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What follows is a sampling of good practices gathered from online searches or submitted by UN
Global Compact participants in response to our call to share actions and initiatives that their
companies are undertaking to empower and advance women.

These working examples have not necessarily been reviewed by the companies concerned. Nor
have they been through any vetting process. They are content for a proposed publication
intended to raise awareness of the many ways in which business can promote gender equality in
the workplace, marketplace and community.
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Aarhus Kartshamn AB (“AAK”), a Sweden-based leading manufacturer ofthiglue-added
specialty vegetable fats, imports shea kernelec@t by women from West Africa as an important
raw material in its operations. As part of its enitment to promote gender equality and empower
women, AAK partnered with the United Nations Deyatent Programme (“UNDP”) in 2003 to
provide diesel generators to power simple tooksase the daily workload of these women who collect
raw materials for AAK, allowing the women more titteeearn a living collecting shea kernels. AAK
has also worked towards reducing the number of lmnden in the supply chain by helping to form
women'’s groups which can trade directly with AAKeteby reducing costs for AAK and improving
pay for the women. On June 3, 2008, AAK was preskwith a torch by the Danish Minister for
Development Cooperation in recognition of its wprkmoting gender equality and empowering
women.

Adecco Foundation Spain(*Adecco Espafa”) was established in Spain in 188% branch office of
Adecco, a human resource company. Adecco Espé&ia gib placement services to disadvantaged
groups; which include single mothers and victimgl@iestic violence. Adecco Esparfia established a
four-step program to place women in appropriats;jaihe information stage, the orientation and
advice stage, the job training/counseling stagd,thae tracking stage. In the information stage,
women receive job information based on the employmearket and individual characteristics and
circumstances. During the second and third stafgdscco Espafia provides each woman with
customized individual employment advice, trainiagg counseling to properly place each woman in a
position. Finally, in the placement tracking stafjdecco Espafia maintains contact with each woman
after she is employed and offers to act as a leimiween the woman and the employer if any issues
arise. In 2008, Adecco Espaia integrated apprdeim8,705 single mothers and victims of domestic
violence into new employment positions.



AstraZenecais a multinational healthcare company based irhiged Kingdom with approximately
67,000 employees operating in over 100 countrespart of its commitment to the Global Compact,
AstraZeneca has undertaken local initiatives indrid help reduce maternal mortality rates. In200
AstraZeneca India forged a partnership with theeFatibn of Obstetric and Gynecological Societies
of India (“FOGSI”) to implement Safe Motherhood grams to combat increasingly high rates of
maternal mortality. Through radio and televisi@tuamentaries, FOGSI focused on promoting safe
pregnancy and childbirth practices. In conjunciath this media campaign to heighten public
awareness of Safe Motherhood practices, FOGSIdwdd60 conferences for healthcare professionals
to increase education and awareness of safe motheegractices. Additionally, FOGSI organized a
walkathon along the Ganges River to spread Safdéébbod education among the rural population to
educate people using their local languages. Thraoig walkathon, a team of 27 doctors covered five
states in 108 days, met 200,000 people, conduaaithhcamps for 25,000 women and visited 80
schools. Over the course of the initiative, FO@iStributed medicines, provided rubella vaccination
for over 1,000 teenage girls, showed educatiofrakfto 500 people per day, and visited over 100
schools and over 80,000 children in rural areafigdouss education, marital age, gender bias, female
feticide, HIV/AIDS, sanitation, the environment amatrition.

AstraZenecais a multinational healthcare company based irthiged Kingdom with approximately
67,000 employees operating in over 100 countrie2003, the AstraZeneca Delaware office created
flexible working arrangements for its field salesde, which enabled mothers to work from home. As
of 2009, 90% of staffers telecommute, flex or coesgrtheir work schedules. In addition to flexible
working arrangements, AstraZeneca Delaware sulesidiay care and provides small peer-mentoring
groups to offer support, build leadership skillsd @liscuss business solutions. In early 2007, 130
female employees participated in these workshogsgriall, nearly half of the participants reported
career advancement. Because of these initiativ@sien comprise over 50% of AstraZeneca
Delaware’s employees, 36% of their top earners,2&48d of the Board of Directors.

Avon, a leading American beauty products company y@at announced a US $1 million donation to
benefit the United Nations Development Fund for VéonfUNIFEM”). The pledge was funded
through the sale of the “Women’s Empowerment Biettdéor US $3 each. The profits from the sales
of the bracelets were donated to the UNIFEM-managied rust Fund to End Violence against
Women, with Avon committing to match the first US0®,000 raised. The program was designed to
help women the world over adversely affected by elstim violence and was headed by actress Reese
Witherspoon, the Avon Global Ambassador. The deh&inds will bolster the Trust’s efforts to
implement laws and policies to prevent and redbeetevalence of violence against women.

Bilbao Bizkaia Kutxa (“BBK”) is a Spanish financial institution. BBKespects equal opportunity
principles with regard to salary as well as setettpromotion, training and development criteria.
BBK publicizes its commitment to equal opporturstan its website. This commitment is further
highlighted by the fact that BBK regularly undergdexternal Equality Diagnostics that are validated
by Emakunde, an autonomous government body. BRi¢nsmitted to the principle of equal
opportunity and establishes Strategic Plans whngiiement this objective. The first Strategic Plan
was implemented throughout 2005-2007. In 2007,Zi#bllion was invested in the social welfare
work of BBK, including the first Strategic Plan.at® of this funding was aimed at the BBK Gazte
Lanbidean foundation, which was established in 19@B a view to fostering the employment of
young people. The foundation provides serviceydomg men up to age 35, and extends the age limit
for women to 40, to promote equality. In 2007, BB#hducted a diagnostic study, the results of
which served as the basis for the second StraRgitfor the 2008-2010 period. Online training
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courses and the use of non-sexist language in concations are only two aspects of this detailed
plan.

Business Partnership for Girls’ Education("BPGE”) is a tripartite Yemeni partnership formied

2006 between the government of Yemen, the privattos and UNICEF. The organization’s mission
is to promote girls’ education across the country 8 address the substantial gender gap which has
developed in Yemeni schools. On average, for e¥@€yboys in primary school, there are fewer than
65 girls, and the drop-out rate amongst girls #mall in school is very high. Through the efforts
expertise and generosity of the founding membaeci,ding several private corporations, the BPGE
launched the “Let me Learn” campaign, which sucededd spreading its message through various
media, including stickers, flyers, text messagebadvertisements on products. The BPGE
encourages all businesses, organizations and coitymmu@mbers to join its partnership and to
promote the education of girls in Yemen.

CA, located in New York, is one of the world’s largeslependent software companies. CA strongly
supports the career interests of women within tgk tech industry. In that regard, CA participabed
the 2008 Grace Hopper Celebration of Women in Cdmgu The event was the eighth in a series of
conferences designed to bring the research andrdaterests of women-in-computing to the
forefront. During the conference, CA generouslyaaled a scholarship to Ruzica Piskac, a finalist in
the graduate category of competition. Also, CA tfassen to be a corporate partner of the Anita Borg
Institute for Women and Technology (“ABI”). ABIlission is to increase the impact of women on
all aspects of technology, and increase the pesithpact of technology on all women. Since 1995,
ABI has been developing tools and programs desigméelp industry, academia, and government
recruit, retain and develop women technology leader

CAN is a medium-sized Spanish savings bank. CANsggethe importance of finding balance
between work and personal life for its employe€le bank’s maternity protocol gives women a
smooth transition and guaranteed return to théipjosition, including paid maternity leave and
reduced work days without deduction in pay for pgsevith children under age three. CAN also helps
its employees set up work stations at home andgtaaves of absence for those who must provide
for children or the elderly. CAN encourages mixeatking teams and has eliminated gender
exclusivity in job positions, such as security aedretarial work, to promote gender equality.

Cisco Systemss a multinational corporation based in San JGsdifornia that designs and sells
networking and communications technology servigeésco is dedicated to increasing the number of
women in the field of science and technology arotinedworld. Through its Cisco Girls/Women in
Technology Initiative and Networking Academy Genbretiative, Cisco provides greater access to IT
training for women in some of the least developaantries, including Ethiopia, Kenya and Rwanda.
Currently there are over 8,000 academies in ov@rcb8ntries which cultivate mentoring and career
development opportunities for women. Cisco’s Nekigg Academy Gender Initiatives are open to
both men and women, but Cisco encourages femakssradl by reducing fees for female students and
providing female only classes, and female instmgct&isco has also partnered with the United State
Agency for International Development (“USAID”) atige Institute of International Education to
provide scholarships for women in Algeria, Moroctanisia, Bangladesh, Nepal, Mongolia and Sri
Lanka to attend the Cisco academies in their casmtrCisco’s commitments to gender diversity have
been widely lauded and Cisco was recognized in 2008eing among The Times’ “Top 50 Where
Women Want to Work.”



“‘comme il faut” is an Israeli fashion company. CEO Sybil Goldfipat out a written statement
entitled “I believe in women” in which she explaitme disparities that women face in Israel, such as
low representation in managerial positions, eard@gp of what men do in the same position, the
“glass ceiling” and the “sticky floor.” The compais combating these issues by enacting strong
policies and being vocal about them. They volulytaisclose a Social and Environmental
Responsibility Report reflecting their commitmentheir responsibility towards women. They are the
first mid-sized company in Israel to disclose sadkport.

COSCO Groupis a Chinese company operating internationally.cére business involves shipping
and modern logistics. COSCO aims to protect thalleghts and special interests of female
employees and has established a Female Employee{ftemto assist in achieving these goals. The
company has established a wage payment system ghéshntees fair and comparable wages for all
employees doing comparable work, an open competitiogram which ensures promotion of
competent females and a collective contract tadreed by trade unions which specifically addresses
concerns relevant to women employees. In addi@@SCO has created special health benefits for
women including bi-annual gynecological health ex®tions in addition to regular health
examinations.

Endesais a public utility company headquartered in MddBpain. It is the leading utility in the
Spanish electricity system and the number one aigactor multinational electricity utility in Lati
America. Endesa has enacted a Corporate Divavsityagement Policy with the aim of making
diversity a key business strategy. To foster ploiscy, Endesa, together with BBVA and Telefonica,
created the Diversity Observatory, which aims toegate and disseminate knowledge about “diversity
management” at organizations and to identify aradesbest practices. Endesa’s subsidiaries are also
working to promote employment of women in this tglly male dominated sector. Endesa Spain,
Endesa Colombia, EDESUR (Argentina) and Enersid¢iall are working to guarantee equal
opportunities for women in the recruiting proceEODESUR (Argentina) has adopted a Business and
Family Program, with them aim facilitating the gnéind retention of women in the workplace. Ampla
(“Endesa Brazil”) has been recognized as one ob#st places for women to work in the “Great Place
to Work” rankings due to its policy of recruiting@épromoting professional staff during the mategrnit
period. Enersis, Endesa Chile and Chilectra, hile@n subsidiaries of Endesa, have incorporated
principles of non-discrimination throughout theiternal regulations and have signed a “Good Gender
Equality Practice at Work” Agreement with El SergitNacional de la Mujer (“SERNAM”), a state-
sanctioned institution created to address issugemder equality. The adoption of policies such as
part-time, flex-time and family support measuregehi@d to Endesa’s Chilean subsidiaries being
named among “The Ten Best Companies in Chile forkikig Parents”.

Ericsson a Swedish provider of technology and serviceslecom operators, has instituted an
initiative to bring high speed internet connectivid rural Tamil Nadu, India. The program aims to
provide the region with a wide variety of interfitsed resources including medical information,
educational materials, and government services. thé internet, the region’s women will have access
to regular medical examinations via telemedicing aill be able to register newborn children online,
ensuring eligibility for essential health and ediaraservices. A spokesman for Ericsson stated,
“[tlechnology can be a major catalyst for sociadl @onomic empowerment for women, improving
their quality of life by supporting access to viéalrvices.”

Fomento de Constructiones y Contratas, S.A‘FCC”) is the parent company of one of Spain’s
leading construction and service groups. It ogsrabth in Spain and internationally. In Novemdifer
2008, FCC signed an “Equality Plan” under which¢benpany pledges to work towards equal
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treatment and opportunities for men and women amdiminate gender discrimination. Among other
things, the Plan seeks to promote fair and comparabges, to ensure equal opportunities for career
development, to establish a protocol for actioaddress discrimination, to guarantee equal acoess t
training for the purposes of enhancing professideaklopment and promotion, and to establish
guidelines to safeguard a healthy work-life balance

Gap, Inc. is a leading international specialty retailer loftlsing, accessories and personal care
products based in San Francisco, California. Bi72@h partnership with the International Center
for Research on Women (“ICRW?”), an NGO operatingnidia, Gap launched P.A.C.E. (Personal
Advancement, Career Enhancement), a program foarséesmale garment workers which aims to
empower and build the education, life and workplsiads of young women in the developing world.
The P.A.C.E. program offers education in critic&as such as health care, financial literacy and
government entitlements, as well as leadershig@mtraining so that women can move into
management positions. These efforts benefit Gapdrgasing productivity in its factories and
creating a more educated community of women whlemss vendor resources. The program
launched in two sites in India in 2007 and by thd ef 2008, more than 900 workers participated in
the program. P.A.C.E. will launch in Cambodia iarfgh 2009.

Goldman Sachs, Inc(“Goldman”), based in New York and a preeminebgl financial services

firm, has taken significant steps to foster greateeer development for women. In 2008, it founded
the 10,000 Woman Initiative, a project aimed atvpiimg business and management educational
opportunities to women, mostly from developing doees, through the creation of worldwide
partnerships, including establishing sister busirsetiools, mentoring and networking partnershipis an
relationships with women’s development organizaio®oldman has already set up partnerships to
help women in Brazil, China, India and the Philigs, has conducted its own studies on the impact of
women in the workforce, and will commit over $100lion towards the 10,000 Woman Initiative.

One prominent example of the initiative is Goldnsapartnership with CHF International and
Overseas Private Investment Corporation, whichcheated business and management educational
opportunities for Liberian women, including estahlng a short-term certificate program to provide
business management education to 300 underseriseddn women.

Hc Energia Groupis a diversified energy group based in Spainphaduces and distributes
electricity, gas and renewable energies. Hc Endrgs implemented the Hc Energia Collective
Agreement and the Concilia Plan in order to prongeteder equality, work-life balance and the health
and safety of female workers. First, they guametgual professional opportunities and pay scales.
Hc Energia strives to foster equality in its prefesal promotion by giving preference in recruitmen
to women who are victims of gender-based violemzevaomen who have recently had a child,
biologically, by adoption or fostered. Secondytban discriminatory practices. Hc Energia has
implemented a prevention and intervention protécokport moral, physical or sexual harassment or
gender inequalities. Third, they provide flexilterk options, family leave plans and access to
childcare. Hc Energia has allowed for greaterilfidiky at work using corporate tools such as webma
and videoconferencing, and Hc Energia has incretheeidb reservation period after a leave of
absence for childcare to 3 years, and even lomggnei case of large families and one-parent familie
Fourth, they endeavor to protect victims of genokesed violence. Hc Energia provides flexibility in
working hours, leaves, transfers and access t lmawictims of gender-based violence as well as
psychological, medical and legal advice and a béouaccommodation rental expenses in case the
victim needs to move out of her home. FurthermidieEnergia promotes transparency and
accountability via publication of these guidelirsggl norms in the official Code of Ethics.



HSBC is a multinational financial institution headquaietd in London that puts women’s development
and equality high on its agenda. For example, HSBGdi Arabia employs a work force that is 14%
female — three times the national average andighest in the financial services industry in Saudi
Arabia. HSBC India has collaborated with Manndesthyogini Business School for Rural Women to
provide financial literacy and entrepreneurshifnirgg to 83,512 women in 98 villages in rural India
The HSBC Self-Employed Women’s Association Rurdydsr Development Institute trains women in
rural Gujarat in product manufacturing, processind marketing skills.

HSBC is a multinational financial institution headquaietd in London that puts women’s development
and equality high on the agenda. For example, HBB@ce shows its commitment to gender
diversity by promoting female employees to advarmesitions. In 2006, 25% of the General
Management Committee, 32% of Branch Mangers and @f3¥e executives were women. In
October 2006 and 2007, HSBC France patrticipatédaiv’women’s Forum which brought female
executives from around the world together to disauays to give more responsibility to women in the
work place and in society. HSBC UK similarly supisaa variety of women'’s initiatives. HSBC UK
provides sponsorship and practical help to AurBrappe’s leading network for the economic
advancement of corporate and entrepreneurial wotadrelp it deliver products and services to
women'’s businesses and organizations. HSBC UKsgeasors Women in Rural Enterprise
(“WIRE"), an organization that has offered supgortural women in business since 1996. In addition
to sponsoring outside initiatives, HSBC UK alsouses on the advancement of women in the
workplace. In 2006, HSBC UK piloted a Senior Worsévlentoring Program with 41 senior women
from across the bank participating. In 2008, HSBCwas among The Times’ “Top 50 Where
Women Want to Work” in the UK.

IBERDROLA is one of the four largest energy companies inmthdd, focusing on producing and
distributing electricity, gas and renewable enexgi€he company originated in Spain, but currently
operates in over 40 countries around the globevidy 2006, IBERDROLA was certified as a Family-
Responsible Company due to its efforts to suppatemity and equal opportunities in the workplace.
The company accomplished these objectives throagkrgus family leave programs, workforce exit
and reentry opportunities, flexible work optionsgopational training, and comprehensive studies to
monitor hiring, promotion, and compensation off@shale employees.

Infosysis an Indian IT company that puts a focus on geddersity. Infosys has established the
Infosys Women Inclusivity Network to promote a gendensitive work environment and the Family
Matters Network to provide support to employeeparenting matters. As a result of their efforts,
today women constitute more than 32% of the Infagyskforce. In 2008, Infosys marked
International Women’s Day by launching an initiatiso introduce women from both urban and rural
colleges to the IT business and providing an opityt to meet women leaders at Infosys. Infosys’
commitment to gender diversity has been widely gaced and it won the NASSCOM Corporate
Award for Excellence in Gender Inclusivity in 208id 2008.

Inforpress Group is a Spanish consulting company that provides comcations and public relations
services to its clients, primarily in Spain andtBgal. Inforpress applies an equality policy to al
levels of staff hiring — from administrative staéf managerial staff. Although women make up the
majority of graduates in the field of communicapat most Spanish communications consultancies,
women only constitute 41.9% of the employees. &ytm@st, at Inforpress, women make up 82% of
the workforce. In order to obtain such a high patage of female employees, Inforpress adopts
family-friendly policies and seeks to prevent maiigrfrom being a barrier to career advancement.



Some successful policies include offering a nurssupplement for employees with children under the
age of three, working hour flexibility and telecoming.

Johnson & Johnson headquartered in New Brunswick, New Jersey, esaifrthe world’s leading
providers of health care products and servicebnslin & Johnson includes diversity as a key process
not only in recruiting, but also in its supply chaproduct development, sales, marketing and
advertising. Johnson & Johnson is committed talgediversity acts on this commitment by
promoting women to senior management positionscoAting to a 2008 study by WOMEN-omics,
Johnson and Johnson was ranked number two for®00 companies having the most equal
balance of men and women on executive leadersaipgewith 44% of its Executive Committee
positions occupied by women. Working Mother magazias named Johnson & Johnson among the
“Top 100 Companies for Working Mothers” every ysarce the list was initiated 23 years ago.
Johnson & Johnson was also acknowledged by DiyansiMagazine as one of the “2008
Diversitylnc Top 50 Companies for Diversity.”

Levi Strauss & Co.is one of the world’s leading manufacturers of jeens and other apparel.
Established in 1952 and based in San Franciscdp@ed, the Levi Strauss Foundation is a private
foundation organized by Levi Strauss & Co. thatves grants to community-based organizations in
countries where Levi Strauss & Co. does busings2008, the Levi Strauss Foundation paired with
Business for Social Responsibility to expand théRidibject peer health education training to 6
factories throughout Egypt. The HERproject consétisinesses with health educators who train
employees in reproductive health, maternal healthtion, disease prevention, and in how to access
health services. In addition to supporting the lgEfect, Levi Strauss has also sponsored an intensi
return-on-investment study in the hope of demotistyahat health awareness promotion can have
substantial economic benefits to an employer. &leelsicational efforts will help women protect
themselves against disease and thus empowers themmote their basic human rights.

Levi Strauss & Co.is a leading manufacturer of blue jeans and adpparel. Established in 1952 and
based in San Francisco, the Levi Strauss Foundatiamprivate foundation organized by Levi Strauss
& Co. that provides grants to community-based oggions in countries where Levi Strauss & Co.
does business. In 1999, the Levi Strauss Foundptaoed with the Asia Foundation to create
grassroots programs aimed at providing female Gleimeigrant workers with accessible career and
human rights information. The program includesitrey in areas such as labor rights awareness,
women'’s health, legal rights, occupational heaitth safety, and asset building. The program was the
first effort of its kind in China and has providaanodel for several other global companies doing
business in China’s industrial regions.

Macy’s is a chain of mid to high range department stopegating in 810 U.S. locations. In 2005,
Macy’s began partnering with women widowed during tivil war in Rwanda to distribute baskets
that the women had hand-woven. In 2006, Macy’sipagsed 31,000 of these baskets to sell
throughout the United States. Each basket, whih purchased for approximately $24 from the
women and sold for three times that amount, preveteugh income for a worker to feed herself for a
month. This represents a salary equaling rougiglytéimes the country’s average income. The
weavers also receive health care benefits. Fintlé/weavers benefited from having honed their
skills to meet the quality and scale demands ofrttegnational market. The program, which is
ongoing, has been called “holistic’ by Women for M&n International, and promotes ethical labor
standards, encourages entrepreneurship, and inmestsro-enterprise.



MAS Holdings (“MAS”) is a major apparel manufacturer in Sri kan servicing brands, such as
Victoria’s Secret, Nike and Speedo. Despite d erar in Sri Lanka and intense competition from
manufacturers with “sweat shop” conditions, MAS #iobs has remained committed to safeguarding
the health and safety of its employees, the mgjofitvhom are poor women from rural communities.
To ensure the safety of its workers, MAS built taiets near its workers’ villages and provides bus
transportation to work. MAS followed the UN Gloliadmpact in its code of conduct, and has
prioritized workplace safety, limiting the lengthtbe work day, providing air conditioned faciliie
serving meals, employing only people over eight®sh giving pregnant women different colored
hairnets so they can receive special care. Fuynth@003 MAS focused specifically on women with
its “MAS Women Go Beyond” program which providesinings to help women with many issues,
including career advancement, learning Englisheltigmg technology skills and managing personal
finances.

Negucci Inc. Ghana Limited(“NGL”) is an NGO dedicated to improving the liveBwomen in

Ghana. NGL has partnered with the United Natioabitat Slum Upgrading program and Slum
Dwellers International to train unemployed womeibtild houses using blocks made from Insulated
Concrete Form, which are more resistant than typioad frame construction to poor weather
conditions and seismic activities. The projecttd@swomen to build their own houses, as well as to
engage in construction projects as a means to gtenecome for themselves. Through this program,
NGL is providing equal opportunity and access toatmnal training to unemployed women.

OPDENTCI-GIE is a private international trade promotion andketing organization which
promotes and develops commercial and export oppitigs to support the production efforts of Cote
d’Ivoire artisans. OPDENTCI-GIE is composed off8dfessional associations in the craft industry
sector, with institutional support from a variefygmvernmental bodies. Artisans directly partitga
in the implementation and management of processsigried by the OPDENTCI-GIE. OPDENTCI-
GIE focuses on gender neutrality in recruiting airthg employees by asking candidates to hide in
their CV any information that will show their gemdRecruiting on the basis of merit alone led t& 17
females out of 360 technical and professional pereb OPDENTCI-GIE ensures that women are
either the first or second in command of each depant, activity or organization, and guarantees tha
all organizations concerned with female activiaes headed by women. OPDENTCI-GIE actively
trains its female personnel and managers and pewaducational scholarships to target female
students.

Proctor & Gamble (“P&G”), the international consumer products compaeadquartered in
Cincinnati, Ohio, recently announced a joint veatwith the United Nations’ Children’s Fund
(“UNICEF”) to raise money for tetanus vaccinationshe Democratic Republic of Congo through the
sale of Pampers diapers. For each packet of Parpperhased over a three-month period in the
United Kingdom, P&G pledged to donate the moneyofte tetanus vaccine. Tetanus, a disease long
ago eliminated as a concern for new mothers idéwveloped world, claims the lives of an estimated
250,000 newborns and 30,000 mothers worldwide gaah The program appears to be a win-win for
both P&G and the Democratic Republic; sales of Ramgiapers outpaced projections during the
program, and as a result, 7.4 million people vetaive life-saving vaccinations.

Renfeis a Spanish company owned by the governmentecatg freight and passenger trains
throughout the country. Renfe has implementeduarprovisions to ensure equality in professional
promotion. Preferential criteria in favor of womare used to encourage women to choose “male-
dominated occupations.” Currently, Renfe is infhecess of implementing a diagnostic study to
enable the development of an Equal Opportunitias Rihich will establish gender equality targets
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and a means of achieving them. Renfe, as pahieofiiagnostic study, is utilizing various means to
conduct its self-evaluation, including: analyzitghuman resources processes, opening a
communication space for employees and the commaagdage in constructive dialogue, and
establishing focus groups as a form of qualitatifermation research. Renfe is striving to keap it
employees abreast of its progress toward an Eqgod@unities Plan through its company magazine
and the intranet.

Repsol YPFis a Spanish oil and gas company, operating im 89eountries around the world. The
company is considered a leader in its industryughout Latin America, and strives to be a leader in
the realm of gender equality and the promotion of@n within its business. Repsol YPF has
specifically targeted diversity in management baleléshing programs to increase the percentage of
women in managerial positions. These programsidech system of comprehensive reviews of
female employees to identify “high potential emm@ey,” and the creation of sixteen development
centers (seven of which are exclusively for wonaggigned to examine the potential of the
company’s employees and to offer an insight intartimterests and aspirations. Additionally, Répso
YPF places an emphasis on work-life balance anastablished a Diversity and Work/Live Balance
Committee which has taken various measures to wepitte balance. Such measures include the
implementation of flexible working hours, restrigjithe duration of meetings, providing an employee
support service and allowing for remote-working.

Sun Microsystemsis a multinational technology company based inf@alia with approximately
33,556 employees operating in over 100 countriesrat the world. Sun Microsystems has a long
history of building strategic partnerships to erdeathe opportunities of women in the technological
field. In the 1990s, Sun Microsystems hosted itts¢ Women in Technology International (“WITI")
meeting, which approximately 250-300 women attendad?008, Sun Microsystems sponsored the
2008 Women of Awards banquet, which was hostedhéyinita Borg Institute for Women and
Technology. The banquet honored three women lsadeechnology and highlighted women'’s
contributions to innovation, leadership, and soicrgdact. In addition to these partnerships, Sun
Microsystems has developed partnerships with thecttwe Women'’s Alliance, the National
Association of Women MBAs, and the National Womé&golor in Technology Awards. Through
these partnerships, Sun Microsystems helps advwhaasareers of women in technology by supporting
leadership conferences, recognizing the accompésitsrof women in technology, and supporting
various women'’s initiatives.

The Agbar Group, based in Spain, is a holding company made uposérthan 150 businesses
operating in the public service sector, includinginesses that focus on the distribution and treatm
of drinking water and public health. In 2008, Agbaned an agreement with the Catalan Regional
Government pursuant to which Agbar will work witretgovernment to recruit and train women who
have suffered from gender-based violence to fillilable employment positions with Agbar. By
training and hiring women who have suffered fromdgr-based violence, Agbar will help these
women achieve economic independence.

Titan Industries Ltd. (“Titan”) is an Indian company that is part of thata Group and that
manufacturers watches, jewelry and glasses. Thiaarcreated opportunities for poor women from
rural Indian communities and encouraged women’sepréneurship through its program,
Management of Enterprise and Development of WortidEADOW”). MEADOW originally
provided women with jobs cleaning uniforms, buetavolved, through Titan’s work with the NGO
MYRADA, into a successful watch strap company pieyaowned and run by women. Through
MEADOW, women are given the opportunity not onlypecome wage earners, but also to serve on
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the board of the company, receive business educatia to play significant roles in the company,
including negotiating with Titan. All of these im@tives have helped women to achieve status and
respect in regions where they previously had ldlance for professional advancement.

Unilever is a multinational corporation based in Londonakhianufactures and sells 400 brands
spanning 14 categories of home, personal careatgroducts. In 2003, Unilever Sri Lanka
launched “Project Saubhagya,” to empower wometsioommunities. The project enables women to
create micro-enterprises that provide them withiasnable sources of income through selling Unilever
brands in their own villages. This translates mtmuch-needed, sustainable income contributing
towards better living and prosperity for the Sawgy@awomen and at the same time, creates a new
sales mechanism for Unilever’s products. ThrougheRt Saubhagya, Unilever Sri Lanka is taking
steps to eliminate gender discrimination in thekptace by recruiting women in the community and
paying them a living wage.

Unilever is a multinational corporation based in Londonakhianufactures and sells 400 brands
spanning 14 categories of home, personal careatgroducts. In 2003, Unilever Sri Lanka
launched “Project Saubhagya” to empower wometsioammunities. The project enables women to
create micro-enterprises that provide them withiasnable sources of income through selling Unilever
brands in their own villages. This translates mtmuch-needed, sustainable income contributing
towards better living and prosperity for the Sawgy@awomen and at the same time, creates a new
sales mechanism for Unilever’s products. Throughet Saubhagya, Unilever Sri Lanka is taking
steps to eliminate gender discrimination in thekptace by recruiting women in the community and
paying them a living wage.

Westpac Banking Corporationis a multinational financial services company #mallargest bank in
Australia. Westpac launched its “Women in Busiressyram” in 1999, and has since trained
approximately 35,000 bankers in delivering highifuaervices to women by training both male and
female employees in catering to the expectatiorisrofle clients. It has also trained thousands of
women to grow their personal businesses succegsfiiie company is now focusing on sharing its
knowledge with emerging market banks that haveively few female customers. In addition to
providing these professional development opporesib the community, Westpac also conducts
internal training and mentoring for its employe&s.2001, Ann Sherry, an executive of human
resources and public affairs, outlined Westpag/s&r plan involving concrete, verifiable actions
aimed at developing and enhancing the role thatevopfay in its business. This plan included
promoting women to visible leadership roles, sohg feedback about the experience of women at
Westpac, raising awareness of the need for fereatekship, and fostering gender-equitable
opportunities in the workplace. More recently, Wpas has sponsored the Lead, Learn and Succeed
campaign, which operates throughout Australianimeffort to encourage networking among women in
business.

Other potential examples identified
» Areas
» Baosteel Group Corporation

* China Datang
* Rio Tinto
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