
MENU OF POLICIES 
This menu showcases a range of HR-policies that have a track-record of improving the inclusivity 
of HR systems in the region and globally. The menu is meant to serve as a reference for your 
conversations with employers across 4-sectors, banking, healthcare, higher education and STEM. 
It is a reference because it provides a broad listing of possible HR policies that will be the focus 
of your upcoming work. The specific policies listed below, were identified based on the discussions 
held during the first technical workshop with the Beirut and Country Partner teams working on 
the SAWI project, as well as CIBL’s research on inclusive HR systems across the region.   

We hope that you will find this menu of policies useful during your conversations with employers 
in order to identify the policy areas of interest and then to narrow down for your collaboration 
with the 10 employers.  

The focus of the menu is on gender inclusive Recruitment, Retention, and Promotion Policies. In 
addition to these suggestion, one additional consideration is to explore whether pre-existing HR 
policies are gender-sensitive – identifying factors that impact women and men differently. 

 

RECRUITMENT 
What challenges are you witnessing when it comes to the recruitment of women in 
your organization? 
Some key areas to think about in terms of recruitment policies may relate to the following 
areas: 

 

POLICIES 
FOR 

EQUAL 
OPPORTU
NITY IN 
RECRUIT

MENT 

Policy 1 
Equality in 
the pool of 
application 

• Attract women applicants with different demographic profiles 
from different communities and geographic areas. 

• Attract women applicants to various positions, contract-types 
and levels within the organization, including non-traditional 
jobs for women and top of the ladder. 

• Using gender-neutral languages in job descriptions and job 
postings (e.g.: salesman vs. salesperson, you instead of 
he/she). 

• Consider targeted outreach to attract top talent from private, 
public, technical and academic educational institutions from 
diversified communities.  

• Track gender disaggregated data about application received 
and shortlisted for interview. 



Policy 2 Fair and bias-
free interview 

• Sensitize and train managers and staff about gender-biases in 
the recruitment process on gender-sensitive practices.   

• Ensure the same semi-structured interview protocols and 
testing (if applicable) are used relevant to a clearly defined 
job description. 

• Ensure interviewers ask competency-based questions, where 
participants provide real work examples as the basis of their 
answers. 

• Ensure that women are not asked questions about their 
marital status and if they have children and do not exclude 
women if pregnant. 

• Ensure interviews are conducted by a panel or group, as 
opposed to a single person. That is, the composition of the 
recruitment panel should try to have good gender 
representation and balance/level of responsibility. 

• Interview at least 30-50% women applicants for various 
positions and levels within the organization.  

• Track gender disaggregated data about the interviews 
conducted. 

Policy 3 
Fair and 
transparent 
process for 
final selection  

• Consider setting basic gender quotas for positions, levels, 
and/or departments. 

• Ensure the clear selection criteria are used in the final 
selection for various positions and levels within the 
organization, including non-traditional jobs for women and 
top of the ladder. 

• Ensure that consistent and objective selection criteria are 
used in the final evaluation of candidates. (Are the actual 
selection criteria explicit, transparent and weighted in a 
standard way?) 

• Track gender disaggregated data about the actual hiring on a 
periodic basis (success rate for women and men applicants). 

Policy 4 
Equal pay for 
equal work at 
hiring 

• Pay equal remuneration, including benefits, for work of equal 
value. 

• Equal pay relates to the full range of payment and benefits, 
and should be given equally to employees doing the same 
work regardless of gender. 

• Conducting job evaluation to ensure that grading system and 
hierarchy are fair and not gender biased. 

• Developing an objective grading structure and implement pay 
ranges accordingly. 

 

 

 

 

 



 
RETENTION 
What challenges are you witnessing when it comes to the retention of women in your 
organization? 
Some key areas to think about in terms of retention policies may relate to the following areas. 

 
        

POLICIES 
FOR EQUAL 
OPPORTUNI

TY IN 
RETENTION 

Policy 5 
Benefits and 
ongoing 
compensation  

• Consider offering gender-sensitive benefits 
program concerning insurance coverage and other 
relevant benefits.  

• Consider offering health insurance or other 
needed services – including for survivors of 
domestic violence – and ensure equal access for 
all employees. 

• Ensure equal pay for equal work throughout an 
employee’s time with the organization, regardless 
of gender.  

• Track gender disaggregated data about benefit 
provisions.  

Policy 6 
Equal access 
to training 
opportunities 

• Ensure that job-related training (facilitated by 
both internal and external providers) is provided 
equally to both men and women. 

• Ensure that training is offered in non-traditional 
skill areas to both men and women equally. 

• Sensitize and trainers to gender-biases in the 
training process.  

• Track gender disaggregated data about the 
training opportunities offered and completed.  

Policy 7 Safety and 
work   

• Consider providing means for safe transportation 
relevant to work. 

• Consider ensuring that mangers, in consultation 
with employees, identify and address security 
issues, including the safety of women traveling to 
and from work and on company-related business. 

• Track gender disaggregated data about the actual 
use and any impact on absenteeism and/or 
retention. 



Policy 8 Violence-free 
workplace 

• Ensure the establishment of an anti-bullying 
policy, and other forms of violence at work. 

• Ensure clear definitions of including any reference 
to national legislation (if applicable). 

• Explain different forms of violence, and provide a 
description of unacceptable behavior, such as, 
providing examples relevant in your workplace. 

• Ensure you explain how internal complaints will be 
handled (who is responsible, investigation 
process, stop retaliation, and remedies). 

• Track gender disaggregated data about the actual 
complaints and how they were handled/resolved. 

Policy 9 Anti-sexual 
harassment  

• Ensure a clear definition of sexual harassment 
including reference to national legislation (if 
applicable). 

• Explain different forms of SH, and provide a 
description of unacceptable behavior, such as, 
providing examples of sexual harassment relevant 
in your workplace. 

• Ensure you explain how internal complaints will be 
handled (who is responsible, investigation 
process, stop retaliation, and remedies). 

• Track gender disaggregated data about the actual 
complaints and how they were handled/resolved. 

POLICIES 
FOR EQUAL 
OPPORTUNI

TY IN 
RETENTION 

Policy 10 Parental 
Leaves 

• Ensure maternity leave policy that meets or 
exceeds the national legislation period allowed. 

• Consider reframing maternity/paternity leaves into 
a paid parental leave covering both mothers and 
fathers equally. 

• Consider care leave including paid time off for 
childcare and/or eldercare. 

• Consider encouraging staff to take advantage of 
such leaves. 

• Consider supporting re-entry paths after career 
breaks. 

• Track gender disaggregated data about the actual 
use of leaves. 

Policy 11 Breastfeeding  

• Consider providing a supportive environment to 
enable breastfeeding employees to express their 
milk during work hours.  

• Establish designated lactation room, with agreed 
upon timings. 

• Consider encouraging staff to take advantage. 
• Track gender disaggregated data about the actual 

use of lactation rooms and the impact on 
retention. 



 

Policy 12 Flexible work 
arrangements  

• Consider offering the possibility of modified 
schedules and/or alternatives to standard hours 
and/or location of work. 

• Consider the possibility of allowing work from 
home and remote working options even after 
COVID-19. 

• Consider allowing the possibility of adjusted 
working hours per day and/or a compressed work 
week for working parents. 

• Consider allowing the possibility of job-sharing 
options. 

• Consider allowing the temporary switch to part-
time work. 

• Consider encouraging staff to take advantage of 
flex arrangements. 

• Track gender disaggregated data about the actual 
use of lactation rooms and the impact on retention 
and unit productivity. 

 

Policy 13 
Daycare/Childc
are Policy 
 

• Consider supporting access to child and 
dependent care by providing services, resources 
and information to both women and men.  

• Consider offering daycare support and/or spaces. 
• Consider providing such support for all employees 

and not only for women employees. 
• Consider subsidizing childcare costs. 
• Track gender disaggregated data about the actual 

use of and the impact on retention and unit 
productivity. 

 

Policy 14 
Culture shift in 
management 
 
 

• Sensitize and train staff in gender awareness and 
sensitization. 

• Ensure that workplace policies and practices are 
free from gender-based discrimination. 

• Consider offering training of senior management 
and members of your board to institutionalize 
gender equality throughout the organization. 

• Track gender disaggregated data about trained 
managers and impact on decisions. 



Policy 15 

Culture shift to 
zero tolerance 
for gender-
based 
discrimination 

• Establish a zero-tolerance policy towards all forms 
of gender-based discrimination at work. 

• Consider active promotion of teamwork, involving 
both men and women as equal partners. 

• Encourage gender sensitive behavior, for example 
in terms of language used, jokes and comments 
made. 

• Track gender disaggregated data about 
complaints about discrimination. 

 

PROMOTION 
What challenges are you witnessing when it comes to the promotion of women in 
your organization? 
Some key areas to think about in terms of promotion policies may relate to the following areas: 

 

POLICIE
S FOR 
EQUAL 

OPPORT
UNITY IN 
PROMOT

ION 

Policy 
16 

Equality in 
the pipeline  

• Identify high-performing women with different demographic 
profiles from different communities and geographic areas to be 
developed for senior positions over time. 

• Consider targeted identification for women to fill the pipeline of 
future organizational leadership. 

• Consider a structured sponsorship/mentorship/coaching program 
that matches high potential women to senior leaders. 

• Provide equal opportunities for formal and informal networking. 
• Invest in workplace policies and programs that open avenues for 

advancement of women at all levels and across all business 
areas and encourage women to enter non-traditional job fields. 

• Track gender disaggregated data about successful completion of 
development programs and about transition to senior roles. 

Policy 
17 

Gender-
inclusive 
Performance 
Evaluation  

• Sensitize key decision makers on the issues of gender diversity 
and inclusion. 

• Train appraisers to give feedback about specific, agreed on 
criteria for a decision based on merit. 

• Train appraisers to recognize stereotypes and potential bias in 
their decisions. 

• Develop an appraisal scale that specifies what an employee 
must start doing, stop doing, or continue doing by tenure and 
project cycle.  

• Transform what feedback is meant to achieve, using a tool with 
gender-neutral criteria. 

• Ensure criteria for promotion explicit, transparent and weighted 
in a standard way. Are they fixed for the entire process? 

• Track gender disaggregated data about the evaluation data. 



Policy 
18 

Equitable 
Promotion 
processes 

• Sensitize and train managers and staff about gender-biases in 
the promotion process on gender-sensitive practices.  

• Ensure evaluations for promotions are competency-based with 
performance data. Consistent and objective promotion criteria 
should be used in the evaluation of candidates. Are the actual 
promotion criteria explicit, transparent and weighted in a 
standard way?  

• Ensure that women are not excluded from promotion 
considerations due to marital status or if they have children, or 
pregnancy. 

• Ensure promotion interviews are conducted by a panel or group, 
as opposed to a single person. That is, the composition of the 
promotion panel should try to have good gender representation 
and balance/level of responsibility. 

• Track gender disaggregated data about the promotion 
considerations and profiles.  

Policy 
19 

Fair 
Promotion 
Outcomes  

• Consider setting basic gender quotas for positions, levels and/or 
departments. 

• Consider promotion quotas with at least 30% of senior and 
board position to be held by women by a particular date. 

• Assure sufficient participation of women – 30% or greater – in 
decision-making and governance at all levels. This includes good 
balance of women and men represented in senior and middle 
management, as well as on boards. 

• Track gender disaggregated data about the actual promotion 
successes across levels, functions and departments (success 
rate for women and men applicants). 

 


