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“Just as there is no single solution
to women's empowerment, there is
no single strategy that al
companies can employ. However,
every company can act in areas
where it has direct control to
benefit women in its own
operations and throughout the
value chain”




Introduction

Brazil's agribusiness sector is a cornerstone of the national
economy and a global leader in food production. Yet the full
value of women's contributions across agricultural value
chains remains underutilised. The study 'Women in Brazilian
agribusiness value chains' provides a grounded assessment of
how women participate in, and are constrained within, Brazil's
agribusiness value chains. The findings show a consistent
pattern across sectors: while women are active as producers,
workers, technicians, and managers, they face recurring
obstacles that limit their ability to access resources, advance
professionally, and capture economic value. These obstacles
include unequal access to land and finance, limited
opportunities for formal employment and leadership, wage
disparities, and reduced access to training and technical
support. Despite higher average levels of education, women
remain concentrated in lower-value roles and continue to earn
less than men. Only 19% of rural establishments are managed

by women, most of which are small-scale operations.

In this study, these recurring obstacles are referred to as
gender-based constraints (GBCs). GBCs are not isolated
challenges faced by individual women; they are systemic
barriers embedded in social norms, institutional practices, and
value chain structures. Importantly, the same constraint can
affect women differently depending on their role in the value

chain—for example as farmers, employees, processors, or
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managers—and can reinforce inequalities across multiple

stages of production and commercialization.

Building on the identification and analysis of these gender-
based constraints, the following section translates evidence
into targeted, actionable interventions along the agribusiness
value chain. Because GBCs are interconnected and cut across
roles and sectors, effective responses require coordinated
action by multiple stakeholders rather than isolated initiatives.
The recommendations are therefore organised around six
strategic topics—family succession, employment and job
access, remuneration, access to resources, leadership, and
representation and recognition. Within each topic, actions are
tailored to the specific constraints identified and directed at
key stakeholder groups, with the aim of enabling practical,
inclusive, and scalable change across value chains.

It is important to note that these guidelines focus primarily on
micro-level interventions (households and communities) and
meso-level interventions (service providers, value chain
actors, and rural institutions). They do not address macro-level
policy or legal reforms, but instead prioritise actions that
stakeholders can implement directly within existing

institutional and market frameworks.




This study draws on a rigorous mixed-methods approach, combining value chain analysis,
desk research, and interviews with more than thirty stakeholders across the soy,
cocoa, coffee, citrus, sugarcane, and beef sectors.

Producers / Farmers

Owners of rural properties engaged in agricultural production.

Farms or companies at the early stages of the value chain that are eligible

Borrowers to access financing from mechanisms such as the AGRI3 Fund or other
investment vehicles.

Aggregators and Companie§ that operate upstream in the va!ue chain by purchf';ls.irllg raw
products directly from producers, often adding value through initial

processors

processing or consolidation.

Cooperatives

Producer-led organizations that frequently serve as aggregators or
processors within the value chain, enabling market access and service
provision for members.

Manufacturers

Businesses operating downstream in the value chain, purchasing processed
or semi-processed goods to produce finished products for consumer
markets.

Value chain companies

Firms operating at various points along the agribusiness value chain,
including upstream actors (e.g., aggregators, processors) and downstream
plavers (e.g., manufacturers, retailers).

Investors

Financial institutions, including banks, investment funds, and development
finance institutions, that provide capital to agribusiness actors across the
value chain.

Producer unions

Organizations representing rural producers, often involved in advocacy,
collective bargaining, and coordination of technical or political agendas.

Sectoral associations

Industry-level organizations (e.g., AIPC — National Association of Cocoa
Processing Industries) that represent the interests of specific agribusiness
sectors.

Technical assistance
agencies

Public or private entities that provide technical support, training, and
advisory services to producers, often focused on productivity, sustainability,
and compliance.
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01. Family Succession

Family succession emerged across all assessed value chains as the most common pathway through which
women access ownership and leadership in agricultural enterprises. In practice, however, succession is
frequently delayed and reactive, with women assuming control only following the death of a father or
spouse. This timing often limits women's preparedness, formal authority, and access to finance.

Alongside this traditional pattern, the study identified early signs of transition. In some cases, male farm
owners are allocating limited portions of land or operational responsibility to daughters or spouses,
enabling them to test new practices or introduce innovations. These initiatives are often informed by
women's participation in training programmes, peer exchanges, or exposure to other female leaders, and
point to a gradual shift toward more intentional and inclusive succession models.

O Gender Based .
. Recommendations
O Constraints

ﬁ Supply chain
| example

Lack of formal land title Investors can develop a facilitated credit line that does not require
land title as collateral. This credit can be accompanied by advisory
services to support women in the process of transferring land
ownership.

Value chain companies can strengthen women’s economic agency by
formally recognising them as producers, including listing women as
signatories on purchase contracts and ensuring that payments are
made jointly or directly to women when they are actively involved in
production.

Cocoa supply chain: These
actions are even more crucial in
the cocoa supply chain, where
the aging producer population
and the lack of attractiveness for
young people make women's
participation in family succession
essential for maintaining the
supply chain.

Delayed Succession * Investors and value chain companies provide dedicated pilot
financing or innovation grants for women producers, enabling early
leadership, experimentation, and gradual transfer of responsibility
prior to formal succession.

* Producer organisations promote early succession planning as part
of farm continuity and risk management.

Skepticism toward * Cooperatives, Unions and Technical Assistance Agencies deliver
women's management training programs to prepare women for succession, covering
abilities and lack of administrative management, legal considerations, production
leadership training management, and commercialization strategies.

* Value chain companies support mentorship and peer-learning
initiatives linking emerging women leaders with experienced
producers.
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02. Employment and Job Offer

Women in rural and agricultural contexts face systemic barriers to accessing formal employment and
progressing within agribusiness organizations. These barriers are rooted in a combination of social norms,
institutional practices, and structural inequalities that shape both labour supply and demand. A central
constraint is the unequal distribution of unpaid care and household responsibilities, which limits women's
availability for full-time, seasonal, or geographically mobile work, as well as for training and professional
development. In rural areas, the lack of childcare and basic services further reinforces these constraints,
effectively excluding many women from stable employment opportunities.

At the organizational level, gender bias in recruitment, job allocation, and promotion remains pervasive.
Women are often screened out of roles perceived as physically demanding or “male”, regardless of their
qualifications. Male-dominated workplaces, combined with unconscious bias among supervisors and
managers, result in fewer job offers, slower career progression, and higher attrition among women. These
challenges are compounded by the scarcity of women in leadership and technical roles, which limits
visibility, mentorship, and aspiration. Where inclusion strategies exist, they are frequently undermined by
the absence of sustained leadership commitment. Gender targets or quotas, when introduced without
accompanying changes to workplace culture, accountability mechanisms, and resource allocation, tend to
deliver limited and short-lived results.

Gender Based
O Constraints

@ Recommendations ﬁ z::ﬂgl:ham

Overload of responsibilities
(balancing work, household
duties, and caregiving)

Value chain companies and investors in partnership with investors Cocoa: In labour-intensive and

and local institutions, support the development or expansion of seasonal supply chains, labour

childcare services in rural areas. shortages are common while
women remain

Value chain companies implement family-supportive policies, underrepresented in hired labour.

including flexible working arrangements, parental leave, childcare Access to childcare can

access incentives, and awareness initiatives on work-life balance. significantly increase women'’s

participation and retention.

* Investors integrate gender-inclusive labour practices into
financing conditions, for example by offering preferential terms to
farms that provide childcare, full-time schooling access, or
demonstrate verifiable commitments to gender inclusion.

Gender bias in hiring
and promotion

* Value chain companies publicly commit to clear and measurable
inclusion goals. These goals could include increasing the
proportion of women in leadership roles, creating equitable pay
structures, and ensuring that recruitment practices actively seek
out qualified women candidates. Transparency in tracking and
reporting progress toward these goals will help build accountability
and momentum for change across the sector.

* Value chain companies conduct gender-awareness programs,
focused on dismantling stereotypes, highlighting the value of
diversity, and fostering more equitable attitudes and practices in
the workplace and farming communities. Such programs must be
embedded into the company’s strategy and have the commitment
of senior management.

Y Quick Wins
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02. Employment and Job Offer (Contd.)

Gender Based
O Constraints

@ Recommendations

ﬁ Supply chain
| example

Limited access to
technical training and
career development
pathways

Value chain companies, cooperatives, and technical assistance
agencies develop targeted technical training and mentorship
programmes for women, including for roles traditionally dominated
by men (e.g. machinery operation, logistics).

Investors and companies support investments in equipment,
infrastructure, and technologies that reduce physical barriers to
participation.

Beef: Training female ranchers to
adapt production systems
enables women to perform most
tasks independently, increasing
autonomy while relying on hired
labour only where additional
physical strength is required.

Women's contributions
remain invisible or
undervalued

Investors establish recognition mechanisms (e.g. awards, case
studies) highlighting performance and management excellence
among women-supported producers.

* Value chain companies conduct visibility campaigns that help
recognize women's vital contribution in agribusiness operations,
especially within producing units.

Coffee and cocoa: Visibility
initiatives linked to quality,
sustainability, and innovation
have helped reposition women
as skilled producers rather than
informal labour.

Weak implementation
of gender quotas and
inclusion strategies

* Value chain companies ensure active leadership commitment by
integrating gender equity into executive responsibilities,
performance reviews, and management incentives.

* Value chain companies embed inclusion into core business
strategy, clearly linking gender diversity to innovation, decision
quality, and operational performance.

Cross-sectoral: Where inclusion
strategies are championed by
senior leadership and linked to
business outcomes,
implementation is more
consistent and effective.
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03. Payment / Remuneration

Women in agricultural value chains continue to face systematic wage disparities, driven by gender bias in
pay structures and the persistent undervaluation of their contributions. These disparities result in lower
income, reduced financial autonomy, and heightened economic insecurity. In many sectors, limited
transparency around wages makes it difficult to identify and correct pay gaps, which accumulate over time
and translate into lower lifetime earnings and reduced pension entitlements. Cultural norms further
discourage women from negotiating salaries or bonuses, while weak collective representation limits their
bargaining power. At the same time, companies often lack strong incentives to address wage inequality, as

fair pay policies are frequently voluntary rather than mandatory. As a result, wage gaps persist with
limited accountability. Women engaged in seasonal or informal labour face additional financial

vulnerability. The absence of formal contracts, limited access to financial planning tools, and concerns
about losing eligibility for social protection benefits can discourage women from accepting paid work.
These dynamics further constrain women's economic opportunities and reinforce income inequality across

agricultural value chains.

Gender Based
O Constraints

@ Recommendations

Supply chain
example

F=d]

Lower wages compared
to men for equal work

* Investors, in partnership with producer unions and sectoral
associations, develop communication materials for farm managers
and HR personnel on gender equality, unconscious bias, and
compliance with equal pay legislation (Law 14.611/2023).

* Investors support and promote wage transparency initiatives
among beneficiaries.

* Investors, in partnership with value chain companies, offer
financial management training for workers, with a focus on
women, covering budgeting, savings, and awareness of equal pay
as a foundation for financial stability.

Soy: Financial education
initiatives initially offered to
children helped raise awareness
within households and later
enabled broad participation by
women when training was
extended to adults.

Value chain companies develop and enforce internal policies that
limit individual wage or bonus negotiations and replace them with
standardised compensation frameworks based on transparent
performance criteria.

Limited ability to negotiate
fair wages and bonuses

* Value chain companies, supported by investors, organise
workshops on wage negotiation and facilitate collective bargaining
arrangements.

Cross-sectoral: Standardised
pay structures reduce bias linked
to unequal bargaining power and
improve consistency across
operations.

Lack of incentives for Investors prioritise or require certifications that include equal pay
companies to address

wage gaps

verification, ethical sourcing standards, and consumer-facing
communication on fair remuneration practices.

Certified supply chains: Equal
pay criteria increasingly influence
market access and reputational
performance.

* Investors, in partnership with value chain companies, producer
unions, and technical assistance agencies, deliver financial literacy
training to support women in assessing trade-offs between short-
term employment and continued access to social protection

Financial vulnerability
linked to seasonal and
informal employment

benefits.

Citrus, coffee, cocoa: Seasonal
employers can adjust contracts
and payment structures to
enable women to retain access
to critical social benefits while
engaging in paid work.
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04. Access to Resources

Women face significant barriers to accessing essential resources such as land, credit, and modern
technology, limiting their agricultural productivity and economic opportunities. In Brazil, cultural traditions
favour male inheritance, while bureaucratic and legal hurdles often prevent women from fully exercising
land ownership rights. As a result, women tend to operate smaller farms with lower income-generation
potential. In parallel, women face disproportionate challenges in accessing finance. Financial institutions

frequently perceive women as higher-risk borrowers, restricting access to loans needed for investment in
seeds, fertilisers, equipment, and technology. This capital gap constrains productivity and limits women'’s
ability to adopt modern production practices. Training programmes and extension services often fail to
account for women's specific needs, further reducing access to technical knowledge and reinforcing

productivity gaps between male- and female-led farms.

Gender Based
O Constraints

@ Recommendations

Supply chain
ﬁ example

Limited land ownership
and smaller farm sizes

Producer unions and cooperatives, supported by investors, deliver
legal literacy programmes to strengthen women's understanding of
land rights, inheritance procedures, and registration processes.

Cross-sectoral: Legal literacy
improves women'’s ability to
formalise ownership and engage
in financing and market
relationships.

Difficulty securing loans
and credit

Investors develop financial products tailored to women, including
microloans and credit instruments that do not require traditional
land-based collateral.

* Investors establish dedicated helpdesks to support women
throughout the credit application process, including proposal
preparation, documentation, and product selection.

* Investors, in partnership with value chain companies, adapt loan
structures by using offtake contracts as collateral and explore
complementary instruments such as crop insurance or warehouse
receipt systems.

Smallholder-dominated supply
chains: Contract-based finance
has reduced entry barriers for
women producers lacking formal
assets.

Limited access to modern
machinery and technical
assistance

Value chain companies design tailored purchasing programmes for
women producers that combine production support, customised
technical assistance, and incentives to improve sustainability and
product quality.

Coffee: Increased mechanisation
and adapted equipment,
including tractors, have enabled
women to enter operational
roles traditionally dominated by
men, such as machinery
operation and field management.
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05. Leadership

While women'’s leadership at farm level is most often linked to family succession, advancement within
value chain companies—including slaughterhouses, trading firms, warehouses, and mills—remains
significantly more constrained. Interviews confirm that women are still underrepresented in executive and
senior management positions. When women do reach leadership roles, they are most commonly
concentrated in functions such as sustainability and ESG, human resources, communications, and quality
control, which are often perceived as more aligned with traditional gender roles. Women who attain these
positions typically do so through extensive training and sustained overperformance, frequently facing
higher expectations than their male counterparts. Many female leaders report feeling limited tolerance for
error, driven by both internalized pressure and the awareness that their performance is closely scrutinized.
As visible role models within their organizations, these women often carry the additional burden of
representing broader cultural change, further raising the personal and professional stakes associated with
leadership.

Gender Based
O Constraints

ﬁ Supply chain
| example

@ Recommendations

Limited leadership
opportunities and exclusion
from decision-making

Value chain companies, supported by investors, provide access to
training programmes that combine technical expertise with
leadership development, including communication, decision-making,
and team management.

Coffee: value chain companies
have achieved high levels of
women's participation in both
the workforce and senior
leadership, demonstrating that
clear diversity targets and
sustained commitment can
deliver gender-balanced
leadership outcome.

* Value chain companies implement corporate policies and targets
to increase women's representation in management and
leadership positions.

Lack of structured diversity
and inclusion strategies to
support women'’s
advancement

* Investors create and support networking and mentorship
platforms across partners, including leadership exchanges,
mentoring programmes, and peer-learning groups for women.

* Value chain companies develop and institutionalise diversity,
equity, and inclusion strategies that link hiring, promotion, and
compensation policies to leadership diversity objectives.

* Value chain companies, with encouragement from investors,
implement tracking mechanisms and performance incentives tied
to progress on diverse leadership.

Societal expectations
discouraging women from
pursuing leadership roles

* Value chain companies offer structured mentorship programmes
that allow women to discuss and navigate societal and household
pressures, including norms related to income, authority, and
visibility, supported by mentors with lived experience.

Y Quick Wins
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06. Representation and Recognition

A recurring theme across interviews was that reducing gender inequalities begins with women recognising
their own skills, experience, and leadership potential, and having access to spaces and opportunities that
validate these contributions. A central barrier identified is the lack of self-recognition, shaped by societal

\ expectations and internalised biases, which leads many women to underestimate their value and limit

their visibility in leadership and decision-making roles.

Cultural norms further reinforce resistance to women-led initiatives and non-traditional career paths,
making it more difficult for women to gain acceptance or recognition when they step into leadership roles.
At the same time, women'’s contributions—particularly in areas such as production and quality
control—often remain undervalued or invisible. This lack of recognition undermines women'’s ability to
build credibility, access opportunities, and progress professionally within agribusiness value chains.

Gender Based
O Constraints

@ Recommendations

Supply chain
example

P

Producer unions, cooperatives, and sectoral associations develop
media and communication campaigns showcasing women leaders
and professionals in agribusiness.

Lack of self-recognition,
internalized underestimation
of value, lack of visibility

Value chain companies and sectoral associations promote spaces
for inspiration and peer exchange, including women'’s discussion
groups and roundtables that support self-awareness and shared
learning.

Investors, in partnership with value chain companies, invest in
capacity-building initiatives that combine technical training with
recognition and validation of women'’s existing expertise.

Cross-sectoral: Women-led
networks in sectors such as
cattle and soy, as well as multi-
sector platforms, have
demonstrated the value of peer
exchange in strengthening
confidence and visibility.

* Sectoral associations and cooperatives, with support from
investors, host community dialogue sessions to normalise
women'’s leadership and challenge stereotypes through lived
examples.

Societal resistance to
women-led movements

and organizations, stigma
against non-traditional roles

* Value chain companies and cooperatives create safe spaces that
enable women to connect, share experiences, and build leadership
confidence without fear of backlash.

Community-based initiatives:
Dialogue and peer support
platforms help reduce resistance
by making women's leadership
more visible and socially
accepted.

Investors and value chain companies promote and reward women's
achievements through awards, case studies, and public recognition at
farm, supply chain, or sector level.

Limited recognition of

women'’s contributions,

particularly in production

and quality roles
Investors develop tailored financial products to support women'’s
participation in quality contests and high-profile competitions in
specialty markets.

Value chain companies implement communication strategies that
actively highlight women's technical and leadership achievements.

Coffee and cocoa: formal
recognition mechanisms such as
the Coffee of the Year award at
International Coffee Week, the
Cocoa of Excellence Awards
presented during Amsterdam
Cocoa Week, and the Prémio
Mulheres no Agro (Women in
Agro Award)—created by Bayer
in partnership with ABAG
(Associacao Brasileira do
Agronegocio)—provide highly
visible platforms for recognising
women'’s technical expertise,
leadership, and innovation.
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