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ABSTRACT 

Title : Exploring two SDGs ï Gender Equality and Reduced Inequalities in supportive 

organization. 

Level  : Final assignment for Master Degree in Business Administration 

Authors : Raheel Mehmood Saqib, Maitrey Yogeshbhai Patel  

Supervisor : Agneta Sundström 

Examiner : Jens Eklinder Frick 

Date  : 2020 ï January 

Aim: The aim of our study is to explore, discuss and highlight operational ambiguities if any 

within the organization with respect to two goals ï Gender Equality and Reduced Inequalities 

ï 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 has been 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 important in achieving these 

two goals. However, we also found some minor irregularities in policies, recruitment process 

and in employeesô compensation. 

Suggestions for future research: For future research one can take 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 other SDGs 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 of the supportive organizations whose job is to 

assist other companies. This paper also gives the suggestions in order to tackle issues arising in 

compliance with two SDG goals i.e. Gender Equality & other Inequalities. 

Key words: Sustainable Development Goals (SDGs), Gender Equality, Reduced Inequalities, 

Organizations 
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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 based on three pillars: the 

economic, social and environmental, for transforming the world by the year 2030 (UNGA 

Agenda, 2015). This striving, determined and motivated agenda will eradicate poverty; protect 

against inequality, injustice and environmental deprivation; in result it brings equality, peace, 

development, healthy and prosperous lives (UNGA Agenda, 2015). The SDGs provides a better 

future for all by a logical, holistic, inclusive and integrated framework focusing on the worldôs 

most critical and vital sustainability challenges (GRI & UNGC).  

The success and accomplishment of the agenda will be based on collaborative and mutual efforts 

by all parties in the society, including governments, businesses and people (GRI & UNGC). 

Thus, after the emergence of 2030 Agenda for SDGs (Sustainable Development Goals), research 

works on sustainable development goals were also conducted by the many researchers. Nilsson, 

Griggs & Visbeck (2016) found out that various SDGs are overlapping and interacting with each 

other. The policy makers need to think about these interactions while making and implementing 

policies as national priorities. Yet another research was on SDG indicators by Hák, Janouġkov§ 

& Moldan (2016) claims that there is a need for coherent framework which emphasizes 

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, discriminations against 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, promote and empower gender equalities (UNGA Agenda, 

2015). The another author (Eikhof, 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, organizations, economic development and in public and in society as well, hence 

there should be gender equalities everywhere. Moreover, as per the another SDG ï reduce 
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inequality (UNGA Agenda, 2015) represents diversity, that is irrespective of sex, race, age, 

disability, origin, ethnicity, religion or economic or any other status of the people there should be 

empowerment, promotion and inclusion for all in the social, economic and political development 

based on equality and performance not because of nationality, origin, 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, trainings, access to professional networks etc and promotion must be based on 

performance measure (Acker, 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 (Oestreich, 2018). 

In organizations, several interconnected and intersecting processes exist which create 

discrimination either on the basis of gender or any other inequalities for even though no any 

intention behind such discrimination but still exist for job seekers, employees or any top level 

management (Berry & Bell, 2012). Because of United Nations guidelines, governments are 

requires to implement, assist, promote, and empower companies in line with the SDGs, hence 

there has been much pressure for the companies to adopt these SDGs in their operations (Hák, et 

al., 2016). Therefore, various new and existing non-profit supportive organizations were 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 support, promote 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 have chosen that supportive organizations which 

provide assistance 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 the 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 application of these 

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 inequality existence 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 agencies. 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 assistance 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 to their operations 

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. The purpose and aim of this research is to explore SDGs practiced by the 

supportive organization 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, whether they have adapted such sustainability and SDGs in their own operations or 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 SDGs - gender equalities and reduce inequalities, 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 operations which means 

before correcting others, an organization must have to check themselves and their operations that 

whether they are following the same or not. Similarly, for advising, setting standards, guidelines 

and paradigm for otherôs business, foremost supportive organizations have to set standards and 

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 study is to explore, discuss and highlight operational 

ambiguities if any within the organization with respect to two goals ï Gender Equality and 

Reduced Inequalities ï of sustainable development with the support of this research work.  

1.2 Research Questions 

Based on this research gap and problem mentioned above, we have formulated our research 

questions by focusing two SDGs - Gender 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 supportive organizations 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 by the United Nations and anthropologist, but 

also by the various researchers and socio-economic and environment concerned people 

(Hopwood, Mellor & O'Brien, 2005). There have been various definitions and recognition of 

sustainable development depending on human needs 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 comfort and wellbeing now and in future requires the environment (Hopwood, 

et.al, 2005). Therefore, in this report we had adopted the first definition which was given by the 

Brundtland Commission that is ñHumanity has the ability to make development sustainable to 

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

generations to meet their own needsò Brundtland Commission (1987). 

In brief, sustainable development is a process by which direction of investments, utilization of 

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 

aspirations (Kates, Parris & Leiserowitz, 2005; Keiner, 2006). There were numbers of researches 

have been done on sustainable development businesses like one research showed that how 

integrating sustainability factors (environmental, social and economic) into business strategy can 

result in competitive advantage (Charles Jr., Schmidheiny & Watts, 2017). 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 sustainability. However, 

our research was on sustainable 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 methods (Kates, et al., 2005). This integration of 

environment and development is required in all countries whether it is rich, poor, developed, 

developing or underdeveloped countries (Kates, et al., 2005). Therefore to achieve of sustainable 

development requires changes in the domestic and international policies of every nation. 

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 MDGs (UNGA 

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 

sustainable development should be their prime concern (UNGA 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 (SDGs) as a universal agenda 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 different nations, 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. 
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Figure 1: Sustainable Development Goals; Source - United Nations 

These SDGs envisage a world free of hunger, poverty, disease and respects human rights, and 

human dignity (UNGA Agenda, 2015). These SDGs aims at providing equitable universal access 

to quality education, health, jobs and social protection (UNGA Agenda, 2015).  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, providing 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 concerns of the SDGs (UNGA 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 sustainable practices into their operations (GRI & 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, investors and other stake holders (GRI & 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 2) Reducing Inequality. Figure ï 2 shows the theoretical direction of this 

research paper. 

 

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 first thing 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 labor (Alvesson & Billing, 2009). 

There are many evidences found on the issues related with the women inequality and 

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 differences produced 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.  

Figure 2: Theoretical Direction; source - own 
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It is important to understand and acknowledge how the victims tackle with the encouragement, 

support, and skeptics in 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: business-managerial. 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 traditional ideas 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 this issue got 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 aspects and fields as compared to 

men (Eikhof, 2012). Undoubtedly womenôsô participation increased significantly in the last fifty 

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, European 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 leave, or 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 percent of the women 

work throughout the Europe as compare to menôs ratio which is 75-80%, whereas most of the 

women work for only part time jobs. This situation is even worst in developing countries like 

India, Pakistan. Furthermore women are appointed normally for secretarial jobs, they are not 

considered for managerial level positions as discussed by Banyard (2010) about the 5 Côs. He 

used 5 Côs for the women related jobs that are clerical 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 for the improvement of skills, job knowledge, 

personal and career development opportunities as compare to men. Glick & Fiske (2001) argues 

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

training opportunities to women in contrast 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 have given some other suggestions for 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 professional skills, 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 situation. Other technique that could be empowers the 

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 employees and 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 

and ensuring 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 on the performance and job skills. 
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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 over the last two decades and a lot of work has been 

done but still more to be done. It is an issue which has been agenda of discussion in meetings of 

the organizations, on government level and above all it is also a part of United Nationsô agenda 

2030. It is a 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 promoting women 

rights and gender 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 members of the European unions (Fuchs, 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 men workers 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% between men and women (Wu & 

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 gender mainstreaming in a way that GM has two processes, namely 

technical and political. Technical tools can be gender proofing, gender disaggregated statistics, 

development of equality indicators, gender equality training, and gender impact assessment.  

Whereas 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 making and 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 policies, regulations, and decision making and the enactment 

of the all. This affects the scrutiny process, hiring, promotions, career development 

opportunities, training and wages of women (Stamarski & Hing, 2015). Women have to face 

institutional discrimination in different ways. Human Resource policies of the organization are 

not treating the people on equal basis, they are biased with group of people with respect to their 

gender, nationality, religion, race, language etc rather than to be based on job related knowledge, 

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 

segregation 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) describes the six tasks 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, elderly family 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 division and 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 work segregation (Kmec, 2005).  

 In most of the countries labor market is divided 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 level positions in the organizations 

(Alvesson & Billing, 2009). We can see and experience the different prevalent ideas about the 

type of education, work, positions, and career choices are connected with the genders. This is the 

reason labor markets and the companies are affected by these common thoughts and stereotyping 

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 segregation does not contradict with the womenôs interests 

(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 markets are 

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 expected to 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 for fireman, army officers etc and women are considered for 

secretarial jobs, nursingôs, hairdressers etc. Feminine culture, in contrast, is in which roles 

associated with gender are more fluid. Both men and women are expected for focusing on the 

people and life. 

Sometimes women are considered for secretarial jobs, nursingôs, assistants etc. but not for 

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 work leads 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 directors 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 

companies. Furthermore, 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 on the workplace; it creates 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 obstacle to the promotion 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 for the career growth because it increases the motivation and 
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efficiency of the workers in the company (Wu & 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 gender 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 women. There were some important developments in this regards particularly 

in last two decades that addressed this issue and leaded towards the gender equality and 

flexibility in the workplace. One of these developments was trend of knowledge work (Newell et 

al., 2002). This trend made the workers more independent, authoritative and powerful because 

workers do not need to depend on the physical infrastructure of the organization. Consequently 

knowledge workers have the more autonomy and direct access with the upper management and 

good ties with the employer which gives them more control and confidence 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 promoting equality 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 their bosses to stay in their good books (Gill, 2010; Jones & DeFillippi, 

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 office and can 

work in their houses as well. This also gave the flexibility in the working hours and 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 

policies were 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 life balance on the workplace (Hideg & Ferris, 2016). It was a 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 Harrison, Kravitz, Mayer, Leslie, & Lev-Arey, 

(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 attitude lessons the support of employees for the EE policies for 

gander centric issues. This sexism attitude can be of two types namely Hostile Sexism and 

Benevolent Sexism (Harrison et al, 2016).  

There are some authors who are critics for the hostile and benevolent sexism 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 to Becker & Right (2011) theory 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. So men deserve more power and high status and 

position. Benevolent sexism is an ideology that provides shield, care and affection to women 

who works in the organizations with conventional roles and positions (Glick & Fiske, 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 under-represented and do not assumed good for the position (Hideg & Ferris, 

2016).  

2.3.2.4 Inequalities in Structures and Processes 

Individuals working 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 important because 

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 benevolent sexism.  Hostile 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 women (Stamarski & Hing, 2015).  
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2.3.2.5 Wage Gap 

Gender wage gap is one 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 example of the 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% for full time.   

Companies do not report this type of data publically. Usually companies avoid to report and 

publish such data although some of the companies do reveal womenôs employment, gender 

equality, equal opportunities and their advancement. Grosser & Moon (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 discuss their 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 professional growth. As argued by Stamarski & 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, professional training, performance 

assessment, promotion and firing. Unfair performance evaluation is another point on which 

women have to go through with. Many researchers have already discussed this issue. Sometimes 

specific types of women have to face more discrimination 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 who is single or have no children (Stamarski & Hing, 2015).  
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2.3.2.7 Tokenism 

Sometimes firms recruited 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 selected. Kanter 

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 they are getting the 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 considered for men 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 

discrimination for the women. Kanter (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 enough to adapt 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 good platform 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 important issue in the 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 not being 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% are employing on the CEO position (Alvesson & 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 

and knowledge. The same issue women have to face in their performance appraisal, assignment 

of challenging jobs, professional exposure and career development opportunities. Alvesson & 

Billings (2008) discuss in their book that women are under evaluated in the organization 

compared with men.  

2.3.2.9 Glass Ceilings 

Women working in an organization grow 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 could be 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 gender based 

discrimination as compare to low level in the hierarchy and these gender based disadvantages 

become worse in the later career (Cotter, Hermsen, & Vanneman, 2001). They further argue that 

all other type of inequalities should not be labeled as Glass Ceiling. Purcell, 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 promotion for women are in so many occupations other than the 

executive white-collar 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 than outcome or 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 some vital contribution 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 officials/managers 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 where 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 promote social and economic inclusion of 

all regardless of origin, culture, race, religion, ages, sex, ethnicity, economic, income or other 

status (UNGA Agenda, 2015). By keeping this in background, this research focused on exploring 

inequalities in the supportive organizations and steps taken by them to reduce such inequalities. 

According to Acker (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 (Acker, 2006). 

Therefore, first we understand by causes of inequalities in the organization. 

2.4.1 Causes of Inequalities in organizations  

Inequality is influenced by the demographic 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 opportunity hoardings (Tomaskovic-Devey, 2014). Figure - 3 shows the causes 

of organizational inequality discussed here. It 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 others (Tomaskovic-Devey, 2014). Exploitation can be seen in the 

organizations due to change or shift in respect, rewards or resources, this is because often an 

individual build up his or her respect and rewards by neglecting or at the expense of others 

(Tomaskovic-Devey, 2014). Sometimes, employers engage in super-exploitation by using the 

racial status of the employee or worker. Many times due to organizational 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 with the customers directly and one employee want to serve all  

 

 

 

 

 

 

 

 

 

customers which eventually result into inequalities among them (Tomaskovic-Devey, 2014). 

Another types of exploitation is to deny someone or worker or group of employees the capacity 

to make claims to the organization (Tomaskovic-Devey, 2014). 

2.4.1.2 Opportunity hoardings 

Another way of causing inequality is of opportunity hoardings. Opportunity hoardings occur 

when resources or opportunities are blocked and access to this resources, positions, or 

opportunities are set aside by the office sittings or other hierarchical authority for particular 

people (Tomaskovic-Devey, 2014). Many employers post their job requiremtnets that associated 

with particular ethnic or racial groups, gender, family & friends 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 inequalities (Tomaskovic-Devey, 2014). Opportunity 

hoarding can also be seen in the access to education and training. Many poor or middle class 

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

2.4.1.3 Resource pooling 

According to Tomaskovic-Devey (2014), the third cause of inequality is resource pooling. He 

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 the sale of goods 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 

(Tomaskovic-Devey, 2014). The productivity of the organization varies depending on the 

internal social & technological structure and skills of the employees or workers as well as the 

management and harmonization among roles (Tomaskovic-Devey, 2014). Firms that are 

powerful in their customer relationships can 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 pooling. Hence, resource pool of the organization reflects both the internal productivity 

and their external power in the market (Tomaskovic-Devey, 2014). Unfairly practice of this 

resource pooling causes inequalities in the organization. 

2.4.1.4 Claim making 

The fourth cause is the center of inequalities generation that is claim making. The collected 

resources, opportunites and rewards are distributed to those who make claims for such resources 

(Tomaskovic-Devey, 2014). Stake-holders including owners and employees have right to make 

claims according to thir proportion. Owner claims for their property rights and surplus value 

earned by the firm, employeesô claims are mostly based on their task or job related and value that 

they have added into the product or services (Tomaskovic-Devey, 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 taxation (Tomaskovic-Devey, 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 generally less 

authorize or disapprove their claims which will creates inequalities (Tomaskovic-Devey, 2014). 

2.4.1.5 Categorical distinctions 

Above, discussed causes are related to organizational mechanisms. But there are other causes 

which are categorized under another group that is interactional processes (Tomaskovic-Devey, 

2014). The first comes under interactional processes is categorical distinctions. Often people tend 

to categorized themselves and others into groups by unknowingly and automatically 

(Tomaskovic-Devey, 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 colors ï like white, black or brown, or 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 organization (Tomaskovic-Devey, 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 organization (Tomaskovic-Devey, 

2014). An isolated worker or 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 rank and status hierarchy for 

themselves and for others on the bases of their and others competences for that particular task 

(Tomaskovic-Devey, 2014). Now, when people perceives themselves as higher status then they 

likely to become leader and make claims for resources and reward more than others and the 

reverse of that is also true in opposite direction. If this status hierarchy not managed properly 

then it will create inequalities (Tomaskovic-Devey, 2014). 

2.4.1.7 Interaction orders 

After categorical distinctions and status hierarchy, the third cause is interaction orders under the 

category of interactional processes. Interaction orders are related to the rule and regulations with 

implicit rules and procedural expectations around the employees and workers in the organization 



Raheel Saqib & Maitrey Patel Page 23 
 

(Tomaskovic-Devey, 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(Tomaskovic-Devey, 2014). However, the relationship of worker and 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 

(Tomaskovic-Devey, 2014).  

2.4.1.8 Inter-sectionality and Institutional Influences 

lastly the inter-sectionality and institutional influences can cause inequalities. Inequality 

management is outcome of the different intersectional narratives, people and positions in 

historical perspective (Tomaskovic-Devey, 2014). The meaning 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 (Tomaskovic-Devey, 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. Thus, inequality 

management varied depends upon the intersection of the categorical distinctions among people 

and this will create more complexity for inequality (Tomaskovic-Devey, 2014). Furthermore, the 

level and extent of inequality varied based on class, gender culture, education etc. and these 

bases are also varied and influenced by local and macro-institutional forces. There can be large 

national differences in the labor market and their respective institutions which influence the 

people and their efforts to exploit resources (Tomaskovic-Devey, 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 or can be the relations with the employees 

thus it is inherent to the employment (Acker, 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. Commonly found class bases are wealth, income, occupation, education, 

etc. and there is also class inequalities for accessing these resources too (Berry & Bell, 2012). 
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Further Acker (2006) argues that social inequalities that originates and exist in the societies are 

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 impact the organizational 

performance (Acker, 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 gender bases (Acker, 2006). Women 

are considered more towards caring and soft side, thus they were not given management and 

supervisory roles which consist of boldness and aggression (Acker, 2006). Most organizational 

positions were made for man such as manager, salesman, chairman, etc. One study shows that 

womenôs advancement and womenôs segregation both are the outcome of trying to access by 

women to organizational power structure (Huffman, 2013). The detailed discussion was already 

made earlier in this report, so we are not discussing again here. But in short, there can be the 

inequality in the organizations on the bases of gender too (Acker, 2006). 

2.4.2.3 Race and Culture 

People lives in the society and race & culture is the socially defined dissimilarity, diversity, or 

differences on the bases of beliefs, thinking, physical appearances, standard of living, historical 

facts & domination, life-style, color, etc (Acker, 2006). The organization is made up of more 

than one individual; hence there is dissimilarities and diversity in the organizations, except if 

they limit their employees to particular one color, or culture or race (Acker, 2006). There were 

many examples in the past that few large organizations were centrally racial and gendered 

structured that is only for white male persons (Acker, 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 different structure 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 hierarchies (Acker, 2006). And these hierarchies make distance 

between employees and more badly if it is based on gender and racial (Acker, 2006). 

Organizational performance is also affected by the hierarchies like bureaucratic, fewer levels, 

etc. and sometimes it represents inefficiencies of organization. Thus, organizations create these 

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 job 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 backgrounds of the prospective 

employees than inequalities take place (Acker, 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 is possibility of many different 

wage settings based on levels, roles, responsibilities and area of work (Acker, 2006). However, 

when wage setting for a similar role and responsibilities is different for two employees on the 

bases of race, culture, gender, color, country or any other background of the employee create 

inequality in the organization (Acker, 2006). 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 different jobs and roles which eventually generates different pay levels (Huffman, 

2013). 

2.4.2.7 Other perspectives to Inequalities 

Stereotyping and discrimination by the coworkers or employers are type of thinking, behavior 

and representation against other worker in which knowledge, capabilities, or perception about 

people are filtered by or descended by on the bases of categories or class culture, color, race, 

gender etc (Berry & Bell, 2012). In smaller part there are can be name or family name based 

stereotyping and 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 employment or by 

assigning different job roles (Berry & Bell, 2012). 

2.5 Theoretical Discussion in brief 

Finally, towards the end, Figure- 4 is the summary model of theoretical discussion about gender 

equality and reducing inequality. This model explains factors contributing to gender and other 

inequalities in the organization discussed above and they were grouped into 3 major variables 

namely, organizational factors, employeesô personal factors and external factors. 

Figure 4: Factors contributing Gender and other inequalities in workplace 

 

 

Above mentioned factors contributes for causing gender and other inequalities in the 

organizations. These all factors should be managed properly in order to avoid and prevent 

inequalities.  

But if the inequality situation prevails in the organizations, or if any issues arise due to any of the 

reasons than it has to be resolved with the aim of achieving equalities as soon as possible 

(Stamarski & Hing, 2015; Berry & Bell, 2012; Acker, 2006). Therefore, resolving technique or 
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system is needed to deal with issues or problems related to gender and other inequalities. 

According to published paper by Shelley Correll in December, 2017 regarding reducing gender 

and other inequalities in the workplace has enlightened way to solve inequalities (Shashkevich, 

2017). Correll has came up with a ósmall wins modelô which encompasses educating managers 

and employees regarding gender inequality, identifying & analyzing the problematic situations 

and risks which creates or has created inequalities, and after consulting with the managers and 

employees develop a procedure for implementing the resolution and changes. Lastly, appropriate 

monitoring and assessment of implemented methods or changes is required for evaluation 

(Shashkevich, 2017).  

 

2.6 Positive aspects of reducing inequalities and promoting diversity in 

workplace 

In earlier sections we had explored about causes and bases of inequalities. But in this section we 

will be discussing the benefits or advantages of bringing 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 greater ideas, creativity, innovation, expert solutions, cultural knowledge and also 

greater reach of organization for their business (Johnson, 2019). 

2.6.1 Increased innovation and creativeness 

Diverse workforce made up of different background, culture, country, gender, and even has 

different mind-set 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 organization (Johnson, 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 Chinese employee. Hence, to increase creativity and innovation in 

organizational operations or its product & services, company must think of diverse workforce 

(Johnson, 2019; Hanel, 2017). 
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2.6.2 Increased performance and productivity 

By reducing inequalities allow employers 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 

result for the business hence, employeesô motivation and morale will increases and they willingly 

work more towards achieving goals which increases the organizational performance and 

productivity (Hanel, 2017). According to study report of McKinsey&Company, ñCompanies in 

the top quartile for racial and ethnic diversity are 35 percent more likely to have financial 

returns above their respective national industry mediansò and ñCompanies in the top quartile 

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

national industry mediansò (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; Johnson, 2019). 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 discrimination (Johnson, 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 towards their work and 

organization (Johnson, 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 analysis (Kothari, 

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 research work or any report. we 

read different sources and articles, gave some presentations and attended some seminars about 

Gender discrimination during our course of study. We found this topic very interesting and 

relevant with our studies as well as we found Gender Equality and Inequalities a topic of 

discussion in the industry and United Nationsô agenda. As stated by Fisher (2007) in his book, 

topic chosen for research should be interesting and relevant for the persons who are going to 

pursue it and for the people who 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 Nationsô agenda 2030 and assisting other companies in different ways to adapt 

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 exploring 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 more like exploration. 

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 arrangements of the 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 our master thesis is explorative qualitative research. To do so, 

we conducted some semi-structured interviews as well as online questionnaire. Now, this 

interview questions and questionnaire both created by focusing theoretical discussion and 

research question which covers three variables created during theoretical discussion that is 

organizational factors, employeesô personal factors and external factors to address our topic and 

to gain deep understanding with different aspects of the phenomenon. Furthermore, another 

reason for developing 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 convenient time 

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 our respondents. These interviews and online 

questionnaires were conducted and filled out by the employees working on different positions 

from top to bottom in organizational hierarchy. They were having very valuable and expert 

knowledge that proved very essential in 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) qualitative 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 interviews, open ended 

interviews, and semi structured or structured interviews (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 phenomenon. The questionnaire that we developed was closed one, but again 

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

qualitative analysis. 
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3.3 Sample Design and Data collection 

Our research focus was on the supportive organizations which help other 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 employee, we got another references of supportive organizations. 

So likewise, we contacted 11 companies with different background dealing with and assisting 

other companies, however out of 11 companies, 8 companies mentioned below have responded 

to us. These organizations help out other firms in adapting the goals of the UN including Gender 

Equality and Reducing Inequalities which is our topic. Below mentioned Table ï 1 Sample 

Design gives the information regarding the respondents and supportive organizations who have 

responded. Name of the companies were purposefully altered and represented as AB1, AB2, 

AB3, and so on. 

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

employees and the organizations. 

Table 1: Sample Design 

R = 

Respondents 
Position Companies 

Background of the 

Company 

Type of 

Response 

R1 Process Manager AB1 
Development for Steel 

Industry 

Face to Face 

Interview & 

Questionnaire 

R2 Director AB1 
Development for Steel 

Industry 
Interview 

R3 Process Manager AB2 
Development for 

Automation Industry 

Skype call 

Interview 

R4 
Head of Business 

Development 
AB3 Business Developer Questionnaire 

R5 Unknown AB4 Business Developer Questionnaire 

R6 Unknown AB5 Business Development Questionnaire 

R7 CSO AB6 
Business Development of 

IT and innovations 
Questionnaire 

R8 Project Manager AB7 
Business Development for 

Manufacturing Industry 
Questionnaire 
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R9 Unknown AB8 Business Development Questionnaire 

 

3.3.1 Procedure 

We contacted them with Emails and personal meetings. We 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 research, an 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 study. Total three interviews 

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 respondents have given their responses through online questionnaire. 

With the consent of the respondents we recorded face to face and Skype interviews. For the 

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

3.3.2 Reliability  

In order to ensure reliability, we provided 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 consistency 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 was re-checked and also compared 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 taken under study.   

The empirical study written hereunder was by relating on the basis of three variables created in 

the theoretical discussion that is organizational, employeesô personal factors and external factors 

that contribute to inequalities in organizations and grouped by interview empirical study and 

questionnaire empirical study. Total 10 responses were received and represented here in this 

empirical study of which 3 responses are of interview and 7 responses are of online 

questionnaire.  

4.1 Interviews 

Respondents 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 workplace. By aiming organizational factors we formulated 

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

questioners and interviews.  

We interviewed three respondents, R1, R2, and R3. All three give positive response towards 

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 

encourage, promote, and empower female on the workplace and 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 students from around 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 manger in steel industry to increase the participation of the 

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

ñWe engage students in summer research school to build network for academic skillséééwe 

are working on equal leadership chances for womenò 

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 to ensure Gender equality and to reduce 

other inequalities. The 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 workshops and lectures of academic professional to reduce 

inequalities in the organizations. 

4.1.2 Male Vs. Female Ratio 

One of our respondentôs company (R1 & R2) has 50% ratio of male vs. female in the workplace 

whereas other company (R3) has 70% female being working in 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 the industry in 

which they are assisting, one of our interviewee (R3) told that: 

ñIn automation industry the percentage of women working was 27% before 3 years, which has 

improved to 37% till today, whereas in whole Sweden this ratio is 24 %ò 

This is a longstanding issue, as discussed in theory chapter which also relates to organizational 

factors and employeesô personal factors, all of our respondents are agreed and they are trying to 

cope with this discrimination on their domains. Although the assisting companies are good in 

inside their working recruiting process but they are striving to minimize this distinction in their 

member organizations.  
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According to R1 & R2, in steel industry women are 15-20% working on different positions 

which is quite low compare to other industries. As mentioned above, they are promoting 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 important 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.  

ñSmall companies are more traditional and give priority to local people.ò  

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 1, 2, & 3 were agreed with the notion that there is some discrimination in 

recruitment process based on nationality and language but not in their respective organizations. 

As one of respondent R1 showed her concern that people in HR are always reluctant to hire from 

outside the Sweden because they are not sure about the qualification and level of qualification, 

their skills compatibility with the advancement of the industry, and their previous experience 

compatibility with the industry. Gender gap 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 our theoretical discussion that is organizational, employeesô personal and external 

factors.  Recruitment process indicates organizational factor and employeesô background 

indicates personal factors. But the third factor that is external factors also some time creates 

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 recruitment in 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 about their 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 to all employees with asymmetrical background including male and 

female within their respective organizations and to their member organizations, R1 & R2 told 

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

development. R1 said: 

ñWe do not believe on discrimination but on performance and skills, we all are accommodated 

equally in the organization. We are working on equal leadership chances for all.ò 

According to R3, they have clear cut policy for equal opportunity and professional development. 

Organization of 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, backgrounds, 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 that their compensation, facilities and wage differences among different gender or 

people with different background for similar jobs. We asked different questions to check the kind 

of facilities, incentives, or wage system within the organization is the same for employees with 

different background, culture, country or even for different genders.  

Respondent 1 told that there is slight wage gap between male and female working on same 

position or level with same qualification and experience but this gap is very minor as compare 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: 

ñWe do have base that is of course are at the equal stage in salaries and opportunities to do 

their best they can doò 

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. As a manager R3 has to see all of her 

subordinatesô work so her responsibilities are much more than others, likewise at main level it 

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

4.1.6 Implementation 

By asking questions 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 the theoretical 

discussion. In response to that R3 said: 

ñMy mission as a manager has to work proactive so that kind of issues never happenedò 

As per R3, they usually communicate or enforce implementation of such non-discrimination and 

equality among others through weekly 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 not satisfied 

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

According to R1 & R2, this is a part of their normal working model, they discuss during internal 

meetings and in their meetings with outsiders. They work together with member organizations 

about this gender and other inequality issues and it is highly prioritised. They are working to help 

the industry mentoring programs, leadership coaching, access to professional networks, 

development trainings, educational opportunities, 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 that there is a friendly environment in our organization. There is no 

any discrimination based on gender or any other inequality and they are satisfied with their 

actions in the organizations. But About their member 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, R3 has responded that they are satisfied within their organization, the overall 

environment is amiable. They do not believe on discrimination. Further told, being a process 

manager, she always tries to be friendly with her colleagues and subordinates. R# always try to 

ensure equality within subordinates. But for the automation industry as a whole, R3 is not 

satisfied with the implementation and requires more efforts on part of that and old that, ñWe are 

little bit on away but we dove a long way to goò. 

4.2 Questionnaire 

We have also created questionnaire by concerning three factors that is organizational, 

employeesô personal and external factors which covers almost all points of theoretical discussion 

through which we can explore organizational activities with regards to gender equality and 

reducing inequalities in the organization.  

Questionnaire is divided into 4 sections ï Basic information, questions related to gender equality, 

questions related to reducing inequalities, and general questions mix 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 through questionnaire 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 supportive organization, 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 

organization 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 management. 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 showed that there 

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 their respective 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 

One the reason behind low women participation is unfair recruitment policy of organizations 

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 that they have 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 ceiling or barriers 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, 2 respondents 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 all have responded that their organizations have fair remuneration and 

compensation policy for both men and women by showing their agreeableness with the 

statement. That means according to respondents we found that there are no any gender pay gap 

in their respective organizations. 

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 respondents 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 specifically asked 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 support and promote 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 responded that 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 of system 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 1 respondent neither 

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 all the 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 for all in the 

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 development path 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. That means 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, whether 

organization provides training programs for diversity and reducing inequalities or not. 

Unexpectedly we found that 5 respondents denied about having training programs for reducing 
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inequalities in the organization and only 2 respondents said that they have such 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 whether organization 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 that mean 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 feels like óI am the only 

oneô in the organization due to inequalities. Thus, when asked upon this issue, 6 respondents 

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 inequality approaches in the organization and 

found that all the 7 respondents were agreed with the statement which means that 
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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, belongingness to the organization was 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 recognized for their 

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 transparent I the organization. All this 

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

4.3 Summary of Empirical findings 

In this section, empirical findings from the interview and questionnaire responses were briefly 

summarized by grouping into main factors.  

Sr. 

No. 
Factors Findings 

1 
Women percentage in 

Organization 

¶ Working women percentages in the different 

organizations are ranging from 40% to 60% of women 

compare to male counterpart. 

¶ However, in member organizations to which they 

assisting may be lower. 

2 

Organizational 

commitment, support and 

initiatives 

¶ All organizations have commitment and support 

towards gender equality and reducing other 

inequalities.  

¶ Some of them are doing outdoor projects to attract 

more diverse people in the organizations. Few of them 

had collaboration with universities for training and 
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research initiatives. 

3 
Open for diverse culture 

& background  

¶ People from various backgrounds are equally 

appreciated and valued 

¶ In reality there were no outsider found in the 

organizations 

4 

Equal recruitment, 

training, and professional 

development opportunity 

¶ Companies recruit and provide training regardless of 

differences background or gender. 

¶ But majority companies do not have any policy for 

equal recruitment and training which monitor or 

govern their procedure. 

¶ Some member organizations with traditional focus 

may have some preconception and bias towards 

employing outsider. 

5 
Equal compensation and 

facilities 

¶ All companies provide equal compensation or wages 

to their employees except for one respondent who 

added that there is minor gap. 

¶ But in member organizations and in industry wage gap 

exist 

6 
Organizational 

environment 

¶ Each organizations provide and have safe working 

environment free of gender stereotyping , harassment, 

violence , and sexual exploitation  

¶ Open expression of ideas and beliefs 

7 

Implementation & 

committee to deal with 

problems   

¶ Do not have proper policy in written form. 

¶ In meetings, seminars and promotion they follows, 

enforce, and ensure about gender equality and other 

inequalities by verbal discipline and behavior. 

¶  Do not have redressal committee or system if any 

issue arises.  
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5.0 ANALYSIS 

By focusing the research questions 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 

websites. 

In line with sustainable 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 investigation. Hence, we 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 and discussion in three factors that is organizational, 

employeesô 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 their policies 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 

SDGs ï gender equality and reducing inequalities are also followed by many organizations 

across Sweden. We have explained in-depth about these two SDGs in introduction and 

theoretical discussion chapters. After formulating the interview questions and questionnaire by 

concerning these two SDGs ï 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 detailed 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 occurs due to inequalities in the 
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workplace (Sweden Institute, 2019). Here the organizations to which we contacted promote 

reducing gender and other inequalities in the organizations through seminar, projects, meetings, 

etc. Not only they support and promote but also they 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 theoretical 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 opportunity and 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 fashioned 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 is also some contradiction appears among organizations that employeesô professional 

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 issue Hultin & Szulkin (2003) added that sometimes influence of the top 

level management and their mindset for particular gender or any kind of inequality 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 wage or compensation 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 organizations 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 aspiration of male employees to preserve advantage over female in organizational 

processes (Hultin & 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% higher compare 

to female employees on an average across all industries in Sweden (Sweden Institute, 2019). 

This eventually leads to the finding that organizations taken under study are well beyond the pay 

gap exist in Sweden. 

 

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 other organizations 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 not require 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 

unforeseen future. However in Sweden, government has established an agency named Swedish 

Equality Ombudsman (Diskrimineringsombudsmannen). This government agency enforces and 

protects rights of equality. Cases related to discrimination, unfair treatment by the employers and 

also for the cases related to employeesô parental leave can be reported directly to this agency and 

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 

inequalities may exist on the workplace. These discriminations and inequalities are raised 

because of the organizational factors, personal behavior of employees and some external factors. 

This section of the analysis give answer to the third research question which was developed 

during introduction chapter.  Discussing personal factors of employees for instance, sometimes 

employees in personal capacity are promoting the inequalities or becoming the part of the 

discrimination on the workplace by lacerating others. So we tried to investigate and explore these 

personal factors by posing different questions to our respondents. In analyzing personal factors 

most of the 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 organization. From the empirical data we 

found that all the respondents and interviewees agree with the notion that everyone should be 

given respect equally irrespective of nationality, religion, gender, race or ethnicity etc. Similarly 

in Sweden, everyone respect each other. According to one article of 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 it is win-win situation for both 

people and the country. So we can infer that all these organizations are inline with the national 

standards. This article is publicly available online. Although majority of the respondents second 

the statement one who stood neutral was not agree with the question somehow. He or she might 

have some kind of priority based on nationality or background in his/her 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 gesture everyone 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 in the 

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 the mangers and 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 discrimination in recruiting process by the overall 

environment, company policy, or some stereotyping beliefs in the society as well as personal 

thoughts of the recruiters. When asked about the equal employment opportunities to everyone, 

what are their thoughts and how their organizations are recruiting, all the interviewees were 

agree that everyone should be recruited based on the skills, experience, and qualification. One 

interviewee said our organization recruitment policy is based on merit. Interestingly all rest of 

the seven respondents were also agree with the statement. Another important thing is that based 

on employeesô gender, race, or background not a single organization recruits their employees.  

According to empirical data, on an average all the organizations have 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 observed 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. Employees must give 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 that such type of behavior should tackled with strict legislation 

but one of the respondent disagreed with the statement which was quite surprising. It leads to 

biasness on the work field. Whereas, others have told that such behavior is not tolerated by the 

organization and that is good to promote equality in the organization. 

5.3 External Factors 

Another important factor which influences gender and other types of inequalities in workplace is 

the external factors to the organizations and employees. These external factors may include 

various institutions that have influence on the organizational workings as well as the employeesô 

related aspects. Not only institutions but also society culture, religion and country have an impact 

on inequalities occurs on workplaces (Acker, 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 job and employed 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 country due to 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% wage in the upcoming 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 Institute estimate 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 mentioned earlier in our report that except one organizations all others do not have 

any mechanism, system or procedure to tackle or address gender 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 model that will help the organizations to reduce such 

inequalities if any occurs.  

This model is based on a model given by Correll (2017). We have modified and created this 

model by keeping as base model of Correll (2017) with few changes. This model focuses on the 

management to reduce inequalities in the organizations. Figure ï 6 explains the overview of the 

model.  
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Step ï 1: Educate 

The first step of this model is to educate managers and decision-makers regarding gender and 

other inequalities so that they can able to 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 processes. 

 

Figure 6: A Preliminary Model for Gender Equality and Reducing Ineqialities | source: 

Correll (2017) modified 

Step ï 2: Diagnose Biases 

The second step is of diagnoses. Here, managers or decision makers analyze the organizational 

environment and 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, 

employeesô background, hierarchical structure, etc. By doing this they can able to justify possible 

changes and solutions. 

Step ï 3: Develop Tools 

In this step a manager or decision maker has to develop a procedure, method or solution to 

reduce gender and other inequalities 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 organization need to 

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 of the employees and encouraging 

his/her on the basis of its contribution and dedication towards work and organization. 

Step ï 4 & 5: Intervene & Evaluate 

The fourth and fifth steps are regarding implementing the methods and procedure in the 

organization and as well 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 has to measure or 

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, and society 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 targets (UNGA Agenda, 2015). Our chosen two goals (Gender Equality & 

Inequality) are more important and most commonly faced issues by the labor force.  

On the basis of data collected by 10 responses representing different companies, there are some 

irregularities and weaknesses found with respect to Gender Equality and other Inequalities 

practiced by the supporting organizations during our research. On the basis of the empirical 

findings and analysis, we conclude that the supporting organizations are practicing these two 

SDG goals in their operations but they are not meeting the standards as these goals should be 

implemented within the operations. Through empirical data and analysis we found that there are 

some areas to improve regarding the wage gap and employment procedures. Companies which 



Raheel Saqib & Maitrey Patel Page 53 
 

act well in order to cope up with the Gender Discrimination and other Inequalities 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 concluded some major factors that can cause these 

inequalities and Gender discrimination in organizational HR enactment and on the workplace. 

These factors are; organizational, employeesô personal and external factors, major concern for 

influencing gender equality and other inequalities are on the part of organizational process and 

related factors which create such issues and biases.  

Talking about our first research question, we can conclude that in our targeted organizations 

Gender Equality is practiced with some weaknesses. 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 

organization. As we discussed in our theory section wage gap is an important factor that leads to 

gender based inequality (Fuchs, 2013). There were some instances found, as discussed above, for 

wage gap based on Gender that should be eliminated in order to promote merit. 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 question which is on Inequalities that covers each and every 

aspect which can cause discrimination among the employees. From interviews and 

questionnaires we can infer after analysis that the management of our targeted organizations 

confess that their some of member 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 

organizations is inequality in recruitment process based on nationality, ethnicity, or culture. This 

discrimination could be based on nationality, ethnicity, and culture. This might because of they 

are unsure about the people and do not want to involve themselves in problems 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 nil and we have not seen 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 external factors i.e institutional influences and country as discussed in the theory, 

found related to employees that have some influence on gender equality and other inequalities 

(Tomaskovic-Devey, 2014). We conclude on the basis of the empirical findings that employees 

working in the targeted organizations are satisfied 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 happy with the equal opportunities for the outsiders that leave another 

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 promoting sustainable development goals which are 

related to their business including these two goals to their member organizations to meet the 

United Nationsô agenda 2030. They have to make policies and need be documented those 

policies, which includes addressing mechanism 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 to formulate committee for addressing inequality related issues 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 

persuade 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 goals (Gender Equality & other Inequalities) in 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 suggestions in order to tackle issues arising in compliance with two SDG goals i.e 

Gender Equality & other Inequalities. Motivation 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 also helpful 

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 development goals 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 available with 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 United 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 companies 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 

organizational, employeesô personal and external factors individually in details can also be 

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 sufficient time 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 

equality and reducing inequality that is diversity in their organizational operations. Rest assured 

that name of employees and organization and data gathered will remain confidential and to be 

used for academic research purpose only.  

The questions are divided into two groups i.e. gender equality and reducing inequalities in 

organization. 

Basic information 

Name of Interviewee: 

Gender (Male/Female/Other): 

Name of Organization: 

Current designation: 

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

 

A. For Gender Equality 

1. Does your organization has commitment and support for gender equality and women's 

empowerment? If yes, then eleborate please.  

2. What is current male versus female percentage ratio in your organization? 

3. Does your organization have an approach to ensure non-discrimination and equal 

opportunity for male and female in recruitment processes, professional development and 

in job promotion?
*
 How ?  

4. How company enforce and communicate non-discrimination and equal opportunity 

policy  in the organization ? If any related issue will arise then how does company tackle 

it? 

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

paid and compensated equally? Example.  

* mentoring programs, leadership coaching, acces to professional networks, development 

trainings, educational oportunities, rotational programs etc) 
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a. Do they offer paid paternity and  maternity leaves ? number of male and female 

who availed this leave and then how many men retain the job as compare to 

women after this leave. 

6. Does your organization ensure and provide organizatioanl environment free of violence, 

harassment, sexual exploitation and gender stereotyping? how ? 

B. For Reducing inequalities 

1. Does your organization employ people from diverse group (i.e. irrespective of age, sex, 

race, language, country, disabilities, ethnicity, religion, culture and any other status)? 

a. If yes, then how many are of them? 

b. If not, then why? 

2. Which initiatives your organization has taken to reduce inequalities? Does it provide any 

education and training program to employees and staff about reducing inequality? If yes, 

How? If not, why not? 

3. How do you work with diverse people under your supervision to foster diversity and 

reducing inequalities in the department? 

4. Does your organization have regulation or policy that ensures equality amongst 

employees of the organization? If yes, then explain? If not, why not? 

5. Does your organization accommodate all employees equally in terms of facilities, 

allowances, wages and work-life balance? And how company encourages people to honor 

and respect the uniqueness of each people in the organization? 

 

¶ Lastly, Are you satisfied with the implementation of current gender equality 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 

equality 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 used for academic research 

purpose only.  

The questions are divided into four group i.e. Basic information, Gender Equality, Reducing 

Inequalities, and combine questions. It will take only 5 - 6 minutes to answer all the questions. 

A. Basic Information 

Name: (Optional for privacy purpose) 

Gender: 

Name of your Organization: (Optional for privacy purpose) 

Your current Designation: (Optional for privacy purpose) 

Total number of employees in the organization: 

B. Gender Equality in the organization 

1. What percentage of the organizationôs workforce is composed of women in your 

organization? 

____________ 

2. Management or employees do not make assumptions about peopleôs capabilities based on 

gender in the organization 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

promotes women empowerment. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 
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4. Organization has an Equal Opportunity Policy or equivalent in recruitment for both men 

and women. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

6. Organization has a fair remuneration and compensation policy or equivalent for both men 

and women. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

8. Organization ensures and provides working environment free of violence, harassment, 

sexual exploitation and gender stereotyping. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

9. 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 ï--- 2 ï--- 3 ï--- 4 ï--- 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 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

3. Within the organization, everyone has access to equal employment opportunities 

regardless of their difference. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 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 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

6. Employees rarely feel like "I am the only oneò in the organization 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

8. I feel that my compensation is fair, relative to similar roles at my company. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 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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Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

3.     I am satisfied with the implementation of current gender equality and reduced inequality 

approaches in the organization. 

Strongly Disagree  1 ï--- 2 ï--- 3 ï--- 4 ï--- 5  Strongly Agree 

 

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

Recognized for my accomplishments 

Feeling 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 Reducing Inequalities 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. = That is 

MDGs = Millennium Development Goals 

NGOs = Non-governmental Organizations / Non-Profit Organizations 

SDGs = Sustainable Development Goals  

UN = United Nations 

UNGA = United Nations General Assembly 

UNGC = UN Global Compact 

 


