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The best

investors

companies

entrepreneurs

have the insights to 

understand

predict

shape

market trends.
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Women and men experience life differently
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Based on biological differences:
Women more likely to develop osteoporosis 

Women unlikely to beat men in weightlifting

Women tend to have shorter vocal cords and 
higher pitched voices
Women breastfeed babies

Based on social construct of gender:
Women less likely to be treated properly for 
a heart attack
Women unlikely to take up weightlifting as a 
hobby
Women’s opinions are often taken less 
seriously
Women are expected to take on the bulk of 
care-giving responsibilities in the family
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This is what the world looks like 
without women’s perspectives. 
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This is what the world looks like 
without women’s perspectives. 
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Women drive financial returns

• As fund managers
• As entrepreneurs
• As board members
• As leaders
• As employees
• As customers
• As suppliers & distributors
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Women fund managers
• Different perspectives can identify 

more opportunities
• Access to different groups and 

networks to source deals
• Reduce bias against women-led 

companies
• Increasing evidence of women 

performing as well as or better 
than male peers

• Ex: During 2022 downturn, women-
led management teams saw "median 
active return" of -2.6%, while for men 
it was -5.3% 
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Women entrepreneurs Represent a significant investment 
opportunity:
• <3% VC invested in women-

founded businesses - huge 
untapped opportunity

• Different perspectives can 
identify different value 
propositions and understand a 
wider range of customers

Examples of women-founded unicorns:
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Women board directors
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Greater financial returns:
•  ≥10% female board members: 14.9% return on equity 

(ROE); 12.6% for those without.
• 8% of higher long-term value creation explained by 

greater board gender diversity.

How does this happen?
• Collaborative style helps management be better able to  

share challenges and hear board concerns.
• Unafraid to ask tough questions and require direct 

answers; devote more time to monitoring, tend to hold 
CEOs more accountable for poor stock performance.

• Bring new issues and perspectives to the table.
• Have a positive impact attendance and participation.
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Women executives
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Greater financial returns: 
• A move from no female leaders to 30% is 

associated with a 15% increase in net revenue.
• Firms with strong female leadership saw Return 

on Equity of 10.1%/yr vs. 7.4% for those without.

How does this happen?
• Collaborative leadership style, willingness to 

tackle difficult issues and broader perspectives. 
• Increased employee engagement: happy workers 

create better products, and they don’t leave.
• Firms that do not discriminate have an edge:  

they are able to tap into a larger talent pool. 
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Women employees                 
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Greater financial returns: 
• Companies with more women across all levels correlated with 

3.1% higher average returns than less diverse peers. 
• More gender diverse companies experienced lower return-on-

equity volatility and less risk.

How does this happen?
• Higher employee retention and satisfaction; particularly 

important is employee satisfaction reflects directly on the 
quality of the product or service, e.g. financial services, 
technology, retail, leisure and business services.

• Tap into diverse perspectives for product/service innovation, 
new markets and new revenue sources. 

• Reputational risks from controversies such as big pay gaps and 
sexual harassment less likely in gender diverse companies.
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Women customers

Women control ~$20T in annual consumer 
spending and, by 2028, will control nearly 
75% of consumer discretionary spending 
worldwide. This is a market larger than 
India and China combined.
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Understanding the specific needs and 
wants of women and women-owned 
business, and designing products and 
services to meet the needs of these 
customers is a tremendous commercial 
opportunity.
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Women suppliers & distributors
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Engaging women suppliers has a positive impact on 
profitability and ROI for many companies. 
• Untapped resource: >1/3 of all firms are women-

owned, yet only 1% of corporate procurement spend.
• More choice, which can translate to greater efficiency, 

quality, and security of inputs. 

• New suppliers can be new customers; and can spot 
shifting trends and unmet need, which can expand 
market share. 

• Enhances reputation and fosters brand loyalty.
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2X Challenge
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History of the 2X Challenge
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Investment to date
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2024 commitment
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2X Challenge participating investors are 
capital providers who:
• Qualify investments within their 

portfolio under the strengthened 2X 
Criteria

• Promote public reporting of finance 
for women

• Are a 2X Global member
• Agree to the 2X Challenge 

Engagement Principles
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2X Criteria
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ADB Gender Equality Scorecard

19



INTERNAL. This information is accessible to ADB Management and staff. It may be shared outside ADB with appropriate permission.

Designed for:
• Onward investors (PE funds)
• Funds with ADB as general partner

Purpose:
• Act as a snapshot of a company’s 

gender actions at time of investment
• Provide guidance to a company on 

gender actions
• Assess change in company’s gender 

actions over time
• Differentiate between comparable 

investments based on companies’ 
gender actions

All inputs are:
• Material
• Objective
• Easy to gather (max. 2 hrs)

ADB Gender Equality Scorecard

Photo: ADB
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• Currently being updated to 
incorporate revised 2X Criteria

• Built in an excel workbook

• Differences from 2X Criteria:
• Benchmarking data by country, 

sector and/or company size 
(Sourced from WB, ILO and 
Deloitte)

• Provides guidance re: appropriate 
gender action

• Ability to differentiate between 
companies & see change over time

What is it?
Company Gender Equality Scorecard

COMPANY NAME: Fintechia DATE COMPLETED: 27-Sep-23
COUNTRY: Bangladesh COMPLETED BY: Jane Doe

SECTOR: Trade, transport, hospitality and business services
COMPANY SIZE: Medium (20-99 Employees) ELIGIBLE? Yes

Scoring is based on evidence of company action to support gender equality out of a possible 10 points. 

All categories are weighted equally (2.25 points) except for Supply Chain (1 point) because the 
company has a limited number of supplier and/or distributors. 

Actions: Within each category the actions score is split evenly between the number of actions. 

Actions (50% of Leadership score)
Actions Fintechia is already taking:
   None. Consider taking the actions listed below. 
Actions Fintechia can take to support gender equality:
  A1. Have a target for percent or number of women board directors. 
  A2. Take explicit action to seek to increase women in management or as board members. 
  A3. Have initiative/s to support the development and promotion of women.

R3. Management

Actions Score: 0.28

Actions (50% of Employment score)
Actions Fintechia is already taking:
  A1. Offers at least one flexible work practice.
  A2. Offers at least one support to child or elder care.
Actions Fintechia can take to support gender equality:
  A3. Have an explicit commitment to gender equality or gender diversity within the company.
  A4. Take proactive measures to ensure gender diversity in recruitment.
  A5. Collect, analyse and monitor sex-disaggregated data on compensation.
  A6. Have an anti-sexual harassment policy.
  A7. Offer maternity leave beyond what is required by law.
  A8. Offer paternity leave beyond what is required by law.
  A9. Have health, security or safety measures explicitly targeting women's needs.

Actions Score: 0.25

Actions (50% of Products/Services score)
Actions Fintechia is already taking:
   None. Consider taking the actions listed below. 
Actions Fintechia can take to support gender equality:
  A1. Collect data and market research insights from women and women-owned business customers.
  A2. Consider the specific needs of women and women-owned businesses in the design of products/services. 
  A3. Consider whether the product/service may have unintended negative consequences for women.
  A4. Consider the willingness to pay of women or women-owned businesses in setting prices.
  A5. Consider the specific needs of women or women-owned businesses in developing a distribution strategy.
  A6. Have promotional materials that include women without reinforcing negative gender stereotypes.

Actions Score: 0.00

Actions (50% of Supply Chain score)
Actions Fintechia is already taking:
   None. Consider taking the actions listed below. 
Actions Fintechia can take to support gender equality:
  A1. Track sex-disaggregated data and has at least one woman or woman-owned supplier/distributor.
  A2. Have a formal supplier diversity and/or distributor diversity policy in place.
  A3. Have a target for procurement from or selling through women or women-owned businesses.

Actions Score: 0.00

R1a. Fintechia does not have majority female ownership; 3% of medium companies in Bangladesh do.

R1b. Fintechia does have female participation in ownership; 7% of medium companies in Bangladesh do.

© Asian Development Bank.                             All rights reserved. All of the company data is provided by user and not verified by ADB.  All scores are rounded to the nearest 
hundredth; because of rounding the total score may not appear to be the total of all category scores. 

Leadership
Results (50% of Leadership score)

R2. Fintechia does not have a female board chair, 5% of companies in Asia do.

R4. Fintechia does not have a female top manager, 4% of medium companies in Bangladesh do.

LEADERSHIP SCORE: 0.42 out of 2.25 points

Results Score: 0.56

Results Score: 0.00

Results Score: 0.84

Results Score: 1.13

TOTAL EMPLOYMENT SCORE: 1.38 out of 2.25 points

TOTAL ENTREPRENEURSHIP & OWNERSHIP SCORE: 0.56 out of 2.25 

Results (50% of Employment score)

The percentage of women and women-owned businesses among suppliers/distributors is below 
average for the country/region and industry. Consider increasing the percentage of women and 
women-owned businesses among suppliers/distributors as a priority. 

Having women among a company's owners is an excellent step toward gender equality.  Women ownership could be further increased by seeking female investors.

Your company DOES NOT target women or women-owned 
businesses as a market segment. However your product/service 
DOES: (i) increase access to finance, markets, health, education 
or skills training for women; (ii) reduce gender wage gaps; (iii) 
increase safety or security for women; (iv) reduce unequal 
distribution of domestic work; or (v) reduce women's unpaid 
care work.

TOTAL SUPPLY CHAIN SCORE: 0.00 out of 1.00 points

R1. Your product/service is Unintentional Beneficial

Congratulations! The percentage of women employees is above average for the country/region 
and industry. If the percentage of women employees is below 50%, especially in technical or 
management roles, there is still an opportunity to improve gender equality. 

TOTAL SCORE

Results (100% of Entrepreneurship & Ownership score)

R2.   Fintechia does not have women among company's founders.

Products / Services
Results (50% of Products/Services score)

TOTAL PRODUCTS / SERVICES SCORE: 0.84 out of 2.25 points

Supply Chain
Results (50% of Supply Chain score)

Ownership & Entrepreneurship

The percentage of women in management is comparable to the country/regional average. This is a 
good start. If the percentage of women in management is below 50%, there is an opportunity to 
improve gender equality. 

3.20 out of 10.00

Employment

Results Score: 0.14

Results: Within each category, the results score is split evenly between the number of results. For each 
result, exceeding benchmarking data = 100%, comparable (within 3%) = 50% and below = 0%. 

The percentage of women board directors is below the country/regional average. Consider 
increasing the percentage of women board directors as a priority. 

12%
12%

Fintechia Bangladesh, Average

12%
5%

Fintechia Asia, Average
R1. Board Members

Percentage women

13%
30%

Fintechia Bangladesh, Trade, transport, hospitality and business services

R1. Employees

Percentage women

5%

Fintechia Bangladesh, Trade, transport, hospitality and business services

R1. Suppliers & Distributors

Percentage women

Intentional 
Neutral

Unintentional 
Neutral

Intentional 
Beneficial

Unintentional 
Beneficial
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Thank you.
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