
          

Workplace Gender Equality Research Briefing Note 

Overview of research 

IW and the Business Coalitions collect and utilize qualitative and quantitative data to better understand workplace gender 
equality (WGE) in South East Asia, and to contribute to business cases for workplace gender equality. This data shows that 
coalition member firms have made important progress in WGE founded on a long-standing commitment to equal opportunity 
workplaces. For example, member firms have almost achieved gender balance at operations levels, and overall, their staff 
satisfaction results are very strong. The downside of the story is that women and men are not progressing at equal rates though 
their companies – the pipeline of women is leaking. 

Figure 1: Percentage of women employees at each level in Business Coalition member firms  

 
From 2016 to 2019, more than 30 reputable firms with more than 200 employees completed the EDGE assessment – providing a 
rich source of human resources, policies and staff perceptions data from more than 125,000 respondents. From 2018 to 2019, 
seven firms participated in qualitative case study research to complement the quantitative analysis.  
 
Results and Analysis 

The quantitative analysis first aimed to understand the link between staff perceptions and staff retention. Specifically, we asked: 

Which perceptions of workplace culture and practices impact staff retention? We found: 

 

 

 
 
 
 
 

We then investigated whether women and men have different experiences regarding these factors in their workplace. As 
companies review their workforce analytics and their policies and practices that support equitable career flows, these findings 
are important to consider. 

  
Three universal findings emerged from the analysis:  
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• If 10% more staff agreed they are paid fairly, retention would increase by 3 pp 
• If 10% more staff said they were working between 41 and 60 hours, retention 

would increase by 3.4 pp 
• If 10% more staff agreed they get projects/assignments preparing them for 

leadership, retention would increase by 4.8 pp 
• If 10% more female staff agreed their company would provide support in the case 

of harassment, retention of women would increase by 6 pp 
 

Women employees who are 
confident, and well informed about 
pay and promotions opportunities, 
have negative perspectives about 
fairness of pay and fairness of 
promotions when compared 
against an equivalent group of 
men. 

 

Married women are having a harder 
time with career/family compatibility 
than married men, and they are also 
less satisfied overall. 

 

 

Women place a higher value on 
flexible work than men do 
 

 



          

Each country had unique findings, highlighting differences in perceptions and experiences at work: 

 

  

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Conclusion 

Married women are having a harder time with career/family compatibility than married men, and are less satisfied overall. 
Employee respondents (qualitative case studies) acknowledged that women had a harder time than men advancing their careers 
and explicitly linked this challenge with work/family compatibility. However, only few respondents believed that these gender 
differences should be addressed. In many cases, because respondents believed these gender norms were preferable or natural.  

Gender norms are also at play when it comes to promotions or advancement opportunities. Employees perceived that it was 
“natural” for some positions to be predominantly filled by men, and some others by women, as certain characteristics were seen 
to be inherent of each gender. The qualitative research also explored how flexible work policies could foster women’s success in 
the workplace without having to compromise their time at home. In many instances the policies were well-received by 
employees and seen to promote women’s empowerment, but they may not always have the consequences they intended. Most 
respondents didn’t think that flexible work policies had anything to do with gender equality, and among some that did, they 
believed women would utilise these policies more. Very few respondents believed that flexible work policies could enable men 
to share responsibilities at home. 

 Filipino women employees are less satisfied than their male counterparts 

 Career/family compatibility is an issue for women in management, married women, and married 

women in management 

 Pay fairness is an issue for women in management  

 Women place a higher value on flexible work than men 

 Women who are confident in work, value WGE, and believe they have opportunities to progress their 

career have negative views on fairness of pay and of promotions. For example, women who were 

confident speaking publicly in their workplace and raising issues with their manager were 4.75 pp less 

likely to believe compensation is fair than an equivalent group of men. 

 
 Women who agreed their workplace would support them in the case of harassment, were 7.24 pp 

more likely to recommend their firm to another woman 

 Women in management are positive about work/life balance, fairness in pay and promotion, and 

more willing to recommend their firm to a woman or a man 

 Married women wae 4.43 pp less likely to agree that family and career are compatible 

 Well informed women were less satisfied with the fairness of pay and opportunities for promotion 

 Women were more positive about flexible work than men. Women from firms that highly value 

facetime as opposed to remote work, were 7.9 pp less satisfied with career/family compatibility 

than men from the same firms  

 
 Women in management are positive about work/life balance, fairness in pay and promotion, and more 

willing to recommend their firm to a woman or a man 

 Women in management were 3.48 pp more likely to agree that promotion opportunities are fair than 

men in management 

 Married women are less satisfied overall: 2.92 pp less likely to think they can achieve balance in their 

work and personal life, and 3.63 pp less likely to agree that promotion opportunities are fair 

 Well informed women were less satisfied with the fairness of opportunities for pay or promotion 

 Women who agree they have access to opportunities to progress, and who believe key workplace 

decisions are fair, were more likely to perceive their workplace as being fair across other areas. For 

example, women who believed their pay was fair, were 6.85 pp more likely to agree opportunities for 

promotion were fair 

 
 Married women at management levels were 14.22 pp more likely to recommend their firm to a 

female friend or colleague 

 Married women in management were more likely to perceive that they had access to fair 

promotion opportunities 

 Opportunities to advance were clearly valued by women employees – for example, women with 

training opportunities were 3.54 pp more likely to recommend their firm to another woman 

 No work/life balance finding emerged for married women and we would expect to see this; an 

expanded dataset may offer further insights 

 


