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Executive Summary  

Advancing workplace gender equality (WGE) improves business profitability and growth,  

leading to stronger economies. Efforts to encourage, promote and achieve WGE in South East 

Asian businesses is increasing but at a slow pace. This research aims to investigate the progress 

of WGE across 38 businesses’ in four South East Asian countries (Indonesia, the Philippines, 

Myanmar and Vietnam). These 38 businesses are all members of a Business Coalition for 

Workplace Gender Equality, which means they are likely to have better WGE initiatives than 

the average firm in these four countries. The report explores WGE by researching three focus 

areas: the impact of leadership training opportunities on promotional outcomes of men and 

women; the role of strong policy frameworks that prohibit discrimination in recruitment and 

promotion on women’s career outcomes; and lastly, identifies influences of any formal or 

informal cultural biases or gender stereotypes on decisions regarding promotion, recruitment 

and retention that businesses need to understand and incorporate in order to address any gender 

inequalities at work. The methodology to address these focus areas includes secondary analysis 

of Investing in Women’s qualitative and quantitative data on these businesses.  

 

The main research findings include that within the sample, rates of promotions for men always 

exceed rates of promotion for women despite there being a greater percentage of women in 

comparison to men given leadership training to prepare for challenging roles. Hence, a gap in 

promotion outcomes and a lack of women in senior leadership positions are widely prevalent 

and coincide with female employee perceptions, who also report being given less challenging 

work assignments to prepare for such leadership roles than male employees. A WGE scorecard 

was developed to rank the strength of each company’s policy framework using the WGE 

assessment responses to IW’s Policies and Practices Questionnaire. Organisations with higher 

WGE scores meant that they had stronger policy frameworks and identified having a good 

employee gender balance. Another critical finding indicated a weak but positive correlation 

between reduced promotion gaps between genders, and the presence of a strong WGE policy 

framework. Most organisations had weak WGE policy frameworks. However, the findings are 

limited due to a lack of variation in the sample. Lastly, findings regarding the interaction of 

organisational policies and culture with recruitment, promotion and retention found that cultural 

biases and gender norms played a huge role influencing decisions at all management levels. For 

instance, married women, primary carers and mothers are found to be impacted negatively due 

to gender stereotypes that associate homecare responsibilities with women and thus reduce 

retention and limit their career progression outcomes in comparison with men.  
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This report identifies the aforementioned factors as critical societal barriers for women to 

succeed, which are further reinforced by workplace culture and policies. The qualitative 

findings highlight the informal biases in recruitment and promotion decisions such as choosing 

men over women for demanding roles, the lack of flexible work arrangements to accommodate 

mothers, carers with family responsibilities and describing it as mainly roles for women. This 

all stems from the lack of awareness regarding the benefits of WGE as well as being unaware 

of ways to acknowledge and deal with such biases. Therefore, this report proposes the 

businesses to  develop a Gender Equality Diagnostic Tool (Diagnostic Tool) that will help 

identify WGE related gaps,  include gender-balanced recruitment and promotion policies such 

as setting gender composition targets for all management levels, enhancing workplace 

flexibility options to increase retention and motivation of employees and lastly, conducting 

WGE-related awareness trainings that help employees limit influence on key employment 

decision by uncovering such existing biases. This enhances the organisation’s performance as 

it allows them to utilise talented men and women employees equally.  

 

 

 

 

 

 

 

 

 

 

Research Topic: Does formal equality1 for women and men in the workplace result in ‘equality 

of outcomes’ in South East Asian businesses? 

 
1 For the purpose of this research formal equality is defined as equal opportunity and non-discrimination mandated in 
company policies for men and women with regard to recruitment, retention and promotion.  
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Introduction 

 

Gender biases exist and contribute to gender inequality in the workplace. Prevailing cultural 

norms and existing policies play a key role in shaping differing employer expectations 

between men and women, especially regarding their capabilities, the type of work they can 

perform and career outcomes. Society creates a lot of discriminatory gender roles in the 

workplace. Even though cultural influences may not be explicit, most evidence highlights that 

they subtly affect employers’ assessment regarding who is ‘best fit’ for a job is or who is 

likely to progress further in their career2. This research explores these implicit gender biases 

in four South East Asian countries where Investing in Women (IW), an initiative of the 

Australian government, is supporting various firms to transform workplace cultures, practices 

and policy barriers that hinder Workplace Gender Equality (WGE). All firms are committed 

towards achieving EDGE, a global business certification granted to businesses for achieving a 

certain standard of gender equality. The EDGE framework considers five areas of WGE: 

Equal Pay for Equal Work, Recruitment & Promotion, Leadership Development & 

Mentoring, Flexible Work and Company Culture. Employee perception regarding these key 

areas and their significance will be highlighted through the analysis of the report’s findings. 

Issue 

 

Globally, in recent decades, there has been an increase in the proportion of women entering the 

workforce. However, women remain underrepresented at the highest organisational levels3. The 

South East Asian (SEA) region is grappling with similar challenges of achieving gender diverse 

workforce practices, including career progression, representation in leadership roles and better 

retention rates4. Gender stereotypes and biases remain a critical barrier in women’s career 

advancement5. Hence, companies have attempted to address this imbalance by implementing 

gender-inclusive policies including work-life practices6. This research seeks to understand 

whether such measures to achieve formal equality in the workplace result in equal outcomes 

 
2 Australia. Workplace Gender Equality Agency. (2019). “Gender equitable recruitment and promotion”. Available at: 
https://www.wgea.gov.au/data/wgea-research/gender-equitable-recruitment-and-promotion.  
3 Seo, G., Huang, W. and Han, S.-H. C, 2017. ‘Conceptual Review of Underrepresentation of Women in Senior Leadership 
Positions From a Perspective of Gendered Social Status in the Workplace: Implication for HRD Research and Practice’, 
Human Resource Development Review, 16(1), pp. 35–59. doi: 10.1177/1534484317690063. 
4Krivkovich, A., Nadeau, M.C., Robinson, K., Robinson, N., Starikova, I. and Yee, L., 2018. Women in the workplace. 
McKinsey and Company. 
5Kalysh, K., Kulik, C.T. and Perera, S., 2016. Help or hindrance? Work–life practices and women in management. The 
Leadership Quarterly, 27(3), pp.504-518. 
6 Ibid., pp.505.  

https://www.wgea.gov.au/data/wgea-research/gender-equitable-recruitment-and-promotion
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for women and men in SEA, or whether there are entrenched gender norms, outside of 

workplace policies, which influence decisions that businesses need to understand and account 

for. 

Research aims: 

This study will analyse recruitment, promotion, and retention of employees across 38 

businesses in four South East Asian countries7. The research examines whether measures to 

achieve formal equality in the workplace result in equal outcomes for women and men, or 

whether entrenched gender norms influence these outcomes, by exploring the following 

questions: 

• Do men and women have similar career progression outcomes when provided with the same 

training opportunities? (i.e. promotion) 

• Do strong policy frameworks that prohibit discrimination in recruitment and promotion 

have an impact on career outcomes for men and women equally? 

• How do organisational policies and culture interact to influence employee perceptions 

regarding career opportunities? And how does this impact retention rate?   

Country Context 

 

This section outlines the current state of WGE in the four SEA countries and the potential 

barriers to women’s career progression in comparison to men. 

 

 

 

Indonesia 

 

According to the 2018 McKinsey report8, Indonesia exceeds the Asia Pacific average on gender 

equality. Over the years, there have been several positive developments towards achieving 

better gender parity in terms of improved median earnings for Indonesian women, which has 

 
7 Philippines, Indonesia, Vietnam and Myanmar.  
8 Krivkovich, A., Nadeau, M.C., Robinson, K., Robinson, N., Starikova, I. and Yee, L., 2018. Women in the workplace. 
McKinsey and Company Study. 
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increased from 57%to 84% since 19909. However, it is still lacking women in labour force 

participation and leadership positions10. Gender roles stemming from religious and social 

expectations placed on women in Indonesia are one of the central reasons for this disparity11. 

Traditionally, Indonesian communities prioritise women as caregivers and mothers and their 

domestic duties take precedence over career milestones12. Entrenched traditions and gender 

norms have created societal resistance when it comes to women’s career prospects.   

 

As a result, women’s transition into the workplace has not been smooth and requires long-

term norm change and cultural adjustment. This also explains why women are still only 

moderately involved in the labour market. Furthermore, women are faced with the difficult 

choice of having a successful career or starting a family. Studies conducted on Indonesia’s 

labour market identify prominent drivers for women’s labour force participation, such as 

marital and socioeconomic status, number of children, educational attainment and industry 

type (agriculture, manufacturing etc)13. On the other hand, challenges remain in enforcing 

existing laws, such as minimum wage and the Equal Employment Opportunity Strategy. 

 

Philippines 

 

Unlike Indonesia, the Philippines is a traditionally matriarchal and egalitarian society where 

government has proactively legislated to close gender gaps14. It is the Asia Pacific’s best 

performer on indicators of workplace gender equality, such as participation in professional and 

technical jobs and women in leadership positions, and near best in region on perceived wage 

gap for similar work. On gender equality in society, the Philippines is in line with the regional 

average on essential services and enablers of economic opportunity and on physical security 

and autonomy but is above average on legal protection and political voice. Looking at 

individual indicators, the Philippines is in line with best in region on education and financial 

inclusion, and near best in region on sex ratio at birth and child marriage. But there is scope for 

 
9 Schaner, S. and Das, S., 2016. Female labor force participation in Asia: Indonesia country study. Asian Development Bank 
Economics Working Paper Series, (474). 
10 Krivkovich, A., Nadeau, M.C., Robinson, K., Robinson, N., Starikova, I. and Yee, L., 2018. Women in the workplace. 
McKinsey and Company. 
11 Ford, M., Parker, L., 2008. Thinking about Indonesian Women and Work. In Michele Ford and Lyn Parker (Eds.), Women 
and Work in Indonesia, (pp. 1-16). Routledge, London and New York.   
12 Ingham, X., 2005. Career women in Indonesia: Obstacles faced, and prospects for change. Australian Consortium for “In-
Country” Indonesian Studies p.2011. 
13 Alisjahbana, A. S., Manning, C., 2006. Labour market dimensions of poverty in Indonesia. Bulletin of Indonesian 
Economic Studies, 42(2), 235-261. doi: 10.1080/00074910600873674.  
14 Woetzel, J., Madgavkar, A. and Sneader, K., 2018. The power of parity: advancing women’s equality in Asia 
pacific. Shanghai: The McKinsey Global Institute. 
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improvement. The experience of women in the Philippines still depends largely on their 

socioeconomic status. Lower-income women still confront considerable gender gaps and less 

opportunity. For educated women, there is scope for higher representation and equal pay in 

professional and technical fields which is already a strength15. However, prior research reports 

have still identified challenges for women in the labour market which include the unpaid 

domestic work and care burden similar to Indonesia.  

 

Furthermore, women suffer from a lack of access to credit and financial services, training 

programs, government services and social protection coverage while also facing workplace 

discrimination. Strategies to promote gender equality for inclusive growth in the labour market 

must reflect the Philippines’ specific historical and current conditions; for instance, there exists 

immense influence from the Catholic church on women to have babies16. Again, similar to 

Indonesia, women in the Philippines are held back by the social attitudes towards women’s role 

in society. 

 

Myanmar  

 

Myanmar has been experiencing rapid socioeconomic and political transition. It is one of the 

poorest members of the Association of Southeast Asian Nations (ASEAN) but is now gradually 

progressing towards earning a middle-income country status17. Gender inequality is a 

longstanding issue in Myanmar, especially in the labour market. In 2013, the Myanmar 

government launched its National Strategic Plan for the Advancement of Women (2013–2022), 

which showcases the government’s commitment towards reducing gender inequality and 

protecting women against all sorts of discrimination18. However, a study on societal norms in 

Myanmar showed that women are seen as ‘protectors of culture,’ which makes changing their 

own status difficult. These gendered norms were strongly linked to the expectations of work 

and opportunities men and women could pursue. As a result, women are discriminated against 

by being given less opportunities, remuneration or chances of career advancement in 

comparison to male employees. Women are closely associated with Myanmar’s domestic 

sphere whereas men are seen as breadwinners19. These gender roles are reinforced by the 

 
15 Krivkovich, A., M. C. Nadeau, K. Robinson, N. Robinson, I. Starikova, and L. Yee, 2018. Women in the workplace. 
McKinsey and Company Study.  
16 Layton, R. and MacPhail, F., 2013. Gender equality in the labor market in the Philippines (Doctoral dissertation, Asian 
Development Bank). 
17 ADB, U., 2016. Gender Equality and Women’s Rights in Myanmar: A Situation Analysis. Retrieved October, 29, p.2016. 
18 Gender, Age, Employment, Marital status, Carer and Parental status. 
19 Thein, P.T., 2015. Gender equality and cultural norms in Myanmar. In INT’L CONFERENCE ON BURMA/MYANMAR 
STUDIES (Jul. 2015). 
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prevailing workplace culture, making them a major barrier to equal labour force participation 

for women.   

 

Vietnam 

 

Comparatively, Vietnam’s commitment towards gender equality has been remarkable as it 

ranks high in terms of female labour force participation globally. Around 79% of women aged 

between 15 and 64 are either engaged in paid work or are looking for jobs in Vietnam compared 

to 85% of men, while also creating 40% of the nation’s overall wealth20. However, women are 

still compensated poorly in comparison to men and workplaces remain highly segregated, with 

most of the lower end jobs being filled by women21. The wage gap is adversely affected by 

gender-based discrimination which disadvantages women socially as well as economically. 

Like other SEA countries, Vietnamese society considers women primarily responsible for 

unpaid domestic duties. The government has made efforts to prohibit such gender-based 

discrimination through laws such as the 2012 Labour Code which protects female employees’ 

right to work on the basis of equality and also requires employers to ensure the implementation 

of gender equality and measures to promote gender equality in recruitment, employment, 

training, working hours and rest periods, wages and other policies22. Despite this, equality of 

outcomes in terms of promotion, retention and recruitment is heavily influenced by societal 

patterns that have been in practice for years in Vietnam. 

 

 

 

Methodology 
 
To address the research questions, qualitative and quantitative data analysis is utilised to reveal 

the state of WGE in firms in the four SEA countries. In-depth secondary analysis of IW’s 

quantitative datasets, including data from staff perceptions of more than 140,000 employees 

and human resources data from 38 companies is conducted. Most staff perception questions 

 
20 ILO. Equality and Discrimination in Viet Nam. International Labour Organization. Available at: 
https://www.ilo.org/hanoi/Areasofwork/equality-and-discrimination/lang--en/index.htm 
21 Work, W.D.V.W., 2018. Gender Gap in Earnings in Vietnam. 
22International Labour Organization. (2019). “Gender Equality in Recruitment and Promotion Practices in Vietnam.” 
Retrieved from: http://ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
hanoi/documents/publication/wcms_349666.pdf 
 

https://www.ilo.org/hanoi/Areasofwork/equality-and-discrimination/lang--en/index.htm
http://ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-hanoi/documents/publication/wcms_349666.pdf
http://ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-hanoi/documents/publication/wcms_349666.pdf
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include Likert-scale questions which aid in measuring the perceptions of participants.  In 

addition, in-depth interviews from seven firms across the four countries were qualitatively 

analysed to uncover prevailing gender norms and stereotypes that may affect and limit career 

progression. 

Data & Analysis of Results 

 

Analysis of the IW quantitative datasets helps to build on the above literature review of gender 

equality in each of the four countries and attempts to create a comprehensive picture for the 

overall workplace culture and the possible barriers or enablers with regard to the companies 

used for analysis. These datasets were primarily utilised for identifying whether implementing 

better WGE policies yields more gender equal outcomes in terms of recruitment, promotion, 

and retention. The final results and analysis for each of the research questions are presented and 

discussed in the following section.  

 

Q1. Do men and women have similar career progression outcomes when provided 

with the same training opportunities? (i.e. promotion) 

 

The percentage of men and women given leadership training at the 38 companies is compared 

against the percentage share of promotional outcomes for each gender. The hypothesis is that 

women are likely to be discriminated against in comparison to men with regard to promotional 

outcomes, and that training would not have a large impact on promotions.  

Figure 1 shows a weak to moderate positive linear relationship between promotion and training 

percentages across all firms. Across all four countries, average promotion percentages for men 

were higher in comparison to women even while a greater percentage of women received 

leadership training in Indonesia (women =18%, men=11%), the Philippines (women=36%, 

men=31%), Myanmar (women=18%, men=11%) and the same in Vietnam 

(men/women=44%). These results reinforce the hypothesis and indicate that with or without 

training, men are still promoted at a higher rate in comparison to women. Therefore, enhancing 

equal training opportunities for men and women is only partially effective in reducing gender 

disparity in promotional outcomes. This points towards existing informal biases that may be 

present in promotion processes or may be attributed to other socio-economic barriers such as 
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differences in educational attainment or societal pressures23. These findings in Figure 1 are 

based on an overall regional analysis of the four countries. Due to the limited sample size, a 

separate country-level analysis was found too small to be meaningful.   

 

 

To conduct further analysis, survey question responses to the statement ‘My current projects 

or assignments are preparing me for a leadership role in this company’ were also analysed 

to compare overall differences in the perceptions of men and women employees regarding equal 

opportunities at work. The results (see Table 1, Appendix A) conclude that women across 23 

firms said they were less likely than men to believe they were being given assignments that 

prepared them for leadership roles in all four IW countries. Even those firms where women say 

they get leadership-geared assignments come from a small sample size of women who are 

already in managerial positions. Therefore, the results may be biased and only hold true in male-

dominated firms with few high-ranking female employees. According to the results, 9 firms 

which included P7, I1, I2, M1, M5, M12, V1, V2, V3 had a difference of >5% and concluded 

that men were more likely to agree with this statement.   

 

 
23 Ingham, X., 2005. Career women in Indonesia: Obstacles faced, and prospects for change. Australian Consortium for “In-
Country” Indonesian Studies p.2011. 
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Q2. Do strong policy frameworks that prohibit discrimination in recruitment and 

promotion have an impact on career outcomes for men and women equally? 

 

For Question 2, the methodology included developing an aggregated WGE scorecard for each 

of the 38 firms using answers from the Policies & Practices Questionnaire (Appendix B), which 

assessed the current state of gender equality in the firms. These questionnaires were completed 

and submitted by the firms’ Human Resources departments to the EDGE certification team, 

then an independent audit firm was engaged to minimise chances of bias from internal 

reporting. To calculate each firm’s WGE score, responses to questions ranging from Q5-13 and 

Q24-28 were selected, as these showcase progress in terms of recruitment and promotion and 

changing company culture. Weights were assigned to each of the response options (see Table 

2, Appendix A). Existence of better WGE practices and stronger policy frameworks regarding 

recruitment and promotion indicates better WGE. Based on their scores, the firms were 

classified as ‘weak’ and ‘strong.’ Scores ranging between 17-29 were weak i.e. ‘the company 

does not take into consideration gender equality in most aspects of its recruitment and 

promotion practices at all levels’. Additionally, scores ranging between 30-44 were considered 

strong i.e. as ‘the companies have an explicit action plan that includes steps to improve gender 

equality with regard to recruitment and promotion practices at all levels.’ 

Figure 2 showcases the final WGE score for all firms (for individual responses refer to Table 

2, Appendix A). Results show that 30 firms were considered ‘weak,’ especially pertaining to 

recruitment and promotion practices needed to improve WGE. For instance, 30 firms had no 

set targets or objectives for gender composition at any management level. Additionally, the 

problem of lack of women representation in top management was further reinforced by a set of 

other findings. For example, around 25 firms reported that they conducted awareness training 

of potential gender biases for only a few individuals involved in recruitment, promotions or 

performance evaluations. Candidates for new hires at 23 firms were not systematically 

interviewed by both male and female managers for management positions (from junior to top 

management) while 25 firms did not require a gender diverse recruitment pool. The absence of 

any gender composition targets and lack of training for recruitment teams to help minimise 

biases has yielded more favourable recruitment and promotion outcomes for men in comparison 

to women. It can be inferred from these results that these firms need to focus more on certain 

aspects of WGE practices that help in addressing the above-highlighted gaps in recruitment and 

promotion practices. Most firms fell into the weak WGE category, which made a robust WGE 

scorecard analysis difficult. 
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Nevertheless, these WGE scores were further analysed by correlating the impact of strong 

policy frameworks on equal promotion outcomes. Similarly, the employee gender ratio at each 

firm was also incorporated to see if there is a relationship between firms having good policy 

frameworks (WGE score>29), and the gender balance they have achieved (ratio of men and 

women taking these policies). The findings are discussed below: 
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I. WGE Policy Framework Scores (PFS) and Difference in Men & Women Promotion 

Outcomes 

 

It is important to utilise both male and female employees while offering equal opportunities to 

grow and succeed in their careers. Hence, gender equality in promotional outcomes is a strong 

indicator that employees are utilised and supported adequately24. The rationale behind this 

correlation was that, as firms offer equal opportunity to their men and women, the differences 

between promotion percentages for both genders should decline. The obtained results align with 

the hypothesis as a weak correlation of -0.016, which means promotional differences are likely 

to reduce as firms move towards more gender equal policy frameworks. Strong policy 

frameworks are likely to be an important aspect of the company ‘infrastructure’ towards 

achieving WGE in South East Asia. However, the weak correlation shows that other critical 

factors impact WGE more.  For instance, WGE could increase if companies have specific 

gender targeting or quotas which was only found at 3 companies in the sample.  

II. Gender Balance 

 

Several reports indicate that gender balance has a direct positive impact on efficiency and 

performance, irrespective of firm or size25. A good gender balance is defined as ranging 

between 40-60% of either gender26. Based on HR data analysed, only 18 firms had a good 

gender balance (see Table 3, Appendix A). Moreover, similar to broader trends observed in the 

four South East Asian country reports earlier, results from the firms in the sample also exhibit 

a poor gender balance especially in top management levels where the overall representation of 

women in top management being quite low with a median of 33% across all firms. Figure 3 

also shows a positive correlation between the percentage of women in top management and 

women in management. This is unsurprising as the literature shows increased representation in 

leadership roles results in improved gender balance. For example, a 2019 report analysed data 

from more than, 4,600 Australian companies and found that the share of female full-time 

managers increases by an average of 8.6 ppts for companies with a female CEO27. 

 
24 Australia. Workplace Gender Equality Agency. (2019). “Applying for the Employer of Choice for Gender Equality”.  
Available at: https://www.wgea.gov.au/sites/default/files/documents/2019-09-17-EOCGE-Supplementary-Guide.pdf.  
25 Australia. Australian Human Rights Commission. “Chapter 1: The case for addressing workplace discrimination related to 
pregnancy, parental leave and on return to work after parental leave”. Available at: https://humanrights.gov.au/our-
work/chapter-1-case-addressing-workplace-discrimination-related-pregnancy-parental-leave-and 
26 Wittenberg-Cox, A, 2012. Gender Neutral Quotas. Harvard Business Review. Retrieved from: 
https://hbr.org/2012/04/gender-neutral-quotas   
27Australia. Workplace Gender Equality Agency. (2019). "Gender Equity Insights 2019 Breaking Through The Glass 
Ceiling", p.32. Available at: https://www.wgea.gov.au/sites/default/files/documents/BCEC-WGEA-Gender-Equity-Insights-
2019-Report.pdf.  

https://www.wgea.gov.au/sites/default/files/documents/2019-09-17-EOCGE-Supplementary-Guide.pdf
https://humanrights.gov.au/our-work/chapter-1-case-addressing-workplace-discrimination-related-pregnancy-parental-leave-and
https://humanrights.gov.au/our-work/chapter-1-case-addressing-workplace-discrimination-related-pregnancy-parental-leave-and
https://hbr.org/2012/04/gender-neutral-quotas
https://www.wgea.gov.au/sites/default/files/documents/BCEC-WGEA-Gender-Equity-Insights-2019-Report.pdf
https://www.wgea.gov.au/sites/default/files/documents/BCEC-WGEA-Gender-Equity-Insights-2019-Report.pdf
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III. WGE PFS & Gender Balance 

 

A correlation of 0.078 is also found between strong WGE policy frameworks and a good gender 

balance. This correlation signifies that firms with higher WGE scores are more likely to have a 

good gender balance and reinforces the findings from other studies28. Based on the WGE 

scorecard, findings also showcased that as the ratio of men to women employed in these firms 

increased, a positive correlation (0.333) existed with the WGE scores while on the other hand,  

if the ratio of women to men employed increased at these firms,  a negative correlation (-0.339) 

is found. One plausible reason for this could be that despite having higher WGE scores, firms 

may still end up having more men in the firm especially in male-dominated industries. Another 

explanation could be the existing cultural barriers identified in the countries’ context, whereby 

women are expected to be caregivers and men are breadwinners. Analysis from employee 

perception surveys also indicate that firms with greater percentage of men in comparison to 

women are also more likely to agree and report that company policies with regard to recruitment 

and promotion follow best practices to ensure gender equality. Nevertheless, by using the 

overall WGE score rating, around 29 firms fell into the ‘weak’ category which highlights the 

 
 
28 Wittenberg-Cox, A, 2012. Gender Neutral Quotas. Harvard Business Review. Retrieved from: 
https://hbr.org/2012/04/gender-neutral-quotas   
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limitation of this approach as mentioned earlier that we do not have a sufficient sample of firms 

with strong WGE frameworks to conduct a more sophisticated analysis.    

 

Q3. How do organisational policies and culture interact to influence employee 

perceptions regarding career opportunities (promotion)? How does this impact 

retention rate? 

 

For evaluating the above question, regression analysis was conducted by IW on a staff 

perceptions survey to understand the factors shaping perceptions of WGE, staff satisfaction and 

women’s economic participation in large private sector firms in IW countries.  Interviews from 

firms across the four countries were qualitatively analysed to uncover prevailing gender norms 

that affect career progression and explain discrepancies observed in quantitative data. Relevant 

external factors are mostly linked to the cultural context of gender equality in these countries. 

The following limitations in women’s career progression and the impact on retention are 

discussed below.  

 

I. Marriage Status / Carers’ responsibilities 

 

A consistent finding across all four IW countries was regarding how married women felt about 

managing work-life balance and its influence on career progression. Patriarchal cultures in 

Myanmar, Indonesia and Viet Nam is a possible external factor that is likely to act as a barrier. 

In these countries, women are viewed as having responsibility of taking care of the house while 

men are responsible for finances29. Despite joining the workforce, responsibilities are still 

unlikely to be shared. This was consistent with our dataset, as results show that most married 

women reported being less positive overall about career/family compatibility than married men. 

Often, female employees are also found to be less satisfied with fairness in pay and promotions.  

 

II. Impact on retention rates & lack of flexible work arrangements 

 

Quantitative analysis of the impact on new mothers was conducted to explore the state of 

flexible policy options. Figure 4 shows post-maternity leave retention rates across all four 

countries separately. The highest average for post-maternity retention rates was found in 

 
29Australia. Investing in Women. (2019). “SNAPSheet: Social Norms, Attitudes and Practices in Vietnam”. Available at:  
https://investinginwomen.asia/wp-content/uploads/2020/02/SNAPS2018_Fact-Sheets_Vietnam_Final.pdf. 
 

https://investinginwomen.asia/wp-content/uploads/2020/02/SNAPS2018_Fact-Sheets_Vietnam_Final.pdf


19 

Myanmar (89%), followed by Vietnam (87%), the Philippines (83%) and Indonesia (79%). The 

post-maternity retention rate for firms with strong WGE policy frameworks was, also found to 

be around 56% which was also the lowest across all firms in general. This result indicates the 

existence of a core social norm whereby women should be primarily responsible for childcare 

and household duties and these tasks are considered to be natural for them irrespective of 

flexible work arrangements30. It seems women have a ‘double burden’ – if they have paid work, 

they must also ensure they maintain their unpaid work. Qualitative findings also highlight that 

women caregivers were less positive about flexibility to manage work and life31. Some 

interviewees also highlighted a set of flexible work options for them to achieve better balance 

such as the ability to change work hours, work location etc. However, options available varied 

depending on the type of supervisors and nature of work. Firms in Myanmar also reported 

lacking flexible work options and, in most cases, had one or two options only. 

The overall results for average retention rates post maternity leave were found to be lowest in 

Indonesia, where the firm having the lowest retention rate also had a weak WGE score rating. 

In Myanmar, the Philippines and Viet Nam, the lowest retention rates were calculated to be 67 

%, 62 % and 56% respectively. An interesting finding was that at least three firms which had 

the lowest retention rates in each of these countries had a good gender balance in their 

companies. This is rather intriguing and could possibly be an indication that retaining women 

in these firms might be influenced by additional factors such as additional homecare 

responsibilities and the policies put in place by the company towards flexible working hours, 

among others. 

 
30 Hideg, I., Krstic, GA., Trau, R. and Zarina, T., 2018. Do longer maternity leaves hurt women’s careers?. Harvard Business 
Review.  
31 Investing in women, 2019. (Gender Equality Case Studies: Qualitative Perception Interviews), Unpublished reports. 
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Additionally, overall retention rates were also analysed to see the possible trends in all four 

countries and compared with our above analysis of post-maternity retention rates for women. 

Figure 5 depicts the overall results for women retention rates among management in 

comparison to men. Across all four IW countries, women retention rates exceeded those of men 

except at 11 out of the 38 firms, where higher retention rates for men in comparison to women 

were observed. The average women retention rate was the highest in Myanmar (>91%) in 

comparison to Philippines (83%), Indonesia (83%) and Vietnam (90%).  Average retention 

rates at management levels (Upper/Top, Middle/Junior) was also calculated (see Table 5, 

Appendix A). The overall average results for each management level similarly concluded 

women retention rates as being higher irrespective of the level across all four IW countries.  

The negative gap between overall women retention results and post-maternity leave retention 

outcomes indicates an existing problem.  Since the retention rates of mothers is worse than the 

overall retention rates for men and women in general, it points to the lack of flexible work 

arrangements. Such results also infer that on one hand, firms may actively be taking efforts to 

ensure women employees are retained; while on the other, new mothers are clearly 

disadvantaged.  

Figure 4: Women’s Post Maternity Retention Rates   
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III. Employee Perceptions:  Gender roles play at work  

 

Inequality in men and women work experiences also stems from gender stereotypes. These 

gender stereotypes are likely to result in informal biases due to the nature of the society that 

categorises women and men differently32. According to the findings, interviewees shared 

common perceptions like men and women employees having inherent differences in 

capabilities such that men had more technical skills than women, but women were more careful 

than men33. Moreover, most employee experiences also suggested that women do face 

additional barriers to career progression than men due to the societal gender norms that view 

women’s role as carrying out the bulk of family responsibilities and their ability to work at 

more demanding positions less suited than men. Other studies also showcase how sometimes 

confident women are also penalised for violating traditional feminine stereotypes, for example 

agentic and self-promoting women would be considered socially deficient and low on 

likeability in comparison to self-promoting men who are instead viewed as highly competent 

 
32 Heilman, M.E., 2012. Gender stereotypes and workplace bias. Research in organizational Behavior, 32, pp.113-135. 
 
33 Investing in women, 2019, (Gender Equality Case Studies: Qualitative Perception Interviews), Unpublished reports. 

Figure 5: Overall Retention Rates  
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and hireable34.  Based on these stereotypes, it can be implied that informal biases and 

preferences are bound to influence recruitment and promotion decisions. This is further 

reinforced as some respondents across these firms stated that even though familiar with broad 

promotion criteria, they still lacked detailed knowledge on evaluation and promotion processes 

and believed informal company practices or subjective judgements that preferred men over 

women for certain roles did exist. However, an interesting finding here is that women at most 

firms also conform to these gender stereotypes by preferring to have a family over career 

themselves. 

Recommendations 

After analysing the overall culture and WGE progress with regard to business coalition member 

firms in the four countries, this section presents some of evidence-based recommendations from 

Australian WGE practices that could be applied to help create more equitable workplaces. This 

could be achieved by minimising external cultural biases and improving WGE awareness at the 

firms. For Australia improving WGE is a national priority linked to productivity and future 

growth and therefore, it currently is committed towards encouraging the best possible WGE 

business practices35. 

I. Develop a Gender Equality Diagnostic Tool (Diagnostic Tool) 

Creating a similar diagnostic tool for SEA businesses as developed by Australia that helps 

businesses in analysing the level of gender equality and identify any gender equality gaps within 

their firms. This tool identifies 17 gender equality focus areas and indicates where organisations 

fall between ‘meeting minimum requirements’ and ‘leading practice’ in addressing gender 

equality36.  As stated earlier, this research adopted a WGE scorecard methodology that 

identifies focused key areas to measure the state of WGE at the respective firms. However, this 

method could be enhanced further if Australia’s Gender Equality Diagnostic Tool is used as a 

benchmark and utilised to gather more comprehensive evidence by developing a more 

comprehensive list of focused Policies & Practices Questionnaire. Conducting such baseline 

analysis are essential in order to help firms create more sophisticated and targeted WGE policies 

 
34 Phelan, J.E., Moss-Racusin, C.A. and Rudman, L.A., 2008. Competent yet out in the cold: Shifting criteria for hiring 
reflect backlash toward agentic women. Psychology of Women Quarterly, 32(4), pp.406-413. 
35 Olsen, J., Orpin, S., Good, L. and Towns, D., 2015. Workplace Gender Equality Strategy Project-Final Report. 
36 Australia. Workplace Gender Equality Agency. (2019). “Gender Equality Diagnostic Tool”.  Available at: 
https://www.wgea.gov.au/sites/default/files/documents/2019_WGEA_GE_Diagnostic_Tool_0.pdf. 
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and procedures. Moreover, such baseline data analysis will also enable firms to measure the 

changes and success achieved by firms. 

II. Gender-balanced recruitment & promotion policies 

The second suggestion is for firms to introduce rules and procedural changes to promote gender-

balanced recruitment and promotion in the gender equality strategies of firms. This suggestion 

is based on the WGE score results which identified this gap as most firms lacked WGE in 

recruitment and promotion practices. Inclusion of a gender-diverse panel of mentors and 

recruiters coupled with a revaluation of these recruitment and promotion processes especially 

for senior leadership promotions can help minimise and highlight informal gender biases 

influence decisions. 

III. Enhancing workplace flexibility options 

Based on studies of Australian businesses, main incentives effective in driving employee 

retention are workplace flexibility, breastfeeding facilities, return to work programs and 

parental and carers’ leave provisions37. One of the findings attributed the reduced women 

retention rates post-maternity leaves could also be due to the lack of flexible work arrangements 

and additional family responsibilities. These career breaks for women are damaging in terms of 

career and salary progression and further widen the gap between men and women employees38. 

For instance, simply providing necessary facilities--for example breastfeeding rooms--have 

shown benefits of high retention levels (94%), reduced absenteeism and improved the overall 

satisfaction or loyalty levels for women39. Building such supportive environments for 

employees having primary caring responsibilities would enhance motivation and reduce 

inequalities amongst employees across IW countries. Hence, greater attention needs to be paid 

to offering new types of flexible work while also helping managers and supervisors to explore 

their reservations around flexible work. 

IV. WGE Awareness Trainings 

Conducting frequent WGE awareness training focused on the various key focus areas identified 

would help develop a better understanding amongst employees around how gender equal targets 

 
37 Business Council of Australia (BCA), 2017. Future-proof: Protecting Australians through education and skills. 
 
38 Australia. Workplace Gender Equality Agency. (2018). “Women in Leadership: Australian companies leading the way”.  
Available at: https://www.wgea.gov.au/data/wgea-research/women-in-leadership-lessons-from-australian-companies-leading-
the-way. 
39 Ortiz, J., McGilligan, K. and Kelly, P., 2004. Duration of breast milk expression among working mothers enrolled in an 
employer-sponsored lactation program. Pediatric nursing, 30(2), pp.111-119. 



24 

and diversity yield greater business outcomes. Training is considered highly effective in 

unravelling any unconscious gendered biases or stereotypes40. This gap was highlighted by the 

quantitative and qualitative findings of the report as only three firms had gender composition 

targets. However, most employees also reported against the idea for their firms set gender 

composition targets. Therefore, employee awareness regarding such matters is crucial as it 

influences the extent to which they are likely to support or resist WGE-related polices or 

practices.  This helps build confidence that recruitment and promotion practices are rigorous 

enough while also limiting potential biases. 

 
40 Australia. Workplace Gender Equality Agency. (2019). “Gender equitable recruitment and promotion: A guide for 
organisations”.  Available at: https://www.wgea.gov.au/topics/recruitment-and-promotion 
 
 

https://www.wgea.gov.au/topics/recruitment-and-promotion
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Conclusion  

 

Based on the above analysis, WGE across all IW countries seems to be limited and is affected 

by preexisting gender norms and stereotypes. The findings of the report highlight several 

significant WGE issues that result in unequal career outcomes between men and women, 

which were observed across all four South East Asian countries. For instance, the lack of 

women in leadership positions and a greater rate of promotion for men than women despite 

greater training amongst women indicate the possible negative impact of gendered norms on 

recruitment and promotion practices. In addition to this, the results from the WGE scorecard 

also help to measure the strength of WGE policy frameworks in these firms and their role in 

achieving equal promotion outcomes and a good gender balance at all management levels. 

However, several other limitations to women’s career progression continue to exist due to the 

lack of flexible work options for carers and mothers, leading to a lower retention rate for 

women employees who are either married or have family responsibilities in comparison to 

other men or women. Most of the firms in the sample have poor WGE policy frameworks that 

reinforce and continue to uphold discriminatory gender norms and stereotypes prevalent in 

these four countries against women. However, most of these workplace inequality concerns 

could possibly be addressed by looking at some of Australia’s successful WGE practices. 

These include developing a more sophisticated gender diagnostic tool that will help pinpoint 

gaps so firms can prioritise WGE areas depending on the need of the firms. These needs 

include introducing gender-balanced recruitment and mentoring teams, offering greater 

flexible work options, and lastly, conducting WGE awareness training to inform employees 

and recruiters regarding the potential benefits of gender diversity and eliminating informal 

biases.  
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Appendices 
Appendix A: 
 
Table 1: List of Average Responses of Men & Women employees to Staff Survey Perceptions 
Questionnaire Q10 “My current projects or assignments are preparing me for a leadership 
role in this company” 

Firm ID Women Average response Men Average response 
P1 4.22 4.17 
P2 4.2 4.3 
P3 4.15 4.12 
P6 4.05 4.06 
P5 3.84 3.85 
P7 3.92 4.1 
P4 3.78 3.89 
I1 3.87 4 
I2 3.76 4.01 
I3 3.47 3.59 
I4 3.68 3.78 
I5 3.87 3.63 
I6 4 4.13 
I7 4.11 4.13 
I8 3.93 4.02 

M1 0 4.5 
M2 4 4 
M3 4.4 4 
M4 3.91 3.72 
M5 3.65 4.09 
M6 4.33 4.13 
M7 4.12 4.16 
M8 4.19 4.192 
M9 3.91 4.06 

M10 3.88 3.94 
M11 4.29 4.18 
M12 3.9 4.3 
M13 4.5 4.05 
V1 4.48 4.3 
V2 3.54 3.78 
V3 4 4.4 
V4 3.75 4.02 
V5 4.09 4.13 
V8 4.32 4.24 
V9 4.28 4.42 
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Table 2: Summary of WGE scores calculated based on responses to the “Policies & Practices 
Survey” results 
 

Firm ID no of a no of b no of c no of d WGE Score 
Policy Framework 

category 
P1 8 3 3 0 23 weak 
P2 6 6 2 0 24 weak 
P3 10 1 3 0 21 weak 
P6 5 6 3 0 26 weak 
P5 8 4 1 1 23 weak 
P7 8 2 3 1 25 strong 
P4 0 6 7 1 37 strong 
P8 8 4 2 0 22 weak 
P9 6 6 2 0 24 weak 
I1 10 0 4 0 22 strong 
I2 8 3 2 1 24 weak 
I3 6 4 4 0 26 strong 
I4 2 1 11 0 37 strong 
I5 1 10 3 0 30 weak 
I6 9 3 2 0 21 weak 
I7 2 8 3 1 31 strong 
I8 5 4 4 1 29 strong 

M1 7 4 2 1 25 weak 
M2 7 4 2 1 25 weak 
M3 7 4 2 1 25 weak 
M4 7 4 2 1 25 weak 
M5 7 4 2 1 25 weak 
M6 7 4 2 1 25 weak 
M7 9 4 1 0 20 weak 
M8 4 2 8 0 32 strong 
M9 11 3 0 0 17 weak 

M10 12 1 1 0 17 weak 
M11 3 8 3 0 28 weak 
M12 8 4 2 0 22 weak 
M13 11 3 0 0 17 weak 
V1 1 1 11 1 40 strong 
V2 6 2 5 1 29 strong 
V3 3 4 7 0 32 strong 
V4 6 2 5 1 29 strong 
V5 3 3 7 1 34 strong 
V8 10 2 2 0 20 weak 
V9 10 2 2 0 20 weak 
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Table 3: Summary of overall gender employment statistics at each of the 38 companies 
 

Company 
Name Total Men 

Total 
Women %women %men 

Good Gender Balance 
(no=1, yes=2) 

P1 2041 1900 48% 52% 2 
P2 996 813 45% 55% 2 
P3 84 110 57% 43% 2 
P6 592 1434 71% 29% 1 
P5 367 499 58% 42% 2 
P7 884 1094 55% 45% 2 
P4 12495 10287 45% 55% 2 
P8 120 188 61% 39% 1 
P9 1373 2785 67% 33% 1 
I1 178 80 31% 69% 1 
I2 338 397 54% 46% 2 
I3 442 157 26% 74% 1 
I4 433 274 39% 61% 1 
I5 243 161 40% 60% 2 
I6 607 626 51% 49% 2 
I7 449 376 46% 54% 2 
I8 541 89 14% 86% 1 

M1 34 28 45% 55% 2 
M2 23 30 57% 43% 2 
M3 13 32 71% 29% 1 
M4 123 74 38% 62% 1 
M5 72 33 31% 69% 1 
M6 20 25 56% 44% 2 
M7 1281 2147 63% 37% 1 
M8 18 64 78% 22% 1 
M9 64 105 62% 38% 1 

M10 1347 2507 65% 35% 1 
M11 632 1211 66% 34% 1 
M12 64 83 56% 44% 2 
M13 44 24 35% 65% 1 
V1 557 100 15% 85% 1 
V2 481 493 51% 49% 2 
V3 78 87 53% 47% 2 
V4 88 54 38% 62% 1 
V5 179 254 59% 41% 2 
V7 1 11 92% 8% 1 
V8 55 81 60% 40% 2 
V9 85 241 74% 32% 1 
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Table 4: Summary of Promotion % of Employees & % of Employees who received any sort of 
Leadership Training 
 

Firm 
ID 

 
 

Promotion % 
of Women 

 
 

Promotion 
% of Men 

 
 

Differences in 
Promotion 

 
 

Received 
Leadership 

Training % of Men 

 
 

Received 
Leadership 

Training % of 
Women 

P1 27% 25% 2% 64% 64% 
P2 15% 10% 5% 23% 38% 
P3 1% 0% 1% 0% 2% 
P6 10% 14% 4% 13% 13% 
P5 8% 5% 2% 4% 3% 
P7 57% 56% 1% 52% 52% 
P4 27% 27% 0% 39% 48% 
P8 7% 13% 5% 13% 16% 
P9 10% 12% 2% 75% 83% 
I1 0% 1% 1% 0% 0% 
I2 7% 9% 2% 29% 28% 
I3 7% 1% 6% 17% 50% 
I4 10% 7% 3% 7% 5% 
I5 6% 1% 5% 1% 4% 
I6 16% 16% 0% 21% 25% 
I7 9% 6% 3% 8% 9% 
I8 4% 6% 2% 3% 21% 

M1 0% 0% 0% 0% 0% 
M2 0% 0% 0% 0% 0% 
M3 0% 8% 8% 0% 3% 
M4 11% 21% 10% 1% 4% 
M5 0% 0% 0% 3% 6% 
M6 0% 0% 0% 0% 0% 
M7 22% 23% 1% 40% 48% 
M8 0% 11% 11% 33% 47% 
M9 12% 16% 3% 0% 0% 

M10 0% 0% 0% 7% 5% 
M11 30% 31% 1% 27% 25% 
M12 11% 2% 9% 5% 12% 
M13 0% 2% 2% 25% 88% 
V1 8% 8% 0% 63% 76% 
V2 29% 34% 5% 51% 55% 
V3 10% 14% 4% 83% 95% 
V4 2% 3% 2% 44% 26% 
V5 1% 1% 0% 100% 100% 
V7 0% 0% 0% 0% 0% 
V8 0% 0% 0% 0% 0% 
V9 9% 19% 10% 7% 2% 
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Table 5: Retention Rates 
 

Firm 
ID 

Overall 
Retention 

Rates 
Men 

Overall 
Retention 

Rates 
Women 

Retention 
rates for 

Top/Upper 
management 
level (Men) 

Retention 
Rates for 

Top/Upper 
management 

level 
(Women) 

Retention 
Rates for 
Middle/ 
Junior 

management 
level (Men) 

Retention 
Rates for 

Middle/Junior 
management 

level 
(Women) 

P1 76% 78% 85% 90% 76% 78% 
P2 83% 91% 97% 100% 83% 91% 
P3 100% 100% 100% 100% 100% 100% 
P6 72% 74% 84% 93% 71% 71% 
P5 83% 85% 86% 89% 83% 84% 
P7 51% 48% 84% 92% 45% 42% 
P4 82% 85% 88% 90% 82% 85% 
P8 80% 93% 77% 97% 82% 92% 
P9 91% 94% 78% 88% 92% 94% 
I1 91% 96% 100% 100% 91% 96% 
I2 75% 68% 55% 50% 76% 68% 
I3 92% 92% 87% 79% 93% 93% 
I4 64% 63% 65% 63% 64% 63% 
I5 74% 82% 83% 80% 73% 83% 
I6 78% 81% 79% 87% 78% 80% 
I7 88% 91% 92% 100% 87% 90% 
I8 95% 93% 94% 100% 95% 93% 

M1 97% 93% 100% 100% 97% 92% 
M2 100% 100% 100% 100% 100% 100% 
M3 100% 100% 100% 100% 100% 100% 
M4 86% 87% 100% 100% 86% 86% 
M5 97% 94% 100% 100% 95% 94% 
M6 89% 100% no men 100% 89% 100% 
M7 80% 76% 89% 89% 79% 76% 
M8 94% 96% 100% 100% 90% 95% 
M9 71% 77% 76% 82% 69% 76% 

M10 91% 94% 84% 86% 91% 94% 
M11 91% 92% 95% 91% 90% 92% 
M12 82% 78% 86% 83% 79% 77% 
M13 100% 100% 100% 100% 100% 100% 
V1 96% 100% 93% 100% 97% 100% 
V2 73% 83% 78% 74% 72% 83% 
V3 75% 89% 74% 96% 76% 86% 
V4 95% 98% 100% 100% 95% 98% 
V5 69% 77% 92% 94% 66% 76% 
V7 100% 90% 100% 70% no men 100% 
V8 82% 87% 86% 88% 80% 86% 
V9 100% 100% 100% 100% 100% 100% 
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Appendix B 
 
Policies & Practices Questionnaire – Template 
 

Equal Pay for Equivalent Work 

1. Does the company have a policy on equal pay for equivalent work? 

 a. The company has no general policy mentioning non-discrimination that includes gender. 

b. The company has a policy with a general reference to non-discrimination that includes 

gender. 

c. Equal pay for equivalent work regardless of gender is demanded by the law and therefore, 

the company has not formulated a specific policy in this regard. 

d. The company has a policy explicitly mentioning equal pay for equivalent work regardless 

of gender. 

2. Does the company conduct any gender pay gap assessments? 

a. The company does not conduct any gender pay gap assessments. 

b. The company conducts irregular gender pay gap assessments and/or analyses 

 aggregate mean pay-gap by gender and job categories. 

c. The company conducts yearly gender pay gap assessments which cover base salaries, 

 but also bonuses and other cash benefits by using a regression analysis. 

3. Does the company implement corrective measures for gender pay gap cases that are 

detected? 

a. The company does not implement any corrective measures. 

b. The company implements ad-hoc corrective measures for certain cases. 

c. The company implements corrective measures for every case detected. 
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4. To what extent does the company communicate on the principles of its compensation 

practices? 

a. The company does not communicate on the principles of its compensation practices. 

b. The company partially communicates on the principles of its compensation practices, 

 only on some aspects, or only for some levels of responsibility. 

c. The company openly communicates on the principles of its compensation practices 

 with respect to all levels of responsibility. 

Recruitment and Promotions 

5. Does the company have a policy on non-discriminatory recruitment and promotion 

practices that include gender? 

a. The company has no general policy mentioning non-discrimination that includes 

 gender. 

b. The company has a policy with a general reference to non-discrimination that includes 

 gender. 

c. Non-discriminatory recruitment and promotion practices are demanded by the law and 

therefore, the company has not formulated a specific policy in this regard. 

d. The company has an explicit policy mentioning non-discriminatory recruitment and 

 promotion practices that includes gender. 

6. Does the company use gender-sensitive language and visuals (using both masculine and 

 feminine forms and images) in its job advertisements, and its promotion or recruitment 

videos? 

 a. The company does not use gender-sensitive language (only masculine forms or 

 feminine forms are used) nor gender-sensitive visuals (only images of men or only 

 images of women are used) in job advertisements. 

b. The company uses gender-neutral language or gender-neutral visuals in some job 

 advertisements and promotions / recruitment videos. 
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c. The company systematically uses gender-neutral language and gender-neutral visuals 

 in all its job advertisements and in its promotion / recruitment videos. 

7. Are the candidates for all management positions (from junior to top management) 

interviewed 

by both male and female managers? 

a. The candidates for management positions (from junior to top management) are not 

 systematically interviewed by both male and female managers. 

b. The candidates for some management positions (from junior to top management) are 

 interviewed by both male and female managers. 

c. All candidates for management positions (from junior to top management) are 

 systematically interviewed by both male and female managers. 

8. Are the candidate pools for all management positions (from junior to top management) 

gender diverse? 

a. The company does not require gender-diverse candidate pools. 

b. The company requires gender-diverse candidate pools for some positions. 

c. The company systematically requires gender-diverse candidate pools for all 

 management positions. 

9. Does the company conduct awareness trainings of potential gender biases that might 

influence 

recruitment, performance evaluations and promotion decisions? 

a. The company does not conduct any awareness training of potential gender biases for 

 individuals involved in recruitment, promotions or performance evaluations. 

b. The company conducts awareness training of potential gender biases for some 

 individuals involved in recruitment, promotions or performance evaluations. 

c. The company systematically conducts awareness trainings of potential gender biases 

 for all individuals involved in recruitment, promotions or performance evaluations. 

10. How flexible are the company's promotion practices? 
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a. The company’s promotion practices are rigid, including predetermined and non- 

 negotiable promotion rhythms, requirements for geographical mobility, not allowing 

 career breaks. 

b. The company’s promotion practices are rigid, including predetermined and non- 

 negotiable promotion rhythms, requirements for geographical mobility, not allowing 

 career breaks, with some exceptions. 

c. The company has flexible promotion practices, which systematically accommodate 

 flexible promotion rhythms, do not require geographical mobility and allow career 

 breaks. 

11. Does the company communicate on its promotion process and criteria? 

 a. The company does not communicate on its promotion process and criteria. 

 b. The company partially communicates on certain aspects of its promotion process and 

 criteria. 

c. The company openly communicates on its promotion process and criteria. 

12. Does the company set targets or objectives for the gender composition of its employees 

at 

 each management level (from junior to top management)? 

a. The company does not set targets or objectives for the gender composition at any 

 management level. 

b. The company sets targets or objectives for the gender composition for all or some 

 management levels but has no specific action plan to meet them. 

c. The company sets targets or objectives for the gender composition by management 

 level and has developed an action plan to meet them. 

13. Does the company take the gender dimension into consideration in its succession 

planning? 

 a. The company does not take the gender dimension into consideration in its succession 

 planning. 

b. The company takes the gender dimension into consideration in its succession planning 

 for some key leadership positions. 
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c. The company systematically takes the gender dimension into consideration in its 

 succession planning for all key leadership positions. 

Training and Mentoring 

14. Does the company have a policy on non-discrimination with regard to professional 

 development? 

            a. The company has no general policy mentioning non-discrimination that includes 

 gender. 

b. The company has a policy with a general reference to non-discrimination that includes 

 gender. 

c. Non-discrimination with regard to professional development is demanded by the law 

 and therefore, the company has not formulated a specific policy in this regard. 

d. The company has a policy explicitly mentioning non-discrimination with regard to 

 professional development, which includes gender. 

15. Does the company have any practices to ensure that women and men have equal access 

to career-critical assignments? 

a. There are no practices to ensure equal access to career-critical assignments for 

 women and men. 

b. There are some practices to ensure equal access to career-critical assignments for 

 women and men, but these are ad-hoc, or at the discretion of individual managers. 

c. The company has put in place systematic practices to ensure equal access to career- 

 critical assignments for women and men, by offering a range of options to expose 

 employees to the required experiences. 

16. Does the company have formal mentoring programmes? 

a. The company has no formal mentoring programmes. 

b. The company has a formal mentoring programme for women only or for men only. 

c. The company has formal mentoring programmes for men and for women. 

d. The company has formal mentoring programmes for men and for women and 

 measures their effectiveness in terms of the rates of promotions of men and women 

 mentees (sponsorship). 
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17. Does the company measure and set targets for the gender composition of its Top 

Talents? 

a. The company does not measure nor set targets for the gender composition of its Top 

Talents. 

b. The company measures but does not set targets for the gender composition of its Top 

Talents. 

c. The company systematically measures and sets targets for the gender composition of 

 its Top Talents. 

Flexible Working 

18. Does the company have a policy or framework on flexible working practices? 

 a. The company has no policy or framework on flexible working practices. 

 b. The company has a policy or framework on flexible working practices. 

 c. The company has a policy or framework on flexible working practices and specific 

 guidelines are given to managers on managing teams that make use of flexible working 

 arrangements. 

19. Does the company offer a menu of flexible work options? 

 a. The company has no or limited options for flexible working. 

 b. The company has a menu of flexible work options but has not specifically assessed the 

 needs of its employees in designing it. 

c. The company has an extensive menu of flexible work options designed based on the 

 specific needs of its employees. 

20. Does the company actively encourage men to make use of the paternity and/or parental 

leaves that are available to them? 

a. The company does not offer any paternity or parental leaves for men, or does not take 

 any actions to actively encourage men to make use of paternity or parental leaves that 

 are available to them. 

b. The company undertakes some effort to encourage men to make use of paternity or 

 parental leaves that are available to them. 
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c. The company systematically encourages men to use the paternity and parental leaves 

 that are available to them. 

21. If your company offers longer-term career breaks for employees with family 

responsibilities (e.g. 

 long maternity/ paternity/ parental leaves) do you also have re-entry programmes or offer 

 phased return programmes that facilitate employees’ return to the workplace? 

 a. Not applicable, the company does not offer longer-term career breaks for employees 

 with family responsibilities. 

b. There are no re-entry programmes, phased-returns or other reintegration measures 

 after longer-term career breaks for employees with family responsibilities. 

c. There are limited re-entry programmes, phased-returns or other reintegration 

 measures after longer-term career breaks for employees with family responsibilities. 

d. The company systematically offers re-entry programmes, phased-returns or other 

 reintegration measures after longer-term career breaks for employees with family 

 responsibilities. 

22. Does the company’s top leadership team actively promote the uptake of flexible work 

options by men and women? 

a. The company’s top leadership team does not actively promote the uptake of flexible 

work options. 

b. The company’s top leadership team actively promotes the uptake of flexible work 

options for some specific cases. 

c. The company’s top leadership team actively promotes the uptake of flexible work 

options by men and women employees. 

23. To what extent does the company offer childcare support? 

a. The company does not offer any childcare support (such as facilities or 

subsidies). 

b. The company informs parents on different childcare options but does not 

offer any 

direct support (such as facilities or subsidies). 
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c. The company offers direct childcare support (such as facilities or subsidies). 

Company Culture 

24. Does the company have a policy on diversity and inclusion? 

a. The company has no policy on diversity and inclusion. 

b. The company has a policy with a general reference to non-discrimination. 

c. The company has a policy explicitly mentioning the value of diversity and 

inclusion. 

25. Does the company have a high level of commitment from the top leadership team to 

achieving gender equality in the company? 

a. There is no visible commitment from the top leadership team to achieving gender 

 equality in the company. 

b. Certain members of the top leadership team are committed to achieving gender 

 equality in the company. 

c. All members of the top leadership team are visibly and systematically committed to 

 achieving gender equality in the company. 

26. Is gender equality part of the company’s strategic goals? 

 a. Gender equality is not part of the company’s strategic goals. 

 b. Gender equality is part of the company’s strategic goals. 

27. Does the implementation of gender equality form part of managers’ performance 

measures? 

 a. The implementation of gender equality is not reflected in the performance measures 

 of any managers. 

b. The implementation of gender equality is reflected in the performance measures of 

 some managers. 

c. The implementation of gender equality is reflected in the performance measures of 

 managers at different levels of responsibility. 
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28. Are there dedicated resources within the company to implement gender equality? 

 a. The company does not have any dedicated resources to implement gender           equality 

(i.e.a specific person or team responsible for this). 

b. The company has limited resources to implement gender equality in terms of the 

 allocated budget and the decision-making power of the person or team responsible for 

 gender equality. 

c. The company has dedicated resources to implement gender equality and the person or 

 team responsible has significant decision-making power. 

29. Does the company have a policy regarding the prohibition and prevention of sexual 

harassment and all forms of violence at the workplace? 

a. The company does not have a policy on prohibiting and preventing sexual harassment 

 and all forms of violence at the workplace. 

b. The company has a policy on prohibiting and preventing sexual harassment and all 

 forms of violence at the workplace. 

c. The company has a policy on prohibiting and preventing sexual harassment and all 

 forms of violence at the workplace, and there are dedicated resources to implement 

 the policy. 
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