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FOREWORD 

Embracing diversity is essential to the FSC's core strength of bringing different stakeholders together 

to address challenges and co-create new forest solutions. The purpose of this strategic framework is 

to guide FSC's efforts towards mainstreaming diversity and gender, building a roadmap to navigate 

complexity while keeping focus and connecting with FSC's ongoing strategic efforts. It lays the 

foundation for FSC to become a truly diverse and gender-inclusive and responsive organization. 

FSC has been the world's most trusted certification scheme for sustainable forest management 

worldwide for over 25 years. Our standards have long included strong social safeguards like respect 

for and acknowledgement of the rights of Indigenous Peoples, gender non-discrimination, and 

workers' rights; however, we know there is much more we can do to ensure that we are a truly 

inclusive and responsive organization regarding diversity and gender issues on the ground and 

throughout our organizational structures and practices. 

The intention behind this strategic framework includes policy elements, existing knowledge, strategic 

thinking, and alignment with our Global Strategy 2021-2026, as well as enabling implementation 

aspects to ensure FSC can meaningfully and practically address its contents. It starts by examining the 

paramount role of diversity and gender in forest stewardship and the key challenges to delivering this 

within the FSC system. We then outline our strategic approach to address these challenges, built upon 

a revised set of FSC's values, practices, and high-level goals. We finally outline a framework which is 

linked to the pillars of the 2021-2026 FSC Global Strategy and which focuses on gender as a first step. 

The Strategic Framework reflects the work of the FSC International Board of Directors and FSC's 

Gender & Diversity Task Force. Over the past year, they have built on the work of previous initiatives to 

mainstream gender and diversity within the FSC system. This document is based on recommendations 

and comments received from a co-creation process with the Board of Directors, staff, and FSC 

membership. 

We provide a clear framework within this document to support the FSC leadership realize diversity 

and gender equality, both within the organization and the wider FSC system, and to allocate the 

resources needed to make this vision a reality. 
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From 2022 to 2026 we shall: navigate the complexity of the different dimensions of diversity through 

mapping our stakeholder base, and taking a stepwise approach: 

Step l - A green paper on gender equality (2021) and development of a high-level strategic 

framework on diversity and gender (2021 and 2022) 

Step 2 - Initial priorities and action plans (2022 and 2023) 

Step 3 - Expanded focus on other diversity dimensions to be mainstreamed within the FSC system 

and organization (2023 onwards) 

While we shall develop strategies to address other subsets of diversity, we think that gender is the 

dimension that FSC is most ready to address in the short-term and has the broadest impact. 

As such, we aim to mainstream gender by 2026 under the following focus areas as identified in a 2021 

Green Paper: 

Focus area #1: Human rights and access to resources, tenure, and use 

Focus area #2: Active participation and decision-making (stewardship decisions) 

Focus area #3: The gender gap both within and outside forestry value chains 

Focus area #4: Rights-based climate and biodiversity action 

In order to mainstream gender, we shall commence a process to analyse how to systematically 

integrate gender into the Global Strategy. We have developed a list of gender mainstreaming goals 

to advance this work in a feasible manner. Examples include: considering membership composition, 

mainstreaming within the revision of the FSC Principles & Criteria, including gender-based indicators 

and components in audits, trainings, and the Ecosystems Services Procedure, improving sex­

disaggregated data collection in audits and building networks to build and disseminate sex­

disaggregated data, engaging in gender-responsive value chain interventions, and increasing gender 

equality in our projects and relationships with partners and governments. 

For the implementation and activation of mainstreaming gender, we are developing concrete actions 

and targets, knowledge management, and communication, and resources and budget. These 

processes will be established by the end of 2022. 
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1. PART 1: THE PARAMOUNT ROLE OF DIVERSITY AND

GENDER AT FSC

Inclusion of diversity and gender is a fundamental precondition to achieving our mission of ensuring 

Forests for All Forever and our 2050 Vision of resilient forests sustaining life on earth. The FSC Global 

Strategy calls for a paradigm shift that can only be achieved by the joint efforts and contributions of 

all members of society. We recognize that peoples of the world come from very different cultures and 

backgrounds, many of which contribute to the shaping of FSC culture, policies, and practices. 

When it comes to solving complex problems or creating innovations, such as solutions for adapting to 

and mitigating climate change or managing forest resources, there is ample evidence that a diverse 

group of competent stakeholders almost always outperforms a homogenous group by a significant 

margin. 

"Cultivating and conserving 
diversity is no luxury in our times: it is 
a survival imperative." 

Diversity reflects the visible and invisible differences that exist among people, including but not limited 

to gender identity, regional and geographical background, age, sexual orientation, race and 

ethnicity, disability, socio-economic status, education, language, religion, beliefs, family/marital 

status, and other diversity dimensions. These visible and invisible differences among people can also 

lead to differences in experiences, values, and attitudes; ways of thinking, behaving, communicating, 

and working; and relations with others. 

Gender refers to the socially constructed roles of and relations between men, women and non-binary 

individuals, which are not fixed by biological differences based on sex. 

Gender roles and relations are not static; such roles and relationships can and do change in response 

to evolving circumstances, needs and opportunities. Although many societies prescribe a gender 
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binary based on biological sex, gender identity is situated on a spectrum and can have diverse 

expression.7 

Gender-based assumptions generally place women at a disadvantage with respect to the 

substantive enjoyment of rights, to full participation in economic, social, and political development, 

and to decision-making concerning their circumstances and conditions. 

lntersectionality is a way of examining how different forms of oppression overlap and interact to 

create complex experiences of discrimination. This can be by understanding how one person's gender, 

race, ability, sexuality, age, class, or immigration status makes their experience different to someone 

else's. lntersectionality goes further than acknowledging that these different forms of oppression 

exist, and examines how, together, they create particular patterns of discrimination in a person's life.2 

CHALLENGES OF SYSTEMIC NATURE 

The core challenge to our FSC 2050 Vision is that the current economic and governance systems in 

many parts of the world incentivize deforestation and forest degradation, weakening the value 

proposition of forest stewardship. This means that the full suite of intrinsic functions and products of 

forests are not valued either financially or 

culturally. They are not incorporated into 

national or international economic 

models or into the actual forest value 

chains, products, pricing, or trade. 

Consequently, the role, rights, and efforts 

of all forest stewards are not adequately 

recognized, protected, or rewarded. 

Morethan ... • ..... ......, 

people are dependent
on forests 

�u,:,11.1ww.i.:.•wpeople work within
the formal (mainly timber)

timber and charcoal sectors (not 
including most NTFPs) with the 
majority being women 

While forests are crucial for humanity and more than a billion people are dependent on forests,3 only 

73-18 million people work within the formal (mainly timber) forestry sector. A further 41 million work in

the informal timber and charcoal sectors (this figure does not include most non-timber forest

products), with the majority being women.4 Since industrialization, timber has been the dominant value

chain in forests, driven by international trade.

Non-timber forest products (NTFPs) provide food, income, and nutritional diversity for an estimated 

one in five people around the world, notably women, children, landless farmers, and others in 

1 Forest Peoples Program (2018) Gender Policy & Framework. Available at: 

https://www.forestpeoples.org/sites/defau1t/files/documents/Gender%20Policy%202018%20FINAL.pdf 
2 Amnesty International (2021). Available at: https://bit.ly/3rrl84I 
3 FAO (2018) The State of the World's Forests: Forest Pathways to Sustainable Development, p. xii. Available at: 

https://www.fao.org/3/ca0188en/ca0188en.pdf 
4 The estimated size of invisible employment for wood-based economic activities ranges from 36 to 66 million 

persons FTE globally. The highest numbers of invisible employment are estimated for Brazil, ranging from about 

4.8 to 9.3 million persons FTE. The top 3 countries for invisible employment in Low and lower middle-income 

countries in Africa are Ethiopia, the Democratic Republic of the Congo (DR Congo) and Uganda. 

Lippe, R.S., Cui. S., and Schweinle, J. (2021) "Estimating Global Forest-Based 

Employment," Forests, 12 (9), 1219. Available at: https://www.mdpi.com/l999-4907 /12/9 /1219 
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activities where we want to see these values reflected, on what success should look like, and on 

actions we can take to achieve that success. 

FSC'S DIVERSITY AND GENDER VALUES 

FSC is dedicated to an inclusive culture where people with diverse backgrounds, knowledge, 

perspectives, ideas, and experiences work together to co-create and implement forest stewardship 

solutions. 

In 2022, a co-creation process included the Gender & Diversity Task Force, board members, members, 

and staff alike who shared the values they want FSC to represent when it comes to gender and 

diversity issues. Many of these values were already encompassed in the organizational values laid out 

in FSC's 2003 Social Strategy and the 2075-2020 Global Strategic Plan, confirming their strength and 

validity (see Chronology of FSC's Efforts on Diversity and Gender in Annex 2). 

In the box below, we have updated these earlier guiding principles and values to include new ideas 

that are inclusive to gender and diversity from the co-creation process. These values are applicable 

across everything we do in the FSC system and will guide FSC's actions moving forward - both 

internally among members and staff and externally among the forest stakeholders we represent. 

UPDATED ORGANIZATIONAL VALUES FOR FSC 

Embrace Stewardship: FSC understands forests for all their complexity and functions, ensuring that its 

activities serve to protect, conserve, restore, and actively manage nature and forests in a holistic 

manner, thereby maintaining and enhancing the ecological functions and the productive capacity of 

ecosystems. Traditional forms of forest stewardship and knowledge are valued, and their importance 

is recognized in the fight against global challenges. 

Ensure Advance Inclusion: FSC creates an environment of respect, inclusiveness, tolerance, fairness, 

and mutual trust. This includes a recognition that peoples of the world experience different cultures, 

knowledges, and identities related to forest stewardship. FSC will benefit from and flourish by 

incorporating these diverse perspectives and types of knowledge. 

Promote Equity: FSC promotes equitable access to participation in decision-making and the 

empowerment of workers, Indigenous Peoples, communities, smallholders, women, and other under­

represented groups. FSC commits to intergenerational equity and equitable access to certification 

and distribution of benefits from the forest. 

Realize Rights: FSC upholds and promotes the protection and implementation of the internationally 

recognized rights of nature and people and communities, including the fundamental human rights 

principle of non-discrimination and upholding the rights of Indigenous Peoples, women, workers, and 

other under-represented groups. This is critical to our uniqueness and to the future of forests. 

These values go hand-in-hand with our aspirational organizational practices as defined in the 2075-

2020 Global Strategic Plan: continuous improvement, innovation, and efficiency; credibility and 

integrity; reliability and transparency; and demonstrating our impact by monitoring and 
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communicating positive on-the-ground outcomes relative to our goals. Finally, FSC provides solutions 

that go beyond the status quo and baseline policy conditions in forests, the forest industry, and the 

forest products marketplace. 

FSC heartily welcomes and acts to incorporate the contributions from all dimensions of diversity and 

will pay special attention to the additional risks of discrimination when any intersect with each other. 

HIGH-LEVEL GOALS 

Achieving a full transformation of the mindset, values, goals, and activities of the FSC system toward 

diversity and gender will not happen overnight, but we can make progress toward these goals as we 

strive toward FSC's 2050 vision by setting the following milestones. 

Time Horizons 

By 2026 - Mainstreaming Diversity and Gender within FSC is fully scoped and implemented 

Mainstreaming is the concept of integrating and incorporating considerations (in this case, for 

diversity and gender) at all levels and in all activities of an organization or program, rather than 

making it a separate consideration. By 2026, we would like to see the full realization of diversity and 

gender mainstreaming within FSC, which means that proactive measures are taken to address 

diversity and gender issues across the FSC system, across different geographies and value chains, and 

within FSC as an organization, meaning with staff and members worldwide. 

By 2030-2035 onwards - Expanding the role of Forest Stewardship - the multifunctionality of 

forests7 translates into benefits for all 

By mainstreaming diversity and gender in FSC, we can focus on how to achieve a structural change 

towards the full recognition of the multifunctionality of forests and the diversity of ecosystems and 

forest actors. All forests are multifunctional and the values they provide are seen differently by 

different people; however, this is currently not sufficiently understood, acknowledged, used, or valued 

by different actors, especially by dominant actors.To achieve our 2050 vision of "resilient forests 

sustaining life on earth, with the true value of forests incorporated by society worldwide," systems 

must be in place by 2030 which deliver on forests and markets for multiple services and products 

driven by and benefitting from active and equal participation of all actors. 

It is therefore clear that for forests to equally benefit all who work and dwell in forests, forest 

stewardship must move definitively beyond timber markets to include financial recognition of 

ecosystem services, economic support for continued cultural knowledge production and mentoring, 

and balanced production of hundreds of diverse NTFPs. 

7 De Groot, J. (2021) "FSC Green Paper for Gender Equality: Benchmarking the Global State of Gender and 

Forests." Available at: https://fsc.org/en/newsfeed /green-pa per-provides-recommendations-to-tackle­

gender-inequity-in-forests 
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2. PART 2: A ROADMAP TO ADVANCE DIVERSITY AND

GENDER WITHIN FSC

NAVIGATING COMPLEXITY 

As described above, diversity involves several dimensions that all need to be mainstreamed within the 

FSC system by 2026. Given their complexity, they cannot be addressed simultaneously; therefore, a 

stepwise approach needs to be implemented to direct capacities. 

FSC has begun to map our diverse stakeholder base and the range of diversity which includes gender, 

sexual orientation, Indigenous Peoples, ethnicity, race, religion, beliefs, regional and geographical 

location, language, disability, age, class, socio-economic status, culture and livelihood, and education. 

At the same time, the advancement of all these dimensions needs to be incorporated into existing 

efforts. 

All goals and levers in the Global Strategy 2021-2026 provide a comprehensive picture that can be 

used as a methodology to develop ambitions. This is the essence of mainstreaming as it considers 

realistic and applicable scenarios as opposed to abstract spaces detached from implementation. 

A STEPWISE APPROACH 

While FSC can take steps to deliver an umbrella of improvements to realize change, many need to be 

focused and specific. After several inputs, analyses, and exercises, including external expertise, this 

stepwise approach provides a focused yet ambitious roadmap to advance diversity and gender 

within FSC. 

Although the scope of this strategic framework is the whole FSC system, including forests and our 

solutions such as our certification processes, it also gives a central focus to FSC's organizational 

governance and structures, meaning our members, staff, and network partners around the world. This 

focus will enable us to explore many areas in a structured manner, allowing us to learn quickly and ask 

ourselves relevant questions about other dimensions of diversity. 

As a key enabler, 

qualitative research is 

intrinsic to organisational 

and system mainstreaming. 

This is essential to achieve 

broader diversity and 

gender knowledge within 

the organisation beyond 

statistics so that change is 

seen both in data and 

perceptions. 

A Roadmap to advance 

Diversity and Gender 

within FSC 
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ANNEX 1 - PROCESS TO DEVELOP THE STRATEGIC FRAMEWORK ON DIVERSITY & GENDER 

March 2021 May 2021 June 2021 August - October November 2021 

• • • • • • 
BM87 Cocreation BM88 :::;--� BM90 

Workshop ... � .. , 
Strategic guidance Development of Green Paper .................... - Green Paper 

board members and the ·--=�-

Secretariat Task Force 
on the next steps on Gender in Forests presentation and 

overall discussion 

August 2022 July 2022 May 2022 March 2022 January 2022 

• • • ' 
B!' 

• 
Final draft BM92 and BSPC Global Staff Members Diversity 
Strategic Meeting Workshop IWDPublic Inventory 

Framework 
Brief discussion 

(Including 
Framework launch of FSC
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and 2 rounds of International Staff 
Architecture papers

feedback and Network 
Second Board and T askforce Partners) 

Cocreation Workshop 

• y BM93 / Finalization of the Strategic Framework

FSC STRATEGIC FRAMEWORK ON DIVERSITY AND GENDER 

March 2023  

\ 



ANNEX 2 - CHRONOLOGY OF FSC'S EFFORTS ON DIVERSITY & GENDER 

In 2012-2014 

FSC introduced a gender 

1998 and before .. 

FSC had the first references 
to gender issues in the early P&C for 
forest stewardship, for example with 

the ILO Core Conventions. 

criterion C2.2 to promote gender 
equality in employment practices. 
FSC International Board organized a 

Gender side-meeting at the 2014 GA 
FSC International Board of Directors 
installs Board Gender Representative 

In 2017 the FSC GA calls for 
gender equality attention 

1996 

1996 (1st GA) - Social Chamber 

created, in dividing the 'social and 
environmental' chamber, 
to emphasise the importance of 
social issues in forest management 
at FSC. A motion passed to 
establish a Social Working Group 
to better address social issues 
within FSC. 

1998 2012-2014 

In 2000, the Social WG set as Core Social Values for 
the Social Strategy e.g., that FSC as system "strive to 
make certification equally accessible to all forest 

owners and managers, regardless of age, gender, 
ethnicity, faith, cultural background, 

geographical location, scale or intensity of the 

operation, or ecosystem in which they operate." 
AND "Respect cultural identity and diversity, 
traditional local governance structures and decision­

making processes, and the right to self-determination 

and self-development.· Endorsed in 2002. 
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2017 

• The International Generic Indicators (IGI) were launched
to be adaptable at national level for Forest Stewardship
Standards (NFSS). This included 9 indicators for C2.2

• FSC Global Strategic Plan includes objective l.4 - a Gender
Strategy and includes embracing diversity as a core value.

• The Gender Mainstreaming Steering Group was set
up in 2015 composed of Board, members and staff to
develop guidance towards these indicators in Promoting
Gender Equality in NFSS and gender mainstreaming within

FSC organizational structures.
• FSC-GUl-60-005 gender equality. NFFS can adopt, adapt

or drop the gender criterion.

2018-2020 

Data is collected to develop 
Baseline Report 

In 2019 

Staff Diversity & Gender 
Task Force is installed 
Work plan Diversity & 
Gender Task Force 
agreed with the FSC 
Board 
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