for them to

respond quickly to changing markets, a frequent requirement for doing business with

multinational companies. Other constraining factors are lack of access to business

In 2003, between 0.9 percent and 1.7 percent of the regional growth difference

between the East Asia and the Pacific and Middle East and North Africa regions

can be accounted for by gender gaps in labor force participation and education.1

Research undertaken in India suggests that women’s limited labor market

participation can result in reduced labor productivity. Increasing the ratio of

women employees increased output by as much as 50 percent. Increasing

women’s engagement in management also improved firm performance and

innovation.2
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training, networks, and opportunities to gain management experience. Again, policies

can be developed within the context of an investment strategy to address these issues. 

One obvious policy response is to ensure that female-headed businesses are

able to benefit from the services offered by investment promotion agencies in rela-

tion to supplier development. Gender biases my not be obvious, but international

evidence shows that women can be at a disadvantage when they interact with

public/quasi-public authorities (see box). There can be a climate of discriminatory

treatment that discourages women from dealing with public authorities by making

it too time consuming and uncertain. It is important to ensure that investment

promotion and aftercare facilities are as effective in the service they provide to both

female and male clients.

Research into public administration in India found that women had to wait on

average 37 percent longer than men to see the same local government official.

Women of approximately the same income as men were three times more likely

to be queue-jumped, and 16 percent of women reported sexual harassment from

local government officials.6

A survey in Bangladesh found that government officials were more likely to

target female applicants for informal “speed payments” as they were assumed to

have a male provider.7



Step 1  Diagnostics

Step 1 provides tools to analyze

(i) the different impacts that strategies, policies, and laws to encourage foreign

investment can have on women and men. This analysis will enable investment

strategies and policies to be developed that (a) to the greatest extent possible

provide benefits to women as well as men and (b) address any negative

impacts on women that enhanced FDI may have. 

(ii) the extent to which investment facilitation and aftercare initiatives benefit

female as well as male investors. This analysis will enable investment promo-

tion agencies to provide effective services to their female as well as their male

clients.

(iii) the degree to which female as well as male investors are engaged in invest-

ment policy development and advocacy. If women’s interests are effectively

represented in investment policy development, such policies are more likely

to benefit women as well as men, and potential negative impacts on women

are more likely to be addressed. 

1.1  Consider Impact of Enhanced FDI on Women

For the reasons explained in the “Why Gender Matters” section, policies and strategies

to encourage FDI need to be developed taking into account the different impacts that

enhanced FDI may have on women and men. Key issues to consider are as follows:

• The sectors targeted for FDI. The sectors in which a country is competitive

need to be identified and targeted for enhanced investment. Then, to develop

policies to maximize the growth and poverty reduction impacts of such sector

targeting, consider 

• the extent to which women are represented in targeted sectors—as employees

or as business owners;

• the possibility of opportunities for women to participate in supply chains (as

employees or as entrepreneurs). 

• The extent to which women are likely to benefit from the enhanced employ-

ment and business opportunities that enhanced FDI may bring will be based on

the following: 

• Are there differences in the education and training levels and participation

rates of women and men? 
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The critical steps to be taken during an initial project design phase (in the absence

of a full diagnostic at that point) are identified by a magnifying glass icon. 
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• Do labor laws outlaw discrimination on the basis of gender, marital status,

and pregnancy? 

• Do women have access to the same information networks—both about

employment opportunities and about opportunities to enter supply chains

created by FDI?

1.2  Review Legal and Regulatory Framework for Investment

If the country has an investment code, it should be reviewed to ensure that it is

equally facilitative for both female and male investors. Overarching investment

codes can apply to both foreign and local investors. The code itself is unlikely to

contain provisions that discriminate against women, but consideration should be

given to the extent to which the code overrides any discriminatory provisions in the

country’s legal framework. Key areas to consider are 

• the overarching legal framework relating to the position of women—in partic-

ular in the constitution, family law, inheritance law, and property law (see core

module); 

• business entry and operations (see module 2); 

• tax policy and administration (see module 3); and

• secured lending (see module 5).

Local lawyers with insights into gender issues should, if possible, be consulted

for assistance with undertaking this review, for example, women’s lawyers associ-

ations and nongovernmental organizations providing legal advice to women.

1.3  Undertake Institutional Gender Equality Assessment on 
Investment Promotion Authority

The investment-promotion authority administering the investment policy and pro-

motion (IPP) program (marketing the country as an investment destination, facili-

tating investment, and providing investor aftercare) should be reviewed to ensure it

has incorporated gender in its operations. Annex A contains a checklist of key issues

to include. 

Where the investment promotion authority has been in existence for some time,

it may be helpful to undertake a gender-disaggregated client satisfaction survey to

address some of the issues in annex A. 

Evidence suggests that young women may have less access to broad social net-

works to aid in their job search and, consequently, have less information with

which to make good decisions on sector and occupation.8
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1.4  Consider the Extent to Which Women’s Interests Are Represented 
in Investment Policy Development

The issues discussed in the diagnostics section of module 1 (Public-Private Dialogue)

should be carefully considered in relation to the development of a country’s

investment strategy and policies. 
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Step 2  Solution Design

The diagnostic will reveal the extent to which a country’s investment policies and

promotion initiatives provide equal benefit to women as well as men. Step 2 sets out

possible approaches to address issues revealed. Step 2.1 is the starting point for solu-

tion design—an agreement by key stakeholders about what the IPP program is

intended to achieve in relation to men and women. 

2.1  Agree on Gender-Related Program Results

The specific results that the IPP program is seeking in relation to gender should be

identified up front, on the basis of the key issues highlighted in the diagnostic phase.

Specific gender-disaggregated indicators should be agreed upon by key stakehold-

ers. Possible indicators may include the number of men and women in the formal

labor market. 

2.2  Develop Interventions to Help Women to Benefit from 
Enhanced Investment

As discussed in the “Why Gender Matters” section of this module, enhanced female

participation in the formal labor market tends to be associated with improved eco-

nomic and social outcomes. Despite this, women frequently are not as well placed

as their male counterparts to access the nontraditional and more highly paid

employment and business opportunities that enhanced investment may bring.

Women can be disadvantaged by poorer access to secondary schooling, early mar-

riage and childbearing, and their “double time burden.”9 These broad social issues

lie outside the scope of most IPP programs. But when developing an investment

strategy, it will be useful to consider measures that could make it more possible for

women to benefit from enhanced levels of investment, both as employees and as

investors. Possible solutions include the following:

• Enhance information on employment and business opportunities open to

women as a result of enhanced investment, for example, through targeted

job counseling services or interactions with women’s business and employee

associations.

• Enhance women’s opportunities to access training programs, for example,

through child care provision (see box).

Evidence from demand-driven training programs in Latin America is that child

care subsidies are an important tool for increasing young women’s participation

in training programs.10



• Enact labor laws prohibiting gender-based discrimination (see module 7 –

Special Economic Zones). 

• Encourage provision of affordable child care services for employees. 

2.3  Undertake “Female-Friendly” Investment Promotion

A country’s marketing or branding strategy could stress its “female-friendly” cre-

dentials as an investment destination. A country may also wish to focus on its

potential for ethical investment and corporate social responsibility initiatives,

including fair treatment for female employees (see examples from Poland and

Cambodia in box).

2.4  Ensure Investment Laws Are Gender Neutral

If the diagnostic has revealed specific laws that discriminate against female

investors, action should be taken to reform or repeal them. It may well be that such

laws contravene gender equality provisions in the country’s constitution or interna-

tional treaty obligations. 

2.5  Ensure Women Can Benefit Equally from Investor 
Facilitation and Aftercare Services

Measures should be taken to address the issues raised in the gender equality check-

list in annex A to ensure that investment promotion authorities provide services

and operate in a manner that is equally relevant to female and to male clients. 

2.6  Ensure Women’s Voices Are Properly Represented 
in Investment Policy Development

The issues discussed in the solution design section of module 1 (Public-Private

Dialogue) should be addressed in relation to the development of a country’s

investment strategy and policies. 
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Poland’s Trade and Investment Promotion authority organized a Successful

Women 2008 trade show in Hungary, showcasing female-led enterprises. 

In Cambodia the Better Factories Cambodia initiative promoted improved labor

standards, including for women.
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Step 3  Implementation and M&E

The general points on implementation and monitoring and evaluation in the core

module should be applied to IPP programs. In addition, the following issues should

be considered in relation to M&E. 

3.1  Put in Place Systems to Gather Gender-Disaggregated Data 
within the IPP Program 

The IPP program’s M&E system should be designed to gather basic gender-

disaggregated data to enable the impact of the program on women, both as

employees and as investors, to be assessed. Depending on the agreed-on program

impacts, this could include 

• the number of men and women in formal labor market; 

• the number of men and women in skilled jobs and supervisory positions in the

formal labor market; and 

• a change in male and female wage levels.

3.2  Incorporate Indicators that Highlight Gender Aspects of the Program

Gender should also be incorporated in output and outcome level IPP program indi-

cators. Examples are provided in table 8.1.

Table 8.1: M&E Indicators

Indicator/Data
required

Gender focus 
(Gender disaggregation) Source of data

Output indicators

• Number of operational
manuals produced

• Training and outreach

• Qualitative indicator: 
gender-inclusive focus;
gender issues articulated
and addressed

• Core indicator: number
and/or percentage men
and women participating
or benefiting

• Manuals produced
• Agency management
• Focus group 

discussions (FGDs)
• Interviews with 

businesswomen

• Number of surveys 
• Economic assess-

ments produced

• Inclusion of gender-
disaggregated data

• Survey reports 
• Investment Promotion

Authority management

(Continued )
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Table 8.1: M&E Indicators

Indicator/Data
required

Gender focus 
(Gender disaggregation) Source of data

• Investment policies
promoted

• Qualitative assessment:
extent to which they
address gender issues

• Responsiveness to
women investors

• Policy statements
• FGDs
• Women investors 

Business associations

Outcome indicators

• Investment inquiries
(leading to new
investment) in 
targeted sectors

• Disaggregate by gender
of investor

• Agency records 
• Tracking surveys

• User perceptions of
services provided by
the promotion agency

• Disaggregate by gender • FGDs
• Women investors
• Business associations
• Agency records

• Improved investment
promotion agency
operation and 
accessibility

• Welcoming of women
• Percentage of men and

women managers and
staff in the agency

• FGDs
• Agency management

(Continued)
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Annex A  Institutional Gender Equality Checklist 

1. Does the investment promotion authority have gender-disaggregated data, for

example, on ownership of firms with investment licenses, inquiries, employ-

ment created by FDI?

2. Does the investment promotion authority have formal links with women’s organ-

izations (business associations, women’s employees associations) for consulta-

tion and input into policy development, management, operations, and advocacy?

3. Are women or women’s business organizations included in the investment

promotion authority’s governance structures, for example, advisory council,

management board, or board of directors? 

4. Does the investment promotion authority’s customer charter, operational

manual, and so on, include reference to gender equality issues? 

5. Are women employed in the investment promotion authority, especially at

levels where they interact with the public and at decision-making levels?

6. Are staff trained to handle gender issues sensitively? 

7. Is the physical environment of the investment promotion authority one in

which women would feel comfortable? 

8. Are institutional systems in place to monitor gender-disaggregated results, and

are these regularly reported on?

9. Is gender equality seen as an explicit goal of the organization?

10. Are gender equality perspectives evident in the institution’s major policy and

planning documents guiding the work of the institution? 

Module 8: Foreign Investment Policy and Promotion
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