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GENDER ACTION PLAN 
 

A. Country and Sector Context 
 
1. Georgia has made progress in creating an enabling environment for gender equality since 
the 1990s. The recognition of equal rights for all is a cornerstone of its constitution, and dedicated 
legislation is in place to promote nondiscrimination and women’s rights. However, these measures 
have not translated into overall progress: official figures from the National Statistics Office of 
Georgia indicate the participation of women aged 15 and over in the formal labor market is lower 
than that of men. During 2012–2015, about 46% of women were employed compared with 53% 
of men; for younger women the discrepancy is significantly higher—in 2014, only 19% of women 
aged 15–34 were employed, compared with 35% of men.1 
 
2. Occupations are strongly segregated by gender, with a much higher share of men in 
stereotypically male professions, such as engineering, construction, energy, transport and 
communications, and gas and water supply. The majority of women are employed in jobs with a 
care or service dimension. This occupational gender segregation reflects conservative gender 
roles widely accepted in Georgian society which sees women expected to undertake most of the 
unpaid care work within the household with few examples of men and women sharing care 
responsibilities (footnote 1). 
 
3. Considerably fewer women than men are employed in the energy, water and sanitation 
sectors in Georgia, with the majority of women working in administrative office roles. Engineers 
are overwhelmingly male and very few women are in management positions (footnote 1). 
 
B. Company Context  
 
4. Georgia Global Utilities (GGU) has about 2,468 staff: 27% are office staff and 73% are 
field staff. Of the office staff, 46% are female: 45% are in middle management and 40% are in 
executive management, but women hold only 18% of top-level management positions. All field 
staff in technical roles (e.g., lumber, locksmith, engineer, electrician and welder) are men. The 
company commented that “unfortunately the cultural stereotypes, hand in hand with Georgian 
Educational System, specifically in engineering, create very tough barriers for women to integrate 
more in technical / operational fields.” 
 
5. While GGU recognizes the gender imbalance in their staffing, it currently has no guidance 
in its human resources policy on how to increase the proportion of women who are hired, retained 
and promoted. Furthermore, the company lacks a sex-disaggregated human resources data 
collection system and does not have regular gender sensitive reporting on employment trends. 
Lastly, the company has yet to develop an anti-sexual harassment policy with an appropriate 
reporting mechanism, investigative procedure, redress mechanism and training. GGU currently 
provides some working hour flexibility to staff, which has been particularly availed of by employees 
during the COVID-19 crisis, but lacks a formal flexible work arrangement policy that will apply 
following the COVID-19 pandemic.  
 

 
1 Asian Development Bank. 2018. Georgia Country Gender Assessment. Manila. 

http://www.adb.org/Documents/FastReport/?id=54300-001
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6. The company has a strong professional development program with training for women 
staff, a mini-Master of Business Administration program for female middle managers, and 
coaching for women at all management levels. GGU currently lacks an internship program.  
 
C. Proposed Gender Action Plan for GGU 
 
7. The investment is proposed to be categorized as Effective Gender Mainstreaming (EGM) 
wherein gender design features and targets will be incorporated in GGU operations and 
investments.   
 
8. The proposed gender targets for GGU are presented in the gender action plan below. 

 
Gender Action Plan 

 
Results Chain 

Performance Indicators with 
Targets and Baselines 

Data Sources or 
Reporting Mechanisms 

 
Risks 

Outputs 
 

   

3. GGU’s capacity 
building 
opportunities for 
women enhanced 
 
 
 
 
 
 
 
 
4. Gender equality in 
GGU’s staffing 
enhanced 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5. Gender 
inclusiveness of 
GGU’s work 
environment 
enhanced 
 

3a. A women’s networking group 
that organizes at least one online 
or in-person women’s networking 
event is established by Q1 2021 
(FY2019 baseline: 0) 
 
3b. At least 10 interns, 50% of 
whom are women, join GGU’s 
internship program by Q3 2021 
(FY2019 baseline: 0, 0 women 
interns) 
 
4a. Number of female staff in 
technical departments increased 
by at least 10 by 2023 (2019 
baseline: 140) 
 
4b. At least one gender inclusion 
policy on increasing women’s 
recruitment, retention and 
promotion developed, approved 
by management, and integrated 
into HR’s guidance documents by 
2023 (2019 baseline: 0) 
 
4c. At least one gender sensitive 
report on the company’s 
employment trends developed 
annually by Q2 2021 (2019 
baseline: 0) 
 
5a. A policy against sexual 
harassment established by Q4 
2020 (2019 baseline: not 
applicable) 
 
 

3-5. Company’s annual 
development effectiveness 
monitoring report 

Lack of 
continued 
management 
commitment 
to gender 
equality 
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Results Chain 

Performance Indicators with 
Targets and Baselines 

Data Sources or 
Reporting Mechanisms 

 
Risks 

 
 
 
 

5b. At least one annual 
awareness-raising activity on the 
sexual harassment policy for staff 
conducted, potentially by a civil 
society organization such as a 
women's organization, by Q1 
2021 (2019 baseline: 0)  

Key Activities with Milestones  
 
Outputs 3-5: 
 

1. 1. GGU creates a women’s networking group and implements annual event by Q1 2021 
2. 2. GGU creates internship program with a target for women interns by Q3 2021 
3. 3. GGU develops a gender inclusion policy and commences implementation by 2023 

4. GGU develops a gender-sensitive human resources data management system and report by Q2     
2021 

5. 5. GGU develops and trains on its anti-sexual harassment policy by Q1 2021 
FY = fiscal year, GGU = Georgia Global Utilities, HR = human resources, Q = quarter. 
Source: Asian Development Bank.  

 
 

 
 

 
 
 


