September 2020

THE WOMEN’S FORUM CALLS
TO THE G7 LEADERS
TO URGENTLY TAKE ACTION

Foreword
In this challenging and disruptive world, and even more in light of the COVID-19
crisis, women have to be fully associated to design more just and inclusive
economies and societies. Women should be the leading force to shape the new
world that humanity needs, and the drivers to promote sustainable growth.
The Women’s Forum for the Economy & Society Call to Action to the G7
Leaders will help achieving the UN Sustainable Development Goals and is aligned
with the one presented by UN Women, along with the European Commission and
the International Labour Organization, which also addresses the G7 to recommend
strategic initiatives for COVID-19 response and recovery.
These proposals, inspired by the Women’s Empowerment Principles, are aimed
to enable women to be in positions where they can have a positive and decisive
social and economic impact, bringing their added value to the post COVID-19
world.

The Women’s Empowerment Principles
The Women's Empowerment Principles are a set of Principles for business
offering guidance on how to promote gender equality and empower women in
the workplace, marketplace and community.
They are the result of a collaboration between the UN Women and the United
Nations Global Compact. They are:
1. Establish high-level corporate leadership for gender equality
2. Treat all women and men fairly at work - respect and support human
rights and non-discrimination
3. Ensure the health, safety and well-being of all women and men workers
4. Promote education, training and professional development for women
5. Implement enterprise development, supply chain and marketing practices
that empower women
6. Promote equality through community initiatives and advocacy
7. Measure and publicly report on progress to achieve gender equality
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At the Women’s Forum for the Economy & Society, we are convinced that the
most powerful economies in the G7 countries should lead by example by
mobilizing women’s leadership to build inclusive societies and bring back not
only an economic Recovery but also dignity and justice for all.
We strongly believe that the G7 Leaders should prioritise women’s economic
empowerment as a key strategy in the Agenda. Women contribute only to 34% of
worldwide wealth. Gender divide is being exacerbated by this pandemic, and we
see how women are disproportionally impacted. It is imperative to focus on how
to collectively support women in the economic fields to stimulate growth and
to give them the same opportunities as men to be at the heart of the economy.
Even before the crisis, 240 million jobs were expected to be created by 2025 and
28 trillion dollars were expected to be added to the world GDP if women and men
were equally represented in the economic sector.
Based on the expertise of the Women’s Forum Daring Circles and its international
network, under the theme Beyond recovery: designing an inclusive world, the
Women’s Forum launches its Call to Action to you as the G7 Leaders on 7 key
issues where women’s added value and leadership is crucial. Business, Future
of Work, Tech4Good, Work-Life Balance, Governance, Climate, Health.
In all these fields, women should not be impacted, but rather impactful, leading
the change, beyond the Recovery, to design an inclusive world.
We wish to heartily thank all the Women’s Forum partners – and in particular the
members of our Strategic Committee and pay a special tribute to Shearman &
Sterling, Insight Partner – for their strong commitment in the construction of these
proposals.
Nobody should be left behind. This is a collective responsibility, and the Women's
Forum is engaged to fully take it.
We are confident that these recommendations will raise awareness to the
G7 leaders to be pioneers in their respective countries and beyond. These
proposals are achievable, concrete and pragmatic, and can have a decisive
positive impact to shape the post COVID-19 inclusive world.
You can count on the full commitment and the strong mobilisation of the
Women’s Forum Community to achieve these ambitious goals.

Chiara Corazza
Managing Director
Women’s Forum for the Economy & Society
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The Women's Forum for the
Economy & Society: beyond recovery,
designing an inclusive world
Created in 2005 and headquartered in Paris with global influence, the Women’s
Forum for the Economy & Society is an international platform for action to
highlight women’s voices and vision and build a more inclusive future for all. It
provides unique opportunities for business leaders and policymakers, women and
men, to work together to develop inclusive solutions to the human – not only
gender – issues that represent the most pressing challenges our societies and
economies face, such as climate action, technology for good, access to health
and economic empowerment.
The Women’s Forum is committed to accelerating the transformation of economy
and society through our unparalleled capacity to influence decision makers and
stakeholders both in private and in public sectors to engage for impact.
Together with business, public administrations, experts, scientists, international
organisations, and civil society, the Women’s Forum works on developing concrete
instruments, Charters, and policy proposals to accelerate women’s leadership
and reduce inequalities through the empowerment of women across society.
The Women’s Forum is engaged to improve the relevance and expand the
reach of its analyses and recommendations to influence pertinent policies of the
international agenda through the G7, the G20, and other international platforms.
Through its outputs, the Women’s Forum demonstrates not only the value added
and high quality of its work, but also what a multi-stakeholder dialogue at an
international level can achieve, the increasing role of women within the economy
and society it can unlock, and the opportunities it can create.
The Women’s Forum has gathered a Strategic Committee comprised by global
companies that are international champions in professional gender equality, to
provide leadership, direction and expertise to inform the overall positioning of the
organisation as well as its priorities across the year.
The Strategic Committee is currently made up of AXA, Bayer, BNP Paribas, Google,
Microsoft, P&G, and Publicis Groupe. Its actions are reinforced by the contributions
of its Global and Knowledge Partners, such as Accenture, BCG, Bouygues,
Clifford Chance, ENGIE, FTI Consulting, Johnson & Johnson, Kearney, KPMG,
Lenovo, L'Oréal, McKinsey & Company, Shearman & Sterling, its Institutional
Partners, such as OECD, IMF, UNESCO, and its Academic Partners, such as
HEC and Politecnico di Milano.
Over the years, the Women’s Forum has launched various initiatives aiming
at fostering women’s advancement at all levels in the private and public sectors
reaching leadership positions.
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The CEO Champions Initiative
Launched in 2010, the Women’s Forum CEO Champions Initiative is a
pioneering international peer-to-peer network presenting an opportunity for CEOs
to underscore their organisation’s commitment to women’s advancement as
well as taking a strong leadership role for diversity in the global economy and
society. CEO Champions members are active, highly committed participants who
track and drive measurable progress for women’s advancement in the private
and public sectors through taking part in mutual commitments and pushing for
accountability.
In 2019, more than 150 CEOs gathered at our CEO Champions workshops,
organised in partnership with the Women’s Forum Knowledge partner of the
initiative, McKinsey & Company. In the Forums held in Mexico, Singapore and at
our Global Meeting in Paris, we highlight best practices and explore how to create
the conditions for revolutionary change in organisations and across industries
aiming to better promote women in governance.

The Rising Talents Initiative
The Women’s Forum Rising Talents Initiative aims to distinguish highly talented
young women who are on their way to becoming influential figures in our economies
and societies. This initiative is a commitment to promote women leaders and bring
the vision of rising generations to the Women’s Forum. The Women’s Forum and
its partners share a common belief: that the identification and nurturing of talent
among women is critical for the future of global business and society. Each year
around 15 young women are selected to join the Rising Talents network, attend
the Women’s Forum Global Meeting and regional Women’s Forum Meetings, and
benefit from enhanced networking activities and support during these events and
into the future.
In 2019, the Women’s Forum, together with the partners of this initiative, Eurazeo,
Lazard and Spencer Stuart, selected 13 inspiring women under 40 from a pool
of 200 candidates, selected on the basis of having demonstrated outstanding
skills, leadership, open-mindedness, an international mind-set, the capacity to
give back to the community and bravery in their personal and professional lives.

The Daring Circles
The Women’s Forum Daring Circles are unique and innovative cross-industry
working groups inviting companies, international institutions, NGOs and experts to
engage for long-term positive impact on issues where women are disproportionately
impacted, and where their leadership is crucial.
Together, the Daring Circles pioneer actions to inform and shape the debate,
promoting collaborative ways of working among our institutions in the face of
continuing global challenges. Each programme is comprised of a combination of
strategic members, global partners, knowledge partners sourcing content and
institutional partners with relevant policy influence and expertise.
The Daring Circles aim at generating evidence-based insights and drive tangible
projects among members and beyond.
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The Women’s Forum Daring Circles are:
Women4Business, led by P&G, which raises awareness on the opportunities
given by procurement for women’s economic empowerment and promotes
women-owned and women-led businesses.
Women4STEM, led by Google, which aims to increase the number of female
talents in companies and to retain them, as well as to develop the leadership
and impact of women with STEM skills.
Women4AI, led by Microsoft, which inspires organisations to apply a gender
lens to development and implementation of their artificial intelligence and
avoid gender biases.
Women4Climate, led by BNP Paribas, which aims to enable women to lead
actions against climate change and to address its disproportionate impact on
women.
Women4Health, led by AXA, which focuses on reducing inequalities between
women and men in this area and promoting the design of new inclusive Health
systems.

The Report “Women at the heart of the Economy”
After the G7 chaired by France in Biarritz in August 2019, Ms Chiara Corazza,
Managing Director of the Women's Forum, has been commissioned by the French
Ministers of Economy and Finance, of Gender Equality and of Digital to provide
critical policy recommendations to foster the attractiveness of STEM skills for girls
and women throughout their lives.
The Women’s Forum presented 27 proposals to the French Government on
February, 5th 2020, in the Report “Women at the heart of economy”. These
recommendations aim at developing a national mobilisation plan in favour of
STEM professions and to empower women leadership in proactively engaging
within the economy of the future. This Report is going to contribute to the law for
women’s economic empowerment that the French Government is submitting in
2020.

WOMEN AT THE HEART OF THE ECONOMY
France as a pioneer for women’s leadership
in a disrupted world
January 2020
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The Women’s Forum promotes these initiatives during its Meetings, both
the Regional ones, which are organised every year around the world, in
Asia, America, in Middle East and in Africa, and the Global one, taking place
at Carrousel du Louvre in Paris and attracting more than 3000 influential
leaders from 100 countries.

Women’s Forum Global Meeting
18-19 November 2020
Virtual Edition
Women’s Forum Global Meeting
Paris, France
2017-2019

Women’s Forum Global Meeting
Deauville-France

Stand, Speak, Rise Up!
Luxembourg
26-27 March 2019

Global Women’s Forum Dubai 2016

2005-2016

23-24 February 2016

Women’s Forum Asia
Shanghai - Beijing
2008-2009

Women’s Forum Canada
Toronto
10-11 May 2018

Kyoto
26-27 June 2019

Women’s Forum Virtual Sessions
28 May 2020

Japan

Women’s Forum Myanmar
ASEAN - Yangon - Naypyidaw

Women’s Forum Mexico
Mexico City

2013-2014

June 2016 - November 2017

Women’s Forum Americas
Mexico City
30-31 May 2019

Women’s Forum Brazil
São Paulo
2012-2013-2014

Women’s Forum Singapore
Singapore
12-13 September 2018

Women’s Forum Rome

26-27 June 2017

Women’s Forum Italy
Milan
June 2015

Women’s Forum Mauritius
June 2016

Women’s Forum Asia
Singapore
18-20 September 2019
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Executive Summary

Our Call to the G7 Leaders
The world is facing crucial transformations, which are completely changing the
traditional habits and behaviours: most practices and professions are being
invented and reinvented each day.
In this framework, women have to play a key role, being truthfully represented
where they can be a leading force and be impactful. This is particularly relevant
considering the effects and consequences of the COVID-19 crisis: women’s
viewpoints will be essential to ensure an inclusive recovery that will benefit the
entire humanity.

Worldwide, women currently represent:
224 million entrepreneursI
24% of employees in the technology sectorII
22% of algorithm designersIII
11% of employees in cybersecurity sectorIV
24.6% of the Members of ParliamentsV
20.7 % of Ministers in GovernmentsVI
6% of CEOsVII
12% of CFOsVIII
16.9% of Board MembersIX
25 Mayors out of 300 of the world's largest citiesX
21% of C40 MayorsXI
25% of the workforce in renewable energy sectorXII
More than 70% of the health workforceXIII
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Executive Summary

Our Call to the G7 Leaders
The Women’s Forum intends to call to the G7 Leaders to take urgently
action and to increase gender equality at all levels of economy and society.
The Women’s Forum proposes a set of policy recommendations that the G7
Leaders should take inspiration from to create a new order and shape a more
inclusive world, in light of the COVID-19 pandemic. Our focus is on 7 key topics,
where women’s voice, vision and leadership are critical drivers of change.
1.

Business

The G7 Leaders should make sure that women can fully benefit from the public
and private funding allocated in recovery plans and have access to financing.
The G7 Leaders should engage to promote women-owned and women-led
businesses, including in the supply chain. They should lead by example, using
public procurement as a leverage to support women entrepreneurs.
The G7 Leaders should also take into account gender dimensions in designing
public procurement in all sectors and make sure that women’s perspectives are
integrated into consultations.
2.

Future of Work

The G7 Leaders should implement a strategy to engage girls in STEM skills
and education to ensure that women are at the heart of the jobs of the future
and can benefit from them.
The G7 Leaders should aim to attract girls and women in a lifelong journey in
STEM, from schools to boardrooms, and launch plans of action to develop
reskilling, cross-skilling and upskilling programs for women in STEM fields.
3.

Tech4Good

The G7 Leaders should promote the development of inclusive technology
that will be have a positive impact on humanity as a whole, and make sure that
a gender lens is applied in the conception and deployment of Artificial
Intelligence.
The G7 Leaders should acknowledge companies that ensure diversity in AI
applications, for instance by allocating a specific research tax credit.
4.

Work-Life Balance

The G7 Leaders should focus on erasing the gender pay gap in the public and
private sectors because, in order to fully include women in economy and society,
a Work-Life Balance is paramount.
The G7 Leaders should then lead by example adopting specific measures to
guarantee a fair balance between work and personal life for all. A mandatory
fully paid paternity leave of at least two weeks would be a strong signal of the
commitment of Governments.
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Executive Summary

Our Call to the G7 Leaders

5.

Governance

The G7 Leaders should be pioneers and lead the change worldwide, promoting
women’s leadership and ensuring an equal representation in policy-making,
starting with national Parliaments and Governments by 2030.
The G7 Leaders should also seek to achieve a full gender balance in the
governance of public and private companies by 2030. Under this framework,
they should also set up a powerful pipeline for women in governance, in
particular in fields where they are under-represented and which are at the heart
of the jobs of the future, such as STEM fields.
6.

Climate

The G7 Leaders should acknowledge women as key actors in the fight against
climate change and reinforce a gender lens in environmental strategies in
light of the lessons learned from the COVID-19 crisis.
The G7 Leaders should ensure equal access to essential and productive
resources, technologies and capital to fully engage women in positive and
powerful climate action.
The G7 Leaders should support and scale up effective initiatives led by women
and that positively impact them. The creation of an international Women and
Climate Fund to drive investments in performing sustainable projects empowering
women is a key to success.
7.

Health

The G7 Leaders should design a new inclusive healthcare system that fully
includes women’s leadership and better integrates the needs of women,
guaranteeing a fair allocation of global financial resources.
The G7 Leaders should build high quality and medical care for all in order to
overcome the COVID-19 crisis, by ensuring that health workforce and unpaid
caregivers are appropriately trained, managed and rewarded.
The G7 Leaders should create a friendly environment where women will have an
equal lifelong access to care service and therefore will benefit from a healthier
and autonomous ageing.
The G7 Leaders should also address mental health issues as a critical disease
and a pressing social and economic challenge.
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Taking Stock

Business

Women’s entrepreneurship in G7 countries
Self-employed women represent only a small proportion of female employment
in the G7 countries being on average 9.9%:

Self-employed, Women
(% of female employment)

CAN

FR

DE

IT

JP

UK

USA

12.1%

8.3%

7.2%

16.9%

8.6%

10.9%

5.1%

Source: World Bank statistics (2019)

Indeed, women’s entrepreneurship tends to face barriers including (i) the absence
of a favourable cultural environment; (ii) the difficulty of reconciling business and
family obligations; (iii) limited access to funding; and (iv) limited access to business
networks, information, and training.
With respect to funding in particular, women entrepreneurs are widely reported to
be less likely than men to indicate that they can access the financing needed to
start a business, to be less likely than men to use external financing, and to invest
lower amounts of funds to start a business compared to men1.
Indeed, women entrepreneurs also tend to have limited access to funding
(in particular bank loans and venture capital)2, sometimes linked to market
misperceptions and/or biases against women’s entrepreneurship3.
These barriers create a persistent gender gap: there are fewer women
entrepreneurs and women-owned businesses than men entrepreneurs and menowned businesses.
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According to the International Labour Organization’s most recent estimates, men
“employers”* outnumber women employers in all G7 countries.
CAN
Total labour
force

FR

DE

IT

JP

UK

USA

20,486,400 30,352,000 43,779,300 26,054,000 68,460,400 34,890,100 166,307,200

Estimated
women
employers

246,000

288,500

449,500

348,600

219,800

195,300

1,302,000

Estimated men
employers

640,800

882,900

1,343,800

1,072,700

1,053,400

493,000

2,513,500

Estimated
women/men
ratio among
employers

0.383

0.326

0.334

0.324

0.208

0.396

0.518

Source: International Labour Organization (2019), estimated women/men ratio among employers calculated by Shearman & Sterling LLP

Other figures collected by agencies and organizations working at the national level
provide further evidence of the existing gender gap in entrepreneurship. As of 2018,
15.7% of Canada’s small and medium sized enterprises (“SMEs”) were womenowned businesses4. In 2019, women accounted for 27.2% of France’s business
directors5. In 2019, women accounted for 15.7% of Germany’s start-up founders6.
In 2019, women-owned businesses constituted 21.97% of Italy’s enterprises7.
In 2017, women accounted for approximately 19.3% of Japan’s total
entrepreneurs8. In 2019, 19% of the United Kingdom’s SMEs were women-led
businesses9. In the same year, women-owned businesses accounted for 42% of
total United States enterprises10.
In addition, as of June 2019 the share of start-ups with female founders did
not exceed 7% in any of the six G7 countries where data were available: 7% in
the United States, 6% in the United Kingdom, 5% in Italy, 5% in Canada, 4% in
France, 3% in Germany (no data available for Japan)11.

*The International Labour Organization’s estimates are based on the International Classification of Status of Employment (ICSE) adopted
at the Fifteenth International Conference of Labour Statisticians in 1993 (“ICSE-93”), which is the most widely used by national statistical
systems. According to the ICSE-93 Classification, a person qualifies as an “employer” if (i) they are “self-employed,” in the sense that
their remuneration is directly dependent upon the profits derived from the goods and services produced, and (ii) in this capacity, they
have engaged, on a continuous basis, one or more persons to work for them as employees.
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Women and men entrepreneurs are distributed unequally across economic
sectors. It appears that women entrepreneurs are underrepresented in more
capital-intensive and/or high-technology and innovative sectors.

The example of construction is telling:
Canada – in 2017, women-owned businesses represented only 3.9% of
Canadian SMEs operating in the construction sector12.
France – in 2019, women entrepreneurs accounted for only 2% of company
creation in this sector13.
Germany – in 2017, women accounted for only 1.7% of self-employed
persons in the construction industry14.
Italy – in 2019, women-owned businesses accounted for only 6.44% of the
businesses operating in the construction sector15.
Japan – in 2013, only 1.5% of women entrepreneurs operated in the
construction sector, as opposed to 11.9% of men entrepreneurs16.
United Kingdom – in 2017, less than 3% of self-employed women in the
United Kingdom were active in the construction sector, as opposed to over
30% of self-employed men17.
United States – in 2017, women were only 4% likely to start a construction
or manufacturing business, compared to men at 12%18. The United
States Small Business Administration lists over 100 qualifying North
American Industry Classification System codes19 in the construction and
manufacturing sectors as eligible for the Women-Owned Small Business
Federal Contracting programme, meaning that these fields are considered
underrepresented by women-owned businesses in federal procurement20.

G7 Governments and women’s entrepreneurship
The G7 Governments are aware that bridging the gender gap in entrepreneurship
would not only be positive from a societal standpoint, but would also benefit each
respective economy.
This has been acknowledged by G7 Governments, both individually and
collectively. By way of example, at the 2017 G7 Summit in Taormina, the G7
Leaders acknowledged that “[i]ncreasing women’s involvement in the economy
– such as by closing the gender gaps in credit and entrepreneurship and by
enhancing women’s access to capital, networks and markets – can have
dramatically positive economic impacts.”21
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The G7 Governments have therefore implemented many different measures in order
to bridge the gender gap, such as (i) setting up networking, training and business
support initiatives; (ii) putting in place work-family reconciliation policies; (iii) adopting
gender-responsive budgeting; and (iv) facilitating access to funding. Despite the
implementation of numerous policies aimed at closing the gender gap, at present
there are still no detailed, exhaustive sociological and/or economic studies that provide
a complete inventory of the specific difficulties faced by women entrepreneurs in the
G7 countries, and allow for direct and systematic comparisons of different countries.
Furthermore, even if numerous public and private entities have collected and analysed
data on “women’s entrepreneurship” or “women-owned businesses”, the studies
produced so far do not use a consistent definition of these terms and may focus on
self-employment, management and ownership, or a combination of those. At the
moment, only two G7 countries have a legal definition with respect to women-owned
businesses: Italy22 and the United States23.
This lack of consistency complicates the assessment of women’s entrepreneurship
in each country and limits the comparative analysis of women entrepreneurship.
Additionally, “due to insufficient standardized and country-comparable data,
the diagnostics of gender gaps in entrepreneurship are limited” and this lack of
comprehensive gender-disaggregated data on business entry and ownership
presents a significant obstacle to the global and diversified analysis of female
entrepreneurship24.

Women entrepreneurs in supply chain
and in public procurement
Most of the existing measures do not appear to focus on procurement, even if some
G7 Governments have already taken actions in this direction. This state of affairs is
ripe for change, since public procurement represents a significant proportion of each
of the G7 economies, ranging from 9.3% of GDP in the United States to 16.1% of
that of Japan in 201725. Procurement practices of private entities should also be
incentivized to diversify private supply chains.
With respect to access to public supply chains, some direct barriers are particularly
acute. Women entrepreneurs frequently declare that they lack awareness of and
do not know how to access public procurement opportunities26. In particular,
SMEs have reported that often complex, burdensome and expensive public
procurement procedures can dissuade them from participating in tenders, as these
procedures require more time and resources than their businesses can afford27.
This disproportionately affects women-owned businesses, which tend to be smaller
than men-owned businesses in G7 countries. Entrepreneurs’ growth expectations,
especially in the early stages of entrepreneurial activity, consistently vary between
women entrepreneurs and men entrepreneurs28.

14

01

Proposals

Business

1. The G7 Leaders should engage publicly and proactively to
promote women-owned and women-led businesses, including
in the supply chain, through raising awareness, data disclosure
and measurement of progress

Agree on a common definition of women entrepreneurship to ensure data
comparability and establish a comprehensive and systematic monitoring
program to track the evolution of women’s entrepreneurship.
Dedicate and monitor annual public budget spending for the development of
women-owned and women-led businesses.
Introduce laws requiring enterprises to ensure gender parity or diversity in
their supply chains, with a reporting obligation.
Reassure public and private entities as to the legality of the use of commonly
recognized platforms for the identification of women-owned and women-led
businesses, and promote transnational certifications for women-owned and
women-led businesses.
Exclude from public and private supply chains enterprises that do not respect
gender equality laws and refuse to ensure gender parity or diversity in their
supply chain.
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2. The G7 Leaders should lead by example, using public
procurement as a leverage to support women entrepreneurs
Take into account gender dimensions in designing public procurement in all sectors
and make sure that women’s perspectives are integrated into consultations.
Define clear and targeted measures to encourage the participation of women-owned
and women-led businesses in public procurement.
Ensure that public authorities do not use price as the only award criterion for public
contracts, but utilize, all the available tools to promote gender equality in public
procurement. Such tools, which vary from jurisdiction to jurisdiction, may include:
minimum targets for contracts awarded to women-owned businesses; granting extra
points to tenderers who commit to engaging a certain number of women in managerial
posts related to the execution of the public contract; or accompanying public contracts
with performance conditions requiring successful tenderers to execute the public
contract through a gender-diverse supply chain. Progress in the implementation of
these measures should be tracked and published on a yearly basis.
Ensure that public procurement authorities carry out information and training
campaigns aimed at increasing the participation of women-owned and women-led
businesses in public procurement tenders.
Set up a favourable environment to encourage women-owned and women-led
businesses to participate in private tenders.

3. The G7 Leaders should develop innovative policies to
provide equal access to public and private financing for women
entrepreneurs
Address gender discrimination in business financing through, inter alia, specialized
agencies, specific incentives and tax policies.
Prioritize gender-balanced investment teams for public and private funds to ensure
the deconstruction of stereotypes and the making objective decisions.
Implement specific training for investors’ team members in order to eliminate biased
decisions in both the public and private sectors.
Develop a “code of good behaviour” in G7 countries for the financing of women
entrepreneurs, drawing guidelines from existing best practices.
Create a ranking of the funds that best implement this “code of good behaviour.
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4. The G7 Leaders should create a tracking working group
comprised of women business networks among the G7 economies

Monitor the progress of women’s entrepreneurship.
Assess the implementation of G7 commitments toward those goals.
Formulate dedicated proposals for further actions.
Mobilize public and private key stakeholders to implement G7 policies in each
country.
Scale up best practices beyond G7 countries.

The Women4Business Inclusive Sourcing Journey
The Women’s Forum for the Economy & Society is building the first-of-its kind
digital tool to accompany organisations in making their supply chains diverse and
gender inclusive.
The objective is to access and benchmark the current procurement practices of
organisations, and to generate a customized roadmap of the actions and key
steps they should take to enable diversity and women’s empowerment in their
supply chains.
Within the Women4Business Daring Circle, led by P&G, this tool is designed
by Kearney, knowledge partner, with the contribution of other partners including
BNP Paribas, L’Oréal, Publicis Groupe, Clifford Chance, ExxonMobil, UN Women,
WEConnect International and HEC.
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Today, the low representation of women in STEM professions creates a huge gap
in terms of economic growth, innovation, diversity of content and creativity.
STEM (Science, Technology, Engineering, Mathematics), and not just digital fields,
are at the heart of the profound transformation our world is facing. However only
24% of employees in the technology sector worldwide are women29.
STEM skills are a source of innovation, creativity, attractiveness and
competitiveness that happen to be radically changing the labour market: 85%
of the jobs of 2030 do not exist yet30.
Acquiring STEM skills is a lifelong learning journey, to ensure women’s
empowerment within the labour market. Therefore, it is paramount to combat
STEM stereotypes, ideological beliefs and unconscious biases of judgement.
The most important aspects to building the scientific identity of young girls starts
at an early age, from primary school onwards. It has been shown that at this age
the structure of the brain and the lifelong aptitudes towards science are shaped31.
Later in adolescence, STEM fields should be made more attractive, humane
and purposeful, because, even if fifteen-year-old girls tend to get good grades
in science or mathematics, they represent a small proportion of those who are
presently expecting to have a career in STEM fields in G7 countries presently:

Girls as top performers in
science or mathematics,
who expect to work as
science and engineering
professionals when they
are 30 (in %)

CAN

FR

DE

IT

JP

UK

USA

14.1%

16.9%

12.4%

12.5%

3.4%

20.0%

10.4%

Source: OECD PISA 2018
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The absence of women in STEM curricula is also evident at the university level,
and that applies for all the G7 countries:

Share of women
graduates
in Engineering,
Manufacturing
and Construction
(Bachelor and
Master)

CAN

FR

DE

IT

JP

UK

USA

BSc

22%

30%

19%

29%

14%

20%

22%

MSc

29%

32%

25%

35%

12%

33%

28%

BSc

21%

15%

20%

13%

NA

15%

20%

MSc

45%

21%

19%

17%

NA

29%

31%

Share of women
graduates in ICT
(Bachelor and Master)

Source: OECD 2017

Access to the labour market and equal career opportunities are also needed,
since at present only a small proportion of women works in STEM fields. The
example of women engineers is relevant:

Share of women
working in engineering

CAN

FR

DE

IT

JP

UK

USA

16%

11%

15%

19%

NA

14%

23%

Source: World Economic Forum (2020)

Also, STEM account for 70% of the rapidly growing skills and the automation of
jobs directly related to these fields will be largely responsible for the transformation
of work in the future32.
Moreover, 50% of companies expect automation to significantly reduce their
workforce by 2022: 5% of jobs could be fully automated and 60% will be partially
automated33. It is estimated that 9% of men and 11% of women are at risk of losing
their jobs due to automation, representing 180 million jobs held by women34.
It is vital to tackle the risk of a decrease in the representation of women in the
labour market: women’s involvement and added value at all levels of society
should always be a priority to avoid such a negative scenario.
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1. The G7 Leaders should implement a strategy to engage girls
in STEM studies and professions so that women can be at the
heart of the jobs of the future and benefit from them

Provide mandatory STEM activities to build the scientific identity of young girls from
primary school onwards. Raise parents and teachers’ awareness of the importance
of STEM for the jobs of the future.
Give learning tools to girls from an early age to strengthen their STEM identity and
therefore develop recreational activities to demystify mathematics and science.
Launch a major national campaign to promote the attractiveness of STEM skills
for girls and the interconnections between girls and women active in STEM fields,
underlining the positive impact that girls can have in society through STEM jobs.
Establish quantified objectives of girls in public and private STEM-related universities
and schools by 2025 and make financial incentives conditional upon progress
achieved.
Highlight successful experiences and achievements of women in STEM fields in
order for girls to become drivers of change within the complex transformations our
world is facing including the fight against climate change, the design of the cities of
the future, and the Covid-19 crisis.
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2. The G7 Leaders should launch a plan of action to develop
lifelong reskilling, cross-skilling and upskilling programmes for
women in STEM fields

Acknowledge the necessity to fully engage women within the jobs of the
future to reduce the negative effect of massive automation.
Design specific programmes addressed to women who risk to lose their jobs
or who are willing to return to the labor market to be prepared for the ongoing
transition towards the jobs of the future.
Create training sessions addressed only to women in order for them to learn
in a dedicated environment.
Foster partnerships between the public and private sectors to reach a higher
number of women and ensure their future integration within the labor market.
Scale up and support, including by tax policies, best initiatives that have
already been put in place by the private sector, associations and NGOs.

The STEMKEY initiative
With this project, the Women’s Forum for the Economy & Society aims to attract
girls between 12-16 years old to STEM, motivating them in particular thanks to
a community of women committed to STEM, the STEMSISTERS.
The STEMKEY initiative is being developed with the Women4STEM Daring Circle
led by Google, with the participation of other partners of the Women's Forum,
such as Publicis Groupe, Microsoft, BCG, BNP Paribas, L’Oréal, P&G, Shearman
& Sterling, Orange, Lenovo, ESA and Politecnico di Milano, and in collaboration
with Inspiring Girls International.
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In today’s world, technology is in continuous transformation and is producing
impressive effects in everyday’s life for all. However the current lack of diversity
in technology design is leading to the acceleration of gender bias in society.
This comes up especially in the conception of algorithms in the field of Artificial
Intelligence. For example, facial recognition is reliable for 99% of men but, due to
the absence of women among professionals in this field, these algorithms lead to
a 35% rate of error when it comes to recognising dark-skinned women35.
We observe that only 22% of women work in AI designing positions36 and that
they are not very present in the cybersecurity sector (11%)37.
In G7 countries this lack of diversity in such professions is quite striking:

CAN

FR

DE

IT

JP

UK

USA

Share of women working
in data and AI

30%

29%

24%

21%

NA

22%

32%

Share of women working
in cloud computing

12%

9%

8%

17%

NA

9%

14%

Source: World Economic Forum (2020)

The risk is that 85% of the results derived from Artificial Intelligence will be biased
by 2022 due to distortions in the collected data, in the algorithms, and especially
in the male dominated teams designing them38.
It has been proven, however, that the use of neutral algorithms can lead to a 16%
increase in diversity in recruitment39.
Thus, better integration of women in the field of technological innovation is not
only beneficial for themselves, but also indispensable for the advancement of
new technologies and economic growth. Inventions made by gender-balanced
teams, or only by women, are found to have a wider technological impact and
therefore lead to greater economic gains40. This is an absolute priority in the
context of the COVID-19 pandemic.
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1. The G7 Leaders should establish the most favourable
framework to apply a gender lens to Artificial Intelligence in order
to promote inclusive technology

Agree on the use of a suitable framework to ensure that AI applications are
developed by including women and other diverse viewpoints.
Ask that AI stakeholders include and be accountable for gender-disaggregated
data in the data sets underlying AI technologies, so that they are adequately
representative and reflect a gender balance in AI.
Prioritise coding courses for children, specifically curated to engage young
girls, based on playful pedagogy, to encourage tech learning starting from an
early age, in the same way as foreign languages.
Adopt a human-centred and inclusive approach in AI applications to foster
women’s empowerment, including by finding sustainable solutions to address
the current COVID-19 pandemic.
Commit to engaging in global partnerships with key AI stakeholders to
anticipate and limit any gaps between developed and developing countries in
furthering the above.
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2. The G7 Leaders should acknowledge companies that include
diversity in AI conception and development

Allocate a research tax credit to the companies that promote gender diversity
and women’s participation in AI conception and development teams.
Encourage investments in AI research including a gender lens, as well as in
responsible and Tech4Good applications empowering women by providing
dedicated incentives.
Agree on guidelines for gender-considerate AI design and create a record of
best practices by the most gender equal companies in the design of AI. A
ranking of the most gender-equal companies could be established.
Highlight and reward companies that apply an inclusive approach to AI
technologies.
Promote AI technologies that take into account all key social, economic and
cultural dimensions, particularly in the context of the COVID-19 pandemic.

The Women4AI Call to Action
The Women’s Forum for the Economy & Society launched a call to action for
companies and public institutions to apply a gender lens to Artificial Intelligence.
The objectives are to increase women’s participation in AI systems for the benefit
of society at large, to mitigate the challenges of gender bias and to address
barriers for women’s empowerment.
Microsoft, leading partner in the Women4AI Daring Circle, and AXA, L’Oréal,
Publicis Groupe, FTI Consulting, UNESCO, BNP Paribas, Bayer, Lenovo already
signed the call to action.
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Employed women represent 47.1% of the total female population worldwide, a
share that happens to be significantly lower if compared to the men’s labour force
participation rate (75.9%)41. In fact, such an important gender gap in employment
has negative consequences such as the gender pay gap. This is evident in all G7
countries, where women earn systematically less than men:

Gender wage gap
(year of reference)

CAN

FR

DE

IT

JP

UK

USA

17.6%
(2019)

13.7%
(2016)

15.3%
(2018)

5.6%
(2016)

23.5%
(2019)

16%
(2019)

18.5%
(2019)

Source: OECD statistics (2016-2019)

A large part of the total gender pay gap may be explained in light of the
underrepresentation of women in better-paid sectors, such as science, technology,
engineering and mathematics (STEM), which are traditionally male-dominated.
On the contrary, women are more employed in relatively low-paying sectors, such
as care and education and spend three times as many hours than men in unpaid
care and domestic work, limiting even more their access to decent work42.
In G7 countries, evidence confirms this imbalance in all kinds of unpaid work:

Women to men ratio
of average time spent
on unpaid domestic,
care and volunteer work
in a 24-hour period

CAN
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DE
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JP
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USA

1.51

1.61

1.51

2.82

4.76

1.83

1.59

Source: OECD statistics (2019)
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Even if in the last decades there have been relevant advances in closing the
gender pay gap, the risk of regression is high due to the spread of the COVID-19
crisis, precisely because women take more time off work to care for others and
because the low-paid sectors they dominate cut back hours and staff43.
More generally, there is an urgent need to ensure that women can reconcile
their professional career and personal life, and to guarantee families an adequate
public provision of childcare services.
This is vital in the context of childbirth and in the first years of a child’s life, in
order to empower women during such an important moments. In this sense,
we observe that not every country, even at the G7 level, has yet established a
mandatory paid maternity leave:

Paid maternity
leave (in weeks)

CAN

FR

DE

IT

JP

UK

USA

16.0

16.0

14.0

21.7

14.0

39.0

0.0

Source: Parental leave systems, OECD (2019)

Additionally, a more balanced share of all domestic services, including childcare
and eldercare, between women and men should be achieved in family units. That
is particularly true if we consider the case of parenthood, especially in its earliest
stages.
Excluding all categories of share of parental leaves reserved to fathers, at present
only a few G7 countries have established a paid paternity leave:

Non-mandatory
paid paternity leave
(in weeks)
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JP
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USA

0

2

0

0.8*

0

2

0

Source: Parental leave systems, OECD (2019)

Fathers should be given the opportunity to be more involved in family life, also
allowing for a smooth return of mothers to work after maternity leave.
*Indeed, among the G7 countries, Italy is the only one having established a mandatory paid paternity leave. The 2012 Labour
Law Reform of Italy introduced on an experimental basis a period of one day of mandatory paid paternity leave, which has been
subsequently confirmed and progressively extended over the years, increasing up to 7 days as required by the Budget Law for 2020.
In June 2020, the 'Family Act', approved by the Italian Council of Ministers, has deliberated to further raise this period up to 10 days.
[See: ILO (2014). Maternity and paternity at work: Law and practice across the world; Italian Budget Law for 2020, n° 160/2019, Article
1, paragraph 342; Italian Family Act approved by the Italian Council of Ministers in June 2020, Article 3, paragraph 3a]
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1. The G7 Leaders should develop a comprehensive gender
equality policy to erase the gender pay gap in the public and
private sectors
Institute gender balance indicators to make available, in full transparency,
figures on gender diversity in companies and public institutions for publication
on a yearly basis.
Create a gender equality index in order to encourage equal pay and fair career
opportunities for all.
Track yearly progress and implement measures aimed at erasing the gender
pay gap.
Publish white papers on existing best practices, laws and regulations aiming
at advancing women’s careers.
Establish appropriate sanctions for companies and public institutions that do
not reach the expected level of gender equality.

2. The G7 Leaders should adopt specific measures to guarantee
a fair balance between work and personal life for all
Generalize increased flexibility at work to create the right conditions that
permit women to pursue their careers.
Provide essential infrastructure, including childcare and eldercare services,
which would enable women to shape their careers and achieve an appropriate
work-life balance.
Guarantee a mandatory fully paid maternity leave in all countries.
Establish a mandatory fully paid paternity leave of two weeks, including 2
days prior to the birth of the child, in all countries.
Encourage, through a national campaign, better sharing of household
management and unpaid work between men and women, to tackle to the
gaps put in evidence by the COVID-19 crisis.
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Political empowerment is a necessary condition to ensure that women’s voices,
ideas and visions are heard to shape a more inclusive world for all.
Nevertheless, women’s political representation in national Parliaments, where
laws are designed and voted, still remains low. Despite the constant progression
in the last decades, in 2019 on average only 24.6% of the seats in national
Parliaments worldwide were held by women44. In particular, in G7 countries –
among whom we observe that only France and Italy implemented election list
quotas for women at national level45 – equality is also a long way off:

Share of women
in Parliament*
(As of 1st September 2019)

CAN

FR

DE

IT

JP

UK

USA

27%

39.7%

30.9%

35.7%

10.1%

32%

23.6%

Source: Global Gender Gap Report, World Economic Forum (2020)

The nomination of women to governing bodies, in charge of policy-making,
ensures a positive impact on the entire society. However, we observe that in
2019, on average only 20.7% of Ministers were women worldwide46. An equal
representation should still be sought in most of the G7 countries:

Share of women
in Ministerial positions
(As of 1st September 2019)

CAN

FR

DE

IT

JP

UK

USA

50%

50%

40%

27.8%

5.3%

21.7%

21.7%

Source: Global Gender Gap Report, World Economic Forum (2020)

*Percentage of women holding parliamentary seats as a share of total parliamentary seats. In instances where a parliamentary system is
bicameral, the figure used is the one for the lower house
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Achieving a gender equal representation should become a priority at all levels of
governance in public and private companies, where the role of women in crucial.
Some countries have adopted laws to ensure a balanced gender ratio in boards
of directors of listed companies.
Even so, in G7 countries women are not sufficiently represented in boards:

Share of women
board members in boards
of listed companies

CAN
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DE

IT

JP

UK

USA

25.80%

43.40%

31.90%

34%

5.30%

21.7%

21.7%

Source: Global Gender Gap Report, World Economic Forum (2020)

More generally, in terms of career development opportunities, gender-based
discrimination and barriers in public and private companies should be addressed
in order to erase the glass ceiling and ensure a complete career path to the
highest levels. Indeed, in G7 countries women remain underrepresented in senior
positions:

Share of Women
in senior management
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DE

IT

JP
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USA

35.5%

33.8%

29.2%

26.6%

14.8%

36%

39.8%

Source: OECD statistics (2018)

29

05

Proposals

Governance

1.The G7 Leaders should provide equal opportunities for women’s
leadership and ensure equal representation in decision-making
processes by 2030

Acknowledge the necessity to empower women as key leaders of change.
Enact a law to implement gender parity in all national Parliaments by 2030.
Ensure that ministerial positions are equally attributed to women and men by
2030.
Encourage the development of a feminist diplomacy and the participation of
women in national and international negotiating tables.
Include women’s skills and vision in policy conception, deployment and
assessment at all levels of society and in each sector, particularly with a view
to preparing the post COVID-19 world.

2. The G7 Leaders should seek to achieve a full gender balance in the
governance of public and private companies by 2030

Create the appropriate framework to permit an equal participation of women
and men in boards positions by 2030.
Put in place concrete measures to promote women’s careers at the highest
levels of governance, such as non-discriminatory HR processes (systematically
include female candidates, ensure respect for equal pay and promotions).
Track in full transparency the achievements of all the companies.
Set up a powerful pipeline for women in governance, in particular in fields
where they are under-represented and which are at the heart of the jobs of
the future, such as STEM fields.
Guarantee women equal access to strategic positions in senior management,
and do so more than ever in the context of the COVID-19 crisis.
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Combining women’s empowerment and the preservation of the planet is an
essential challenge to meet in order to create a sustainable world, since women
and men must be equal partners in such relevant fight.
Women are disproportionately impacted by climate change: 80% of those who
are displaced by climate change are women, and women are 14 times more likely
to die than men during climate-related disasters47. Women can have a positive
impact on climate actions because they are critical positive players, leaders,
designers and implementers of solutions.
There is an urgent need for more women to join the fight and to create the
conditions where all women can contribute equally compared to men. A greener
economy is an opportunity for women’s economic empowerment, as 18 million
jobs will be created in the renewable energy sector by 2030, whereas women
currently represent only 25% of the workforce in this sector48. Indeed, the lack of
information and data on women active in energy transition, sustainability and in
the fight of climate change is an issue.
Such impact is linked to women’s unequal access to land and property rights.
Women represent:		
20% of landowners worldwide49
70% in agricultural workforce in South Asia, 60% in sub-Saharan Africa50
Women collectively spend 40 billion hours a year collecting water51 in some areas
of the world. However, giving the same access to resources for women and men
in the agricultural field may increase farm productivity by 20 to 30%52.
Although girls and boys now have equal access to primary level education in
most countries, women comprise two thirds of the world’s illiterate population.
In Cambodia, 48% of rural women are illiterate compared to 14% of rural men53.
It is paramount to underline that climate actions that lack a gendered lens risk
maintaining the disproportionate impact of climate change on women and
creating new inequalities. Women should take the lead on climate action at a
global, corporate and entrepreneurial level.
Only 12% of environment ministries were led by women worldwide54 and only
21% of C40 mayors were women55. It is therefore imperative to include women
at the highest levels of climate decision-making at the negotiation tables in both
public and private sectors, including locally.
In the current crisis of the COVID-19 pandemic, it is even more crucial to involve
women as key actors in order to effectively mitigate climate change issues on a
large scale.
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1. The G7 Leaders should acknowledge women as key actors in
the fight against climate change
Act together with governments, local authorities, companies, NGOs,
academics and individuals to establish a coordinated, impactful response to
the climate challenges affecting women.
Highlight the gender and climate nexus among all citizens and decisionmakers, starting with school programmes.
Enable girls and women to have access to climate-related education and
employment opportunities, including in STEM fields, to strengthen their active
role in the green economy.
Include gender-disaggregated data to develop more effective climate
strategies.
Reinforce a gender lens in environmental strategies in light of the lessons
learned from the COVID-19 crisis.

2. The G7 leaders should ensure equal access to essential and
productive resources, technologies and capital to fully engage
women in positive and powerful climate action
Secure equal rights by law to natural resources, property, as well as social,
economic and financial assets.
Encourage the creation of an International Women and Climate Fund to drive
investments in performing sustainable projects empowering women.
Link public funding on climate-related projects to initiatives respecting gender
equality and having a positive impact on women.
Promote new technologies, including AI applications, to foster genderresponsive climate solutions.
Support and scale up successful initiatives led by women and that positively
impact them.
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Charter for Engagement: Women leading climate action
At the eve of the G20 summit in Osaka in 2019, the Women’s Forum for the
Economy & Society gathered in Kyoto to launch the Charter for Engagement
on climate, demonstrating the impact of women’s leadership in the fight against
climate change.
This Charter highlights promotes equal access of women and men to leadership,
education, means of actions, representation and opportunities as key levers to
accelerate the sustainability transition at the pace required by the challenges
ahead.
This Charter, already signed by committed CEOs of important companies and
politicians, is an initiative by the Women4Climate Daring Circle, led by BNP
Paribas, with the participation of other partners of the Women's Forum, such as
L'Oréal, Microsoft, ENGIE, Icicle, Bouygues, Colas, KPMG, C40, R20, OECD,
HEC and We Mean Business.

G20 CHARTER FOR ENGAGEMENT
Kyoto, Japan, 26-27 June 2019

TAKING THE LEAD FOR INCLUSION:
WOMEN LEADING CLIMATE ACTION

G20 CHARTER FOR ENGAGEMENT 2019
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The health systems in the G7 countries and beyond: an overview
The coronavirus crisis has highlighted the vulnerability of humanity in the wake
of global pandemics, and the challenges that the health systems face in caring
for the whole population. This is particularly true for specific female diseases’
impacts that are worsened if they are associated with emerging infectious
diseases. Women have always had to overcome many barriers to get full access
to healthcare. A necessity of reliable and gender-disaggregated data and in
pertinent research on female specific diseases is a burning question that leads to
a risk of misdiagnosis and consequently improper treatment.
In the G7 countries public expenditure for health is around 11.5% on average of
GDP:

Health spending as a share
of national GDP (2019)
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10.8%

11.2%

11.7%

8.7%

11%

10.3%

17%

Source: OECD 2019

An equal part of these health expenditures should be managed by women and
men and allocated to meet the needs for all. Such an approach will allow G7
countries to reshape the whole picture of health in an inclusive way and to lead
by example the rest of the world.
Moreover, today women are more than 70% of the health workforce worldwide
and are the majority of unpaid caregivers56.
For around 100 million female health workers within the world work and family
responsibilities balance has always proven to be a crucial challenge. The outbreak
has underlined these long-term gender inequalities, exacerbating an already
existing global care crisis57.
In general, 80% of mothers are the primary health care decision makers for their
children58. Indeed, the majority of unpaid caregivers - that take care of a parent,
elderly relative or other relative who needs care - are currently family members
and many of them are, themselves, older women59.
In normal circumstances, women perform a daily average of 4 hours and 25
minutes of unpaid care work against 1 hour and 23 minutes for men. The current
pandemic, along with its associated closure of schools, childcare and other care
facilities have heavily increased the daily time spent in unpaid care work60.
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Often, women who are taking care of one member of their family are obliged
to leave the workforce, putting in parenthesis their career. Therefore, since no
pension contributions to unpaid caregivers are maintained during this particular
period, this could lead them, at a later age, to serious financial problems, poverty
and economic exclusion.

Women’s access to healthcare
Today, the majority of the population of the world can expect to live beyond their
sixties and women can expect to live just over five years longer than men.
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Life Expectancy
of female at Birth

84

85.6

83.4

85.2

87.3

83.1

81.1

Life Expectancy
of male at Birth

79.9

79.6

78.7

80.8

81.1

79.5

76.1

Source: OECD 2017

The number of women aged 60 and over will increase from about 336 million
in 2000 to just over 1 billion in 205061. At any age, men have higher rates of
mortality, but the evidence shows that women get older with poorer health and
less autonomy62 which is known as the “male-female, health survival paradox”63.
The fact that the structure of the population has changed is key and should be
stressed. Therefore, combating ageism and adapting health systems to ensure a
specific positive impact on this group - especially older women - is an essential
question for our economies and societies. With an ageing population globally,
more women living longer with chronic illness and disability means that their need
for long-term care will undoubtedly grow. “Long-term care” is public or private
care that helps people live independently and safely as they age64.
Moreover, the COVID-19 crisis raised awareness of the deficiencies and lack
of compliances of retirement homes and the importance to develop strong
regulations to combat any form of mistreatments and make sure that they provide
high-qualified medical skills to better serve this vulnerable population65.
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Women and mental health issues
Depression and anxiety lead to significant economic consequences and result
into an estimated loss of US$1 trillion in productivity annually around the world66.
For instance, in the United Kingdom, poor mental health among employees is
estimated to cost UK employers £42bn – £45bn each year67. However, most
companies do not fully acknowledge and address mental health issues though
a gender lens, particularly the needs of women. Women are disproportionately
impacted when it comes to mental health issues and thus require a unique system
of support.

Causes of mortality:
Mental and Behavioural
disorders (Deaths
per 100 000 females
– standardised rates)
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48%

23.3%

35.3%

21.5%

5.4%

70.2%

42.8%

Source: OECD 2015

The differences in gender ratio are particularly evident in the occurrence of
common mental disorders such as depression or anxiety. Mental health problems,
which are different from psychiatric disorders, vary across genders: women
suffer from higher rates of depression and anxiety, and men have higher rates of
substance abuse and antisocial disorders68. These disparities of mental health
issues between men and women lead to direct impacts on workplace; they affect
the rates of disclosure of mental health issues, as well as the number of sick days
taken due to stress and anxiety. Due to a variety of factors, primarily concerning
different gender roles and gender inequalities, depression is approximately twice
as prevalent among women as men.
Many older adults are at risk of developing mental and neurological disorders.
Indeed, mental and neurological disorders among older adults account for 6.6%
of the total disability (DALYs) for this age group and approximately 15% of adults
aged 60 and over suffer from a mental disorder69.
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1. The G7 Leaders, in light of the COVID-19 crisis, should design a
new inclusive healthcare system by taking into account women’s
needs, integrating women’s leadership and guaranteeing a fair
allocation of global financial resources
Develop an international reliable database on specific female diseases, health needs
and efficient solutions.
Analyse and evaluate how specific female diseases’ impacts are exacerbated when
combined with emerging infectious diseases. Set up equal access to prevention
policies, addressing gender-specific long term diseases and covering the related
expenses.
Promote research, innovations and publications of women scientists to ensure
accurate diagnostics and treatments for women and men.
Ensure that women fully participate in decision-making processes at the highest
level, including in the policy design, the healthcare system and industry.
Guarantee that the existing and new budget is distributed in an equitable manner to
fully benefit everyone.

2. The G7 Leaders should take a holistic approach to overcome
the COVID-19 crisis by building high quality and medical care
for all, ensuring that health workforce and unpaid caregivers are
appropriately trained, managed and rewarded
Develop, implement and strengthen public-private partnerships strategy enabling
high quality inclusive health services by investing the adequate means.
Put in place cutting-edge programmes to ensure that the health workforce, and
more specifically frontline carers, are optimally rewarded, deployed, managed and
safely equiped and have access to public housing for reducing time of commuting.
Acknowledge the key role of unpaid caregivers and provide them access to
resources, information, and training they need to carry out this crucial task.
Reform the pension system to guarantee that pension contributions for unpaid
caregivers are fully maintained.
Establish a dedicated plan to meet the needs of women who drop out of the formal
workforce to care for a relative including in getting a new employment.
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3. The G7 leaders should create a friendly environment allowing women
to have an equal lifelong access to care services guaranteeing optimal
health choices to secure an healthy and autonomous ageing
Research, measure and monitor the predominant diseases affecting women in the
different stages of their lives in order to implement the necessary actions for ensuring
a healthy lifetime.
Analyse both positive elements and obstacles with an emphasis on socioeconomic
factors to improve health outcomes and prevention for women in each stage of their
life using innovative solutions.
Create an up-to-date online medical file collecting accurate information to enable a
better personalised diagnostic and care in particular through advanced technology
applications.
Provide adequate long-term care addressing the specific needs of older women,
while tackling ageism through diverse measures including legislation, shifting social
norms, and education.
Put in place strong regulation to avoid any mistreatment and make sure that the
governance of retirement homes includes highly qualified medical skills to better
serve the older generation, fully learning lessons from the COVID-19 crisis.

4. The G7 Leaders should lead by example acknowledging mental
health issues as a critical disease and a pressing social and
economic challenge
Collect accurate gender-disaggregated data to refine the understanding of a global
audience on this issue.
Build an open culture to ensure that mental health is fully taken into account as it
should.
Develop effective instruments to recognise, diagnose and treat mental health
problems.
Enact a legal framework within companies and public institutions to better entrust
empathy and support employees in their feeling of distress.
Allocate the necessary financial resources to cover the expenses related to mental
health to the same extent to other diseases.
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