
1WEPs Gender Action Plan  Linkedin  weps@unwomen.org  weps.org

WEPs GENDER ACTION PLAN

TEMPLATE

As a Women’s Empowerment Principles (WEPs) signatory, you have taken an important step to advance 
gender equality in the workplace, marketplace, and the community. This WEPs Gender Action Plan 
Template brings you to the next phase of your WEPs journey. 

A gender action plan is a road map for gender equality and women’s empowerment. It could help your 
company embed gender equality into its business model (strategies, systems, governance, etc.) and should 
contain a succinct compilation of goals, indicators, and targets. The process of creating a gender action 
plan will allow you to strengthen and amplify your commitment and take steps to advance gender equality 
throughout your organization.  

In completing this Template, we recommend that you also use the WEPs self-assessment to evaluate your 
company’s gender equality performance across the workplace, marketplace, and community, and to 
identify gaps and opportunities for continuous improvement. We also encourage you to explore the 
proposed indicators in the WEPs Transparency & Accountability Framework Reference Guide. See for 
additional information about the WEPs here. Upon completion of the WEPs Gender Action Plan, you can 
provide a link to it on your WEPs Company Profile page. 

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
https://www.weps.org/resource/weps-gender-gap-analysis-tool
https://www.weps.org/resource/weps-transparency-and-accountability-framework-reference-guide
https://www.weps.org/resource/equality-means-business-weps-brochure
https://www.weps.org/resource/weps-guidance-note-how-create-company-profile-page


2WEPs Gender Action Plan  Linkedin  weps@unwomen.org  weps.org

WEPs GENDER ACTION PLAN

COMPANY NAME:

CHIEF EXECUTIVE OFFICER:

FULL NAME:
(Person filling out this template)

TITLE:

EMAIL:

Number of employees: Headquarters (Country):

Presence in other countries:

Self-assessment score:
1st round score Month Year 2nd round score Month Year 3rd round score Month Year

Do you have a current  
gender equality action plan: YES NO If yes, when was it introduced:

Month Year

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Brief Company Profile:

Value Proposition, Vision and Mission statements:

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Motivation for your gender action plan: 

The main goals of your gender action plan:

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Corporate leadership is a key and integral part of making gender equality and women’s empowerment a top strategic 
priority. It publicly signals the CEO’s and the executive team’s goals and targets for implementing the WEPs and how 
the seven principles will become part of the company’s business model, corporate sustainability strategy, day-to-day 
operations and organizational culture.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Treating all employees fairly at work aligns with international human rights principles. It also translates to better talent 
acquisition, higher employee retention and satisfaction, increased productivity and better decision making. Removing 
all forms of discrimination in corporate policies, strategies, culture and practices is a solid step forward in a company’s 
WEPs Journey.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Employers play a key role in preserving and promoting the physical and emotional health, safety and wellbeing of their 
employees. Sexual harassment and violence signify high costs to women in terms of lost earnings, missed promotions 
and overall wellbeing. Companies are impacted in form of employee absenteeism and productivity losses.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Training for all employees about how the company is advancing gender equality and women’s empowerment can 
align everyone around shared values and help ensure compliance with company policies and practices. Effective 
programmes to support women’s professional advancement include education and training that is complemented 
by networking and mentoring programmes.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Negative and diminished conceptions of women and girls are one of the greatest barriers for gender equality. 
Advertising is a powerful driver to change perceptions and impact social norms– portraying women and men in 
modern, authentic and multi-dimensional roles. Companies can also influence business partners through inclusive 
supply chain policies and standards of engagement.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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Companies are increasingly investing in community development programmes to make valuable, effective and 
responsible contributions to gender equality and women’s empowerment. A key motivation is to respond to consumer 
preferences to buy from companies with gender-responsive business practices and who are actively supporting 
community initiatives.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org


11WEPs Gender Action Plan  Linkedin  weps@unwomen.org  weps.org

Transparency and accountability are required for companies to uphold their commitments to gender equality in the 
work-place, marketplace and community. Measuring and reporting mechanisms are crucial to monitor and track 
performance and progress. Business leaders and stakeholders agree that while not everything of value can be 
counted, it is difficult to manage what is not measured.

Main Goal: 

Indicator:   

Goal Measures / 
Activities

Indicator Baseline Targets & Timeline Owner

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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How (and by whom) will progress be monitored: 

http://www.linkedin.com/showcase/weprinciples
mailto:weps%40unwomen.org?subject=
https://www.weps.org
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	Text Field 15: 
	Text Field 16: 
	Check Box 1: Yes
	Check Box 2: Off
	Text Field 659: Welcome to Stanbic Bank, Zimbabwe’s leading financial services provider and a wholly owned subsidiary of the Standard Bank Group. We are committed to providing our customers with the best possible banking experience, and we are proud to be a part of the fabric of this country. Our mission is to help our customers achieve their financial goals and dreams. We do this by offering a wide range of products and services that meet the needs of our diverse customer base through Personal Private Banking, Business and Commercial Banking and Corporate and Investment Banking services. We also have a strong commitment to corporate social responsibility and are committed to making a positive impact on the communities in which we operate. 

Stanbic Bank is a locally registered bank which commenced operations in Zimbabwe in 1992 following the acquisition of ANZ Grindlays Bank across eight African countries by Standard Bank Group. Standard Bank Group has presence in 20 African countries, and it offers a wide range of banking products and services to individuals and businesses. Stanbic Bank is committed to providing its customers with excellent service and innovative products. The bank is also committed to supporting the development of the African continent.

We have a diverse portfolio of financial solutions to meet the needs of individuals, businesses, and institutions. Our services include: We are committed to providing our customers with the best possible service. Our experienced professionals are dedicated to helping you achieve your financial goals.
• Personal banking: We offer a variety of personal banking products and services, including savings accounts, checking accounts, loans, credit cards, and investment products.
• Business banking: We offer a comprehensive suite of business banking products and services, including loans, cash management, trade finance, and treasury management.
• Corporate banking: We offer tailored financial solutions to meet the needs of large corporations, multinationals, and government entities.
• Investment banking: We provide advisory and financing services to help businesses grow and expand.
• Wealth management: We offer a range of investment products and services to help you grow your wealth and achieve your financial goals
	Text Field 660: Our mission is to help our customers achieve their financial goals and dreams. We do this by offering a wide range of products and services that meet the needs of our diverse customer base through Personal Private Banking, Business and Commercial Banking and Corporate and Investment Banking services. We also have a strong commitment to corporate social responsibility and are committed to
making a positive impact on the communities in which we operate.
	Text Field 657:  1. Promoting Fairness and Social Justice
Gender equality is a fundamental human right. By adopting the Gender Action Plan the bank will demonstrate a commitment to fairness, inclusion, and non-discrimination. It aligns with global development goals, such as the UN Sustainable Development Goals (SDG 5: Gender Equality)

2. Enhancing Financial Performance and Innovation
Diverse teams—especially at leadership levels—are linked to better decision-making, stronger governance, and improved financial outcomes. Gender-inclusive leadership fosters innovation and resilience within financial institutions.

3. Expanding Market Reach and Financial Inclusion
Women, especially in micro, small, and medium enterprises (MSMEs), are often under served by traditional banking. The Gender Action Plan will help the bank design products and services tailored to women’s needs, unlocking new customer segments and driving growth.

4. Mitigating Gender-Specific Risks in Lending and Investment
Infrastructure and financial projects can have gender-specific impacts (e.g., land access, safety, employment). The Gender Action Plan will ensure these risks are identified and mitigated, improving project sustainability and social outcomes

5. Meeting Regulatory and Stakeholder Expectations
Increasingly, regulators, investors, and development partners expect the bank to demonstrate gender accountability. This Gender Action Plan will provide a structured way to meet these expectations and report on progress transparently .

6. Aligning with Global Frameworks and Partnerships
The Bank recently became a signatory to the  Women’s Empowerment Principles (WEPs). Adopting the Gender Action Plan will help the bank operationalize these commitments through measurable targets and actions
	Text Field 658: 1. Promote Gender-Inclusive Banking Services
Design and deliver financial products that meet the needs of both women and men. Improve access to finance for women-led businesses and under served female clients.

2. Ensure Equitable Representation Across All Levels
Increase the number of women in leadership and decision-making roles. Address gender imbalances in recruitment, promotion, and retention.

3. Foster a Gender-Sensitive Workplace Culture
Implement policies that support work-life balance, such as flexible work arrangements. Prevent and respond to gender-based discrimination and harassment

4. Close the Gender Pay Gap
Conduct regular pay audits and enforce transparent salary structures. Ensure equal pay for equal work across all roles and departments

5. Build Capacity and Awareness
Train staff on gender equality, unconscious bias, and inclusive practices. Promote mentorship and leadership development programs for women

6. Align with Global and National Gender Frameworks
Support Sustainable Development Goal 5 (Gender Equality). Align with frameworks like the UN Women’s Empowerment Principles and national gender policies

7. Monitor, Evaluate, and Report Progress
Set measurable targets and indicators for gender outcomes. Regularly assess progress and adjust strategies based on data and feedback




	Text Field 937: To endorse and provide strategic oversight in the institutionalisation of gender equality and women’s empowerment as a core strategic priority through visible, accountable corporate leadership and full integration of the WEPs across the bank’s business model.
	Text Field 936: Measurable progress by the Chief Executive and executive team in embedding the WEPs across governance, strategy, and operations—evidenced by gender-responsive targets, policy reforms, and annual disclosures
	Text Field 836: 
	Text Field 950: 
	Text Field 951: 
	Text Field 952: 
	Text Field 816: Embed gender equality into corporate strategy and executive accountability
	Text Field 970: • CEO and executive team publicly endorse WEPs and commit to annual gender equality targets
• Include gender equity metrics in executive performance reviews
• Establish and embed the Women’s Sustainability Committee and sub-body Stanbic Network of Women reporting to the Executive Committee which will be responsible for driving the women's agenda

	Text Field 973: • Number of executive KPIs linked to gender equality

• Frequency of gender equality reporting to the Executive Committee

	Text Field 957: • Formal gender KPIs included in the Country’s annual scorecard
• Periodic reporting on gender issues

	Text Field 40117: 
	Text Field 40118: • 100% of executives have gender KPIs by Q4 2026
• Quarterly reporting from Women’s Sustainability Committee to the Executive Committee starting Q1 2026

	Text Field 40119: 
	Text Field 40123: 
	Text Field 40113: • Chief Executive 
• Respective Committee Chairs and Executive Committee


	Text Field 966: Ensure gender-balanced leadership pipelines and succession plans across all business units
	Text Field 969: • Conduct gender gap analysis in leadership roles
• Launch inclusive leadership development programs targeting women
• Mandate gender balance in succession plans

	Text Field 972: • % of women in leadership development programs
• % of succession plans with gender-balanced candidates

	Text Field 958: • Women represent 25% of senior leadership roles
• Current gender balance of 46% in succession planning

	Text Field 40125: 
	Text Field 40121: • Achieve 40% women in senior leadership roles by 2026
• Attain at least 50% female representation on country succession plans by Q2 2026

	Text Field 40120: 
	Text Field 40124: 
	Text Field 40114: • Head, People & Culture
• Respective Heads of Business
• Head, Learning & Development

	Text Field 967: Create a workplace culture that actively supports gender equality through policy and practice
	Text Field 968: • Review and revise policies (e.g. parental leave, flexible work, anti-harassment) for gender responsiveness
• Conduct annual gender inclusion audits
• Launch internal campaigns promoting gender equality and allyship

	Text Field 971: • % of policies reviewed and updated for gender responsiveness
• Employee inclusion scores from annual engagement surveys (Employee Net Promoter scores)

	Text Field 962: • Deliberate focus on gender-responsive policy coverage
• Tracking the female engagement metric annually
• Extend an internal Allies for Action series where men learn how to advocate for their female counterparts

	Text Field 40128: 
	Text Field 40127: • 100% policy review completed by Q4 2026
• Female engagement score improvement of 10% by 2026

	Text Field 40122: 
	Text Field 40126: 
	Text Field 40115: • Head, People & Culture
• Manager, Employee wellbeing & Engagement
• Brand and Marketing Communications team

	Text Field 991: Ensure fair and equal treatment of all women and men in the workplace by eliminating discrimination and promoting equitable representation across all organizational levels by 2026
	Text Field 990: Measurable progress in fairness in bank's policies and processes on employee recruitment, consequent management
	Text Field 989: 
	Text Field 988: 
	Text Field 987: 
	Text Field 986: 
	Text Field 985: Review existing policies, strategies, culture and practices to ensure they are fair in the treatment of all employees
	Text Field 984: • Do a risk based review of our existing policies to identify any challenges/areas of inequality.  

• Conduct a survey asking staff about:
a)Areas in which they feel/experience inequality; and
b) suggestions on ways to improve certain processes etc to make them more equitable. 

	Text Field 983: Engagement and perception from staff
• Rate at which survey is responded 
• %of staff who feel the fair application of policies.
• %of staff who feel inclusivity in policy decisions.  
• %of staff who perceive equal access to opportunities. 

	Text Field 982: 
	Text Field 40301: 
	Text Field 40300: Survey sent by end of 2025

Policy review by end of 2026

	Text Field 40140: 
	Text Field 40139: 
	Text Field 40138: People and Culture

All units in the implementation of the reviewed policies.

	Text Field 981: Promoting equitable treatment
	Text Field 980: • Offer learning/upskilling opportunities
• Inclusive growth opportunities e.g. job shadowing

	Text Field 979: • Proactiveness of employees i.e. keen interest and self-nomination to take part in self-development programs
• Participation rates across, gender, age or any other dimensions 
• Increased uptake of job shadowing, secondment, change of guard and similar opportunities by staff. 
• Increased cross functional experience/expertise from staff 
Program effectiveness
• Completion rate of job shadowing and mentorship programs.
• Retention rates of participants 
• Post program feedback and impact on career progression 

	Text Field 978: 
	Text Field 40137: 
	Text Field 40136: Increased awareness conducted periodically from H1/2026
	Text Field 40135: 
	Text Field 40134: 
	Text Field 40133: People and Culture

All heads of Units to support the change of guard and secondment programs
	Text Field 977: Inclusive gender-sensitive employee wellness
	Text Field 976: • Designated areas for women to pump breastmilk
• Women can still enjoy 3months leave regards of the number of children they have and not restricted to 3 children only 
• Socialisation and implementation of paternity leave policy



• Increased mentorship for each gender.

Gender neutral Gym facilities

	Text Field 975: • Introduce lactation room for breastfeeding with the following: Private space, refrigerator for milk storage, hygiene supplies and comfortable sitting.
• Separate sick bay/room for male and female staff in the new HQ for when they fall sick at work.
• Male employee paternity leave days to be adjusted to 2 weeks from the current 3 days 


	Text Field 974: 
	Text Field 40132: 
	Text Field 40131: Lactation room & sick bays by 31 December 2026

Gender neutral gym facilities  by 31 December 2026
	Text Field 40130: 
	Text Field 40129: 
	Text Field 40116: People & Culture
	Text Field 1009: Foster a safe, supportive, and inclusive workplace by addressing the impact of sexual harassment and violence, strengthening sick and leave management systems, promoting psychological safety, and enhancing employee engagement across all levels of the organization
	Text Field 1008: Monitor workplace wellbeing and safety through a composite metric that includes sexual harassment reporting rates, Bradford absence scores, tracking of 12-day continuous leave utilization, psychological safety scores from engagement surveys, and overall employee engagement dimension scores.
	Text Field 1007: 
	Text Field 1006: 
	Text Field 1005: 
	Text Field 1004: 
	Text Field 1003: Monitor and track sexual harassment cases to reduce and provide consequence management




Improve employee engagement across key dimensions (e.g. leadership, communication, recognition, wellbeing)
	Text Field 1002: Implement awareness campaigns and ensure access to confidential reporting mechanisms (e.g. hotline, anonymous email), and support services (e.g. counselling, peer support)


Ongoing engagement initiatives including immersions, pulse checks, feedback sessions, and leadership visibility
	Text Field 1001: Absenteeism rate





Annual Engagement Survey Score

	Text Field 1000: 
	Text Field 40316: Reduction in absenteeism linked to harassment-related stress.

Q1–Q4 2025




85% overall engagement score
Q1–Q4 2025




	Text Field 40315: 
	Text Field 40314: 
	Text Field 40313: 
	Text Field 40312: Head, People & Culture
	Text Field 999: Reduce Bradford score across organisation
	Text Field 998: Proactively manage sick leave through wellness checks, health education and checks, and early intervention programs
	Text Field 997: % Headcount with Bradford Score >2000
	Text Field 996: 
	Text Field 40311: Reduction in high Bradford scores and improved attendance (<5%)
Q1–Q4 2025

	Text Field 40310: 
	Text Field 40309: 
	Text Field 40308: 
	Text Field 40307: Head, People & Culture
	Text Field 995: Enable employees to take 12 consecutive days of leave to promote rest and recovery




Foster a workplace culture where employees feel safe to speak up, take risks, and express concerns without fear
	Text Field 994: Proactively track uptake of continuous leave through line managers, Executive Committee members



Conduct leadership-led open forums, and psychological safety workshops
	Text Field 993: % of employees taking ≥12 consecutive days of leave





% of employees reporting high psychological safety
	Text Field 992: 
	Text Field 40306: 100% of eligible employees take at least one 12-day continuous leave annually


≥80% positive response rate on psychological safety indicators on annual survey

Q1–Q4 2025


	Text Field 40305: 
	Text Field 40304: 
	Text Field 40303: 
	Text Field 40302: Head, People & Culture
	Text Field 1027: To champion gender equality by integrating a robust training program into our core learning and development strategy. We will provide directional leadership to ensure every employee understands the benefits of this initiative. Our goal is to establish measurable pathways for women's career advancement, ensuring that all employees have equal access to every opportunity, thereby creating a unified culture that champions women's professional advancement.
	Text Field 1026: Measurable increase in the number of women in leadership positions throughout the company. This will be demonstrated by the following KPIs: Increased female representation in senior leadership roles, equal pay metrics, high engagement in training, improved promotion rates for Women, positive employee feedback (eNPS) and healthy leadership pipeline
	Text Field 1025: 
	Text Field 1024: 
	Text Field 1023: 
	Text Field 1022: 
	Text Field 1021: Integrate gender equality training
	Text Field 1020: • Activity: Develop and launch a mandatory online or in-person gender equality and unconscious bias training module for all staff.  
• Activity: Incorporate this training into the onboarding process for all new hires.

	Text Field 1019: Indicator: 100% of existing employees complete the training within the fiscal year. Indicator: The training module is integrated into the onboarding checklist for new hires starting Q1 2026.
	Text Field 1018: x% of employees have received formal gender equality or unconscious bias training.
	Text Field 40331: 
	Text Field 40330: Q4 2025 (Development & Rollout) Q1 2026 (Full Implementation)
	Text Field 40329: 
	Text Field 40328: 
	Text Field 40327: Head of People & Culture  & Learning and Development (L&D)
	Text Field 1017: Establish Career Advancement Frameworks







. Enhance Leadership Commitment & Accountability
	Text Field 1016: Activity: Identify and map key career paths for female employees within departments like Corporate and Private Banking. 
Activity: Develop a sponsorship and mentorship program specifically for high-potential female talent.



Activity: Introduce gender equality metrics as a key performance indicator for all senior leaders.
Activity: Hold regular forums and communication sessions led by the CEO to reinforce the bank's commitment to gender equality.


	Text Field 1015: Indicator: Creation of at least five defined career pathways with clear milestones by Q2 2026. Indicator: Launch of a mentorship program  by Q3 2026.






Indicator: Gender equality metrics are officially included in the performance scorecards of senior leadership by Q1 2026. Indicator: Three CEO-led forums are held annually to discuss progress and challenges.
	Text Field 1014: existing formal career advancement frameworks or sponsorship programs specifically for women that are currently in place.





Gender equality metrics are not currently included in senior leadership performance scorecards.
	Text Field 40326: 
	Text Field 40325: Q1 – Q3 2026








Q1 2026 (Implementation) Annually thereafter
	Text Field 40324: 
	Text Field 40323: 
	Text Field 40322: Head of People & Culture  & Learning and Development (L&D)








Executive Committee and CEO
	Text Field 1013: Ensure Equal Access to Opportunities






Measure and Track Progress
	Text Field 1012: Activity: Review and audit recruitment, promotion, and succession planning policies to eliminate any gender bias. 
Activity: Require interview panels for leadership positions to include diverse representation, including women.





Activity: Implement a quarterly reporting system to track key metrics related to gender equality. Activity: Conduct an annual gender pay gap analysis across all departments and job levels.
	Text Field 1011: Indicator: A 50/50 gender split on all shortlists for management and leadership roles.  Indicator: A 15% increase in the number of female promotions year-over-year.



Indicator: Quarterly reports submitted to the Executive Committee showing gender distribution across roles and levels. Indicator: A documented report on the gender pay gap is presented annually, with action plans to address disparities.

	Text Field 1010: The percentage of women on leadership shortlists and promotions 










Current reporting system is in place to track gender equality metrics.

	Text Field 40321: 
	Text Field 40320: Ongoing, with quarterly reviews starting Q4 2025




Q1 2026 (Initial Baseline Report)  Annually thereafter

	Text Field 40319: 
	Text Field 40318: 
	Text Field 40317: Head People &Culture and Unit Heads





Head People & Culture and Data Analytics Team
	Text Field 1045: Use brand influence to challenge stereotypes, promote gender equality, and reflect the diverse, authentic realities of women and men in society
	Text Field 1044: Measurable number of advertisements campaigns against gender inequality
	Text Field 1043: 
	Text Field 1042: 
	Text Field 1041: 
	Text Field 1040: 
	Text Field 1039: Representation in Advertising
	Text Field 1038: • Campaigns featuring women in non-traditional, empowered roles
• Gender balance in voiceovers, visuals, and narratives
• Diversity of women portrayed (age, race, ability, profession, etc.)

	Text Field 1037: Number of campaigns linked to gender equality
• Frequency of gender equality campaigns 
Diversity percent in advertising campaigns

	Text Field 1036: • Formal campaign KPIs included in the Country’s annual scorecard
• Periodic reporting on marketing campaigns gender equity

	Text Field 40346: 
	Text Field 40345: • Quarterly
	Text Field 40344: 
	Text Field 40343: 
	Text Field 40342: • Head Brand and Marketing
	Text Field 1035: Internal Brand & Marketing Practices
	Text Field 1034: • Gender balance in creative and decision-making teams
• Inclusion of gender equality goals in brand strategy documents
• Training completion rates on inclusive marketing and unconscious bias

	Text Field 1033: • Number of women in decision making teams
	Text Field 1032: • Formal KPIs included in brand strategic decision making and brand strategy documents formulation.
	Text Field 40341: 
	Text Field 40340: Quarterly reporting from Women’s Sustainability Committee to the Executive Committee starting Q1 2026
	Text Field 40339: 
	Text Field 40338: 
	Text Field 40337: • Head Brand and Marketing
• Respective Heads of Business
• Head, Learning & Development

	Text Field 1031: 
	Text Field 1030: 
	Text Field 1029: 
	Text Field 1028: 
	Text Field 40336: 
	Text Field 40335: 
	Text Field 40334: 
	Text Field 40333: 
	Text Field 40332: 
	Text Field 1063: To strengthen community partnerships and advocacy initiatives that promote gender equality and women’s empowerment beyond the workplace, positioning the bank as a leading catalyst for inclusive socio-economic development.
	Text Field 1062: Demonstrated impact of gender equality programs in the community, measured by partnerships, outreach programs, and advocacy campaigns that empower women and girls.
	Text Field 1061: 
	Text Field 1060: 
	Text Field 1059: 
	Text Field 1058: 
	Text Field 1057: Partner with Plan International to address gender disparities in the community
	Text Field 1056: Engage directly with young women between 18-35 years from the community to understand and address their financial and non-financial needs
	Text Field 1055: Co-create a tailored offering that addresses these needs, with a focus on economic empowerment and inclusion. 
	Text Field 1054: At least 30 young women engaged by end of Q3 2025.
	Text Field 40361: 
	Text Field 40360: Engage 30 young women from the community and start education by end of Q3 2025
	Text Field 40359: 
	Text Field 40358: 
	Text Field 40357: Chair, Women’s Sustainability Committee; Women’s Banking, Head, Public Sector; Head, Blue Access
	Text Field 1053: Encourage employee volunteerism to support community gender initiatives
	Text Field 1052: Establish a structured employee volunteer program focusing on mentorship and outreach Conduct annual gender inclusion audits
• Launch internal campaigns promoting gender equality and allyship

	Text Field 1051: % of employees participating in volunteer activities Employee inclusion scores from annual engagement surveys
	Text Field 1050: 25% of employees actively volunteering in gender-related initiatives by 2026
	Text Field 40356: 
	Text Field 40355: 25% of employees actively volunteering in gender-related initiatives by 2026
	Text Field 40354: 
	Text Field 40353: 
	Text Field 40352: Head People &Culture
	Text Field 1049: Partner with community organizations to advance women’s economic empowerment
	Text Field 1048: Launch mentorship and financial literacy programs targeting women entrepreneurs and girls in STEM
	Text Field 1047: # of women and girls supported annually
	Text Field 1046: At least 500 women and girls supported by Q4 2026
	Text Field 40351: 
	Text Field 40350: At least 500 women and girls supported by Q4 2026
	Text Field 40349: 
	Text Field 40348: 
	Text Field 40347: Head Brand & Marketing and the CSI sub committee
	Text Field 1081: To institutionalise transparent measurement and reporting on gender equality and women’s empowerment, ensuring accountability across all levels of the organisation. To adopt rigorous monitoring, evaluation, and disclosure mechanisms to track progress against its commitments under the WEPs, while also benchmarking against industry peers and global standards.
	Text Field 1080: Regular public disclosures on gender equality performance, evidenced by gender-disaggregated data, progress against set targets, annual sustainability reports, and independent verification mechanisms.

	Text Field 1079: 
	Text Field 1078: 
	Text Field 1077: 
	Text Field 1076: 
	Text Field 1075: Establish a gender equality monitoring and evaluation framework
	Text Field 1074: Develop KPIs aligned to WEPs; integrate gender metrics into enterprise data systems; align with SDGs reporting standards
	Text Field 1073: % of KPIs tracked and reported
	Text Field 1072: Gender KPIs partially tracked, but not systematically consolidated
	Text Field 40376: 100% of gender KPIs tracked through central systems by Q2 2026
	Text Field 40375: 
	Text Field 40374: 
	Text Field 40373: 
	Text Field 40372: Head People and Culture and Head of Legal & Governance ( as champion of Sustainability)
	Text Field 1071: Benchmark performance against peers and best practice
	Text Field 1070: Participate in global gender equality indices (e.g., Bloomberg Gender-Equality Index) and industry benchmarks
	Text Field 1069: Inclusion in recognised gender equality indices
	Text Field 1068: Not currently listed in major indices
	Text Field 40371: Achieve inclusion in at least one global gender equality index by 2027
	Text Field 40370: 
	Text Field 40369: 
	Text Field 40368: 
	Text Field 40367: Chief Executive and Head Legal and Governance
	Text Field 1067: Disclose progress through public reports 
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