J)
UNIVERSITY
OF GAVLE

FACULTY OF EDUCATION AND BUSINESS STUDIES

Department of Business and Economics Studies

THESIS

Exploring two SDGs — Gender Equality and Reduced Inequalities

In supportive organization

Raheel Mehmood Saqib (19891013-T534)
Maitrey Yogeshbhai Patel (19881103-3672)

JANUARY 2020

Student Thesis, Master Degree (One Year), 15 Credits
Business Administration
Master Programme in Business Administration (MBA): Business Management 60 Credits
Master Thesis in Business Administration 15 Credits

Supervisor: Agneta Sundstrom
Examiner: Jens Eklinder Frick




ABSTRACT

Title : Exploring two SDGS Gender Equality and Reduced Inequalities in supportive
organization

Level : Final assignment favlasterDegree in Business Administiaib

Authors : Raheel Mehmood Sagib, Maitrey Yogeshbhai Patel

Supervisor : Agneta Sundstm

Examiner : Jens Eklinder Frick

Date : 20201 January

Aim: The aim of our study is to explore, discuss and highlight operational ambiguities if any
within the orgaization with respect to two goalsGender Equality and Reduced Inequalities

I of sustainable development with the support of this research work.

Method: Research method has been used to conduct this study is explorative qualitative
research. The data hdmeen collected through interviews and questionnaire which was

analyzed qualitatively.

Result & Conclusions: All organizations under study were working towards gender equality
and reduced inequalities goals. Organizational factors are more importantewiragithese
two goals. However, we also found some minor irregularities in policies, recruitment process

and in employeesd6 compensati on.

Suggestions for future research: For future research one ctake and analyze the same topic
with quantitative method with more respondents and more data which requires more time.
Another research study comparing different organizations with the perspective of gender

equality and reducing inequalities or with atls®Gs can be possible.

Contribution of the thesis: This research paper contributes to the existing literature by pointing
out the flaws and weaknesses in the operations afupportiveorganizéions whose job is to
assistother companiesThis paper also gives the s@gtions i order to tacklessuesarising in

compliance with two SDG goais. Gender Equality & other Inequalities

Key words: Sustainable Development Goals (SDGSgender Equality, Reduced Inequalities,
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Exploring two SDGs — Gender Equality and Reduced Inequalities in

supportive organization
1.0 INTRODUCTION & BACKGROUND

By keeping in mind sustainable development, in September 2015, United Nations had laid down

17 Sustainable Development Goals (SDGs) consist of 169 targets basewempiliars: the

economic, social and environmental, for transforming the world by the year (R0SGA

Agenda, 2015)This striving, determined and motivated agenda will eradicate poverty; protect
against inequality, injustice and environmental deprivatiorresult it brings equality, peace,
develgment, healthy and prosperous lifeBNGA Agenda, 2015)The SDGsprovidesa better

future for allby a logical, holisticinclusive and integrated framework focusiogh t he wor | d
most criticaland vital sustaability challengesGRI & UNGC).

The succesand accomplishmermf the agenda will be bad on collaborative and mutual efforts

by all parties inthe society, includinggovernments, businesses and peof&l(& UNGC).
Thus,after the emergence of 203@énda for SDGs (Sustainable Development Goals), research
works on sustainable development goals were also conducted by the many resdsditsbens.

Griggs& Visbeck (2016)found out that various SDGs are overlapping and interacting with each
other. The plicy makers need to think about these interactions while making and implementing
policies as national priorities. Yet another research was on SDG indicatbi&kpy a nou gk ov §
& Moldan (2016) claims that there is a need for coherent framework which enzglsas
completeness of and linkages among indicators by covering all the goals and targets out of which

this report is aiming towards only two SDGs that is gender equality and reduced inequalities.

According to UNGA Agenda (2015) for SDG, discriminationsiagt women and girls from
everywhere should be eliminated in all forms. Violence, trafficking, sexual harassment and
exploitation, harmful practices and isolation against women and girls must be abolished both
publicly and privately and encourage, promaitel empower gender equalities (UNGA Agenda,
2015). The another auth@@ikhof, 2012)has highlighted that there should be equal participation
and equal opportunities for women in operations, leadership and decision making at all levels in
government, orgazations, economic development and in public and in society as well, hence

there should be gender equalities everywhere. Moreover, as per the anothér I@DE&Ee
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inequality (UNGA Agenda, 2015)epresents diversity, that isrespectiveof sex, raceage,
disability, origin, ethnicity, religion or economic or any othetatusof the people there should be
empowement, promotion and inclusion for all the social, economic and politicdé&velopment

based on equality and performance not because of natyormalgin, sex or religion. All should

get equal chance of being recruited based on expertise, level of skills, and education then the
work force should get equal chance of professional growth, performance enhancement programs
i.e. workshops, trainingsceess to professional networks etc and promotion must be based on
performance measur@cker, 2006) The achievement of this goal requires not only positive
human rights but also elimination of discriminatory policies, laws and practices as well as new
human, civil and political rights which makes sure equal treatment and protections from injustice

and exploitation@estreich2018.

In organizations, several interconnected and intersecting processes exist which create
discrimination either on the basis génder or any other inequalities for even though no any
intention behind such discrimination but still exist for job seekers, employees or any top level
managementBerry & Bell, 2012. Because of United Nations guidelinggvernmerg are

requires to im@ment, asist, promote, and empoweompanies in line with the SDGRence

there has been much pressure for the companies to adopt these SDGs in their ofidééktiehs

al., 2016) Therefore, various new and existing fanofit supportive organizationsese created

by the government which will support, assist, and empower other companies to adapt and
achieve SDG goals by 2030 with the help of the governments. These organizations like
development agencies or supportive organizations which help to suppmripte and attain

SDGs in business. Their business is to provide assistance and business development support to
other existing and new businesses for doing sustainable development business and to achieve
sustainable development goals. Henceforth, we bhwsen that supportive organizations which

provideassistance and support for the sustainability to other firms, as prime focus of our study.

As discussed above, there are 17 SDGs but our research report provides insights on supportive
organization with e perspective of exploring two SDGs (i.e. Gender Equality and Reduced
Inequality) used by the organization in its own operations out of total 17 goals by keeping in
mind the time constraint and requirements of the study. We focused on the applicalieseof t

two goals in the supportive organizations and how the employees perceive the application of
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those two goals within the organization. In this report we have developed a theoretical discussion
which consists of reason behind gender and other ineqeaigyence in the organizations and

which also provides base and foundation of our research and analysis.
1.1 Problem and Purpose

As per our knowledge and findings, there are no or little researches were conducted on
supportive organizations or development aijeh This type of development agencies evaluate

and assess sustainable development business of other companies and their activities to achieve
SDGs and subsequently they provide consultancy for business development, technical support,
and monetary assistee to them in order to achieve sustainability. Supportive organization lay
down as criteria of sustainable development and to achieve SDGs for assessing and reviewing
business of others. They will set benchmarks for other companies with respect tpdhatioas

and businesses.

But there has been no mechanism or standards to assess and evaluate the operational and internal
activities of such development agencies or supportive organizations with the perspective of
achieving SDGs. fie purposeand aimof this research is to explore SDGs practiced by the
supportiveorganization itself which makes our topic more interesting in a sense that a company
which provides support and help to new and existing businesses to adapt the sustainability and its
goals, whethr they have adapted such sustainability and SDGs in their own opserati just

acting like all is well.

If such organizations have not adopted or do not follow or practice SDGs to be specific to this
research two SDGsgender equalities and reducednalities, then there is a problem. Because

on one hand they are demanding others to follow and achieve SDGs in their business operations
but on another hand they themselves are not following in their own operatiods means

before correcting otheranorganizatiormusthave tocheckthemselves and their operatiohat

whether they are followinthe sameor not Similarly, foradvising,setting standards, guidelines

and paradigm for othero6és business, frdsraedmost s
guidelines for their own business otherwise they are not in a position for giving advice to others.

Therefore, the aim of our study is mentioned below.
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1.1.1 Aim of the study - The aim of our studyis to explore,discuss and highlight operational
ambiguitiesif any within the opganization with respect to twgoalsi GenderEquality and

Reduced Inequalitieis of sustainable developmewnith the support of this research work
1.2 Research Questions

Based on this research gap and problem mentioned above, we have formulated our research
guestions by focusing two SDG&ender Equality and Reduced Inequalities are given below:

Q. 1: How supportive organizations implement and practice Gender Equality in its own

organization? (Management’s perspective)

Q. 2: How supportive organizations implement and practice Reduced Inequalities in its

own organization? (Management’s perspective)

Q. 3: Do the employees of supportive organizations are satisfied with these two SDGs
(Gender Equality and Reduced Inequalities) practiced inside the organization?

(Employees’ perspective)

1.3 Limitations

Sustainable development goals are wide and broad research area. Hence, this report is focused on
only two sustainable development goals that is gender equality & reduced inequalities and even
further narrowed down its applicability to supportive organizations which helps other businesses.

Sweden is big country and in Sweden there are plenty of suppantganizations that their
businesses are in diverse fields and assisting other companies of different industries. Hence, this
report is limited by number supportive organizations taken under study and their area of industry

operations.
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2.0 THEORETICAL DISCUSSION

This section of our research paper is very important because in this section we had laid down
foundation of this research by discussing various issues and aspects our research with the support

of theories and previously research articles.
2.1 Sustainable Development

To begin with understanding sustainable development goals, one must have to understand
sustainable development. Since last couple of decades , awareness regarding the term sustainable
development has discussed many times not only éyJilited Nations and anthropologist, but

also by the various researchers and secmnomic and environment concerned people
(Hopwood Mellor & O'Brien, 2005) There have been various definitions and recognition of
sustainable development depending on humeeds and wants and exploitation of resources
from the environment. The human race, either in an industrialized, modern or a rural life or a
society as a whole depends for security and basic existence of the environment; thus, economy
and for human coroft and wellbeing now and in future requires the environmidopood,

et.al, 2005) Therefore, in this report we had adopted the first definition which was given by the
Brundtland Commission that @Humanity has the ability to make development sustaenabl

ensure that it meets the needs of the present without compromising the ability of future

generations to meet their own nee@sundtland Commission (1987)

In brief, sustainable development is a process by which direction of investraglieation o
resources, technological & industrial development, and institutional changes are all in accord and
synchronized so as to enhance both present and future potential to meet human needs and
aspirationgKates, Parris & Leiserowitz, 200Bginer,2006. Ther were numbers of researches

have been done on sustainable development businessesnékeesearch showethat how
integrating sustainability factors (environmental, social and economic) into business strategy can
result in competitive advantag€harlesJr., Schmidheiny & Watt2017). The another research

was conducted by Bocken, Short, Rana & Evans (2014) which was on sustainable business
model (SBM) archetypes describing building up the business model for sustainblovitgver,

our research was on &ainable development goals and hence we are not getting deep into

sustainable development. But still we had discussed about sustainable development because it is
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the first step towards developing SDGs. All SDGs are revolving around sustainable development

and explains how to achieve sustainable development.

The sustainable development provides a structure and outline for the integration of development
policies and environment tactics and methd#stes, et al., 2005)This integration of
environment and delopment is required in all countries whether it is rich, poor, developed,
developing or underdeveloped countriEates, et al., 2005)Iherefore to achieve of sustainable
development requires changes in the domestic and international policies of etiery. n
Therefore, in 2015, United Nations came with new universal agenda that is Sustainable
Development Goals (SDGs) which was build on extension and replacement of Millennium
Development Goals (MDGs) and including what they did not achieve through MIDIESA
Agenda,2015)

2.2 Sustainable Development Goals (SDGs)

UN had recognized that eradicating poverty by all means, empowering human rights for all,
achieving greater equalities including women and girls and an indispensable requirement for
sustainablalevelopment should be their prime concddiNGA Agenda,2015) Therefore, they

have taken transformative steps which were required to shift the world on to the sustainable and
robust pathway by giving 17 Sustainable Development Goals (SDGSs) as a uragensada in

pursuit of sustainable development and to make stronger planet, prosperity and universal peace
(UNGA Agenda,2015) These, 17 SDGs and their corresponding 169 targets are integrated,
indivisible and universally applicable by concerning diffeneations, their national conditions,
economic and social environment, capacities, level of development, national policies and

priorities. Figure- 1 shows the 17 SDGs given by the UN.

Raheel Sagib & Maitrey Patel Page6



Figure 1: Sustainable Development Goals; Source - United Nations
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human dignity UNGA Agenda2015) These SDGs aims at providing equitable universal access

to quality education, health, jobs and social protectitMGA Agenda2015) With the SDGs a
country can improve and sustain inclusive economic growth where despite having diversity of
culture, races, gender, society, countries, income distribution within country or between
countries UNGA Agenda,2015) Reducing pollution, providig clean and safe water, building
sustainable cities and communities, environmental concerns regarding life under water and over
the land including climate change, providing sound infrastructure for the industry and economic
growth are also the major comns of the SDGSUNGA Agenda,2015) Lise Kingo, CEO &
Executive Director, United Nations Global Compact in the business reporting on SDGs
mentioned that various governments have recognized the importance of SDGs in companies to
integrate and adopt sustable practices into their operation€Kl & UNGC, 2018) The
prospects from the companies regarding SDGs are enormous and those who had adopted the
SDGs or any of its goals according to their business are working in harmony with the
government, NGOs, inves's and other stake holdeBRI & UNGC,2018)

In this report, we had narrowed down its scope to two SDGs and in the next subsections of
theoretical discussions we had explored and discussed them in details, these two SDGs are 1)
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Gender Equality, and Reducing Inequality. Figuré 2 shows the theoretical directiaf this

research paper.

Figure 2: Theoretical Direction; source - own
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2.3 Gender Equality in Organizations

2.3.1 Background

When we think about gender discrimination and inequalities that they have to face in the
organization, the fitsthing that comes to our mind is low level position of women as compare to
men. Generally speaking women receive low wages working exactly on the same position and
level with other men, they have to face more unemployment, they are underrepresented on the
top position of the companies, powerless, less autonomy on the position, no expectation for
promotions, and they take more responsibility for unpaid |gBbresson & Billing, 2009.

There are many evidences found on the issues related with the womeralitgeqnd
discrimination. This discrimination is basically options, powers, more rights and privileges that
men enjoy not only in the working life but also in general routine matters in day to day life.
These gender issues are the distinctions and diffeseproduced socially between, feminine and
masculine and male and female. It is a key concept that gives information about the problems

and obstacles that women have to face in their working life.
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It is important to understand and acknowledge how thens tackle with the encouragement,
support, andgkeptcsin the context of organization. These gender issues can be looked up with
different point of view. As discussed by Alvesson & Billing (2009) gender issues can have
different perspective: businessanagerial. Coping with the sex based discrimination make it
possible a bias free recruiting process, training, retaining them, and promoting them. They argue
that if companies use the diversity in their favor by employing, listening to their problems, and
taking their views on different matter from both men and women can enhance the organizational
learning, creativity, and productivity. That flexible and diversified workforce can be used
effectively and efficiently if they are not affected by the traditioid@as and stereotyping

thinking that cause work segregation for men and women.

No doubt gender equality was an issue in the past but it is progressing towards attaining the
equality in the workplace and other fields of life. In twentieth century thiseigpt more
importance by different NGOs and United Nations so it improved the position of women in
workplace as compared to past, though still lacks in different aspectielisdas compared to

meng€i khof, 2012). Undoubt eahseg signifccantynnéhe Gast foitg r t i c i
years (Blyton & Dastmalchian, 2006). Some countries took revolutionary steps in order to
enhance balance between men and women as well as they protected the rights of women by
legislating in country. For instance, Epean acts protect the rights and strongly forbids the
gender disparity in recruitment process and make the companies liable for providing equal
opportunities for professional and personal growth and work life balances i.e. part time work,
maternity leavepr flexible working Appelbaum, Bailey, Berg Kalleberg 2006; Hyman &

Summers, 2007). Despite of all these measures it is a fact that gender equality on workplace is
still not achieved but still an aspiration. According to Eikhof (2012), 66 percentofidimen

work throughout the Europe a8%,ovbareasamost ofthe me n (
women work for only part time jobs. This situation is even worst in developing countries like

India, Pakistan. Furthermore women are appointed normally toetseial jobs, they are not
considered for manageri al | evel positions as
used 5 Co6s felated jobshtteat ave @lerieah work, cleaning, cashiering, caring, and

catering.
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According to Kanter (1993)the root cause of the gender discrimination in HR and the
implementation of the HR practices is arise when the gender inequalities lies in the structure of
the organization and its broaden processes, and practices and when the gender inequality become
the culture of the company. Decision makers of the organizations play an important role in this

context.

Even women who got jobs but have to face many barriers and obstacle to sustain their position.
Even they are not getting the equal opportunities forrigraovement of skills, job knowledge,
personal and career development opportunities as compare to men& Giidke (2001) argues

that mangers or supervisors give the women less challenging roles and assignments and less

training opportunities to women gontrast with the men.

Women are dominated by the men on the career path. They do not get the equal opportunities as
the men get. It has been a longstanding issue in the past that minorities and women are always
being ignored in the past. Authors haveegivsome other suggestiofts addressing the issues.
Kanter (1993) states that this issue can be figured out through giving attention to the structures of
opportunity, number proportion of the women with respect to men, and the power in the

organization.

Kanter (1993) wrote that every employee must have the growth opportunities in his job and
employees must feel that they are grooming themselves in professional career building. On the
other hand if they feel they have stuck and not improving their profesdsskills, job related
expertise, and no growth in their position, their concentration and involvement towards job
would be limited, they would not be motivated to accomplish their current job related goals.
Women are the easy victims in this situati@ther tehnique that could be empowettse
employees. As Kanter says, if the supervisors and managers are powerless then do not motivate
their subordinates to achieve the business goals. On the other hand an empowered manager can
motivate their employeesnd can work in the best interest of the organization. Third strategy is
the number balancing; that means equal number of men and women on the workplace. This
strategy is in debate for last many years. People take this strategy for empowering the women
andensuring their rights in market. Affirmative actions should be taken in the organization and
every employee should have equal chance of being recruited irrespective of the gender, race, and

ethnicity. All the employees must be treated equally based opettiermance and job skills.

Raheel Sagib & Maitrey Patel Pagel0



The number strategy of the organization can be observed through the numerical proportion of the

women, men, and minorities (Kanter, 1993).
Gender equality on United Nation’s Agenda

Gender equality has been a burning issue tweilast two decades and a lot of work has been
done but still more to be done. Itasissue which has been agenda of discussion in meetings of
the organizations, on government | evel and ab
2030. It isa good time when governments are taking steps to decrease inequalities on the
workplace by the legislation and making the laws. Undoubtedly Gender equality is the life blood
of the modernism and democracy. European union is playing a key role in pronvotimgn

rights andgender equality and it is the most advanced policy of the European union on anti
discrimination and gender equality. They are striving to create uniform legal background in the
states which are membeastthe European union§chs, 2013)Some other countries have also
taken some steps in line with the gender equality issue. For instance Chilean government took
some initiatives to reduce the equality issues in the economic sector. They made some laws to
ensure the equal pay between menkes and women workers. In 2007 this gap was very
significant; women doing the same work like men were getting 20% less salary than the men
workers doing the same job. Overall this wage gap was 33% betwer and women/Nu &

Cheng, 2016).

2.3.2 Kinds of Gender inequalities on Workplace

Undoubtedly gathering the data about genders or gathering information about women in the any
organization if the most important step for addressing this issue. In line with the gender equality
Walby (2004) explain the gendenainstreaming in a way that GM has two processes, namely
technical and political. Techrattools can be gender proofingender disaggregated statistics,
development of equality indicators, gender equality training, and gender impact assessment.
Wherea the political aspect of the GM is to increase the involvement and participation of the
women in the decision making process and to reduce and brake the barriers, if any, they have to

face in the way to their growth and participation in the decision rgakud professional growth.

Despite of the progress in past two decades, gender inequality in the firms is still a tortuous

phenomenon that can even be experienced and observed in the HR practices of the organizations.
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This inequality can be seen in the ip@s, regulations, and decision making and the enactment

of the all. This affects the scrutiny process, hiring, promotions, career development
opportunities, training and wages of wom@&tafnarski & Hing, 2015)Women have to face
institutional discrimingion in different ways. Human Resource policies of the organization are
not treating the people on equal basis, they are biased with group of people veth taespeir

gender, nationality, religion, race, language etc rather than to be based ontgabkietavledge,
expertise, experience, skills, and performance. Women have to go through with all these barriers
(Stamarski &Hing, 2015).

2.3.2.1 Labor Segregation

The division of labor is the key theme in the literature of the gender related issued. Work
segregdon based on gender is one of the most commonly accepted and experienced dimension
around the world. In past different cultures, and civilizations gave different activities,
assignments, and characteristics for women and men. Novarra, (1980) descripegatbies of

women throughout the ages, that they have to do and even today these tasks are considered the
responsibility of the women. These tasks are: to bear children; to feed the children and other
members of the family; to care for the small, eldéaiyily members, and the disabled; to cloth

the people, responsible for the brought up of the children; and to look after the home. This
segregation has never been equal. Men are the ultimate beneficiaries who take the advantage of
this labor work divisionand women have to sacrifice in the situation. There are many recent
studies which confirm this phenomenon man take the advantage of this division of labor and

women suffer from this wil segregation (Kmz 2005).

In most of the countries labor marketdsvzided horizontally and vertically on the basis of
gender. There are very few instances where the men and women distribution is equal. It is quite
common that men occupy 90% of top level or managerial leveligusiin the organizations
(Alvesson & Billing, 2009). We can see and experience the diffggentalentideas about the

type of education, work, positions, and career choices are connected with the genders. This is the
reasorlabormarkets and the companies are affected by these common thoujsteraotyping
prevailing in the society. on the other hand the relationship between gender inequality and job

segregation is little complex. Some of the researchers and authors do not take the segregation
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against the gender equality. Gender segregatiensdo not contradi ct with t
(Blackburn & Jarman, 2006).

This is our observation society has this common perception about different positions, work, and
education which we relate to male or female. Even the organizations and labor raggkets
divided with the gender. This sex based division often referred to as muscularity and femininity
concept. According Hofested (2011), masculine culture is a culture which focuses on different
types of the expectations for male and female. Male are &dé&x be more assertive, focused

on material success and competitive whereas women are expected to focus on quality of life and
the people and nurturing. In masculine society, during the specific time period or in some
countries, males are considered foeman, army officers etc and women are considered for
secretarial j obs, nur si ngos, hairdressers et
associated with gender are more fluid. Both men and women are expected for focusing on the

people and fe.

Someti mes women are considered for secretar.i
managerial kind of jobs. They have to face some discrimination based on the nature of jobs as
they are not felt good for particular jobs. This division of wka&ds to discrimination on the

work place that is a big obstacle to their professional and career growth. That is the reason they
are neglected for high ranking jobs. For instance in United States women are holding just 16.9%

of the seats in board of ditecs for Fortune 500 organizations and the scenario is the same in
Europe with 17.8% women presence in board of directors of the publically listed companies in
European union. Even in Canada women are holding 15.9% seats for Financial posts 500
companiesFurthermore, about 40% of the companies listed in Financial Post 500 did not have
any women in their board of directors. (Catalyst 2013a, 2013b; European Commission, 2014)

The benefits which are always different based on gender ondtiglace;it create hostilities

in the organization. If the male workers are dominating in numbers in the organization that can
cause uncomfortable work environment for the women working in the same organization. Even
the male supervisors or managers can create obstabke popomotion and growth of the women
colleagues and sub ordinates. So equal number of male and female can be good to maintain
balance in the organization and that can lead towards more professionalism and friendly

environment. This is good approach foe ttareer growth becauseritreaseshe motivation and
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efficiency of the workers in the compat/u & Cheng, 2016) So the gender equality can be a
good tool for the success of the company. it is also considered that by reducing disparities based
on genér and enforcing the equality in the company, productivity of the business can be
improved (Wu & Cheng, 2016)

2.3.2.2 Inflexible Job Timings

Women have to face the issue of flexible job timing that definitely affects the capabilities and
performance of the womemhereweresome important developments in this regards particularly

in last two decades that addredghis issueand leaded towards the gender equality and
flexibility in the workplace. One of these developments was trend of knowledgeMerlell et

al.,, 2002) This trend made the workers more independent, authoritative and powerful because
workers do not need to depend on the physical imfreiste of the organization. Consequently
knowledge workers have the more autonomy and direct access withptierngnagement and
good ties with the employer which gives them more control andd=arde about their job (Darr

& Warhurst, 2008). This is a fact that knowledge work pays more attention on the capabilities of
the individuals which is good for promotinguelity on the workplace but this knowledge work

has some negative aspects as well. Knowledge workers have to justify and develop their
capabilities to maintain the position of knowledge worker. They have to communicate and show
their capabilities to theibosses to stay in theirogd books (Gill, 2010; Jones ReFillippi,

1996).

Other development which contributed towards equality was information technology, which
made the work easier for all. This allowed the workers to take the work out of officeand c
work in their houses as well. This also gave the flexibility in the workingshand timings to
workers(Eikhof, 2012).

2.3.2.3 Hostile and Benevolent Sexism

So some strategies and policies were made in order to resolve the issues. These gender based
policieswere Employment Equity (EE) or some other whose main objective was to reduce the
gender related inequalities and promote equalities in recruiting process, professional growth,
promotion and work fe balance on the workplacklifleg & Ferris, 2016). It waa good step

taken to tackle the gender disparity issue. Rather it should gain publicity and acceptance inn the
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work field due to its positive approach for the gender related issues, employees reacted
negatively to this approach as discussed by Harrisoayir Mayer, Leslie, & LesArey,

(2016). So the criticism and negative approach of the employees damaged the popularity and
acceptance of the Employees Equity (EE). The most controversial element of the EE was its
sexism approach. This sexist attitudestass the support of employees for the EE policies for
gander centric issues. This sexism attitude can be of two types nblostije Sexismand

BenevolentSexism (Harrison et al, 2016).

There are some authors who are critics for the hostile and beneselesiin but at same time
some of the authors proved in their studies that this sexism approach ultimately curtail the
disparity of the gender in the organization and helps in promoting and strengthening the women
rights. According toBecker & Right (2011}heory of hostile sexism is based on the belief that
men are more proficient and capable than the women and woman are likely to be emotional,
sexually manipulative and unintelligent. $oen deservamore power and higlstatus and
position. Benevolent sexisis an ideology that provides shield, care and affection to women
who works in the organizations with conventional raesl positions (Glick &iske, 2001). It
decrease the diversity related with gender ultimately by playing a role in the segmentation of
gender in the organization. It promotes the women to play their role in the areas and positions in
which they are undeepreseted and do not assumed good for the position (Hideg & Ferris,
2016).

2.3.2.4 Inequalities in Structures and Processes

Individuals workng on top positions can be a part of that discrimination. This personal level
discrimination can affect the policy, HR related decisions and their implementation. This (HR
decision making) is more open for the prejudice but this is the most importanisbeca
individuals working in HR, involved in the hiring and recruiting process, they decide the pay of
the applicant, have the opportunities at work in their jurisdiction. These discriminatory practices
depend upon the level of the hostile and benevolemrsexHostile can cause the discrimination

by desiring and trying the women to keep them on the power, on the other hand benevolent
sexism also cause discrimination because it tries to protect the wWSmaemarski & Hing, 2015).
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2.3.2.5 Wage Gap

Gender wage gapsione of the most common inequality that is prevail ant, even in Europe.
Women are affected of this wage gap disparity all over the word. Even women working in
different organizations in the Europe also suffer this inequality although Europe is way better
than other countries. Fuchs (2013), argues that gender compensation gap in the member states of
the European unions is very high as 25% despite of the fact that problem for gender pay gap is
the most hot topic in the Europe nowadays. U.K. is another dgaphphe pay gap. After the

Equal Opportunity legislation in 70s situation of the women in the market is even better and
getting better day by day but with very low pace. But the gap still exists for instance 38% gender

pay gap for part time and 17% failftime.

Companies do not report this type of data publically. Usually companies avoid to report and
publish such data although some of t he compa
equality, equal opportunities and their advancement. Grésddoon (2008) took the research

on the companies which were claiming the best reporting on Gender Equality. they found that

this is an exception rather than a rule even amongst the companies which claim the best reporting
companies. Most of the companies disctiwir policies and regulations not deeply but to leave

good impact on others or to increase the good will of the company.
2.3.2.6 Unfair Performance Evaluation

This discrimination is not just in recruiting process but they have to face inequality and biasness
in sustaining the position and their praiesal growth. As argued tamarski& Hing, (2015)

this institutional discriminatory policy can be seen in the from the selection and hiring of a
woman to in the company to her role or job description, pay, @miofes training, performance
assessment, promotion and firing. Unfair performance evaluation is another point on which
women have to go through with. Many researchers have aldesalyssedhis issue. Sometimes
specific types of women have to face morecdmination as compare to other women. If
pregnant women applies for the job she has to face discrimination she has less chances to be

selected as compare to the women wisirigle or have no childreis{amarskig& Hing, 2015).
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2.3.2.7 Tokenism

Sometimes firms @uited minorities and women just to avoid criticism from public and human
rights commissions. Organizations give the appearance to women just to show numbers and give
the impression to others that everyone has equal chance to apply and being seletéed. Kan
define such situation as tokenism in his book. He argues that men clearly outnumber the women
in the work field companies use quota system to give chance to women. Women are not getting
any trouble form the men or other colleagues as long as thegtirggghe typical female jobs

like, secretarial, care takers, nursing etc because these jobs do not create problem for the men
and women are not in competition with the men on these jobs. The scenario changes when
women get the jobs which are consideredriien or frequently held by men before. So women
have to face inequality on the work in shape of occupational segregation as some jobs are

considered for women.

The problem of tokenism is very prevalent in the organization that is a cause for the
discrimnation for the women. Kant€2009)discusses in his book that in order to address this
problem of tokenism managers and leaders should be trained enough to change the culture of the
organization. Structure of the organization should be flexible enougidapt the number
balancing strategies. There should be a continuous grouping and regrouping in the organization
according to the task which they are going to perform. There should be some support programs
for women. These support programs could be a giaifform for the women to interact with

other women working in different department and positions, can discuss the dynamics of the

tokenism and these programs could be the alternative to clustering and network development.
2.3.2.8 Muscularity and Femininity

Due to the cultural masculinity in society and in organization this is a great barrier for the
women to get top level jobs or to promote themselves for the managerial or executive level jobs
in the organization. Women in managerial jobs are an importantirssie gender equality. As

it has been a good growth in addressing this issue over the past years so it improved the position
of the women on managerial level in different countries. Women are getting the low level or
middle level managerial jobs but notibg considered for the top level managers. In USA, on

low or middle managerial level women are occupying half of the positions but when comes to
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top level only 2% are women who succeeded to get top level managerial jobs in Fortune 500

firms, and these 2%re enploying on the CEO positioA(vesson & Billing, 2009)

Women are evaluated wrongly sometimes. People in HR, if biased or affected by the sexism or
societal muscularity they would surely underestimate the skills, capabilities, job related expertise
ard knowledge. The same issue women have to face in their performance appraisal, assignment
of challenging jobs, professional exposure and career development opportunities. A&esson
Billings (2008) discuss in their book that women are under evaluatedeirortianization

compared with men.
2.3.2.9 Glass Ceilings

Women working in arorganizationgrow their career and get promotion up to some level then
their growth slows down or stops. They have to face glass ceiling effect in their career. This
glass ceiling coulde in the form of wages, in attaining the managerial positions, or barrier in
professional development. Women have to face many inequalities and discrimination in labor
market or organizations. Particularly on upper level they have to face more gendgr base
discrimination as compare to low level in the hierarchy and these gender based disadvantages
becomeworsein the later careeiQotter, Hermsen, & Vanneman, 2001). They further argue that

all other type of inequalities should not be labeled as Glassn@.eiurcell, MacArthur &
Samblanet, (2010) adds in the literature that women have to face some kind of systematic
disadvantages that could be vertical mobility, lower level jobs, authority and low income. These
systematic barriers for in the job promoti@mn women are in so many occupations other than the

executive whitecollar occupations.

Sometimes this glass ceiling effect is based on the skin color of the women. As discuss by
Maume (2004), glass ceiling is more for the color of women rather thannoaitoo the
occupation variables. They further argue that non whites have to face this glass ceiling more and

consistently in attaining the managerial positions, promotions, in authority and wages.

Gorman & Kmec (2009) have discussed the issue and made\s@neontribution towards
glass ceiling issue. They argue and conclude that various processes like gendered stereotypes in
which decision makers give preference to men over women in selection process, and some other

key factors like historic male offideilmanagers predominance, high status, work uncertainty,
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mark top level positions and intensified gender discrimination of the decision makers.
Furthermore, barriers in getting promotions inside the organization are very common in big

organizations and whe entry level job positions are more likely to be based on gender.
2.4 Inequalities in the organizations

According to agenda 2030, sustainable development goal of reducing inequalities within and
among countries aims towards empower, support and preooi@ and economic inclusion of

all regardless of origin, culture, race, religion, ages, sex, ethnicity, economic, income or other
status UNGA Agenda2015) By keeping this in background, this research focused on exploring
inequalities in the supportiverganizations and steps taken by them to reduce such inequalities.
According toAcker (2006, most of the researches and studies are based on class, racial and
gender inequalities. But in reality, it cover broader view which is larger and complex with
interrelated contradicting process and it is inevitably requires to be studied (RCKE,
Therefore, first we understand by causes of inequalities in the organization.

2.4.1 Causes of Inequalities in organizations

Inequality is influenced by the demoghap composition of an organization or a workplace
(Huffman, 2013. However, a well know author Charles Tilly has identified basically most
important mechanism for distributing and causing inequalities in the organizations that is
exploitation and opportutyi hoardings TomaskovieDevey,2014) Figure- 3 shows the causes

of organizational inequality discussed heie.is divided into mainly 3 groups that are
Orgaizational Mechanisms, Interactional Processes and Institutional Influences.

2.4.1.1 Exploitation

Exploitation arises when an individual or a group of individuals take undue advantage and
benefit at the cost of otherddmaskovieDevey, 2014) Exploitation can be seen in the
organizations due to change or shift in respect, rewards or resources, thiausebeften an
individual build up his or her respect and rewards by neglecting or at the expense of others
(TomaskovieDevey, 2014) Sometimes, employers engage in stggiloitation by using the

racial status of the employee or worker. Many times dugganizational process and practice

can be result into inequalities among employees such as bonus or tipping system encourages
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employees to compete with other and that to at the expense of each other because this all is

connected with the relationship withe customers directly and one employee want to serve all

‘ Organizational Interactional Pro

Mechanisms categorical distinctions

ER=CRECE pooling status hierarchies
claims making

- interaction orders
exploitation

opportunity hoarding intersectionality y

-Jpstitutional Influences—

history, culture, politics, social movements,

organizational fields

Figure 3: Causes of Organizational Inequality; source - Tomaskovic-Devey, 2014.

customers which eventually result into inequalities among thEsméskovieDevey, 2014)
Another types of exploitation is to deny someone or worker or group of employees the capacity
to make claims to the organizatiohdmaskovieDevey,2014)

2.4.1.2 Opportunity hoardings

Another way of causing inequality is opportunity hoardingsOpportunity hoardings occur
when resources or opportunities are blocked and access to this resources, pasitions,
opportunities are set aside by the office sittings or other hierarchical authority for particular
people TomaskovieDevey,2014) Many employers post their job requiremtnets that associated
with particular ethnic or racial groups, gender, family &ride or country people. Now, this
requirement, limits others for doing particular work who are socially or skill wise similar or at
par with job requirements and causes inequalitib@m@skovieDevey, 2014) Opportunity
hoarding can also be seen in the asc® education and training. Many poor or middle class
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economically backward people faces this type inequality for granting access to education and

training and only allow to those who had money powern{askovieDevey,2014)
2.4.1.3 Resource pooling

According b TomaskovieDevey @014) the third cause of inequality resource poolingHe

further adds that there can be the inequality with distribution of scare resources. The theory of
human capital in economics explains that the value accumulated from thef ggdeds and
services should be distributed to factors of production after paying off for the materials and
service taken from the suppliers, here earnings are the resources that must be equally distributed
(TomaskovieDevey, 2014) The productivity of theorganization varies depending on the
internal social & technological structure and skills of the employees or workers as well as the
management and harmonization among raf[€smaskovieDevey, 2014) Firms that are
powerful in their customer relationshipan get higher prices from their customers and achieve
lower cost of production by managing lower prices to suppliers in other words these firms
manipulate prices and trick their customers and suppliers which ultimately increase their race for
resource poling. Hence, resource pool of the organization reflects both the internal productivity
and their external power in the mark@iomaskovieDevey, 2014) Unfairly practice of this

resource pooling causes inequalities in the organization.
2.4.1.4 Claim making

The faurth cause is the center of inequalities generation thelaisn making. The collected
resources, opportunites and rewards are distributed to those who make claims for such resources
(TomaskovieDevey,2014) Stakeholders including owners and employeewd right to make

claims according to thir proportion. Owner claims for their property rights and surplus value
earned by the firm, employeesd6 claims are mos
they have added into the product or servig@®@maskovieDevey, 2014) Furthermore,
completion of task and reporting to superior, assertion for job promotion and raise for more
wages is also a kind of claims. Many times an individual or group of individuals claims in the

form of regulation, law or teation (TomaskovieDevey,2014) If an individual or a group many

times due to lack of knowledge, less number of their type or uncertainty about their claims make
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fewer or less claims on the basis of resource distribution then powerful authorities gdessall

authorize or disapprove their claims which will creates inequa(ifiesiaskovieDevey,2014)
2.4.1.5 Categorical distinctions

Above, discussed causes are related to organizational mechanisms. But there are other causes
which are categorized under anotlgeoup that is interactional process@®raskovieDevey,

2014) The first comes under interactional processeatsgorical distinction$ften people tend

to categorized themselves and others into groups by unknowingly and automatically
(TomaskovieDevey 2014) On the basis of these categories, people likely become unfamiliar
with other groups and these categories affect the behavior, attitude, and perception of people
towards others. These categories can be based on tdikeswhite, black or brownor can be

based on their locations, taste & preferences, cultures, status, etc. all these associated with
expectations from others, stereotyping, biasness in information sharing and decision making

which influences the interactional process in the orgsioz (TomaskovieDevey,2014)
2.4.1.6 Status hierarchy

The main function of the organization is to manufacture and produce products & services by
coordinating and organizing individuals and workers of the organizatiomgskovieDevey,

2014) An isolated workeor employee cannot contribute to the organizational productivity as
against the collective processes of the organization. When individuals interact themselves for a
particular task or work, they automatically tend to build some rankstatds hierarchyor
themselves and for others on the bases of their and others competences for that particular task
(TomaskovieDevey,2014) Now, when people perceives themselves as higher status then they
likely to become leader and make claims for resources and rewal thmn others and the
reverse of that is also true in opposite direction. If this status hierarchy not managed properly

then it will create inequalitied omaskovieDevey,2014)
2.4.1.7 Interaction orders

After categorical distinctions and status hierarchy thivel cause is interaction orders under the
category of interactional processtgeraction ordersre related to the rule and regulations with

implicit rules and procedural expectations around the employees and workers in the organization
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(TomaskovieDevey, 2014) Sometimes the workers are not directly involved in the interactions
but its organizational rules and procedures that make them interact and their superiors are likely
to monitor them{omaskovieDevey, 2014) However, the relationship of workemnd their
superior reveals the power and many times worker complains about their discrimination by the
superiors. This type of inequality occurs due to weak legitimate framework of the organization

(TomaskovieDevey,2014)
2.4.1.8 Inter-sectionality and Institutional Influences

lastly the inter-sectionality and institutional influencesan cause inequalities. Inequality
management is outcome of the different intersectional narratives, people and positions in
historical perspectiveTpmaskovieDevey,2014) The maning and power associated with the
various intersections reveal local and institutional influences which produces higher and complex
inequalities. With respect to categorical positions, people and their positions are assorted and
varied TomaskovieDevey,2014) Even sometimes, junior worker is more skillful then superior,
minorities will get more health and education benefits compared to others, and even women can
be the leaders and CEOs of the organizations as opposed to historical context. Thugyinequal
management varied depends upon the intersection of the categorical distinctions among people
and this will create more complexity for inequalifyofnaskovieDevey,2014) Furthermore, the

level and extent of inequality varied based on class, gendereueducation etc. and these
bases are also varied and influenced by local and rmagtitutional forces. There can be large
national differences in the labor market and their respective institutions which influence the

people and their efforts to exjtloesourcesTomaskovieDevey,2014).
2.4.2 Bases and Organizational Processes that Produce Inequality
2.4.2.1 Class

According to Acker (2006), class is a kind of systematic differences for accessing and
controlling resources. Such resources can be monetary bedae relations with the employees

thus it is inherent to the employmegptcker, 2006. The class system of the broader society is
matching with the organizational structure and processes which either give rights or constraints
to access to resources. Goonly found class bases are wealth, income, occupation, education,

etc. and there is also class inequalities for accessing these resourdgsrigak(Bell, 2012.
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Further Acker (2006) argues that social inequalities that originates and exist in thiesece
commonly drawn onto the organizations and workplace. If organization can able to mange or
reduce such societal class inequalities in workplace then it would have no effect on
organizational performance otherwise such class inequalities can ithgaarganizational
performanceAcker,2006 Berry & Bell, 2012.

2.4.2.2 Gender

It is the most common difference and inequality occurs in almost all the organizations. The
beliefs and ideologies of people are also associated with the gendefAmkszs2006. Women

are considered more towards caring and soft side, thus they were not given management and
supervisory roles which consist of boldness and aggregacker, 2006. Most organizational
positions were made for man such as manager, salesman, chaimn@®nestudy shows that
womends advancement and womends segregation
women to organizational power structukuffman,2013. The detailed discussion was already
made earlier in this report, so we are not discgssigain here. But in short, there can be the
inequality in the organizations on the bases of gendgtcicer, 2006.

2.4.2.3 Race and Culture

Peoplelives in the society and race & culture is the socially defined dissimilarity, diversity, or
differences on théases of beliefs, thinking, physical appearances, standard of living, historical
facts & domination, lifestyle, color, etqAcker, 2006. The organization is made up of more

than one individual; hence there is dissimilarities and diversity in the organgaexcept if

they limit their employees to particular one color, or culture or (Acker, 2009. There were

many examples in the past that few large organizations were centrally racial and gendered
structured that is only for white male pers@Asker, 2006. But now a day organizations are
changing, they are encouraging for diversity. Thus, there is need for managing inequalities on the

bases of race & culture in the organizations.
2.4.2.4 Organizing Class Hierarchies

Every organization has their differentriscture and class hierarchies. Job specification and
classification define the roles and responsibilities need to perform by each actor. These job roles
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and responsibilities rank the hierarchigscker, 200§. And these hierarchies make distance
between mployees and more badly if it is based on gender and ré&cker, 2006.
Organizational performance is also affected by the hierarchies like bureaucratic, fewer levels,
etc. and sometimes it represents inefficiencies of organization. Thus, organizegiatesthese
hierarchies through their interactions and practices which generate inequalities among employees
(Acker, 2006.

2.4.2.5 Recruitment and Hiring

Through recruitment and hiring process organizations find the suitable employee or worker for a
particular pb and position(Acker, 2006. Inequalities arise in this process if organization or
employer does unfair practice as basis for hiring or exclusion; say for example, if they recruit or
exclude employees by keeping in mind gender, culture, or other baokigrofithe prospective

employees than inequalities take pléseker, 2006).
2.4.2.6 Wage setting

It is traditionally a kind of bureaucratic process where it interacts between different levels of
organizations and accordingly in the same organizations there siipinsof many different

wage settings based on levels, roles, responsibilities and area ofAetse, 2006§. However,

when wage setting for a similar role and responsibilities is different for two employees on the
bases of race, culture, gender, colavuntry or any other background of the employee create
inequality in the organizatiorfAcker, 200§. One of the study regarding pay gaps in the
orgabizations showed that gender pay gap is continued on a large scale by segregating men and
women across deérent jobs and roles which eventually generates different pay |éwefnan,

2013.

2.4.2.7 Other perspectives to Inequalities

Staeotyping and discrimination by the coworkers or employers are type of thinking, behavior
and representation against other workemihich knowledge, capabilities, or perception about
people are filtered by or descended by on the bases of categories or class culture, color, race,
gender etcBerry & Bell, 2012. In smaller part there are can be name or family name based
stereotyping ad discrimination in the organization. Many Employers think certain kind of
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biasness or stereotyping against particular name of the employee, who might think either good or
bad for the company and accordingly they discriminate at the time of employmdmnt or

assigning different job role8érry & Bell, 2012.
2.5 Theoretical Discussion in brief

Finally, towards the end, Figurd is the summary model of theoretical discussion about gender
equality and reducing inequality. This model explains factors comindp to gender and other
inequalities in the organization discussed above and they were grouped into 3 major variables

namely, organizationdactorse mp | o pees@nafactorsand external factors.

Figure 4: Factors contributing Gender and other inequalities in workplace

[ GENDER EQUALITY & REDUCING INEQUALITY J

" T

Organizational implovees External
Factors CISONE ACEC Factors
= Recruitment &Hiring = Status = Race & Culture
= Resource pooling = Stereotyping = Institutional
= Exploitation = Gender Influences
= Glass Ceiling = Ape = Rehigion
= Structure & = Interactions = Country
Hierarchy = Categorical
= Claims Daistinction
= Opportunity = Classes
= Wage gap = Masculamity &
= Unfair Performance Femininity
Evaluation

Above mentioned factors contributes for cagsigender and other inequalities in the
organizations These all factors should beanagedproperly in order to avoicand pevent

inequalities.

But if the inequality situation prevails in the organizatiarsf any issues arisgue toany ofthe
reasos thanit has b be resolvedvith the aim of achieving equalitie®s soon as possible
(Stamarski& Hing, 2015 Berry & Bell, 2012 Acker, 2006. Therefore resohing technique or
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systemis neeckd to deal with issues or problemselatedto gender and other inequalities
According to pubbhed papeby Shelley Corrdlin December2017regardingreducing gender
and other inequalitiem the workplacéhasenlightenedwvay to solveinequalities(Shashkevich
2017) Correll has came up with @mall wins modd which encompasss edwcatingmanagers
and employeesegardinggender inequalityidentifying & analyzing theproblematicsituatiors
and risks which ieates or has created inequea$itand after consulting with the managers and
employeesiewelop a proceduréor implementing theesolutionand chages Lastly, appropriate
monitoring andassessmentf implemented methods or atiges is requiredfor evaluation
(Shashkevich2017)

2.6 Positive aspects of reducing inequalities and promoting diversity in

workplace

In earlier sections we had explorabout causes and bases of inequalities. But in this section we
will be discussing the benefits or advantagesrinfging diversity by reducing inequalities in the
workplace. Reducing inequality means inclusion for all which brings diverse workforce in
organization. In the era of globalization, significance of diverse workforce and their differences
leads to greaterdeas, creativity, innovation, expert solutions, cultural knowledge and also

greater reach of organization for their busindséinson, 2019)
2.6.1 Increased innovation and creativeness

Diverse workforce made up of different background, culture, country, geaddreven has
different mindset and behavior. Therefore, diverse workforce has variety of solutions to a
problem. For a common goal, they have different ideas to achieve. More different ideas can bring
creativity and innovation in the organizati@dohnsa, 2019) So brainstorming with different

ideas will result into most feasible and improved solution. For example, employee of Swedish
company may think totally different approach for a particular problem then American employee
and even different then Clase employee. Hence, to increase creativity and innovation in
organizational operations or its product & services, company must think of diverse workforce
(Johnson, 201%anel,2017).
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2.6.2 Increased performance and productivity

By reducing inequalities allowngployers to fetch more diverse skills, knowledge and methods in
the organization which ultimately increases efficiency and effectiveness of the employees

(Hanel,2017). Here, organizations place importance on individual strengths that bring greater

resultf or t he business hence, employeesd motivat.

work more towards achieving goals which increases the organizational performance and
productivity (Hanel,2017. According to study report of McKinsey&CompariyComganies in
the top quartile for racial and ethnic diversity are 35 percent more likely to have financial

returns above their respeaenditComp axmitd sonian ti ma uts

for gender diversity are 15 percent more likely to haveniona returns above their respective

national industry mediams(Hunt, Layton &Prince 2015)
2.6.3 Increased reputation of the company

Organizations which encourage and support reducing inequalities are widely valued, respected
and loved(Hanel,2017 Johnson2019) Job seekers or potential employees are easily attracted
towards organizations which has diverse workforce because such type of organization do not
have practice of inequalities and discriminatiGfohnson, 2019)Here, employer respects
individual differences and has willingness to adapt changes and new ideas. Not only new
potential employees drawn towards such organizations but also the existing employees are not
willing to leave their jobs. Rather existing employees are fully motivated towaidsvibré and
organizationJohnson, 2019)
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3.0 RESEARCH METHOD

Methodology is an important part of any research. It elaborates different steps and parts like the
research design, how the data was collected, and the approach used for data(Kohgsis
2004). This part of the research also describes the reason behind for choosing this particular

topic, sources for data collections i.e. primary, secondary or mixed.
3.1Choice of Topic

Choosing and addressing a relevant topic has a key role in any resedkabr \&oy report. we

read different sources and articles, gave some presentations and attended some seminars about
Gender discrimination during our course of studye found this topic very interesting and

relevant with our studies as well as we found @endEquality and Inequalities a topic of

di scussion in the industry and United Nations
topic chosen for research should be interesting and relevant for the persons who are going to
pursue it and for the peaplwho are going to be targeted in the report or research work.
Furthermore, the data or information which is going to be collected in the research, should not be
changed rapidly. Our other interest was to examine those firms and companies who are working
with the United Nationsd agenda 2030 and assi
the and follow the goals of the UN 2030 agenda. So, all these facts compelled us to choose this

topic.
3.2 Research Design and Approach

Research work is like expling something, it is something which is very exciting as well as
challenging because when it is started, researchers do not know where it can turn to, what
unexpected the researcher can find, or where it can heading to. So it is maepliketion

Despite of all these facts it always come up with something new and adds little more in the
existing knowledge and literature. It deals with the questions of what, where, when, how much
and why. According to Kothari, (2004) research design is the arrangeofehe conditions for

the collection of data and then its analysis with the purpose to combine relevancy to the research

purpose with the economy in procedure.
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3.2.1 Interview & Questionnaire

The strategy which we applied in omaster thesis is explona¢ qualitative researcffo do so,

we conduatd some senstrucured interviews as well aenline questionnaiteNow, this
interview questions and questionnaire both created by focusing theoretical discussion and
research question which covers three \@des created during theoretical discussion that is
organi zational factors, e mp | o yaddess oy ®picsandn a |
to gain deep understanding with different aspects of the phenomEadhermore, another
reason for devefmng questionnaire is gain more response from the companies and their
personnel. Due to time and location problem of the prospective respondents for giving interview,
we created questionnaire through which respondent can fill out at his or her own cointnerge

and schedule.

In our semi structured interviews, whole process was very flexible and convenient for the
interviewees and we give them free hand to give us the insight of the topic with their perspective.
So we got very detailed responses from oaspondents. These interviews and online
guestionnaires were conducted and filled loythe employees working on different positions
from top to bottom in organizational hierarchy. They were having very valuable and expert

knowledge that proved very esdahtn our research.
3.2.2 Qualitative Analysis

Qualitative research is considered as exploratory and open, and non numerical in nature.
Qualitative data is collected through observations, interviews, or focus groups etc. As argued by
Cresswell, (1998) quitative data generally emphasizes on the evaluation of people and their
senses and beliefs by explaining and concluding human experience in specific conditions. It
contains three types of qualitative interviews; conversational or informal interviewsenged
interviews, and semi structured structurednterviews (Patton, 1990). The questions we used in

the interviews were open ended that requires the answers form respondents in detail as well as
explanations of the phenomendine questionnaire thatexdeveloped was closed one, but again

it shows the relation and agreeableness of the respondent which can be easily evaluated via

gualitative analysis.
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3.3 Sample Design and Data collection

Our research focus was on the supportive organizations whichottedp businesses. So our
sample design is such organizations of Sweden providing assistance to others. Therefore, with
reference of our supervisor, we contacted one supportive organization (XYZ) first. After taking
interview of management level employees got another references of supportive organizations.
So likewise, we contactetll companies with different background dealing with and assisting
other companieshowever out of 11 companies, 8 companies mentioned below have responded
to us These organizenshelpout other firms in adapting the goals of the UN including Gender
Equality andReducinglnequalities which is autopic. Below mentioned Tablé 1 Sample
Designgives the information regarding tmespondents ansupportive organizationsho have
respondedName of the companies wepeirposefully altered andepresented as AB1, AB2,
AB3, and so on.

Please note thdbr data secrecy and privacy we had not mentioned the real name of

employees and the organizations.

Table 1: Sample Design

R= - . Background of the Type of
Position Companies
Respondents Company Response
Development for Steel Face to Face
R1 Process Manage| AB1 Interview &
Industry . ,
Questionnairg
R2 Director AB1 Development for Steel Interview
Industry
R3 Process Mnager AB2 Develo_pment for Skype_ call
Automation Industry Interview

R4 Head of Business AB3 Business Developer | Questionnairg
Development

R5 Unknown AB4 Business Developer | Questionnaire

R6 Unknown AB5 Business Development| Questionnairg

Business Development of

R7 CSO ABG IT and innovations

Questionnaire

Business Development f¢

R8 Project Manager ABY Manufacturing Industry

Questionnairg
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Questionnaire{

R9 ‘ Unknown ABS8 Business Development

3.3.1 Procedure

We contacted them with Emaisd personal meetisgWe send them out copy of proposal and

used the consent forms both attached with the email. We provided them information about the
procedure how it is going to be carried out, risks (if any) and benefits attached with their
participation in the researchn explanation how to obtain the results of this research, complete
contact information of researchers, voluntary participation and the purpose of this research work.
All details about the respondents were mentioned in the empirical Stath}.three inérviews

has been taken in which one respondent has given the face to face interview in person, another
respondent has given interview via Skype call and third respondent has given interview in
written document. All other respondemi@vegiven their respases through online questionnaire.

With the consent of the respondents rgeorded face to face and Skype intervieWwsr the

guestionnaire, we maintain database where all responses were recorded online.

3.3.2 Reliability

In order to ensure reliability, werovided information and explanations of the different
terminologies used in literature and questions to make the interviewees understand the meaning
of the questions in advance. We provided them the interview guide and information just to
ensure consistey in the responses of the participants, as there was a chance of varied responses
because of the flexible nature of the qualitative data.

3.3.3 Validity

We selected the participants who have good knowledge of company and job, responsible for the
implementation of the phenomenon in the organization, and assisting the other companies with
the same UN goals, in order to ensure the validity of our research report. Data and information
collected through interviews and questionnaires washeeked and also owgpared with the

available information which is easily accessible publically.
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4.0 EMPIRICAL STUDY

In this section we had represented the data which was collected from the respondents. This data

corresponds to the actual reality of the organizations takdar study.

The empirical study written hereunder was by relating on the basis of three variables created in
the theoretical di scussion that is organi zat.
that contribute to inequalities in organipats and grouped by interview empirical study and
guestionnaire empirical study. TotaD responses were received and represented here in this
empirical studyof which 3 responses are of interview and 7 responses are of online

guestionnaire
4.1 Interviews

Respondets 1, 2 & 3 has given their interviews in which we have taken face to face interview of
R1, Skype call interview of R3, and R2 has responded the interview questions in written

document. R1 & R3 are female respondents and R2 is male respondent.
4.1.1 Organizational commitment and Initiatives

The purpose of this question was to check the commitment support, empowerment and
encouragement of the organization towards employees in order to address the gender equality
and other inequalities on the wollpe. By aiming organizational factors ewvformulatel

different questions relating with our theory to investigate organizational commitment in our

guestioners and interviews.

We interviewed three respondeni®l, R2, and R3. All three give positive respen®wards

organizational commitment on behalf of their companies.

Our two respondents (R1 & R2) who belong to an assisting company provide assistance to steel
industry. We found that they have project with gender researchers from one university to
encourge, promote, and empower female on the workpkue to give the students overall
knowledge of the industry as well as awareness regarding gender equality and other inequalities.
By organizing summer research schools, they invite international PhD stird@mtaround the

world to build highly skilled network and to address various organizational issues and also
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encourage women participation and people from various skilled people irrespective of their

background.

They also have women programs for mangestael industry to increase the participation of the

women and they want them to show as role model. As Respondent 1 said:

AW engage students in summer research school

are working on equal leadership chances forme n 0

Respondent 1 told we do not have as such policy in memorandum of the organization but we are
working well with the issue to diminish any discrimination within the organization. According to
respondent 3 they have the policy in the organization torerGander equality and to reduce
other inequalitiesThe organization of R3 has collaboration with one university and provides
innovation and transformation ideas with management support to automation companies by
aiming agenda 2030. R3 organizes workshapd lectures of academic professional to reduce

inequalities in the organizations.
4.1.2 Male Vs. Female Ratio

One of our respondentds company (R1 & R2) has
whereas other company (R3) has 70% female beingimgik the company compare to male

(30%) which means females are more than male. So we found no gap in terms gender recruiting
and working in the companies. When asked about the gender ratio working in theyimaus

which they are assistingne of ourmterviewee (R3) told that:

Al n automation industry the percentage of won

i mproved to 37% till today, whereas in whole

This is a longstanding issue, as discussed in theory chapter albichelates to organizational
factors and employeesd6 personal factor s, al |
cope with this discrimination on their domains. Although the assisting companies are good in
inside their working recruiting pcess but they are striving to minimize this distinction in their

member organizations.
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According to R1 & R2, in steel industry women are2lB% working on different positions
which is quite low compare to other industries. As mentioned above, theyoaretjprg various
projects and initiatives to attract more female and people from different background to reduce
male vs. female gap in the industry. They are also advising the employers too regarding such

issue.
4.1.3 Recruitment & Employment process

One inmportant reason which we found during the interview of Respondent 1 was that small
companies are more old tradition fashioned. They work in more traditional way and they hesitate

to recruit foreigners. They always give priority to national people.
ASmaodlnmpani es are more traditional and give pri

Respondent showed concerns about the low ratio of foreigners despite of the great demand of

skill full persons in Sweden. According to R1 just 6% outsiders are working in the steel industry

Respondent 12, & 3 were agreel with the notion that there is some discrimination in
recruitment process based on nationadityl language but not in their respective organizations

As oneof respondent R1 showéxar concern that people in HR are alweglsictant to hire from
outside the Sweden because they are not sure about the qualification and level of qualification,
their skills compatibity with the advanceme of the industry, and their previous experience
compatibility with the industry. Gendgap their own companies do not exist but when talking
about their member companies, there is a huge gap exists statistics are discussed above.

These types of questions were asked to respondents by targeting all three variables which we had
summarized ourhte or et i c al di scussion that i's organi ze
factors. Recruitment process indicates or g
indicates personal factors. But the third factor that is external factors also somerdates

unfair to prospective employees. For example as per R1, there are external institutions like
immigration department which sometimes to be the barrier for recruitment process for the
outsiders. But overall, there can be small partiality for recentnm small organizations but in

medium to large organizations they usually follows equal employment and recruitment process

for all according to Swedish labor laws.
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According to the respondents R1, R2 & R3 their respective organizations follows the equal
recruitment process and as of now there were no any kind of issue aroused in their organizations.
In fact, organization of R3 has more females than males as mentioned earlier, so according to
R3, there might be a little dilemma in the organizations atheit staff and they are working on

it.

4.1.4 Equal Professional Development & Opportunity Policy

When the questions asked about the opportunities provided for career and professional
development are equal @l employees with asymmetrical background unithg male and

female within their respective organizations and to their member organizatiords,R21told

that there are equal opportunities provided employees to enhance their skills, exposure and career

development. R1 said:

fiWe do not believe on disamination but on performance and skills, we all are accommodated

equally in the organization. We are working o

According to R3, they have clear cut policy for equal opportunity and professional development.
Organizationof R3 works for innovation management for automation region and for innovation
they require different perspectives. Different perspectives can only be achieved by giving equal
opportunity to all in their profession. Their policy covers different ages,goackds, cultures,

gender etc, which is mainly connected to their main operations regarding innovation.
4.1.5 Equal Facilities and Wages

According to the theoretical discussion, we mentioned one of the reasons for inequalities in the
organization is thateir compensation, facilities and wage differences among different gender or
people with different background for similar jobge asked different questions to check the kind

of facilities, incentives or wage systerwithin the organization is the same fmployees with
different background, culture, country or even for different genders

Respondent 1 told that there séght wage gap between male and female working on same
position or level with same qualification and experience but this gap is veoy asrcompare to

other companies but everyone is getting the same incentives. R 2 says there is no gap in terms of
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remuneration and in getting incentives in our organization but in our member companies this gap

is very vital.R3 said:

AWe do havieof boarseeare aithha equal stage in salaries and opportunities to do

their best they can dobo

According to R3 they have equal wage payment system according to their roles and duties in the
organization but not with different levels of organization. Asanager R3 has to see all of her
subordinatesd work so her r eslewisesat rhainlleved it es ar

differs as per their roles and area of work and accordingly their compensation or wages.
4.1.6 Implementation

By asking questios related to implementation of gender equality and reducing other inequalities
we aimed at how they enforce or communicate such practices in their organizations or with their
member organizations by focusing on organizational factors mentioned in theetitedo
discussion. In response to that R3 said:

AMYy mission as a manager has to work proactiyv

As per R3, they usually communicate or enforce implementation of suetismimination and
equality among others thromgveekly meetings with the employees. They always discuss about
if any kind of discrimination or any inequalities experienced by any employees. Everyone has to
be the part of that discussion which is very important for everyone. If anyone is still ebieédati

with the meeting and actions then he or she can contact directly to the superior boss.

According to R1 & R2,His isa part of their normal working model, they discuss during internal
meetings and in their meetings with outsiders. They work togetitermember organizations

about this gender and other inequality issues and it is highly prioritised afé@yorking to help

the industry mentoring programs, leadership coaching, acdes professional networks,
development trainings, educational oppoities, rotational programs etc. to ensure -non
discrimination and equality among all. R1 also added that as of now they have not encountered
any such type of issue, but in future if any then they will resolve by observing what others are
doing
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4.1.7 Organizational Environment

In interview R1& R2 told thatthere is a friendly environment in our organization. There is no
any discrimination based on gender or any other inequaitity they are satisfied with their
actions in the organizationBut About theirmember organizations, they are struggling together

to increase number women participation in the organizations and as well as for increasing
employees from around the world because there is huge demand for skilled workers and

employees in steel industry.

On the other hand, Rhas responded that they are satisfied iwitheir organizationthe overall
environment is amiableThey do not believe on discrimination. Furthixd, being a process
manager, shalways tries to be friendly with herolleagues andubordinatesR# alwaystry to
ensure equality withirsubordinatesBut for the automation industry as a whole, R3 is not
satisfied with the implementation and requires more efforts on part of that and ofil WWat, ar e

little bit on away but we dovealgn way .t o gooO
4.2 Questionnaire

We have also created questionnaire by concerning three factors that is organizational,
empl oyeesd personal and external factors whic
through which we can explore organipaal activities with regards to gender equality and

reducing inequalities in the organization.

Questionnaire is divided into 4 sectianBasic information, questions related to gender equality,
guestions related to reducing inequalities, and generatigouesnix of both gender and other

inequalities in the organization.
4.2.1 Basic Information

In response of questionnaire total 7 respondents have responded. In which 4 respondents were
female and 3 respondents were male so our empirical finding throeghannaire is not biased

with only one gender and took viewpoints from both male and female.

Furthermore, the organizations they are working under or in words their respective organizations

have employees ranging from 4 to 12. Since they are the sugportjanization, their main
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business is to give advice, business support or guidance to other business, their size of the

organization is very low.

Purposefully in this report we have not mentioned name of the respondents, their positions in the
organizatim and name of their organization. This is because of data privacy and secrecy of the
respondents. We have also kept optional for writing their respective name in the questionnaire.

4.2.2 Findings Related to Gender Equality
4.2.2.1 Women percentage and Assumptions based on gender in the organization -

To investigate and explore current position of the organization with regards to gender equality,
foremost we have asked about percentage of women workforce in the organization from bottom
level to top managemé According to response data total 4 respondents have responded that in
their respective organizations 40% are women workforce, whereas 1 respondent have responded
that in his or her organization 50 % are women and remaining 2 respondents showedethat the

were 60% are working in their organization.

Next question was asked about assumptions about capabilities based on gender made by
management or other employees in the organization. Unanimously all the respondents either
agreed or strongly agreed that itheespective organizations do not make any kind of

assumptions with regards to capabilities of the people based on gender.
4.2.2.2 Equal Opportunity in recruitment and promotion

Onethe reason behind low women participation is unfair recruitment poliayrgdnizations
towards women as discussed in the theoretical discussion. Therefore, when we asked this issue to
our respondents whether their organization has equal opportunity policy of recruitment for both
men and women, then 6 respondents agreed tegt Hhve equal opportunity policy in the
organization. But one respondent remained neutral for this statement that means there is some

kind of hesitation for recruitment process in that particular organization.

Many times there can be the glass ceilindairiers within the organization for job promotion
and other opportunities. By concerning this issue 5 respondents showed their agreeableness to
the statement that management equally encourages applying for other positions in the
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organization. Whereas, r2spondents remained neutral neither showed their agreeableness nor

disagreeableness.
4.2.2.3 Fair compensation and training policy —

Here, this question aimed at gender pay gap prevalent in the organization for the same position
or role. Collectively allhave responded that their organizations have fair remuneration and
compensation policy for both men and women by showing their adeeesk with the
statement. Thateans according to respondents we found that there aasyngender pay gap

in theirresgectiveorganizations.

We have also asked about training policy regarding gender equality in the organization, whether
they have or not. Surprisingly we found that 1 respondents showed that they does not have
training policy for gender equality while 4 resmlents remained neutral in this question and
only 2 respondent agreed that they have training policy for gender equality.

4.2.2.4 Management support and working environment —

In this question, by relating to the theoretical discussion we have spégiéiskéd that whether

top level management empower women or support and promote equality between men and
women in the organization. All 7 respondents have responded by showing their agreeableness
with the statement that is their top management supponpramdote equality among genders in

their respective organization.

Working environment of the organization is important for any employees either male or female.
Therefore, it should be free of violence, harassment, sexual exploitation and gender stereotyping
In response to this statement all the respondents collectively showed their agreeableness towards
this statement that their respective organization ensures and provides safe working environment

for both the genders.
4.2.2.5 Committee or commission to deal with women discrimination —

To deal with women discrimination, an organization has committee or commission which
resolves issues related to gender inequality. Now when we asked about this dealing mechanism,

surprisingly we found that 4 respondents resjgaithat their organizations do not have any kind
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of committee or commission to deal with women discrimination if occurs and 2 respondents do
not know about this system while only 1 respondent said to yes which means his or her

organization has such kind eystem or committee to deal with women discrimination.
4.2.3 Findings Related to Reducing Inequalities
4.2.3.1 All cultures and backgrounds are respected —

To reduce inequalities in the organization, people from different cultures and background within

organization must be valued and respected by all the members including top management.
Therefore 6 respondents give their answer in favor of the statement that all culture and

background of the people must be respected in the organization whereas 1awmfspeitter

agree nor disagree with the statement.
4.2.3.2 Equal employment opportunities and career development path for all —

This question is similar to gender equality but with broader perspective not limited to gender
perception only. Collectively athe 7 responses are strongly agree in favor of the statement that
in their organization everyone has access to equal employment opportunities regardless of their
difference. This agreeableness shows that there can be the diversity and inclusion fibreall in

organization.

In organization, every employee wants to grow, every employee want to move forward in the
organization despite having dissimilarities with others according to theoretical discussion.
Hence, an organization must lay down a career devaopmpath for all employees in the
organization. By asking about this matter with the respondents, they all have different opinions
about their respective companies. 4 respondents agree, 2 remained neutral and 1 respondent
disagree with the statement. Tmaéans there is no similarity between the organizations even if

they all are of same kind.
4.2.3.3 Training programs and equal Compensation for reducing inequalities —

This is again similar question to gender equality including other inequalities too, ewheth
organization provides training programs for diversity and reducing inequalities or not.

Unexpectedly we found that 5 respondents denied about having trainingnpsoigraeducing
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inequalities in the organization and only 2 respondents said that theysheh kind of training

program in their organizations.

Respondents were asked about their belief regarding the compensation and their salaries are
being fairly paid by the organization relative to similar roles in the organization. Surprisingly all
of the respondents were agreed that their employer provide fair compensation and salaries to

them and all other employees in the organization.
4.2.3.4 Free and open expression against lonely feeling —

This question is concerning about employees that whethaniaggion provides an environment

or opportunity to freely and openly express ideas, opinions and beliefs within organization. And
all 7 respondents agreed that in their respective organization they can free and openly express
their ideas and beliefs thatean everyone in the organization can speak for themselves without

any restriction.

Sometimes an employee in the organization feels like alone, management or coworker neither
support nor listen to the employee. An employee become segregated and féels ke m t he on
oned in the organization due to inequalities.
agreed that they hardly feel lonely in the organization while 1 respondent answered neutral in

this mater.
4.2.4 General Mixed Findings
4.2.4.1 Commitment, support and satisfied with the implementation —

In general, from the responses of 6 respondents we found out that organization has commitment
and support for gender equality and reducing inequalities which empower women and inclusion
for all in the organization. Only 1 respondent was not agree with it and remained neutral about

his or her organization.

Another important thing was asked to the respondents whether they are satisfied with the
implementation of current gender and reduced inequalityoappes in the organization and

found that all the 7 respondents were agreed with the statement which means that

Raheel Sagib & Maitrey Patel Page4?2



implementation of approaches in their organization are on a right path and employees are happy

with their efforts.
4.2.4.2 Intolerance for inappropriate behavior and belongingness to the organization

This question is about intolerance of inappropriate behavior in a sense that racial, ethnic, gender
based jokes and similar behaviors are not tolerated in the organization. We received 6 responses
were they agreed that in their organizations such kind of inappropriate behavior is not tolerated
but unexpectedly 1 respondent was disagree with the statement that means there can be the

misbehavior of the employees with regards to this issue.

In addition,belongingnesso the organizatiomnvas asked to know in general reason behind why

they are attached to their organization. We have also put forward some options with question too.
All respondents were selected their reason is that they were recognizednheior t
accomplishments. 6 respondents have also selected other reasons like the contribution are valued
and they are comfortable to work with others. However, 4 respondents have also selected that
communication about important company development is tragmsiphthe organization. All this

options indicates that organizations do not have any gender and other inequalities.

4.3 Summary of Empirical findings

In this sectionempirical findhgs from the intervievand questionnaire responses were briefly
summarizedy groupinginto mainfactors

Sr.
Factors Findings
No. g
1 Working women percentages in the different
. organizations are ranging from 40% to 60% of worm
Women percentage in
1 compare to male counterpart.

Organization . L
g 1 However, in member organizations to whibley

assisting may be lower.

1 All organizations have commitmeahd support
towards gender equality and reducing other
inequalities.

1 Some of them are doing outdoor projects to attract
more diversgeople in the organizations. Few of the
had collaboration with universities for training and

Organizational
2 | commitment, support ang
initiatives
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research initiatives.

1 People from various backgrounds are equally
Open for diverse culture appreciate@nd valued

& background 1 In reality there were no outsider foumdithe
organizations

1 Companies recruit and provide trainirgggardless of
differencesackground or gender.

1 But majority companies do not have any policy
equal recruitment and trainirvghich monitor or
govern their procedure.

1 Some member organizatiomsth traditionalfocus
may have sompreconception and bias towards
employing ousider.

Equal recruitment,
4 | training,and professional
development opportunity

1 All companiegrovideequal compensatioor wages
to their employeesxcept for one respondent who

Equal compensation and added that there rinor gap

facilities . o .
1 Butin memberorganizations and in industry wage g
exist
1 Each or@nizations provide and haveesavorking
5 Organizational environment free ofjender stereotypinghamssment
environment violence, andsexual exploitation

1 Open expression of ideas and beliefs

1 Do not have proper policy in written form

1 In meetings, semars and promotion they follows,
enforce, and ensure about genedgudity and other
inequalites byverbaldisciplineandbehavior

1 Do not have redressal committee or system if any
issue arises

Implementation &
7 | committee to deal with
problerns
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5.0 ANALYSIS

By focusing the researadluestions and theoretical discussion, in this chapter we had analyzed
and discussed findings from the empirical data which was collected from the respondents by
interviews and questionnaire as well as the secondary data which was collected from the

websies.

In line with sustaiable development goals, gender equality and reducing inequality guide
towards diversity and inclusion for all within and among countries. In this report we had taken
these goals as our guiding principle of research investigationcd;lenve investigated and
explored gender equality and reducing other inequalities issues in supportive organizations
which are between academic institutions and industrial companies. Thus, according to theoretical
discussion we had represented analysis disdussion in three factors that is organizational,

empl oyees6 personal and external factors.
5.1 Organizational Factors

After the emergence of sustainable development goals, almost all the countries who are under
United Nations have adopted SDGs in thealicies and operations. Sweden is one of the
foremost in working towards SDGs and in that various organizations, institutions, and companies
have also adopted SDGs according to their business area and operations. Similarly, the two
SDGs1 gender equalityand reducing inequalities are also followed by many organizations
across Sweden. We have explaineddepth about these two SDGs in introduction and
theoretical discussion chapters. After formulating the interview questions and questionnaire by
concerningthese two SDGS gender equality and reducing inequalities we had captured

responses from the interviewees and respondents for analysis.

This section of analysis answers the two research questions 1 & 2 which were developed in
introduction chapter. By daied reviewing the empirical data, we found that almost all the
organizations in their operation has a commitment to supports and promote gender equality and
reducing other inequalities within organization. Some organizations has written document about
it and some has just assurance without any written concern. In Sweden, there is also law against
such inequalities that is The Swedish Discrimination Act and Swedish Gender Equality Agency
which provides protection against any kind of discrimination occuestd inequalities in the
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workplace (Sweden Institute, 2019). Here the organizsititonwhich we contacted promote
reducing gender and other inequalities in the organizations through seminar, projects, meetings,
etc. Not only they support and promote hisbahey try to encourage and attract more number of
people with different background, age, gender, or even different countries because reducing
inequalities will leads to innovation, creativity and higher organizational performance as

discussed in the teectical discussion.

The recruitment process in the organization is very important because through this process
organization employs individuals to their organization. But according to empirical data, we
observed that majority follows the equal opporturatyd recruitment policy for all in the
organizations. But, despite strict rules by the government and widely accepted policy, there can
be minor chances of unfair recruitment practices in the organizations more specifically small and
old tradition fashiongé organizations. We argue that organizational decision makers or employers
have an influence on recruitment policies according to their job requirements which enables

recruiter whether to employ on the basis of gender or other differences or not.

There isal so some <contradiction appears among ofr
development in the organizations which showed some negativity about the organizations taken
under study but not all. That means few employers are not providing employees equal
opportunity to grow in their career or might be employees are not sure about such issue.
Similarly, on the same issultin & Szulkin (2003 added that sometimes influence of the top

level management and their mindset for particular gender or any kindegfiality limits
employees to grow in the organizations. So in short, it is on the hands of the employer or

decision maker to allow for equal development for all or make partiality among employees.

Another factor we analyzed here is of equality in wagecampensation payment by the
organizations to their employees. As per our findings all the employees do not experienced any
differences in wage or salary payment for the similar roles in their organizations. However, they
also added that their member angations to some extent might possible that they do not
follows the same system on small bases. There may be minor wage gap between genders or even
between different people in the organization. Another thought behind higher wages of male is
due to aspirabn of male employees to preserve advantage over female in organizational

processesHultin & Szulkin, 2003. However, according to national mediation office of Sweden,
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10.7% pay gap exist in Sweden in 2018 which means that males are paid 10.7% higlaee comp
to female employees on an average across all industries in Swaeden Institute, 2019)
This eventually leads to the finding that organizations taken under study are well beyond the pay

gap exist in Sweden.

=== THE PAY GAP IN SWEDEN
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Figure 5: The Pay Gap in Sweden | source: National Mediation Office

Yet another is issue we found that almost all the organization of the respondents and
interviewees do not have any dealing mechanism with gender and other inequalities in the
organization. Except for one organization all otbeganizations do not have any committee,
board or commission who can tackle if any issue arises due to inequalities and discrimination
within organization. On the other hand, by looking this situation with another point of view is
that organizations may horequire such grievance facilities because the chances of
discrimination might be zero and never happened earlier. But that does not mean that they do not
require such mechanism. Organizations have to be proactive and should be prepare for the
unforeseerfuture. However in Sweden, government has established an agency named Swedish
Equality OmbudsmanD(skrimineringsombudsmanngrirhis government agency enforces and
protects rights of equality. Cases related to discrimination, unfair treatment by the e plog

al so for the cases related to employeesd6 pare
this agency accordingly look into this mater to resolve the issue by providing equal rights to all

in the organization.
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5.2 Employees’ Personal Factors

It is an established fact, our theory also supports this, that gender discrimination and other
inequalitiesmay exist on the workplace. These discriminations and inecemlitire raised
because of the organizatiorfattors, persondlehavior of emplogesand some external factors.

This section of the analysis give answer to the third research question which was developed
during introduction chapterDiscussing personal factoo$ employeedor instance, sometimes
employees in personal capacity arerpoting the inequalities or becoming the part of the
discrimination on the workplace by lacerating others. So we tried to invesiighexplorg¢hese
personal factors by posing different questions to our respondents. In analyzing personal factors

most ofthe responses as we were expecting but some of them were much unexpected.

As discussed in the theory chapter, respect and self recognition plays a vital role in giving
confidence and encouraging the employees in any organiz&iom the empirical datave

found that all the respondents and interviewag®e with the notion that everyone should be
given respect equally irrespective of nationality, religion, gender, race or ethniciSiratiarly

in Sweden, everyone respect each other. According tortinke af Crouch(2017) a mayor of

one particular region from Sweden also supported the equalities by saying that increasing more
equality can brings more trust and stronger economic growth and it4&iwisituation for both
people and the country. Scevean infer that all these organizations are inline with the national
standards. This article is publicly available onliAéhough majority of the respondents second

the statement one who stood neutral was not agree with the question somelowshelaight

have some kind of priority based on nationality or backgrounklisiher mind or he/she has

some doubt about his/her organization.

All the respondents were agree with the freedom of speech, expressions of ideas, and beliefs.
This was a good gestureezyone in their own capacity was doing to promote equality in terms

of open speech, ideas, or opinions. As one of respondent said we always persuade and encourage
other employees to come up with new ideas, opinions etc. This situation leads to loneliness i
workplace if someone is being neglected or not giving priority in the organization by
supervisors, mangers or peer level employees. All interviewees were happy with the respect,
care and attention they are getting in the organization from thgesaand colleagues. All the

respondents were also happy with the kind of attention they had in the organization
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Equal employment opportunity is another burning issue in the organization. As explained in the
theory part, people have to face the discrimimatia recruiting process by the overall
environment, company policy, or some stereotyping beliefs in the society as well as personal
thoughtsof the recruitersWhen asked about the equal employment opportunities to everyone,
what are their thoughts and haweir organizations are recruiting, all the interviewees were
agree that everyone should be recruited basethe skills, experience, amgialification. One
interviewee said our organization recruitment policy is based on merit. Interestingly all rest of

the seven respondents were also agree with the statelnetiter important thing is that based

on empl oyeesd gender, race, or background not

According to empirical data, on an average all the organizatiens 40% to 60% female
workforce compare to male in the organizations. On the bases of this female percentage we can
infer that all these organizations follows accordingly to the gender equality a goal of sustainable
development. However, we have not alied from the organizations that they have people with
different background that may be because they are small in size and they do not require on the

basis of their business operations.

Jokes, taunts, or sledges should not be tolerated at all. Employseginai esteem to each

other. When asked about inappropriate behavior of colleagues in terms of jokes, taunts based on
their color, gender, religion, race, ethnicity, etc and how the management tackle such situation,

all the respondents were agree thathstype of behavior should tackled with strict legislation

but one of the respondent disagreed with the statement which was quite surprising. It leads to
biasnes®n the work field. Whereas, others hawll that such behavior is not tolerated by the

organikationandthat is good to promote equality in the organization.
5.3 External Factors

Another importanfactor which influences gender and other types of inequalities in workplace is
the external factors to the organizations and employees. These exémtioas fmay include
various institutions that have influence on
related aspects. Not only institutions but also society culture, religion and country have an impact
on inequalities occurs on workplacescker, 2006). Now, influence of these external factors

may lead to equality or inequality depends on how organization manages this factors. There are
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many organizations which consist of diverse people in the organizations but they have equality

among them.

One thing we would like analyze more that sometimes even if organizations encourage and
supports the inequalities and recruit most suitable employees on the bases of skills, knowledge
and experience. Even though an employee is most suited for the joengidyed by the
organization, if an employee is foreign national then immigration department of country may
influence the decision. According to interviewees there are many examples of that particular kind
and employee have departed to his or her counieyta visa problems. This kind of inequality is

not in the hands of the organization but they have to be prepare for that and provide assistance to

the employee.

Another important external institutions have an influence on organizations in Sweden is labor
and trade unions of various industries. One recently published article on Swedish Workshop
Industry portal (SvenskVerkstad Industri) is best example of it. Swedish Engineers board has
approved demands of the industry trade union to increase the 3% whgaiptoming contracts

and force the employers to investigate and correct the gender pay gap in the workplace
(SvenskVerkstad, 2019). By this movement it influences entire Swedish labor market and
Swedish Engineers association and Swedish Mediation kes@iitimate that the gender pay gap

will come down to around 5 % (SvenskVerkstad, 2019).
5.4 A preliminary model for gender equality and reducing inequalities in the organization

As we have mentioneéarlier in our report that except one organizationsthkrs do not have

any mechanismsystem or procedure to tackle or addrgeader and other inequalities if any
arises in their organizations. So after the theoretical discussion, empirical findings and analysis
of various factors we came up with modehtttwill help the organizations to reduce such

inequalities if any occurs.

This model is based on a model given by Correll (2017). We hwadified andcreated this
model by keejmg as base model of Correll (2017) with few changess Tiwdel focuses onéeh
managemento reduce inequalitiem the organizations. Figuiie6 explains the overview of the

model.

Raheel Sagib & Maitrey Patel Page50



Stepi 1: Educate

The first step of this model is to educate managers and deaisikers regarding gender and
other inequalities so that they canalbd recognize and understand if situation appears in the
organization. And also instructing and train them to prevent such type of ideas and motives
entering into organizational procedures and practices so no any inequalities occur due to

organizational ppcesses.

» Prevent ideas
about gender and
other inequalities
from the practice

Diagnose

» Assess where the
bias appears

» Work with
managers for
possible methods

Intervene

» Implement the
methods and

» Measure the
performance

changes

Develop

Tools Evaluate

Educate

Figure 6: A Preliminary Model for Gender Equality and Reducing Inegialities | source:
Correll (2017) modified

Stepi 2: Diagnose Biases

The second step is of diagnoses. Here, managers or decision makers analyze the organizational
environment ad collect the data regarding what, when, how and why gender and other
inequalities if any occurred in the organizations. Here managers have to assess various
procedures and operations of the organization such as recruitment, job promotion activities,
hi erarchical structure, e

emplooeesd background,

changes and solutions.
Stepi 3: Develop Tools

In this step a manager or decision maker has to develop a procedure, method or solution to
reduce gender and otherequalities from the organization. Such methods can be the defining

and clarifying the employees regarding the various inequalities. Providing training and seminar
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and motivating employees towards reducing inequalities. But manager or an organizatitm nee
ensure that such training and programs should not have biasness toward different gender or
people, it should be focused on inclusion for all regardless of gender, and other background of
the employees. Yet another way is performance evaluation cdntipéoyees and encouraging

his/her on the basis of its contribution and dedication towards work and organization.
Stepi 4 & 5: Intervene & Evaluate

The fourth and fifth steps are regarding implementing the methods and procedure in the
organization and asedl as evaluation of the entire procedure and its effect on the employees and
on the organization for reducing gender and other inequalities. Here, manager has to intervene
carefully for routine procedure by replacing with new one. Then he or she hasasormer
evaluate the implemented procedure for reducing biases related to inequalities. What is effect of

the steps taken, how it is affected to other employees and their performances etc.

6.0 CONCLUSION

Undoubtedly sustainable Development is one of the ultimate goal through which any
organization can achieve its business objectives. Sustainable development also influences the
employees working in the organization, general public,suiety in many regards. This is the

core reason United Nation has taken up this issue and set 17 Sustainable Development Goals that
entail 169 different targetd{JNGA Agenda, 2015)Our chosen two goals (Gender Equality &
Inequality) are more important @most commonly faced issues by the labor force.

On the basis oflata collected by 1fesponsesepresenting different companies, there are some
irregularities and weaknesses found with respect to Gender Equality and other Inequalities
practiced by the fqporting organizations during our research. e basis of the repirical
findings and analysiswe conclude thathe supportingorganizations argracticing these two

SDG goals in their operations but they are not meeting the standards as these goalseshould b
implemented within the operationBhrough empirical data and analysis we found thateare

some areas to improvegarding the wage gap and employment proced@@aspanies which
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act well in order to cope up with the Gender Discrimination and ottegjuklities but do not
have any policy or mechanism in written or in the memorandum of the company. Companies are

practicing gender related issues but there is no clear cut policy which they follow.

On the basis of the research and its result, we corttlsmime major factors that can cause these
inequalities and Gender discrimination in organizational HR enactment and on the workplace.
These factors ar e; organi zat i on anhjor coeempidr oy e e s 0
influencing gender e@uity and other inequalities @on the part of organizational processla

relaied factors which crate such issueand biases

Talking about our first research question, we can conclude that in our targeted organizations
Gender Equality is practiced with someaknesses. They are good in making policies with in
the organizations to eradicate the Gender Disparity; they are also implementing the policies and
setting up a good example for their member organizations by practicing these policies within the
organizdion. As we discussed in our theory section wage gap is an important factor that leads to
gender based inequality (Fuchs, 20113)ere were some instances found, as discussed above, for
wage gap based on Gender that should be eliminated in order to proveote They are
practicing and promoting the Gender equality on the workplace and fix issues if any arise but
they lack in documenting their policies on the Gender Equality because more of their policies are

verbal.

When we talk about the second questwhich is on Inequalities that covers each and every
aspect which can cause discrimination among the employees. From interviews and
guestionnaires we can infer after analysis that the management of our targeted organizations
confess that theisome ofmembe organizations practice discrimination in recruitment process

as they are reluctant to recruit employees outside of Sweden, especially outside of the Europe.
Acker, (2006) argues that, a very common type of inequality which can be found in the
organizatims is inequality irrecruitment processased on nationality, ethnicity, or culture. This
discrimination could be based on nationality, ethniatyd culture. This might because of they

are unsure about the people and do not want to involve themselvpsobiems with
immigration.Our targeted assisting organizations has be denying for any kind of discrimination
within their own operations, but when we compared percentage of outsider employees working

in these assisting organizations with local, that is almost nilveadave not sen so many
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outsiders working in our targeted organizations. This is a strong evidence that they also a part of

discrimination in recruiting process like their members companies.

There are some extern&ctorsi.e institutional influences and country dsalissed in the theory,

found related to employeethat have some influence on gender equality and other inequalities
(TomaskovieDevey,2014) We conclude on the basis of the empirical findings that employees
working in the targeted organizations are sfad with policies, their implementation and
practice with these two SDGs i.e Gender Equality & Inequality inside the organizations.
Interestingly there were some respondents who were neutral to some questions and even some of
the respondents were not pgpwith the equal opportunities for tlweitsiders that leavanother

gap for further research for successors.

By summing up all, our targeted companies are good in Gender Equality and other inequalities
within the organization as well as they are promosuogtainable development goals which are
related to their business including these two goals to their member organizations to meet the
Uni t ed Na tai2030.sThey hageeton thake policies and needdbeaumentd those
policies, which includes addressingnechanism about the Gender Discrimination and other
Inequalities issues arise if any in the organization and can also if possible publicize it on their
websites and projects to make other people and their member organizations aware and attract.
They need d formulak committee for addressing inequality relates$ues inside the
organizations. If our targeted organizations would follow these SDG goals as per standard, it will
leave good impact to their member organizations. It would help the assisting companies to

persude their member organizations to adapt SDG goals to meet UN agenda 2030.
6.1 Contribution in Literature

It is difficult to motivate others member companies if the assisting companies are not meeting up
the SDG goal§Gender Equality & other Inequalities) the operations. This research paper
contributes to the existing literature by pointing out the flaws and weaknesses in the operations
of the organizations whose job is to assist existing companies and new startups. This paper also
gives the suggstions m order to tacklassuesarising in compliance with two SDG goals i.e

Gender Equality & other InequalitieMotivation with some practical proof could be more
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helpful to succeed in their objectives. This paper not only contribute to literature but afsd hel

in meeting the UN agenda 2030.
6.2 Future recommendation

This research paper can give insights to those who want to study further in details about the
gender equality and reducing inequalities in the organization. There is growing numbers of
researches especially after the advent of the sustainable deeelbgoals agenda 2030. In this
research we have selected to study and explore two SDGs that are gender equality and reduced
inequalities by focusing on supportive organizations. But for future research we recommend that
there is wide research area avdgalwith respect to other SDGs concerning supportive
organizations, for example, a study related responsible consumption and production, industry,
innovation and infrastructure. Another future study can also be possible on partnership for the

SDGs between klted Nation, Governments, and organizations.

With respect to the goals taken for study in this research report, we suggest that unlike
supportive organizations we had taken for the study, prospective researcher can also take actual
organizations and compes which manufacture its products or provide services to the
customers. Furthermore a future research can also be possible on role of top level management or
managers in gender equality and reducing other inequalities. A qualitative research method was
taken for this research, but one can take and analyze the same topic with quantitative method
with more respondents. Research on each factors mentioned in the theoretical discussion that is
organi zational, empl oyeesd pllginsdetailsa¢an adso be e xt e
possible with organizational practices. Lastly, a study related to systematic comparison of
different organizations with the perspective of gender equality and reducing inequalities can be
possible if researcher has sufficiemhé and money because it requires more data and analytical

tools to get done.
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8.0 APPENDIX
Appendix —1

INTERVIEW QUESTIONS
The purpose of this study is to gain insights of supportive organizations how they manage gender
equaity and reducing inequality that is diversity in their organizational operatiRest. assured
that name of employees and organization and data gathered will reamdidential and to be
used for academic research purpose only.

The questions are divideitito two groupsi.e. gender equality and reducing inequalities in
organization.

Basic information

Name of Interviewee:

Gender (Male/Female/Other):
Name of Organization:
Current designatian

No. o employees (including directors) in the organization:

A. For Gender Equality

1. Does your organizatiohas commitment and support for gender equality and women's
empowerment? If yes, then eleborate please.

2. What is current male versus female percentage ratio inoyganization?

3. Does your organizatiorhave an approacho ensure noliscrimination and equal
opportunity for male and female in recruitment processes, professional development and
in job promotion’fPHow ?

4. How company enforce and communicate -Hulstrimination and equal opportunity
policy in the organizatio ?If any related issue will arise then holwescompany tackle
it?

5. Does your organizationhave an approach to ensure women and men are

paid and compensated equally? Example.
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6.

a. Do they offerpaid paternity andmaternity leave® number of male and female
who availed this leave and then how many men retain the job as compare to
women after this leave.

Does your organization ensure and provedganizatioanl environment free of violence,

harassment, sexual exploitation and gender stereotyping? how ?

B. For Reducing inequalities

1.

Does your organization emplggople from diverse group (i.&respective of age, sex,
race, language, country, disabilities, ethnicity, religion, culture and any other status)?
a. If yes, then how many are of theém
b. If not, then why?
Which initiatives your organizatiohas taken to reduce inequali®d3oes itprovideany
education and trainingrogramto employees and staff about reducing inedyllf yes,
How? If not, why not?
How do you work with diverse people under your supervismtioster diversity and
reducing inequalities in the department?
Does your organization have regulation or policy that ensures equality amongst
employees of the organization? If yes, then explain? If not, why not?
Does your organization accommodate all esgpks equally in terms ofacilities,
allowances, wages and welike balanceAnd how company encourages people to honor

and respect the uniqueness of each people in the organization?

1 Lastly, Are you satisfied with the implementation of current genderakty and reduced

inequality approaches in the organization?
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Appendix — 2

Questionnaire on Gender Equality and Reducing Inequality in
organization

The purpose of this study is to gain insights of supportive organizations how they manage gender
equaliy and reducing inequality that is diversity in their organizational operations in line with
sustainable development goals agenda for 2030. Rest assured that name of employees and
organization and data gathered will remain confidential and to be usedaftenaic research
purpose only.

The questins are divided into four grouipe. Basic information, Gender Equality, Reducing
Inequalities, and combine questions. It will take onkygbminutes to answer all the questions.

A. Basic Information

Name (Optiond for privacy purpose)

Gender

Name of your OrganizatiorfOptional for privacy purpose)
Your current Designatiar{Optional for privacy purpose)
Total number bemployees in the organization:

B. Gender Equality in the organization

1. What percentage of h or gani zati onés wor kforce i s c
organization?

2. Management or employees do not make assump
gender in the organization

Strongly Disagree 1--- 27--- 31---41---5 StronglyAgree

3. Top level management genuinely support equality between women and men and
promotes women empowerment.

Strongly Disagree 1---27i---37---47---5 Strongly Agree
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4, Organization has an Equal Opportunity Policy or equivalent in recruittoebbth men
and women.

Strongly Disagree 1---27---37---471---5 Strongly Agree

5. Management equally encourages applying for other positions in this organization.

Strongly Disagree 1---271---37i---471---5 Strongly Agree

6. Organizatiorhas a fair remuneration and compensation policy or equivalent for both men
and women.

Strongly Disagree 1---27i---37---47---5 Strongly Agree

7. Organization has a training policy for gender equality that covers both men and women.

Strongly Disagee 1i---271---371---471---5 Strongly Agree

8. Organization ensures and provides working environment free of violence, harassment,
sexual exploitation and gender stereotyping.

Strongly Disagree 1---27i---37---47---5 Strongly Agree

0. Does organization has a committee or commission to address if women discrimination
and harassment arise in the organization.

Yes / No / Maybe

C. Reducing Inequalities in the organization
1. People of all cultures and backgrounds are respected and valued here

Strongly Disagree 1--- 27i---31---41---5 Strongly Agree
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2. Our organization provides an environment for the free and open expression of ideas,
opinions and beliefs for all.

Strongly Disagree 1---27---37---471---5 Strongly Agree

3. Within the organization, everyone has access to equal employment opportunities
regardless of their difference.

Strongly Disagree 1---271---37i---471---5 Strongly Agree

4, Does organization provide training programs that promote diversity and reduce
inequalities.

Yes / No

5. There is a career development path for all employees at this organization.

Strongly Disagree 1---27---371---471---5 Strongly Agree

6. Empl oyees rarely feel l' i ke "1 am the onl

Strongly Disagre€li--- 27 --- 31--- 47---5 Strongly Agree

7. My organization enables us to balance our work and personal life.

Strongly Disagree 1---27---371---471---5 Strongly Agree

8. | feel that my compensation is fair, relative to similar roles at omypany.

Strongly Disagree 1---27i---37---47---5 Strongly Agree

D. Combine questions

1. Our organization has commitment and support for gender equality and reducing
inequalities which empower women and inclusion for all in the organization.
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Strorgly Disagree 1---271---371---471---5 Strongly Agree

2. Racial, ethnic, and gender based jokes and behavior are not tolerated at this organization.

Strongly Disagree 1---27---371---471---5 Strongly Agree

3. | am satisfied with the ingmentation of current gender equality and reduced inequality
approaches in the organization.

Strongly Disagree 1---271---371---471---5 Strongly Agree

4. In my organization, | feel like | belong because | am:

Recognized for my accomplishments

Feelng that my contributions in team meetings are valued

Feeling comfortable with being myself and with others at work
Transparent communication about important company developments
Other

Prefer not to say

5. Any Suggestions for Gender Equality and Redytnequalities in the organization.

THANK YOU
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9.0 List of Short forms used in the report
CEO = Chief Executive Officer

EE = Employment Equity

GRI = Global Reporting Initiative

GM = General Manager

HR = Human resource

i.e.=Thatis

MDGs = Millennium Development Goals
NGOs = Norgovernmental Organization®Nobn-Profit Organizations
SDGs = Sustainable Development Goals

UN = United Nations

UNGA = United Nations General Assembly

UNGC = UN Global Compact
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