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Abstract
The two main issues of gender diversity and inclusion in an organization and positive influence these traits provide for an organization's success were brought to attention. With social reasons and consciousness of the way these features perform as instrumental spurs to the increased awareness of it, this recognition does grow. What should be made clear is that female workers have had to struggle with many issues starting with the case of being treated as equals and dealt fairly on all issues concerning their work. Although much progress has been made in eliminating the discrimination integral to the law as well as in vanquishing the policies which implement inequality, it has turned out to be an enormous task to promote gender equality which further leads to pay and promotion gap. Literature review chapter role of organizational culture in determining equal opportunities for women employees. This literature study are fostering inclusive at organizational cultures that support at diverse experiences and perspectives of all employees. These are adopting an intersectional lens to develop targeted interventions and policies. Marginalized women employees are essential for promoting gender diversity and equity in the workplace. The secondary, qualitative techniques for examining organisational culture, determining whether employees are grouped based on gender and have equal opportunity is valuable. This project involves a thorough probing of the qualitative research of about 50 papers spread over different journals and publications. For each piece, harmony and gender equality studies are a defining theme.
The goal of the research is therefore, to discover these sticky issues including sexism, stereotypes, imbalance of training, no chance for leadership, and problem of working and family life that is the source of these problems. These blockages absolutely slump the quality of many jobs in issues ranging from pay to promotion and career growth, thus creating various waves of inequality for women at the workplace. Theoretical versus practical claims of organization-that it provides equal employment opportunity; are widely believed to be contrary to women employees’ complains about situation they are working the place.
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[bookmark: _Toc164698264]Chapter 1: Introduction 
[bookmark: _Toc164698265]1.1 Chapter introduction 
Culture and social norms of the organization are what make any workplace special and different for employees. While working in the area of gender equality, the existing organizational culture can significantly affect the chances for women to attract equal chances of career advancement, recognition, and discharge of leadership duties among others. This section highlights the complex link between cultural alignment and the push for pay equity among women staff, trying to expose how cultural norms, values, and practices play one role either preventing or bringing gender balance in the workplace. In the recent past, gender equality in the working environment has risen as one of the most debated issues, and with this, many organizations worldwide are practicing what is needed to bring about a functional working environment that promotes the career growth and success of women employed there. Although, even though policies and laws were created in order to support gender equality, diversity and inclusion in the workplace, these are still present problems especially in intensive places like high levels of leadership and decision-making. As described above, organizational culture, referring to the shared values, beliefs and behaviors carried out by the company, is an increasingly essential factor which defines the realization of equal opportunities for women.
[bookmark: _Toc164698266]1.2 Research background
The topic of organizational culture with its pursuit of gender equality and equal opportunities for women employees allocates us to a serious palette that embraces gender equality, workplace dynamics, and organizational behavior. As per the views of Warren et al. (2019), in the last several years, both the need for gender diversity and inclusivity in organizations and the value that these traits can have for an organization's success have been highlighted. Social reasons and the understanding of how these traits can be useful have contributed to this increasing recognition. It must be stated that women have had a hard time in the workforce in terms of taking part as equals and getting what they rightfully deserve all along. Even though tremendous improvement has been reached in eliminating the conscious bias and the legal inadequacies, gender disparities remain quite a serious challenge, inter alia, in the areas of the pay and promotion gap (Begeny et al. 2020). These chasms exist because of the day-to-day practices and mentality that form the foundation of our society, carry biases and discrimination, and might be among the causes of the unequal experiences women have in the workforce.
[image: https://lh7-us.googleusercontent.com/fhZnnKpIU_EPE4IuQRMI6Jvp2Tjg8oXStYEndntdN8BG-TneJSoL-XOvMYBWFE4xFIhBtKt3kDcM3lqMkZ2HK7pkXcBMbENTWtCNYerYsQMopFZYpEnVzfzz4ST7Xp_2SocrE708erOhlnoFD5QGPsg]
[bookmark: _Toc164697490]Figure 1.1: Gender gap in the participation in the labour force
(Source: weforum.org, 2023)
During the period between the year of 2019 and 2020, the world share participation rate of women in the labor force happened to be reduced by 3.4% than expected for men, which turned out to be an increase of 2.4% before. However, it was discovered that women are entering the workforce at a slowly-reduced rate than men since the year of 2020 results (weforum.org, 2023). However, this increase is marginal, from the 2022 to the 2023 edition only one percentage point has been added to the parity in the labour-force participation rate: 64% The restoration is a long way from being completed, as parity is still only 67%, and even, at this second-lowest point of the index, 2006, after the first edition release, it is way below its first time of peak of 69% in 2009 (weforum.org, 2023). According to LinkedIn data, women’s share in senior leadership positions, where “senior leadership” is qualified as It is a very common phenomenon after all for Women to have fewer than men in more senior positions across all industry areas”, higher than that seen in sectors such as like Manufacturing (24.6% women), Agriculture (23.3%), Supply Chain and Transportation (23.0%; Oil, Gas and Mining (18.6%), and Infrastructure (16.1%), respectively (weforum.org, 2023). Research conducted in various sectors has revealed that there is an association between the presence of supportive and open working cultures where there is inclusiveness, diversity acceptance, and less flexibility as well as organizational frameworks for career advancement.
A point also to be noted is that the pattern of unemployment is a product of male unemployment but the one seen among women is amplified. According to Lahtinen et al. (2020), unemployment among workers categorized with different levels of educational attainment will likely be affected not just by an economy’s level of wealth but also by other factors, crucially gender differences. Quite often those who are educated only at the minimum level have a greater chance of joblessness, and women are in the most danger. 
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[bookmark: _Toc162064888][bookmark: _Toc164697491]Figure 1.2: Unemployment rate between male and female as per the education 
(Source: weforum.org, 2023)
[bookmark: _Toc164698267]1.3 Research aim
Aim of this study is to investigate organizational culture on the creation, maintenance, and enforcement of policies and practices that support gender equality. 
[bookmark: _Toc164698268]1.4 Research objective
•	To investigate perceptions of women employees regarding equal opportunities within the organization.
•	To explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences.
•	To evaluate opportunities for fostering gender equality and providing opportunities for women
•	To recommend strategies for overcoming identified challenges and enhancing gender diversity within the workplace.
[bookmark: _Toc164698269]1.5 Research question
•	What is the perception among women employees regarding equal opportunities within the organization?
•	How is it to explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences?
•	What is the opportunity for fostering gender equality and providing opportunities for women?
•	How are recommended strategies for overcoming identified challenges and enhancing gender diversity within the workplace?
[bookmark: _Toc164698270]1.6 Research rationale
Gender inequality percolates globally in most workplaces, and women do not only encounter limitations to full participation as well as self- promotion and recognition in the same measure. Cera and Kusaku (2020) have stated that since organizational culture plays a definitive role on these gaps, making this understanding, major root needs, and proper interventions that strive towards the advancement of gender issues in organizations is important. The purpose of this research is to shed light on the cultural norms, values and practices that motivate women's workplace experience and to be part of efforts towards barriers removal and making the workplace gender-inclusive, where every employee can do the best. According to Graham et al. (2022), corporate Culture largely determines employee attitudes, likelihood of role playing behaviors, and levels of performance overall. In this research,  including those with cultures of inclusion, diversity, and fairness in women promotion. It appears to have an advantage in sourcing of skills and capability, thus, retaining and engaging top talents (Van der Lippe and Lippényi, 2020). Organizations will be able to benefit from the full pool of their well-established talent once they create a platform that fosters an environment that is supportive of female employees to be able to achieve equal opportunities. This, in effect, will help organizations to come up with innovative ways of doing business that in the end will lead to sustainable competitive advantage. As per the opinion of Meng and Berger (2019), several studies into company cultures and equal workplace rights and chances for women workers will have a direct impact upon the actions of organizational leaders, government politicians and diversity practitioners. 
Through finding the best ways and patterns of cultural growth that are gender inclusive, this research can tell the way in which policies, programs, and initiatives that create gender equality at the workplace will be shaped. Through the efforts of organizations to convert research concepts into practical guidelines, companies can implement policy in order to make gender disparities fade away and build the environments that give people a chance to flourish no matter their gender (Fine et al. 2020). UNICEF should be the example of the right level of action on elimination of gender equality. “Gender Action Workforce '' acknowledges that equality between male and female is not only possible in outside society but it must also be free and equal at work (unicef.org, 2021). It has been established clear targets for more inclusive, diverse and gender-equal workplaces and practices, such as: it has been established with clear targets for more inclusive, diverse and gender-equal workplaces and practices, such as: Gender parity in the drafting of the staff from among women predominates (unicef.org, 2022). Experimental freedom of discrimination,  sexual exploitation, abuse or harassment including LGBTQI+ staff in the organization, in the partnerships and in the UNICEF program scale.
[bookmark: _Toc164698271]1.7 Research problem 
The topic "How Organizational Culture Determines Equal Opportunities for Women Employees" addresses a critical issue in contemporary workplaces: the constant battle of women employees against the gender disparities and barriers in their advancement. The research question concerns the complex attitudes between organizational culture and the provision of equal opportunities for women servants, and, therefore, it stresses on the cultural factors which act to the backward or forward career advancement and accession of women leadership positions inside organizations. The problem of how organizational culture determines equal opportunities for women employees pushes one to perceive addressing the gender gap, engagement of organization for operational efficiency, responsibility at social level, conceptual framework development, and drafting policies as well as implementation of the same. Through studying cultural determinants of a female that she is in a working environment, this research contributes to activities of creation of organizations which are not only equal but also inclusive and prosperous by nature. With all the progress made in respect of ensuring gender equality, why is it that disparities still exist with regards to the equal chances available for the female employees in the organizations, and how does the organizational culture contribute to these damages? The main questions can be found answers from the research.
[bookmark: _Toc164698272]1.8 Significance of the study
The study contributes to ongoing efforts to promote gender equality in the workplace by addressing one of the key determinants of women's career advancement: organizational culture. The awareness of how the customs, norms, and ways of living shape women employee’s equal opportunities demonstrates the research’s directional input for the design of targeted interventions that can dismantle the systemic barriers and make room for inclusive environments which allow women employees to flourish to their full potential. Through, highlighting the cultural aspects which,  either help or hinder women in such areas as access to career growth or leadership roles. The research provides the grounds for the creation and application of company policies. Courses of actions,  as well as programs for the achievement of gender equality and the establishment of a more welcoming and inclusive culture. 
The primary reason for this research is to provide an opportunity in an endeavor that magnificently aspires at the outcome of having more balanced, diverse, and automated companies where all staff irrespective of gender are given a chance to prosper and fully develop in their positions. Through the treatment of the very core of equal opportunities to female employees in corporate practices, the study can consequently be a door to the formation of a positive influence not only to the corporates but as well as to the society at large.
[bookmark: _Toc164698273]1.9 Chapter summary
The first chapter to the introduction to the topic aims at outlining the complex association between organizational culture and equitable resource distribution between female staff members. The study commences with the highlighting the usefulness of understanding how organizational culture acts as moderator to gender dynamics within the workplace and promotes female employees on the same footing as their male counterparts. In the remaining part of the chapter the literature background, experimental conditions, needed data, and the significance of the research are discussed. The passions that subsume the researcher on this topic are the attempts of gender imbalances, the rise of organizational efficacy, the practice of social consciousness, and policy and practice-oriented decision-making. 

It shows the possibility of this research to be part of an exciting initiative aimed at achieving more and service oriented rather than the capital-driven or society's marginalization centered organizations. Consequently, the “Implications” chapter serves to unravel the hidden implication of the study in terms of realization of practical organizational practices, enhancement productivity, social justice and gender perspectives and the creation of sound gender policies for organizations The emphasis is shift onto the strategic management process capacity of the study to provide the strategic decision makers with the information required to create positive change in organizations and communities.


[bookmark: _Toc164698274]Chapter 2: Literature Review
[bookmark: _Toc164698275]2.1 Introduction
The literature review explores the relationship between organizational culture and its impact. This impact faces equal opportunities for women employees that delve into examining organizational culture. These include its norms, values, and practices within the experiences of women within the workplace. This literature review offers a comprehensive understanding mechanism through organizational culture. This chapter facilitates identifying key factors within organizational culture. It can contribute to disparities in opportunities for women. This literature review introduces theoretical advancements for fostering organizational cultures to promote equal opportunities for women employees.


[bookmark: _Toc164698276]2.2 Conceptual Framework
HOW ORGANIZATIONAL CULTURE DETERMINE EQUAL OPPORTUNITIES FOR WOMEN EMPLOYEE

[bookmark: _Toc164698277]Investigation among women employees regarding equal opportunities within the organization

Explore all disparities between organizational claims for providing equal opportunities
EU non-discrimination law and AI
Social Identity Theory
Promotional pathways
Cultivating Inclusive Organizational Culture

Promoting Female Leadership
Theoretical Perspectives
Evaluate opportunities for fostering gender equality and providing opportunities for women
Lack of Visibility and Representation
Inflexible Work Environment
Non-minority counterparts
Embedded Gender Bias
Glass Ceiling Theory

[bookmark: _Toc164697492]Figure 2.2: Conceptual Framework
(Source: Created by learner)
[bookmark: _Toc164698278]2.3 Investigation among women employees regarding equal opportunities within the organization
The main  investigation among women employees focus on equal opportunities within their respective organizations. It is focused on women sharing a common thread of grappling with persistent obstacles. These are needed to achieve equality in the workplace in different forms such as being overlooked for promotions. As per the views of Casad et al. (2021), gender inequality is needed for facing unequal pay, and encountering barriers to leadership roles and most women recounted. Main contributions among women employees are undervalued due to entrenched gender norms. It can focus on biases within their organizations due to lack of visibility. 

It can represent women in senior leadership positions. These have emerged as a prominent concern for advancement women leaders to emulate for the mining challenge. Prasad, Vaidya and Mangipudi (2020) noted that psychological well-being of employees maintains responsibility that focuses heavily on many women. Women employees face equal opportunities to navigate all inflexible work arrangements. It has needed to face limited support from their employers for identifying gaps in areas such as parental leave. Other leave is needed for childcare support for getting promotion criteria. It has affected women's career trajectories for fostering greater equality within organizations through training and diverse hiring practices. 
Women employees are promoting female leadership development for developing training programs. These are implementing flexible work arrangements to accommodate diverse needs. It is needed for creating a culture of inclusion. According to Daraba et al. (2021), authentic leadership empowered women have contributed to investigations among women employees. It has shed light on determining equal opportunities within organizations to dismantle barriers to give an equitable workplace for all. The primary focus of the investigation conducted with female employees is on equal opportunity in their individual organizations. It focuses on women who have as their common experience overcoming enduring barriers. These are essential for attaining workplace equality in a variety of contexts, including being passed over for promotions. These are necessary to deal with issues including uneven compensation and obstacles to leadership positions, as the majority of women stated. Hyland, Djankov and Goldberg (2020) noted that women in the workforce have ingrained gender conventions, and women's contributions are underestimated in the workplace. Because of their lack of visibility, it may concentrate on biases within their organizations. It can stand in for senior female leadership roles. These have been a major problem for female leaders in advancement to imitate the mining difficulty.
[bookmark: _Toc164698279]2.4 Explore all disparities between organizational claims for providing equal opportunities
Organizational culture provides equal opportunities that often diverge from the reality experienced by employees. As per the opinion of Nazroo, Bhui and Rhodes (2020), ethnic inequality serves to maintain a commitment for glaring disparities that lie in practices. This study focuses on unconscious biases to employment opportunities for women, and minorities that face discrimination in recruitment processes. These are ranging from biased job descriptions to discriminatory for promotional pathways. Women are encountering their advancement into leadership roles at equal qualifications. These individuals are often overlooked for getting promotion in favour of their male or non-minority counterparts. 

Wachter, Mittelstadt and Russell (2021) stated that “EU non-discrimination law and AI” inequality can cause pay disparities to persist among women than their male and non-minority counterparts for equal work. The gender pay gap can be a significant issue to focus on deep-rooted inequities. These are compensation structures in organizational culture and climate. The hostile work environments and micro aggressions create barriers among women, minorities, and LGBTQ+. Individuals face discrimination, harassment, and exclusionary practices. It can undermine access to development opportunities and resources. 
All marginalized employees are receiving fewer opportunities for training in a cycle of inequality. It has continued to benefit from preferential treatment. These are needed to access networks that facilitate career progression in organizational policies (Ely and Thomas, 2020).Exacerbating inequalities can support work-life balance affecting women and caregivers to provide for employees all responsibilities. Thus, all disparities between organizational claims are providing equal opportunities. All employees’ underscoresur face-level diversity initiatives to address unconscious bias. Feng and Savani (2020) noted that work productivity and job satisfaction requires maintaining leadership commitment that develop as a willingness to challenge entrenched norms. These practices are prioritizing diversity and equity to create workplaces. All employees have equal opportunities to contribute their fullest potential that are driving innovation for getting long-term success.
[bookmark: _Toc164698280]2.5 Evaluate opportunities for fostering gender equality and providing opportunities for women
Gender equality is fostering opportunities among women within the organization. It requires a multifaceted approach to promote and the key opportunities exist for organizations. It is needed to advance gender equality that creates an environment. 

[bookmark: _Toc164697493]Figure 2.3: Opportunities for fostering gender equality
(Source: Created by learner)
2.5.1 Implementing Diversity and Inclusion Initiatives
Diversity implements to develop as an initiative to inclusion that develops a diversity that prioritizes gender equality as a core value. This involves establishing clear goals. These are metrics, and accountability mechanisms to track progress that ensure a culture of inclusivity. Organizations can create a sense of gender inequality intervention among women employees to empower those who contribute unique perspectives and talents (Schmidt and Graversen, 2020). Female leadership development promotes investing in programs that have been taken as initiatives for nurturing the leadership criteria. It has needed gender gaps in senior positions to offer mentorship programs. 
2.5.2 Promoting Female Leadership:
Leadership training workshops and networking opportunities have been tailored to women's needs as a succession planning process. Diversity can help identify future women leaders within the organization. Recruiting and promotion are addressed in recruitment and promotion processes are crucial for ensuring equal opportunities. Organizations can implement strategies such as blind resume reviews to diverse hiring panels (Clavero and Galligan, 2021). These are needed to mitigate bias that promotes unconscious bias training for hiring managers. Hence, decision-makers can raise awareness to foster equitable practices in the organization.
Family-friendly policies create policies that accommodate working parents that are essential for promoting gender equality. Organizations can promote celebrate diversity that is harassment promptly relationships between women employees and senior leaders. It can provide valuable support to give guidance for career advancement that is engaging for gender equality. Thus, these are crucial for driving meaningful change within organizations. These are promoting male ladyship programs among male leaders that are needed to mentor women. 
2.5.3 Cultivating Inclusive Organizational Culture
Organizations can offer flexible work arrangements to help women balance. All responsibilities are providing access to resources such as childcare subsidies, and family-friendly events. It can further support working parents within the organization that are closing the “Gender Pay Gap”. Disparities pay is critical for achieving gender equality in the workplace that conducts all equity audits to identify gender-based pay discrepancies (Levy et al., 2020). Thus, transparent salary includes for conducting salary negotiations that are based on prohibiting salary history inquiries. These are helped to mitigate unconscious bias to maintain fair compensation for women employees. Organizational Culture cultivates a culture of inclusion that employees feel empowered is essential for fostering gender equality. 
Therefore, these are fostering inclusive behaviours among all employees, organizations that create a supportive environment for women. Gender equality is providing opportunities for women that require addressing systemic barriers. It can promote all challenges to focus on traditional norms and practices like diversity, equity, and inclusion as strategic imperatives. Organizations can create workplaces among employees that have an equal opportunity to succeed for driving innovation to get long-term success.
[bookmark: _Toc164698281]2.6 Pros and cons of equal opportunities within the organization
A large amount of space is given to gender equality in organizations and equality of men and women on the basis of the laws is also been highlighted but fewer and fewer women are seen in the places of power. This inclination of the management to pick a current employee from its ranks to be promoted to a senior position reflects the vertical discrimination called “glass ceiling” women face within companies. In spite of the fact that the glass ceiling as a topic of research has been attracting growing interest, some argue that theoretic models have still not been focused on comprehension and interpretation of this issue. As per the opinion of Babic and Hansez (2021), firstly, twofold functionalities of the gender diversity in the workplace that are the justice and organizational positive effects,  evidencing workplace gender diversity that incorporates sex differences and their connection with behaviour and performance are also beneficial for that. 

The category of workers in terms of gender diversity, among others, prevents gender-based discrimination emerging from these multifaceted phenomena and can also avert androcentrism in goods and services. It is important to highlight how organizational gender diversity is not only essential but also of a strategic level because of its positive implications to teamwork and firm performance, innovation, occupational well-being, and corporate governance. At present, the evidence for positive associations is the most convincing in relation to employment benefits and the area of governance.

There are different beliefs up to which the superiors may not be able to see women as serious competitions for high-ranking jobs. The conflicts arising from the different tasks of mother, wife, and manager correspond with the former being of limited partnership, being a manager implying a high investment in time, a flexibility of the schedule, and a frequent traveling. According to Fine et al. (2020), responses to this thought and, in fact, women are the ones who are more likely to have work-life conflict than their male colleagues. But this belief also has a significant effect on the organization, thus it will adversely affect the women’s competence in the workplace and reduce accordingly the demand for the female promotion. Another situational issue that results in the perception of obstruction by glass ceiling is that two other factors, namely experience and education, negatively influence the memories of being discriminated against on a routine basis. Doubt concerning hearing  somebody questioning the promotion process in their company where gender inequality is present as they do not apply objective criteria related to skills and performance. 
[bookmark: _Toc164698282]2.7 Characteristics of organizational culture providing equal opportunity for developing women employee
Sustainability in social context shall be demonstrated through corporate culture via its values and behaviors. The corporate social sustainability culture presented as the “focal point” of corporate values and principles like ensuring workers safety and supervising their well-being, and the financial health of corporations. The results from the empirical study demonstrate that four outlined dimensions of a company's culture – successfully related to social responsibilities of the business – are the factors predicting that a company is to be considered financially satisfactory. These are: The themes, consisting of strategy and leadership synonyms; mission, communication and learning; social aid and work-life; and loyalty and identification (Schönborn et al. 2019). Cultivating knowledge about the theories and principles of corporate social sustainability culture while emphasizing on the supplementation of the financial performance, such knowledge altogether provides well-grounded and effective suggestions to the business leaders and concerned stakeholders who are involved in the social sustainability management proactively by undergoing cultural change and development projects.

Transactional type of leadership is recognized to show a ramification on the innovative conduct at work. There were no unexpected differences as it has been predicted that transformational leadership enables leaders who have the capacity to improve productivity making their employees creative and innovative (Khan et al. 2020). In tandem with promoting competency, exhortation and inducement of efficiency should be dealt with. Bosses encourage and daily work innovations. This style of leadership adds the factor of differentiated roles and facilitates creative actions for familiar behaviors. Leadership can be referred to as either classical or modern, but it is highly acknowledged that both leadership styles have an immense role in forming an innovative culture within the context of the workplace. On the other hand, both transactional and transformational leadership styles tend to influence the innovative working behavior, though the mediation and moderate role of culture becomes significant in reinforcing innovative working culture.

Policies encompass recruitment, promotion, professional development, the observance of equality in access to challenges, as well as male colleagues. Transparency, neutrality from gender bias characterize the performance evaluation procedures. The organization guarantees that no one is paid less for their job based on their sex-gender pay gap. Women are paid according to work they do, and the CLC has fixed processes it follows to evaluate and if necessary, adjust all remuneration structures periodically.

[bookmark: _Toc164698283]2.8 Challenges of organizational culture to determine equal opportunity for developing women employee
Organizational culture determines equal opportunities for developing women employees. It presents different challenges that hinder their advancement and key challenges are embedded gender bias, lack of visibility and representation and inflexible work environment. 
2.6.1 Embedded Gender Bias
Organizational cultures have ingrained gender biases in opportunities among women employees that can manifest in subtle ways. These ways are needed to assumptions about women's capabilities such as discriminatory policies or practices. The company's culture values assertiveness have been associated among women to face challenges that are recognized for their contributions. These are overcoming embedded gender bias that requires an effort to raise awareness, challenge stereotypes and practices that help to promote equity.
2.6.2 Lack of Visibility and Representation
Most of the challenges faced by this organizational culture is the lack of visible representation of women in leadership. It can position and decision-making roles among women that are represented at higher levels of the organization. Lack of visibility can be perceived as a limited opportunity for advancement to envision themselves in leadership roles. It has faced this lack of representation to reinforce gender norms. Lack of visibility is marginalizing women in the workplace that requires proactive efforts. It can be promoted as a diversity in leadership that provides visible role models for aspiring women employees.
2.6.3 Inflexible Work Environment 
Organizational cultures as a face to develop as a rigid hierarchy that can create barriers to advancement for women. These are caregiving responsibilities and commitments are faced due to lack of flexibility in work arrangements. Work environment focuses on limited options for remote work or flexible hours. It can impact women's ability to balance work and family responsibilities in women for taking advantage. Work environment is hindering their career progression to adopt the policies and practices. Work-life balance can be needed to support their flexible scheduling that can remote work opportunities to leave policies. It can accommodate different diverse needs among employees.
Therefore, organizational culture faces challenges for determining equal opportunities. These are developing women employees that include embedded gender bias, lack of visibility and inflexible work environments. These are overcoming these challenges to minimize inclusion. These are implementing policies that support women's career advancement to develop at a work-life balance. These challenges of an organization can create an equitable workplace culture to thrive in the succession of an organization.
[bookmark: _Toc164698284]2.9 Recommend strategies for overcoming identified challenges and enhancing gender diversity within the workplace
2.7.1 Implementing Diversity
Organizations can embed biases that promote a comprehensive diversity of their training programs. These initiatives have been designed to raise awareness of unconscious biases, stereotypes, and micro aggressions. It can contribute to gender disparities in the workplace that are providing employees with skills to recognize these biases. As per the views of Rosa, Drew and Canavan (2020), organizations can create a more supportive work environment for giving training programs. These would implement diversity as well as take inclusion initiatives among gender diversity. All diversity is included for establishing diversity committees that assess organizational practices. It helps to identify areas for improvement that are implementing diversity to track progress over time. These are fostering partnerships with networks focused on promoting gender equality.
2.7.2 Inclusion Training and Initiatives
All training programs have been taken as an initiative to track these mentorship programs. These are instrumental to career development among women employees within organizations. It has focused on mentorship that involves pairing mid-level employees with more experienced (Pamidimukkala and Kermanshachi, 2021). All colleagues can provide guidance to navigate their careers that involve senior leaders. These are advocating for promoting career advancement at their protégés within the organization. Carrying out an exhaustive self-evaluation of an organization's present level of diversity and inclusion to identify areas for improvement is necessary. List out all the places where demographic or gender discrimination may occur. The evaluation should comprise surveys, interviews and a data of analysis which will help to discover the particular challenges faced by young people. See clearly to the top managers of the company that they make a solid promise to innovation and inclusiveness. Leaders should take part in sessions of training and give deeper beside those behaviours which they expect to be included. Introduction of specific recruitment processes with consideration for fair treatment and without bias. Consider blind recruitment techniques, mixed-up pool of interviewers and applicants and other ways to overcome unconscious biases are a must for proper and unbiased hiring decisions.
Employee training is implementing sponsorship programs that are tailored to develop among women employees. It can help to minimize all challenges due to lack of visibility and representation in leadership roles (Javeed et al., 2022). These are providing access to mentors and sponsors that can offer advice and opportunities for growth. Women employees can gain valuable insights to expand their networks that need to overcome barriers. Organizations encourage participation in mentorship and sponsorship programs. It can provide training for mentors to track the progress and impact of these initiatives over time.
2.7.3 Promoting Mentorship and Sponsorship Programs
Mentorship programs are effective strategies for supporting career development. It has focused on advancement of women employees that involve pairing employees with more experienced colleagues. It can provide guidance and advice that navigate their careers that involves advocating and promoting career advancement. This recommendation would help to overcome challenges related to lack of visibility and representation. Most organizations implement mentorship and sponsorship programs that can be tailored to women employees. These are providing access to mentors that can offer guidance and opportunities for growth (Yadav and Lenka, 2020). Women employees can gain valuable insights to expand their networks that help to overcome barriers to advancement. Organizations would actively encourage participation in mentorship that provides training for mentors and sponsors. It can track all progress for taking as an initiative that is investing in the development of women employees. Organizations can cultivate diverse talents that create an equitable workplace culture.

Design rigorous mentorship schemes which associate seasoned mentors with their mentees consequently helping them to choose mentors based on their competences, skills, and career ambitions and not gender. Ensure that mentorship opportunities are available irrespective of an employee's rank and designation. Foster a closed network of mentors focusing on diversity. Such women and men come from different positions and ranks in the institution not forgetting at all interdepartmental personnel. Diversity in mentors presents a range of views and prevents gender discrimination among mentors since different genders and political orientations are represented there. Offer mentoring for not only the mentees, but for the mentors as well, on topics pertaining to unconscious bias, diversity and inclusion, and effective communication. 

These approaches can invoke sensitivity, so that the mentors can become aware of subconscious biases in their advice. Formulate an official code of conduct for the mentorship program that accentuate the idea of fair treatment and clearly forbids all the abuse of disparity and prejudice. It would be better to create sponsorship platforms where leaders in these positions can blatantly support the a principals' growth in their career. Offer sponsorship chances for both men and women lettings sponsors encourage based on possibilities and talent (Rasic et al. 2023). Keep the transparent process for selection of the individual relating to the mentorship and sponsorship programs. 
Set criteria in a concise manner that should be objective and should be based on competencies, achievements as well as potentiality and not on subjective decision making. Apply an accountability system for making sure that the sponsors and mentors do not neglect the performance of their roles. Evaluate the progress of the process in relation to the impact of the mentorship relationships constantly and immediately react to the biases when they are identified. Develop a networking program with a mentorship model that links both the genders. This develops professional relationships not only among females but across genders, thus taking down gender related barriers. Have routine monitoring and review processes of gender diversity initiatives, with statistics of interventions impact of mentorship and sponsorship programs. The results of the programs should be evaluated against the set criteria and the shortcomings identified for future programs improvement.
[bookmark: _Toc164698285]2.10 Theoretical Implication
[bookmark: _Toc164698286]2.10.1 Social Identity Theory
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[bookmark: _Toc164697494]Figure 2.10.1: Social Identity Theory
(Source: Influenced by Demirden, 2021)
Social Identity Theory derives a significant part to categorize into social groups based on shared characteristics, such as gender, ethnicity, or organizational affiliation. These group memberships have influenced individuals' perception like attitudes, and behaviours. It can shape their interactions within the organization to develop their culture of innovation (Demirden, 2021). Application of this theory is to develop organizational culture that focuses on equal opportunities. Organizational culture is determined as an equal opportunity for women employees. Social Identity Theory offers to identify women's experiences in the workplace that plays a crucial role to identify social groups. Employees and their norms, values, and behaviours have associated with equity are more likely to foster a sense of support among women employees. This theory has applied to develop cultures characterized by gender bias and stereotypes to marginalize women to their advancement.
 Organizations can apply this theory to foster inclusive organizational cultures: Organizations can create diversity and inclusion that feel respected and valued that involves promoting challenging stereotypes, and addressing biases for decision-making processes. Organizations can be cultivated to empower women employees that provide for establishing women's networks (Steffens et al., 2021). These are offering mentorship for celebrating women leaders within the organization. 
Stereotype Threat occurs fear of confirming negative stereotypes that are associated with their social group. These are leading to underperformance and disengagement to mitigate stereotype threat. These are creating environments to feel valued that are providing opportunities for skill development and recognition. Social Identity Theory provides for understanding organizational culture to face as an opportunity within the workplace (Mahmood et al., 2021). These are promoting inclusive cultures to enhance equal opportunities for women employees. Hence, these foster a more diverse and equitable workforce in this organization. 
[bookmark: _Toc164698287]2.10.2 Glass Ceiling Theory
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[bookmark: _Toc164697495]Figure 2.10.2: Glass Ceiling Theory
(Source: Inspired by Alobaid et al., 2020)
“The Glass Ceiling Theory” refers to invisible barriers for advancing to higher levels of leadership within organizations. Application of this theory is to develop as an organizational culture that gives as an equal opportunity to contribute perpetuation of gender disparities in leadership. These are focused on their decision-making roles that reinforce traditional gender roles (Alobaid et al., 2020). It can emphasize masculine leadership traits to undervalue women's contributions in a hostile environment for women seeking advancement. Organizations can apply this “Glass Ceiling Theory '' to optimize and challenge traditional gender stereotypes. These are promoting inclusive leadership behaviours for recognizing diverse leadership styles alongside traditional markers of leadership effectiveness. 
Structural barriers have limited access to leadership development programs. These are seen due to lack of mentorship opportunities that contribute to the persistence of the glass ceiling. Organizations can address these barriers for offering leadership training. It has helped to be tailored to women's needs for creating pathways for advancement. Female leadership builds a robust pipeline among female leaders (Taparia and Lenka, 2022). These are essential for the glass ceiling that is promoting gender diversity. Organizations can invest to take initiatives that are providing opportunities for skill development. These are outlined in the Glass Ceiling Theory that can create pathways for women to ascend to leadership positions. It has contributed to decision-making processes to enhance gender diversity that fosters innovation, creativity, and organizational effectiveness.
Therefore, “Social Identity Theory” and “The Glass Ceiling Theory” offer valuable insights into organizational culture. This culture can determine equal opportunities for women employees to foster inclusive cultures. Hence, all dismantling barriers needed for creating a more diverse, equitable, and thriving workplace.
[bookmark: _Toc164698288]2.11 Literature Gap
Literature gap in the study focuses on organizational culture that determines equal opportunities for women employees. This study lies due to lack of research that is examining the inter-sectionalist of gender. It has identity markers such as race, ethnicity, sexual orientation, and socioeconomic status that focus on gender disparities in the workplace. This study overlooks unique challenges that are faced by women for belonging as intersectional identities. As per the views of Steffens et al. (2021), social identity theory explores all experiences of women of color with disabilities from low-income backgrounds. 
Thus, these encounter compounded forms of discrimination to advancement due to intersecting systems of oppression and privilege. There is required literature for examining organizational cultures that accommodate diverse needs of women employees across identity intersections. According to Fengand Savani (2020), gender gap perception focuses on a diverse group of women within organizational contexts. These are essential for developing policies that focus on specific challenges they face. This literature gap requires some scholars that needed to adopt an intersectional lens in their research. These are acknowledging the complex interplay of gender of marginalized women. Therefore, it can contribute to a more comprehensive understanding of how organizational cultures shape opportunities for women employees across diverse backgrounds.
[bookmark: _Toc164698289]2.12 Summary
From the above chapter the relationship between organizational culture and its effects is examined in the literature review. This impact explores organizational culture and equal opportunity for female employees. Hence,  the chapter summaries that these encompass its customs, beliefs, and behaviours concerning women's experiences in the workplace. This study of the literature provides a thorough grasp of methods via which organizational culture functions. This chapter makes it easier to pinpoint important organizational culture components. The theoretical developments for developing organizational cultures that support equal chances for female employees are introduced in this literature review.


[bookmark: _Toc164698290]Chapter 3: Research Methodology
[bookmark: _Toc164698291]3.1 Introduction
The research methodology introduces secondary qualitative methods to investigate organizational culture. It helps to determine as an equal opportunities for women employees. This study involves a meticulous approach of qualitative studies, reports, and articles. All articles are related to organizational culture and gender equality has been conducted. This methodology chapter encompass different databases, journals, and organizational documents to gather different perspectives and insights. Data synthesis techniques  such as thematic analysis have been utilized to interpret key themes, patterns, and findings across the literature. The synthesized data has been interpreted to provide a nuanced understanding of organizational culture shapes opportunities for women employees. 
[bookmark: _Toc164698292]3.2 Research Onion
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[bookmark: _Toc164697496]Figure 3.1: Research Onion
(Source: Saunders et al., 2021)
[bookmark: _Toc164698293]3.3 Research Philosophy and Assumption
The research philosophy for this study interprets to develop organizational culture. It has helped to determines equal opportunities for women employees. As stated by Pandey and Pandey (2021) there are three types of reserach philosophy and these are “Interpretivism”, “Positivism” and “Pragmatism” research philosophy. For this study, “Interpretivism research philosophy” has been selected to emphasizes interpretation of social phenomena. These are helped for recognizing the importance of context and individual perspectives. Main reason to select of interpretivism philosophy is aligned with the aim of exploring the lived interpretations of organizational culture. It has an impact on women's opportunities within the workplace for adopting an interpretivist perspective. 
Apart from that, other research philosophies are rejected due to complex interplay of factors shaping organizational culture and gender dynamics. Al-Ababneh (2020) noted that this philosophy underscores for in-depth qualitative inquiry for allowing in intricacies inherent in organizational culture. Moreover, interpretivism philosophy has been emphasized to encourage for acknowledge their own biases and interpretations throughout the research process.
[bookmark: _Toc164698294]3.4 Research Design
The research design for this secondary qualitative study involves a systematic approach to review qualitative literature. As per the views of Säfsten and Gustavsson (2020), “Descriptive”, “Exploratory” and “Explanatory” research design are different types of research design. “Descriptive research design” has been selected to conduct the entire study. Main reason to select descriptive research design because these are helped to interpret organizational culture determines equal opportunities for women employees. Search strategy has helped to identify relevant studies, reports, and articles from journals, and organizational documents (Dubey and Kothari, 2022). On the other hand, other research design decline due to data analysis software or manual coding methods to identify result. Hence, this research design emphasizes systematic analysis to generate meaningful insights into the relationship between organizational culture and opportunities among women employees.
[bookmark: _Toc164698295]3.5 Research Approach
The research approach for this study helps to collect answers all research question. There are two types of research approach and these are deductive approach and inductive approach. As per the views of Budianto (2020), deductive approach is utilizing to develop secondary qualitative analysis of existing literature. Main reason to select this approach is deductive approach has been guide to formulation of research questions and hypotheses based on established theories and frameworks. 
These are related to organizational culture and gender equality and selected qualitative literature has been systematically analysed. This approach is helped to explore organizational culture that influences equal opportunities for women employees. The deductive approach allows for testing of existing theoretical proposition. However, inductive elements has been declined to allow for emergence of new insights (Delios et al., 2023). The identified literature combines deductive and inductive approach to generate a comprehensive understanding of the relationship between organizational culture and opportunities for women employees.
[bookmark: _Toc164698296]3.6 Research Strategies
Research work strategies can be determined in advance so that the necessary data may be gathered using a systematic approach. "Research Strategies" are "Qualitative research strategy," "Ethnography," "Grounded theory," "Action research," "Survey," "Experiment," and "Case-study." The "qualitative research strategy" has been used in this study that is aided in the data collection from "secondary sources." Dzwigol (2022) noted that "Pre-existing secondary data sources" are taken into consideration during the process of gathering the necessary data. It is known as the "qualitative research strategy" and “Quantitative data" is linked to "Action research," "Survey," and "Experiment,”. These are needed a significant amount of time to arrange. "Data collection process" based on "predetermined theories" is highlighted by "ethnography" and "grounded theory," which also includes a "objective view" of data interpretation. It has needed to collect comprehensive data and "qualitative research strategy" was included for leaving out the other "research strategies". 
[bookmark: _Toc164698297]3.7 Sources of Data
Sources of data for this study are consist of qualitative literature that is including scholarly articles, reports, and qualitative research studies. These sources have retrieved from academic databases such as “PubMed, PsycINFO, Scopus, and Google Scholar” (Ryder et al., 2020). Organizational documents like policy manuals and diversity reports can serve as valuable sources of data. The inclusion criteria has guide of relevant sources. All sources have provide an insights into the relationship between organizational culture and equal opportunities for women employees. These sources have encompassed at a diverse range of organizational contexts. Ethical considerations have been upheld throughout the data collection process. These are including proper citation and acknowledgment of sources to copyright regulations.
[bookmark: _Toc164698298]3.8 Data collection Methods
Data collection method helps for gathering the necessary data is one of the most crucial components of research projects that aids in answering particular research questions. The types of "data collection" known as "primary method"  and "secondary method" aid in the gathering of necessary data (Firdaus, Zulfadilla and Caniago, 2021). Data collection from "secondary sources," such as "journal articles," "books," "newspapers," "government reports," and "company reports," is part of the "secondary method." There are 40 articles are chosen regarding organisation culture determine to face equal opportunity among women. However, the "Primary method" entails the time-consuming and resource-intensive processes of setting up "Interviews," "Surveys," and "Focused-group interventions." Research Gate, Google Scholar, Sage Publications, and other legitimate databases provided current and trustworthy data that was gathered from. As a result, by eliminating "Primary methods," the "Secondary method" selection proved to be highly helpful in obtaining pertinent data for this study.
[bookmark: _Toc164698299]3.8.1 Search Strategy
	Citation
	Key Words
	AND/OR

	Ali and Ali, 2020
	“encryption algorithm” 
	AND

	Dubey and Kothari, 2022
	“Techniques and trends”
	AND

	Hadfield, 2021
	Computing
	OR

	Thaher et al., 2022
	Population
	AND


Table 3.1: Boolean Operator
(Source: Created by learner)
Boolean operators search for containing "organizational culture" or "corporate culture". These are focused on "equal opportunities" or "gender equality" that are containing "men" or "males". The Boolean operators have been utilized to play for constructing effective search queries. These operators include "AND," "OR," and "NOT," that can enable to refine search results (Reddy, 2020). The "AND" operator is employed to narrow down search results. These are required keywords to be present in the retrieved documents. For instance, "organizational culture" AND "gender equality" ensures for containing terms that are included for focusing search on the intersection of this concepts. On the other hand, "OR" operator is used to search results that are including of specified keywords. For example, searching for "equal opportunities" OR "diversity initiatives" retrieves documents are allowing for a comprehensive exploration of related topics. Finally,  "NOT" operator specific keywords from the search results. It can refine to exclude irrelevant documents (Ali and Ali, 2020). For instance, searching for "gender equality" ensures that all documents discusses all gender equality. These are focused for combining to construct nuanced to identify pertinent literature for their study.
	Criteria
	Inclusion Criteria
	Exclusion Criteria

	Population
	Women working employees 
	Men employees are not currently employed.

	Focus
	Relationship between organizational culture and gender equality.
	Unrelated to organizational culture or gender equality.

	Type of Literature
	Reports, and articles providing insights into organizational culture and gender dynamics.
	 Literature lacking empirical evidence

	Publication Year
	Literature published within the last 10 years
	Literature published more than 10 years ago

	Language	
	Literature available in English
	Literature in languages other than English


  Table 3.2: Inclusion and Exclusion Criteria
(Source: Created by learner)
This inclusion and exclusion criteria focus on qualitative research. These are examining to maintain relationship between organizational culture and gender equality among women employees. These are published in English within the last decade.




PRISMA 2009 Flow Diagram
–Records screened 
(n = 80)
Records after duplicates removed 
(n = 150)
Additional records identified through other sources “Google Scholar”
(n = 230)
Identification
Eligibility
Screening
Records identified through database searching “Google scholar”
(n = 150)



Studies included in systematic review 
(n = 50)

Records excluded 
(n = 70)
Journals and articles are removed after checking language, error, insufficient details and geographical location
Full-text articles excluded, with reasons 
(n = 20)
10 grey journals are removed 
Total exclusion (n=10)
Full-text articles assessed for eligibility 
(n = 50)
Included

[bookmark: _Toc164697497]Figure 3.2: PRISMA Framework
(Source: Created by learner)
[bookmark: _Toc164698300]3.8.2 Data Analysis
Secondary qualitative analysis has been conducted to analysis secondary data. All identified qualitative literature has undergone thorough scrutiny to ensure relevance and quality. Data synthesis techniques such as thematic analysis have been utilized to compare, and interpret key themes and patterns. This process has involved for categorizing data to rigorous scrutiny to identify similarities and overarching trends within the literature. The analysis has been involved for allowing for all exploration of generation of comprehensive. It has needed to develop its insights into organizational culture. As per the opinion of Hadfield (2021), Boolean and real functions have helped to determines equal opportunities for women employees that are representing authors' interpretations.
Analysis of secondary data has been done by secondary qualitative analysis. Every piece of recognised qualitative literature has been carefully examined to guarantee quality and relevance. Key themes and patterns have been compared and interpreted using data synthesis approaches like thematic analysis. This method has required categorising material and subjecting it to close examination in order to spot patterns and commonalities throughout the body of literature (Steinbach and Posthoff, 2021). The analysis has been conducted in order to facilitate the creation of a complete. Its understanding of organisational culture has to be expanded. Determining equal possibilities for female employees who are expressing the opinions of authors has been aided by it. 
[bookmark: _Toc164698301]3.9 Ethical Considerations
Ethics is a set of moral principles that performers use when the find and conduct their studies. Ethical considerations in our study, therefore, encompass a myriad of legal procedures, such as "anonymity, confidentiality, voluntary participation, informed consent, potential for harm, and results of communication. " All these elements that merit moral aspect and legal feature are included in these ethical considerations. Universities only admit students after a careful evaluation of their capability for research. Therefore, predicated to the use of university criteria the research can be assured to be ethical. As previously mentioned, the “Data Protection Act of 2018 (DPA) is a legislative act that intends to put in place strict controls around the processing, storage, storage, and exchange of personal data. An online poll in the college has been carried out to successfully handle the data generated for the purpose of this research (Golia, Roy and Meel, 2020). Moreover, not only does the researcher ensure that the data has been untouched or unethically used, but also that the data is only used to obtain reliable and valid research. In addition to the citation of a quoted or a paraphrased point related to the author's work in the text, the reference items make an explicit acknowledgement of all the authors whose contribution is understood. The investigator is the wielder of this law through which the Designs and Patents Act was justified sometime in 1988 This is achievable through various measures including consistent collection and disclosure of environmental information and enforcing regulations on environmental reporting (Thaher et al.  2022). The author has stuck to the proper legal requirements and processes to ensure that all researched deals are unique and according to university laws. The study aims to rationalizing misconception of the data, which is needed for ethical and legal adherence in the manufacturing of products with high quality.
[bookmark: _Toc164698302]
3.10 Chapter summary
From the above section, it can be concluded that secondary qualitative techniques for examining organisational culture. These are determining whether female employees have equal opportunity is helpful. A careful analysis of qualitative research, papers, and publications is used in this project. Every article discusses organisational culture and research on gender equality. This methodological chapter gathers many viewpoints and insights by examining a variety of databases, journals, and organisational papers. The literature has employed data synthesis approaches, such as thematic analysis, to interpret significant themes, patterns, and discoveries. The combined data has been analysed to offer a more complex perspective of how company culture affects chances for female employees. 


[bookmark: _Toc164698303]Chapter 4: Findings, analysis and discussion 
[bookmark: _Toc164698304]4.1 Chapter introduction
A steady  improvement and an uptick in debates concerning female liberation or gender equality at the workplace which signifies the increased consciousness about merits of diversity and inclusion. Beside the numerous factors which drive gender equality within organization, culture is one of the most important ones that create specific situations for women. This Chapter marks the starting point for a detailed analysis focusing on Organizational culture and various aspects that play key role in making opportunities to women employees equal and fair. It takes into account not only individual values and norms but also the total environmental in which women are placed.
[bookmark: _Toc164698305]4.2 Annotated bibliography
	Index 
	Author 
	Year 
	Title 
	Themes 

	1
	Templeton et al. 
	2020
	“Gender-based differences in burnout: issues faced by women physicians”
	Theme 1

	2
	Babic and Hansez 
	2021
	“The glass ceiling for women managers: Antecedents and consequences for work-family interface and well-being at work”
	

	3
	Charlesworth  and Banaji
	2019
	“Gender in science, technology, engineering, and mathematics: Issues, causes, solutions.”
	

	4
	Norstedt
	2019
	“Work and invisible disabilities: Practices experiences and understandings of nondisclosure”
	

	5
	Coe et al
	2019
	“Organisational best practices towards gender equality in science and medicine.”
	

	6
	Amis et al.
	2020
	“The organizational reproduction of inequality”
	

	7
	Barnes et al. 
	2019
	“Gender bias experiences of female surgical trainees”
	

	8
	Lee et al. 
	2020
	“Unveiling the canvas ceiling: A multidisciplinary literature review of refugee employment and workforce integration.”
	

	9
	Byrne et al. 
	2019
	“Role models and women entrepreneurs: Entrepreneurial superwoman has her say”
	

	10
	Cramer and Hunter 
	2019
	“Relationships between working conditions and emotional wellbeing in midwives”
	

	11
	Infurna et al. 
	2020
	“Midlife in the 2020s: Opportunities and challenges”
	

	12
	Topić
	2020
	“It’s something that you should go to HR about'–banter, social interactions and career barriers for women in the advertising industry in England”
	

	13
	West et al. 
	2019
	“Discriminating systems”
	Theme 2

	14
	Dashper
	2019
	“Challenging the gendered rhetoric of success? The limitations of women‐only mentoring for tackling gender inequality in the workplace”
	

	15
	Swartz et al. 
	2019
	“The science and value of diversity: closing the gaps in our understanding of inclusion and diversity.”
	

	16
	Bourabain 
	2021
	“Everyday sexism and racism in the ivory tower: The experiences of early career researchers on the intersection of gender and ethnicity in the academic workplace.”
	

	17
	Van Der Wath 
	2019
	“Women exposed to intimate partner violence: a Foucauldian discourse analysis of South African emergency nurses’ perceptions”
	

	18
	Adamson and Kelan 
	2019
	“Female heroes’: celebrity executives as postfeminist role models.”
	

	19
	Shah 
	2020
	“Gender equality and situated constructions: Perspectives of women educational leaders in a Muslim society”
	

	20
	Dorfman 
	2019
	“Fear of the disability con: Perceptions of fraud and special rights discourse”
	

	21
	Rosa 
	2022
	“The trouble with ‘work–life balance’in neoliberal academia: A systematic and critical review”
	

	22
	True and Wiener
	2019
	“Everyone wants (a) peace: the dynamics of rhetoric and practice on ‘Women, Peace and Security’
	

	23
	Chung and Van der Lippe 
	2020
	“Flexible working, work–life balance, and gender equality”
	

	24
	Thun 
	2020
	“Excellent and gender equal? Academic motherhood and ‘gender blindness' in Norwegian academia”
	

	25
	Roscigno
	2019
	“Discrimination, sexual harassment, and the impact of workplace power”
	Theme 3

	26
	Lokot 
	2019
	“The space between us: feminist values and humanitarian power dynamics in research with refugees”
	

	27
	Wingfield and Chavez 
	2020
	“Getting in, getting hired, getting sideways looks: Organizational hierarchy and perceptions of racial discrimination”
	

	28
	Kaaristo 
	2022
	“Everyday power dynamics and hierarchies in qualitative research: The role of humour in the field”
	

	29
	Garcia et al. 
	2024
	“Sustaining Hierarchies: A Cross-Level and Cross-Scale Analysis of Power, Politics, and Dominant Discourse in Adaptive Decision Making”
	

	30
	Watson et al. 
	2021
	“‘A space that worked for them’: museum-based art psychotherapy, power dynamics, social inclusion and autonomy”
	

	31
	Moschopoulos 
	2023
	“Gender, Sexuality, Race, Nationality, and Religion in Greek Education”
	

	32
	Khosla et al. 
	2019
	““Righting the wrongs”: addressing human rights and gender equality through research since Cairo”
	

	33
	Denner et al. 
	2019
	“Negotiating trust, power, and culture in a research–practice partnership”
	

	34
	Myrttinen 
	2019
	“Stabilizing or challenging patriarchy? Sketches of selected “new” political masculinities”
	

	35
	Ng et al. 
	2022
	“Reformulating the empowerment process through women entrepreneurship in a collective context.”
	

	36
	Ansari 
	2020
	“The Complex Relationship Between Caste, Gender and Labour: An Analysis”
	

	37
	Fritz 
	2020
	“The politics of participation in transdisciplinary sustainability research: an analysis of knowledge, values and power at the science-society”
	

	38
	Erikson and Josefsson 
	2022
	“The Parliament as a gendered workplace: How to research legislators’(UN) equal opportunities to represent”
	Theme 4




	39
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	40
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	2020
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	47
	Park and Doo 
	2020
	“The effect of organizational culture and HR practices on female managers’ commitment and job satisfaction”
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[bookmark: _Toc164698306]4.3 Thematic analysis
[bookmark: _Toc164698307]4.3.1 Identifying barriers and challenges at the workplace causing disparities at the workplace for women
· Internal economy and technological prospects 
Traditional people of our societies, in which organizations provide the absolute majority of them with the opportunity to generate income, are realizing that organizational practices play a crucial role in the flourish inflation of societal and economical inequalities (Amis et al. 2020). Main 2022 index outcomes reflect a gender equality level rebuilding for several factors like the pandemic as well as the broader disruption of the labour market. 
Gender stereotypes and institutional norms in the labour market stem from both historical and new challenges, such as socioeconomic transformations, technological introduction, and the recent economic shocks (Babic. and Hansez, 2021). Paid workers, including more and more female professionals and top managers, have been on the rise worldwide in recent decades, yet the influence of societal opinion along with legal and policy framework, as well as care factors, cannot be underestimated in their educational choices and career paths (Charlesworth and Banaji, 2019). 
The last decade during which austerity was imposed in the aftermath of the 2008 Global Financial Crisis contributed to the restriction of capacities of the social services which formed the core of the social infrastructure, and this negatively affected social outcomes for the families and caregivers, who were mostly women, during the pandemic (Templeton et al. 2019). Gender affairs are a matter of both internal and external crises. They have a broader impact on women, rather than men. Furthermore, the worsening current conditions of living, expected to occur, will more likely affect women as they continue to earn and make money, achieving an average amount.
· Social barrier; concept of midwives and social trauma
Workplace culture as seen through the prism of career advancement and development of women in health seems charged. Jobs, skills, and resources that work students can seek in the job that will help them succeed (Templeton et al. 2020). Organizations can also contribute to culture uplift by solving problems of misconduct and by liaising with the administration to conduct audits and surveys, plus assess the quality of clinical workshop. On the other hand, Empowerment of women will no longer be seen as a mere feminist issue rather as a tool to kindle new employees' energy into a company and influence its financial performance. Especially, having in mind that woman in order to be “given a voice” don’t have to feel erased (Babic and Hansez 2021). In other months the stereotyping of gender into different categories is also important to act against this by maintaining some strict rules and regulations against any unprofessional or adverse acts.
Amidst much emotional strain, the considerable numbers of midwives who choose to quit make up a major reason for the high attrition rates. To protect midwife health, it must be encouraged to observe and analyse the effect of diversified workplace issues. It has been indicated that midwives felt that they were under a lot of pressure, and in the complicated scenarios. They tended to find the situations heavily affecting them emotionally (Cramer and Hunter, 2019). Furthermore, these female health workers also indicated that the women keeping on asking them for advice was also something that universally affected all of them. Midwives with more experiences, as well as those people, who perform more abortions, eventually can find such work easier to handle. 
Ideology based on women could not compete with men as they would in many times be unable to hold on to jobs. Because of their lack of knowledge of working in this field, which makes it difficult for them to demonstrate the most effective approaches based on discrimination culture or gender biased ideologies. Describing,  the methods and approaches to reduce hunger such community kitchens, food banks, and subsidized school lunch programs (Lee et al. 2020). Despite  having frightening discrimination against women they are facing, their progress then becomes even slower in comparison.  On the other hand, Due to a further difficulty of the local language the unsatisfying conditions of working-class women such as childcare support centers shortages and sex-segregated classes’ hindrance. 

Such social barriers frequently contribute to the perpetuation of the stereotype and biases that the leadership qualities are what have often associated with masculine character. This may mean women have to struggle more to rise higher into leadership within the organization and therefore are rather denied accessing the crucial decisive making roles and chances of career development (Bishu and Headley, 2020). A Blue-Collar workforce can bring social barriers to the compensation and the privileges within the company. Bias about female competence or commitment toward work may result in the fact that they receive unequal compensation for women compared to men that share equal qualifications and work experience.
· Organisational mal-Practices based on the cultural realm
Various trap value and opportunity snare and cultural atmosphere differences that the youth of women face in the community; they also deal with implicit or conscious biases and in-group-out-group discrimination. Implicit biases in the displays of the values and the environments which people perceive them as such (Charlesworth  and Banaji, 2019). Despite the first success to eliminate disparities, it is wise to say that considerably more studies have to bring to light the most successful methods for uncovering both individual and organizational gender bias.
With various employee’s rights and the work life is secured, likewise the invisible disabilities are too afraid and don’t know how to express them. It shows that sometimes it may gain more information from an acquaintance rather than have a person with a hidden disclosure be troubled by a revelation or concealment (Coe et al. 2019). This made a lot of them bring the feeling which is expressed by co-workers. Additionally, although the number of reported cases where some of their long-term colleagues had a negative work experience was less, a few revealed that right after their disclosure, they also made negative immediate feedback regarding their sexual orientation. In relation to family planning, women starting a business can be considered as future women entrepreneurs and should tend to think about their children's ages. Women are not as powerless as they seem but actually very capable entrepreneurs who can pick whether they exist as entrepreneurs (Byrne et al. 2019). Leisure and passing  any hurdles that they might have along the way and pursue their dreams. It has been made possible to other women, too, who can break down walls. It puts emphasis on the necessity of leaders being more competent in wider spheres than the ones related to their field of expertise or the ones that focus on the components of a specific discipline. The customary employment of leadership and management methods must focus on gender stereotypes, intersections, and the tremendous value that diversity can bring into science and medicine.

[bookmark: _Toc164698308]4.3.2 Perception of equal opportunities at the workplace for women Rhetoric vs. Reality
· Biased perception regarding women inclusion at the workplace 
It is noteworthy to capture though some job/chairs go and how the job of a merit is assessed in such procedures. Credentials are limited in number and, so they stand for the powers, the honors, and the status. Hence, institutional hierarchies then are assumed to be central to legislators having power to be able to influence policy and can potentially also be gendered. It gives a hint that women representatives are subjected to being on the side lines and restricted to less prestigious committees which are associated with biased institutionalism based on gender principle. Some are not fact based but claim for instance that a woman has a lot of personal and social obligations which consume a lot of her time. Therefore, she does not spend her time on commercial activities.
The representative survey of gender equality which was conducted with 38 percent men and 62 percent women among the respondents in September-October of 2016 set out to study whether the way the workplace is experienced by men and women has any insights to it. The outcome has it afterwards that man does not realistically know what ladies experience in their places of work and hence rate their workplaces with higher support for the ladies than those from the ladies do (Dashper, 2019). One of the main arguments advanced by critics doubting the value of salary inequality conflicts is that salary discrimination does not really exist. This subgroup of critics think of men and women wage gap of 20 percent is just a biased picture and majority of these few existing gaps can be explained by the differences in the working status, rather than the gender (Swartz et al. 2019).
Experienced gender equality and what affects their professional path, moving to leading positions and experience of being in such positions. Subsequently is the gender section which discusses the self-perceptions of family and work-life balance among the cohorts, coupled with the far-reaching impact of gendered roles on female career mobility (Shah, 2020). 
It was reported that 32% of working women in G7 nations perceive unequal pay in their male coworkers that were perceived to have the same skills in the 2022 survey. Even worse looking at gender equality is the promotion given to women. From the survey results, 23% of women said that they were not appreciative only because they were more competent than a male colleague who was promoted or recommended for promotion (oecd-forum.org, 2023). There is only one issue for women from G7: it is likely taking into account that more than 70% of women participants believe that better access to information technology and artificial intelligence will positively affect creation of inclusive digital applications and AI tools.
Women’s social and cultural reproductive roles put their first priority on surviving before the material things that are hurting their families or communities. Because validation or any activity that lends institute legitimacy happens only when it is gender balanced and all the stakeholders affected are represented (True and Wiener, 2019). it is very important to ensure these are gender balanced so as to serve purpose. This happens when there is the creation of new space for the engagement or contestation, through the inclusion of different individuals and groups.
· True scenario of women at workplace associating gender pay gap
Everyday racism and sexism are kept, pushed stronger, reproduced and transmitted in four types that have additionally intersectional relationships 1) women face sexist and gender racist practices in a climate of equality in which only sexism or/and gender racism prevail as smoke screens that legitimized their behaviours, 2) women are cloned through the informal and formal exclusion practices, which reduce their participation in the daily workplace (Bourabain, 2021). Additionally, ‘Inclusive gender policy'  regarding gender-based and parenthood discrimination could suggest that the organizational factors of academic motherhood may affect the understanding of the stability of the gender inequality (Chung and Van der Lippe, 2020)).
The female hero role model is underpinned by three discursive repertoires: assertion, ownership and fearlessness. It is obvious that one can easily jump, manage and use any unwarranted gender barriers prevailing in the work environment. Such an ideal encourages us to believe that those who have the good luck to achieve success, do this because they are committed to doing everything possible, including making careful choices, working hard on themselves, learning to be strong and willing to take full responsibility for both their successes and failures (Adamson and Kelan, 2019). The idea that women can accomplish this through 'will' alone is not only consistent with post feminism, but more generally is a tilt towards individualism which has become prevalent across society.
There is a high possibility that disabled people who have been subjected to suspicion when it comes to disability end up with low levels of trust towards others. It is possible that they may have really let that negative stigma related to disabilities sink in. The phenomenon of internalized stigma is micro-process, the macro level in the individual whereby she may be internalizing stereotypes about studies find solutions on how to go beyond the situation where work and private sphere were bound to privatization of responsibility, and to gender expectations underlying PR-traditional view of a trade-off between work and private life (Rosa, 2022). 
The attitude glorifies a work ethos of meritocracy, entrepreneurism, risk-taking , and individual choice which is thus used to justify measures combining professional work and personal choices - such as involving grandparents and spouses in family life organization or postponing the issue of motherhood by shifting responsibility from the academy to the formation of family-friendly working conditions. This is exemplified by the things that are related to equality and family arrangements stressed as the personal issues messing up the privacy sphere and they are not considered as the public problems.

It could be referred to as a result of a variety of reasons that may include levels of education, work options, or choice of jobs. Advancing age and education might be contributing factors for the existing gap, but as a result of the research. This unexplained portion of the gender pay gap, also known as the residual gap, continues to pose a major challenge to researchers, adding to the complexity of the issue at hand, as discrimination tends to be harder to quantify through precise measurements and obtain accurate data.
The effect of possible the introduction of flexible working on the gender segregation process in contemporary society and on workers’ work–life balance. However, a lot of researches found an outcome is influenced. The limitations arising from the complexities inherent in the topic of gender and work by putting the context at the heart of the analysis, scrutinising the links between gender and class, and eventually, extending what really is the effect of work flexibility on work-family (Thun, 2020). 

[bookmark: _Toc164698309]4.3.3 Critical analysis based on the “Power Dynamics and Hierarchies” for women at the workplace based on equal opportunities 
· Decision making and societal phenomena
Unconscious biases are informed by social constructs that are needed to learn early in our childhood: including the belief that girls can’t or are meant to do only certain things or that they don’t have a place in certain spaces. Women and technicians, who are situated below the order chain, are losing out on the relatively scarce chances of designing their relationships in such a fashion that they could flex authority and perhaps deflect individual discrimination. 
Interpersonal contacts and instead connections created may tend to be more episodic and interpersonal racial discrimination prone. As per the opinion of Kaaristo (2022), gender roles are known to be sometimes of much importance to some individuals when others break off what is not supposed to be done. This is actually true and becoming a necessary substance of the forming of the humble power relations. However, they usually overcome the discomfort through humor which reduces the upsurge of the other. The fact that being closer to being biased was a necessary step to self-development is highly important. Developing,  understanding from this, developing awareness that, both perceptions and policy inform each other and play a parallel role when it comes to the formation of decision making (Wingfield and Chavez, 2020). Thus, it is imperative that my effort is to join organizations such as Women Political leaders pursue the reformation of the status of women in leadership.
· Perception of women’s’ roles at the workplace 
Gendered delegated roles, for example women’s caregiving obligations, use the time and energy that is otherwise used in taking care of them and planning more sustainable actions. Hence, many aid interventions and studies are guided by gender that constantly undermines women through silencing and reinforcing male superiority. Therefore, keeping in mind the pure intentions of forums and projects aimed to influence the situation positively. It is possible that they may be an expression of gender-based asymmetry of power which in the end could support the process of exclusion (Garcia et al. 2024).
Contrarily, art museum environment for art therapy can play a role in the improvement of the service users’ experience of power and autonomy with the therapeutic relationship as well as their social circle. Through self- discovery and building one’s self-belief, as they exercise the power and autonomy in the relationship, a person’s sense of worthiness will be enhanced (Watson et al. 2021).
As for the “caring” forms of militarized and military masculinities, if they are not being questioned and explored deeper to challenge the status quo, these may introduce ways of neocolonial feminist protection to the may introduce ways of neocolonial feminist protection, that would be based not on the practices of the true masculinity but of the bland tropes of this phenomenon (Myrttinen (2019). At a fundamental standpoint however, whether gendered performances in the military are hard or soft, they are inevitably still confined to its primary function on the project of state-sanctioned violence and coercion.
However, there are positive changes in the society, but gender is also the main cause of social inequality. The discrimination and gender inequality in society are reflected in the spheres of education, employment, and politics, as women face various problems and difficulties. As per the study shows by Fritz (2020), Indian patriarchal system has given rise to various gender-based violence and discrimination, just name few Female foeticide, dowry, domestic violence. Women empowerment and gender equality have become the core elements of nowadays discourse, with authorities and civil units actually implementing laws and measures to protect women rights and ensure gender equality.
· Notion of culture, religion, sexuality and myth
The revelations show that both nationality and religion are explicit in the texts and others are implicitly made, which include issues of gender, sexual orientation, and race. In the texts nationality is a mechanistic rigid and unmovable concept while culture is one of the intersecting, factors. Nationalism, tongue-in-cheek humorous ideas or Orthodox Christianity playing, the role of the main idea of ​​ geekiness (Moschopoulos (2023). The depiction of gender/sexual matters where, religion intersects with gender and sexuality, mirrors, on the one hand, the idea of gender/sex, binary function, of compulsive heterosexuality, biologically fixed determinism, cis/heteronormativity, and, on the other, the overall power of the dominant, gender/sex system, leaving no room for those who “deviate”. 
Women’s access to  be independent, secure, and have control over their own lives are recognised as very fundamental outcomes of women’s health. Khosla et al. (2019) have forwarded his research and findings of the study has also debunked the myth of gender in SRHR being the only factor and more importantly by axes of social differentiation such as inequity – income, sexual orientation etc. What is still unidentified is the delta in knowledge and biases in establishing causal links. Integration of gender equality and human rights has been one of the biggest obstacles to monitor the accountability to women.
“Critical race theory” acknowledges that racism is interlinked with the array of subjugated structures as well (for example, patriarchy, classism, homophobia, etc.). It brings the very core of the query of portraying either objectivity or neutrality, for example, sexism, ethnicity, gender, class, and immigration to stand out serving as a biased tool against methodology (Denner et al. (2019). On the other hand, this is bridged by embracing variety in ways of investigating the issue by means of lived life experiences of the people and a means by which the oppression is transformed.
The dominance in micro-social factors, like gender roles, may result in similar power relationships amongst the participants. Facilitate their friends' experience on these platforms during discussions in workshop sessions (Ansari, 2020). Apart from reproduction of social power relations that are characteristic of macro-social groups, peer power dynamics also exhibit another manifestation of power in participatory processes.
· Utmost discrimination and harassment at the society for women
All women would be subject to gender discrimination regardless of the job phenomenon that is happening more intensively as one possesses higher authority which is the case of the pressured social closures in more powerful positions (Roscigno, 2019). Another obvious advantage is a wide range of indicators that can reveal the different aspects of injustice at the workplace. Experiences of workplace discrimination, measured directly across five waves beginning in 2002 and every four years through 2018, are especially central to the analyses and are captured by three discrete indicators: the valence that the respondent has as pertaining to “racial/ethnic, gender, and/or age discrimination in the workplace” (Lokot, 2019). Work, in particular, has served as an eye-opener to many who are living on the margins. 
Such marginal existence may be expressed in racial and/or sexual terms, among other arenas. Discrimination and harassment instances often viewed as a single-status phenomenon and merely a result of power and status are factors of necessity and thus multidimensional. More far-reaching policy and practice is justified. According to Roscigno (2019), the research hints that the organizational hierarchical position and beliefs about discrimination can be interwoven. Nevertheless, such studies involve single lines of inequalities and/or discriminations and often overlook the impact on diversity stemming from income differentials or relations among workers in close proximity. Audits and experiments have not only generated enlightening theories on pre-pandemic biases but also helped uncover some of the strengths of virtual interviews which we can take forward to a post-pandemic world. Usually race or gender is the factors where the goal is to change individuals' beliefs or attitudes.
[bookmark: _Toc164698310]4.3.4 Evaluating organisational policies and practices fostering equal opportunities to women
In order to be represented and acknowledged as legitimate members of lawmakers, women and other minorities must fight. The "institutional masculinity" that exists in male-dominated environments supports a specific hegemonic masculinity that is "empowering," Despite the fact that there are many opposing masculinities and femininities. Thus, giving some men the advantage versus all women and some men. This "institutional sexism" that disadvantages women in many ways is implied and made visible by this gendered logic. 
There are many areas of uncertainty regarding women’s ability to succeed in jobs with the presence of a male-dominated environment. The research shows that as gender is one of the most essential components in the conspiracy of an organization, more attention needs to be paid in the area of employee resilience of women in longtime working (Bridges et al. 2023). 
On this account, women are at risk for remaining trapped in the pervasive problem of the glass ceilings among co‐employees and for permanent gender segregation between traditional female and male occupations. Mousa et al. (2022) have opined that mitigating disparity at the workplace based on male and female is essential to build such a network because it gives a platform where women in a specific career can be advancing. Embedded rules would lead to the fact that more women would take positions of deputy or zonal chief in conflict and humanitarian health where the life of a humanitarian worker is like this and which causes the biggest difficulty for women who together give support and care to their children.
Gender equality and women's/girls' empowerment but also understand another objective of the organization based on protocols and practices. These messages stress the underlying value of the principle of women's equality and the women empowerment as the right and just thing to do. According to Patel et al. (2020), females all over the globe right now are worse off than men in terms of chances, earnings, obstacles, and abuse because they suffer from these issues more frequently. Gender equal does not only mean that it is a fundamental human right but a value that should be reflected in every sphere of life. UN Women joins hands with governments by advising and helping to develop capacities to enact laws and policies that individually and in unity push forward gender equality and women empowerment (Erikson and Josefsson, 2022). UN Women generates tools, including data, knowledge and program, to support achievement of national and international commitments to gender equality, such as the “CEDAW Convention on the Elimination of all Forms of Discrimination against Women” and “The Beijing Declaration and Platform for Action,  and also the 2030 Agenda”. 

Though these traditional methods have been excellently relegated to the past, there might still exist the presence of gender bias in formalized HR practices. The in-depth analysis with a firm devotion to official salaries based on personal information showed only a small difference between salaries for men and women after this discrepancy considered (Ugarte and Rubery, 2021). Moreover, there was no difference between a salary for both genders in other situations, such as starting salaries, merit pay or promotion.
Organisational processes became predominant cure that was firstly focused on overcoming gender bias and stereotypes that contribute to reinforcing male-favoured position in organizations. Leaders’ commitment and accountability were fundamental in order to sanction and endorse the above policies and practices and to provide a chance for women (Galloway and Ishimaru, 2020). The focus at leadership level must be to in still positive culture to stimulate and motivate women. Work-life integration optimisation; Affordable and open door gender equity in leadership selection and promotion; structured avenues for both formal and informal career development; Reverse discrimination; Removal of gender-bias and abuse as parts of processes considered fair were all effective (Mousa et al. 2022). In the meantime, as the numbers and prominence of women at all levels of leadership continues to grow, motivation and opportunity intensify, creating more potential for other women, particularly, if men are the main advocates.
Tackling the problem of gender gaps sometimes involves a more sophisticated approach and “Gender Equality Plans (GEPs)” are a good action to accomplish this. As per the opinion of Bridges et al. (2023), GEPs encompass many themes practical to the context and the institution or include a disciplinary evaluation of the need, such as employment, recruitment, curriculum based on gender equality, leadership and gender decision-making, organizational culture, gender in research and education practice, and gender-related harassment and assault. One of the most impressive achievements in the implementation GEPs that can be explored at universities all over Europe is found in (Rosa et al., 2020). The opponents too have criticized the GEPs for the excessive emphasis on the instrumental reasons of policy actions “(together with the prevalence of efficiency arguments that justify the policy interventions)” and for the predominance of conservative perspectives and frameworks proposed for gender equality and actions that are aimed at achieving the goal.
[bookmark: _Toc164698311]4.4 Theoretical explanation 
Bounded rationality theory in respect of organisational leadership 
Bounded rationality theory, which emphasizes the factor of organizational culture into the best choices for women workers made by leaders, is the underlying reason for the same. The established organizations culture comes with tradition, hierarchy, power and males leading and therefore, it may be impediment to women from rising higher and to the leaders who have limited capacity to engage in power imbalances (Battaglio et al. 2019). Equally, companies that set-up an inclusive, egalitarian workplace culture where they put high priority on diversity and fighting gender imbalance, will ground helpful leadership behaviours that will encourage empowerment of women employees. Organizational managers may rely on satisficing method, where the regular approach is making the decisions acceptable, when facing the problem of gender equality. I

nstead of thoroughly examining a wide range of treatment methodologies for achieving the women’s equal rights to opportunities leaders might not go for relatively good enough or suitable for organizational norms and principles solutions. However, it can be a factor that keeps the current architecture of the status quo in place, wherein the existing gender disparities are reinforced unintentionally. According to Hong (2019), organizational leaders might, instead of the optimization option, find themselves employing heuristic rule of thumb or satisficing approach to deal with the gender equality issues. Instead, leaders may decide to stop short of executing a complete analysis of any moves that could be taken to create equality in the workplace by accepting the "good enough" solutions that are available or by conforming to existing organizational norms and practices. It is possible that the status quo might be chained thereby the policies which in essence unconsciously reinforce gender injustices might flow.
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[bookmark: _Toc164697498]Figure 4.1: Theoretical framework based on the current study 
[bookmark: _Toc164698312]4.5 Discussion
The identification of obstacles and problems the women faced as well understand the deep reasons of feminism. As a result of this study, different barriers like gender discrimination, stereotypes, no mentorship options, there is a scarce role for leadership, and issue of working-life balance are being identified now. These impediments obviously throw the patchy dress into areas such as salary, promotion, and career development, making the ground uneven for women in the workplace. 

Grievances of women employees over the comparison of the organizational claims of providing equal opportunities and the situation they are in the work place refer to the practical versus the theory (Wu et al. 2019). Companies may be preaching the values of female equality as well as diversity but the realization of these values in policies and practices mostly fail to meet up their proclaimed goals. Women could experience non-equal treatment on the same lines like recruitment, promotion, pay, and decision-making systems Worthing them bitter feelings and dissatisfaction. The challenge of reconciliation of dissonance among cultures, policies, and authority structures requires a logical analysis.
Popular culture adopts the use of new media to convey its message, whether it is done through the media, in person or through online campaigns, the feminist movement has different approaches that showcase the diversity of thought within the feminist activism which also finds a reflection in the engaging men field. This can make accountability more challenging, because it means asking: they are accountable to whom, particularly pro-feminist men (Burrell and Flood, 2019). The feminism and its theorizing, strategies set for organizations and their activists in the field often leave the relationship almost invisible or awkward relation, and the unclear or transparent of the kinds or the nature of feminist social change that such groups planned to assist or start the creation of is conspicuously missing.


The hierarchical structures in organizations and the associated power patterns form the basis of women’s path towards equal chances. Women provide a perfect and effective example of direct violation of their fundamental rights by the power-structuring mechanisms that support hierarchies and that are predominantly in favour of men. One thing that this study brings out clearly is how these intricacies play a part in determining the contributions of women in managerial positions, political decision-making processes, and promotion advancements (Garcia et al. 2024). 

Critically studying power relations is fundamental to identifying the sources or routes through which gender inequality stems out and for engineering approaches that will break the barriers. The proper evaluation of the organizational policies and practices is the key point to understand the proper level of the efforts facilitating the task of giving equal chances for women. This study has its focus on varied policies and practices such as the hints on hiring, promotion criteria, the performance evaluation process, and the supportive structures to allow for good work-life balance (Kaaristo, 2022). The outcome of this evaluation shows the extent to which the concerns of equality and equity are well taken care of in the organization besides being in line with the predefined gender equality objectives.
[bookmark: _Toc164698313]4.6 Chapter summary
An analysis and discussion of the issue of gendered arrangements within organizations provide very important stepping stones to the development of new knowledge, emerging insights and appropriate practice in the area of gender equality in organizations. This proposes a holistic evaluation of women employees’ culture of organization as leverage in providing equal opportunities. Furthermore, they offer theoretical element, practical suggestions, and suggestions for future studies and action. It endeavours to enlighten leadership, policymakers, and practitioners the same about how organizational culture acts as the unseen force shaping equal opportunities for the female workers and motivate the real positive action towards creation of more equitable and inclusive workplace.

[bookmark: _Toc164698314]Chapter 5: Conclusions and Recommendations
[bookmark: _Toc164698315]5.1 Summary of main findings 
Different constraints such as gender bias, stereotypes, lack of mentor options in our workplaces, and inadequate leadership roles, the imbalance of working life and an issue are more recently being identified. These barriers efficiently tell the truth about disparity in the salary, more advancement, and the career field, which explains the circumstances that favour men at the workplace. Complaint by  women employees facing uneven treatment at workplace as a result of the organizational assurance of fairness in employee treatment and the situation. 
Research reveals gender diversity is a moderator in the negative effects of, caused by transition in leadership. In a study it has found that historically companies have been led by a CEO from either the male side or female side (Warren et al. 2019). When a man succeeds a female or a woman follows the achievements of a man, the firm performance tends to decline and there is an increased chance of the successor leaving the company earlier on.  This is consecutively worse for sitting women leaders. 

On the other hand, a favourable outlook in female leaders – as healed by women board members – acts as an antidote by blocking the negative association between the change in the post position of CEO and the performance of the firm. And as a result of these reasons, gender equality exists on companies' boards (Ugarte and Rubery, 2021). This could contribute to consolidating company positions during such transitional periods and consequently establish female business leaders as well. HR practices in the companies that concentrate performance and the role of managerial judgment can act as a mechanism to pay equity among genders.
Primary motivation to having children among early-career women, whereas men only used these attributes to rationalize a family decision, the potential professional stability, and a good balance between work and family. Additionally, women think about how they could combine parenting with their professional development much more than men do. Although, Rosa and Clavero (2022) have suggested that the revolt overseas played a very decisive role for both men and women in decision making, nonetheless, men visualized it as the priority to be a family person, than women did. Overlook gender stereotypes and take fatherhood not as the role linked to traditional values but show openness to what men could do as fathers in the 21st century. 

The traditional culture and set-up of organizations with their separate positioning and power structures lay the groundwork for establishing equality. Women manifest a perfect and adequate case of misbehaviour of fundamental rights violation by the global mechanisms that are power-structuring and mostly support hierarchical contacts and perspectives that are in favour of men. 
The complexity of the environments these women face in their managerial jobs and political processes for decisions makes this mother contribute well on the promotions and advancements ladder (Bahadori, 2023). Through creating awareness and guiding the same about how culture evolves as an invisible force that dictates either the oppression or the empowerment of the female workforce, the organization also assists the audience to start being the change by adopting practices that enhance creation of a more equitable and inclusive workplace.
The best programs in this field incorporate features based on no pressure on people, but engage them in helping eliminate gender and ethnic biases through the utilization of "helpful" exposure and dialogue with women and minorities, and capitalize on "ego" to bring about social accountability of people believing that the world needs partners of gender equality.
[bookmark: _Toc164698316]5.2 Contribution of the current study
This study makes a great contribution for everybody who wants to learn more about how the culture of the organization impacts the provision of equal opportunities for women at the work. Through its observations the report enhances both scholarly knowledge and improves practice in the goal of building more diverse and less discriminatory organizations (Pritlove et al. 2019). The findings provide the necessary information so that organizations could fall back on them for restructuring their cultures and practices to ensure equality especially to women. 

It summarizes the strategies which outlines the very approaches and mechanisms through which the culture can be altered, so that it becomes more inclusive for and supportive of women career wise. As per the study's output, policy suggestions are needed to make a randomizer of organizational activities that would see such spaces become more inviting to everyone. The suggestions can help to shape laws of the government, codes of conduct in the industry and policies of corporations that in turn are driving to better working environment for women (Shneiderman, 2020). 

This research holds promissory implications for subsequent work aimed at unraveling the relationship between various leadership styles and gender equity or at exploring the role of the culture in gender equity disparities among different industries or in different areas. Consequently, by pointing to this shortcoming, it sets the path to the work of new researchers who will explore the subject more deeply and the benefits of gender equality in organizational culture (Burrell and Flood, 2019). It is pointed out because of empirical research, which data is proof of how the culture of the organization is connected with the lives of women workers at the workplace. It attains its reliability by drawing information from other companies where these theories have been put into practice; as a result, its findings can be trusted and applied.
[bookmark: _Toc164698317]5.3 Recommendation 
· Giving all the employees diversity and inclusion education that will help them see unobserved biases, improve on inclusive behaviours and build a world of equitable relationships. Provide separate modules that focus on gender equality and provide platform to strengthen women's power.

· Giving out flexible work arrangements as a crucial principle which should include remote work, flexible hours,  and parental leave policies that mainly focus in managing the work-life balance of the women staff. Verbeke  et al. (2020) have narrated that promoting a new culture where managers take individuals into consideration and treat them based on their trust, impartiality and autonomy.
· Outlining specific and desired gender diversity targets, like working to ensure that women of all positions in the leadership are increased, and soon thereafter create accountability in measuring the progress. Embrace diversity and inclusion indicators in reviewing and evaluating performances for managers and leaders.

· Developing  zero tolerance of discrimination, harassment and gender-based violence and apply it to regulations and advocacy work creating a way of reporting incidents (confidentially) and make sure super-fast and impartial processes of investigating incidents and resolution processes.


· Designing periodic pay audits and reviews both performance and gender monitoring, to identify and correct déjà reimbursement, ticket, and career raise problems. Transparent and rigid assessment procedures that can humane fairness and competence should be developed.
[bookmark: _Toc164698318]5.4 Limitation of Research 
Complicatedness of organizational culture is not just about figures but also about a subjective centralized appreciation of each individual within an organization. The occurrence of subjectivity might be the main reason to keep struggling with the exact measurement of cultural impact on equal opportunities for women employees because persons might have different ideas regarding culture in the context of employees, managers, and leaders (Kabeer, 2021). The influence of the gender dynamics inside organizations fairs from a number of things such that society norms, the experiences of individuals and organizational structures are among some of those things. It is due to this complexity that it is possible that just the culture of an organization might not reflect fully the richness of the ways gender equality is appreciated and experienced at the workplace.

As the number of women employees might be relevant to the equality opportunities might become similar cases does not establish whether there is a direct relationship between organizational culture and the woman employees. Additional variables such as the interior or external policies and the time and space context can also have a powerful effect on the sequence of gender equality inside the organization (Kalpazidou et al. 2019). Even if the organizational culture is viewed as an instrument leading to equal opportunities for female employees, the process of harmonization may be hindered in implementation by resistance and counter arguments. This resistance can originate for instance, from a lack of readiness for the new dynamics represented by the norms, power structures or possibly an irreconcilable commitment from the organizational leaders which will in turn make it very hard to actualize any meaningful and sustainable change.
[bookmark: _Toc164698319]5.5 Recommendation for Future Work
Application of an integrative perspective to elucidate the co-occurrence among race, ethnicity, age, ability, and sexual orientation and the consequences of fusing all these factors with gender in the formation of organizational cultures. Along with this, examining the difficulties specific for females of different social backgrounds and minorities identity groups can have huge scope for future exploration of study area. 

Conduction of a research on how leadership could influence the organizational culture and eventually sustain gender parity by changing behaviours, policies and practices can be impactful in addressing most authentic future perspectives. Evaluating the effectiveness of leadership training and diversity programs in the creation of recruitment processes primarily based on merit not gender (Baker et al. 2021). Delve into the underlying mechanism through which degree of employee engagement, the sense of empowerment, and shared participation has helped strengthen organizational culture and bring gender gaps into balance. Analysing  the utility of employee association groups, peer mentor systems, and diversity committees in transforming the cultural climate.
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	4
	Research Question

· What is the perception among women employees regarding equal opportunities within the organization?
· How is it to explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences?
· What is the opportunity for fostering gender equality and providing opportunities for women?
· How is recommended strategies for overcoming identified challenges and enhancing gender diversity within the workplace?


	5
	Aims of Research Activity

Aim of this study is to investigate organizational culture on the creation, maintenance, and enforcement of policies and practices that support gender equality. 


	6
	Objectives of Research Activity


· To investigate perceptions of women employees regarding equal opportunities within the organization.
· To explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences.
· To evaluate opportunities for fostering gender equality and providing opportunities for women.
· To recommend strategies for overcoming identified challenges and enhancing gender diversity within the workplace.


	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	

The selection of the appropriate research philosophy is critical to a given study because it prepares an organised approach to the research. The “research onion” is a well-known, theoretical framework that describes several layers of a research procedure. Saunders has offered an effective framework for designing a research approach that matches its aims and objectives. It greatly assists in conducting a highly productive study process. Based on the way the layers of the research onion are linked, it is possible to indicate various approaches to decision-making and functionality of a given study. To achieve the most important results for the study, it provides statements in line with the modification of research philosophies, approaches, designs, and other methodologies. 
To identify the best answers within the study field, this investigation will use the interpretivism research philosophy. However, interpretivism focuses on the subjective criteria of the study, which contributes to understanding how culture affects equal opportunity at work. To collect the data efficiently and construct an empirical theory that will be highly beneficial in understanding the cultural adaptations for ensuring equal opportunities for the employees. The deductive research approach will be used in this specific study. In this case, the deductive research approach will work well, given that the conducted study should prove the hypothesis by analyzing the cultural facts as well as the specific perception of influence on the adoption. In this study, the secondary data based on the systematic review will be conducted from credible search engines. Search engines like Google Scholar, ScienceDirect, and PubMed will be considered for this study. The only relevant journal papers that are valid for the current study will be included. Reliable publications, including the FT, BBC, and Thegarudian, may be used to corroborate the findings. 
For this particular study, systematic review of the data will be conducted. This is a frequently used structure for developing a dynamic approach for qualitative data analysis. Analysis based on the systematic review of data will prove invaluable in a detailed analysis of cultural realities that influence the concept of equal opportunity. Systematic data review and analysis is essential in a research paper on the complicated connection between organizational culture and equal opportunities for women employees. By its ability to reveal patterns, shed light on details, link theory to empirical reality, and offer actionable results, it contributes to the completeness and importance of the study. All rules and regulations as specified by the university with regard to the study shall be observed. Therefore, the entire data collected is targeted for research purposes only. No one’s sentiments or beliefs will be maliciously hurt. Conducting research is primarily about ensuring data privacy and following the right protocols. The “Intellectual Property Rights” will be respected throughout the investigation. Data protection Act, 2018 will be cited in the study representation. In order to maintain anonymity, all the data collected will be stored in password-protected files. Any exaggeration of data and findings is absolutely forbidden in order to attain the current mission of the study. Additionally, data manipulation will not be condoned.

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	
NA
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular culturaland/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
NA

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available?

	NO
	☐

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☐
	☐

	15
	A more equal Wales
	☐
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☐

	2
	Use of interviews?
	☐
	☐

	3
	Use of focus groups?
	☐
	☐

	4
	Use of participant diaries?
	☐
	☐

	5
	Use of video or audio recording?
	☐
	☐

	6
	Use of computer-generated log files?
	☐
	☐

	7
	Participant observation with their knowledge?
	☐
	☐

	8
	Participant observation without their knowledge?
	☐
	☐

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☐

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☐

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☐

	12
	Investigation of participants involved in illegal activities?
	☐
	☐

	13
	Use of procedures that involve deception?
	☐
	☐

	14
	Administration of any substance, agent or placebo?
	☐
	☐

	15
	Working with live vertebrate animals?
	☐
	☐

	16
	Procedures that may have a negative impact on the environment?
	☐
	☐

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18?(Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NOto any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YESto any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc164698323]
Outline any anticipated risksthat may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.

	[bookmark: _Toc164698324]1
	[bookmark: _Toc164698325]Full risk assessment completed and appended? 
	[bookmark: _Toc164698326]Yes 
	☐

	
	
	[bookmark: _Toc164698328]No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
NA

	4
	Risks to the investigator
For example: personal health &safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	


(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	

NA

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	

Ensuring data privacy and following protocols is the primary concern when conducting research. Throughout the investigation, the "Intellectual Property Rights" will be upheld. “Data protection Act, 2018” will be considered throughout the representation of the study. To preserve anonymity, all of the data that is collected will be kept safe in password-protected files. It is totally forbidden to exaggerate the data and findings in order to achieve the study's present goal.



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data”means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐

	
	If YES, provide adescription of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐

	
	If YES, provide adescription of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☐

	6
	University computers?
	☐
	☐

	7
	Private company computers?
	☐
	☐

	8
	Home or other personal computers?
	☐
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☐

	10
	“Cloud” storage or websites?
	☐
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☐

	15
	Sharing of data with other organisations?
	☐
	☐

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☐

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☐

	18
	Publication of data that might allow identification of individuals?
	☐
	☐

	19
	Use of data management system?
	☐
	☐

	20
	Data archiving?
	☐
	☐

	21
	If YESto any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
NA

	22
	List all who will have access to the data generated by the research activity:

	
	Researcher and professor 


	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Researcher and professor


	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
Data will be gathered from google scholar and university website mainly. It will be storedin a password protected folders. The analysed data will be secured within the password protected files. 


	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/).   If so please explain. (Most relevant to academic staff)

	
	




	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☐

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☐





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/

	1
	Signature of applicant:
	Jasmeen kaur
	Date: 13.02.2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Prof. Dennis G Pepple
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☐
	I have read the guidance notes supplied before completing the form.

	☐
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)ONLY TICK IF YOU HAVEATTACHED A FULL RISK ASSESSMENT

	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☐
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; thereforeit is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages:https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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[bookmark: _Toc157884574][bookmark: _Toc158013544][bookmark: _Toc164698331]Introduction
[bookmark: _Toc158013545][bookmark: _Toc164698332]Background 
Workplace diversification in respect to gender has been highly influential in order to determine better planning for the certain workplace culture. The assessment of the workplace culture has been highly significant in order to identify the proposed benefits towards its people from the company. As per the opinion of Turesky and Warner (2020), the proposition of the leadership, qualities at the workplace with psychological attributes are highly significant for determining the equal opportunities for the women at different organisational zones. Developing exclusivity within the communication process along with providing equal opportunity and “work life benefits” are highly effective which shows the most upgraded organisation culture. The perception of providing flexibility at the workplace also determines how women can be treated with equal opportunities at the workplace. On the contrary, Hsiao et al. (2020) have depicted that gender mediating roles and flexibility within the workplace provides a wide notion of employee retention capabilities which in turn also impacts on the employee productivity. Management of diversity at the workplace can be highly significant in order to provide most distinguishing operational variability at the workplace. 
[bookmark: _Toc158013546][bookmark: _Toc164698333]Research problem 
It has been seen that most of the people especially women  are facing troubles as per having equal opportunities at the workplace. This has been vividly seen with the base of perception of equal opportunities among the authorities of the company. Simultaneously, certain cultural notions also provide some variable perceptions for providing equal opportunity at the workplace for the women which is different from other cultures. The sense of providing opportunities which triggers the fact what kind of opportunities to be provided along with to what degree of cultural factors is accompanying the thought process that hinders gender equality at the different cultures and industries. The study involves finding the embodiment of the cultural elements that are effective in shaping up the organisational culture. Developing ultimate trajectories for the knowledge of equal opportunities at the workplace will be highly effective for the current studies.
[bookmark: _Toc158013547][bookmark: _Toc164698334]Significance of the study 
The research is suitable for identifying the cultural origins of bondage that is blocking the implementation of equal opportunities at the workplace for women on a large scale. At the same time, the most blatant misconception causing problems can also be considered. This research will be effectively providing knowledge to the practitioner as well as to the academics. In this way, it contributes the view of the role of organizational culture that can inform policy makers, human resource practitioners, and organizational leaders with the ways of developing environments where women employees can advance. Moreover, the results may inform the development of the tools, strategies and interventions that can help to dismantle barriers and create a more equitable professional environment.
[image: https://lh7-us.googleusercontent.com/gjEBmxe_U7tn1ux0hV6-oAstKPW3POloF_Kxl5NCyRgjj1ErWGReT7bMpsAc4yCeRLAeRpueyIJQaPhnJfFXCcuVUeEPnJAjALgumrp476cxta8aVPyVOdSfg62Dw-aaQx3HMq05FARv19lzYBd2MhU]
Figure 1: Country wise distribution of gender equality perception, 2023
(Source: Statista.com, 2024)
Based on the Global Gender Gap Report 2020, 31 percent of women had been physically and/or sexually abused at the workplace. Specifically, 32 percent of women were victims of abuse in North America, while 19 percent were victims in Eastern Europe and Central Asia (Statista.com, 2024). The Global Gender Index measures national gender gaps based on economic, political, education and health based factors. In 2020, the country with the highest score was Iceland with a score of 0.87. Equality between men and women will be achieved within one’s lifetime in 32 countries of the world in which more than half of both women and men share this opinion. It is interesting to note that the share was highest in the United Arab Emirates and Saudi Arabia, the countries that are not normally attributed to the high level of gender equality (Statista.com, 2024). Contrastingly, the citizens were the most pessimistic in the East Asian nations Japan and South Korea. In the latter, only 21 percent of women stated that gender equality will be achieved in their lifetimes. According to a survey, more than 25 percent of the respondents had heard a friend or a family member making sexist remarks during the past year. Twenty percent more had witnessed gender discrimination at their workplaces.
[bookmark: _Toc157884575][bookmark: _Toc158013548][bookmark: _Toc164698335]Research aim, objectives and three relevant questions
Aim
Aim of this study is to investigate organizational culture on the creation, maintenance, and enforcement of policies and practices that support gender equality. 
Objectives
· To investigate perceptions of women employees regarding equal opportunities within the organization.
· To explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences.
· To evaluate opportunities for fostering gender equality and providing opportunities for women
· To recommend strategies for overcoming identified challenges and enhancing gender diversity within the workplace.
Questions
· What is the perception among women employees regarding equal opportunities within the organization?
· How is it to explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences?
· What is the opportunity for fostering gender equality and providing opportunities for women?
· How is recommended strategies for overcoming identified challenges and enhancing gender diversity within the workplace?
[bookmark: _Toc157884576][bookmark: _Toc158013549][bookmark: _Toc164698336]Literature Review
[bookmark: _Toc157884577][bookmark: _Toc158013550][bookmark: _Toc164698337]Investigate perceptions of women employees regarding equal opportunities within the organization
Women employees face equal opportunities within an organization that can be influenced by various factors. These are including organizational culture, policies, and workplace practices for providing equal opportunities. As per the views of Bishu and Headley (2020), women employee are reflecting positive changes in recent years that can drive by diversity. Organizationspromote gender equality through transparent policies for career advancement that foster positive perceptions among women employees. Positive work environment can contribute to a sense of equality to encounter gender biases, wage gaps, and limited representation in leadership positions. These are leading to negative perceptions of equal opportunities and unequal distribution of responsibilities. Feng and Savani (2020) noted that gender gap has focused on such as stereotypical expectations around caregiving that can also influence women's advancement in the workplace. Women employees' perceptions of an organization focus groups that help to identify areas and improvement to create a more equitable in the workplace. These are encouraging open communication channels between employees and management that can foster a culture of transparency and accountability (McCluney et al., 2021). These are contributing to a more inclusive and supportive work environment to gather positive perceptions of equal opportunities among women employees within the organization.
[bookmark: _Toc157884578][bookmark: _Toc158013551][bookmark: _Toc164698338]Explore disparities between organizational claims that are providing equal opportunities and employees' lived experiences
Disparities between organizational cultures are providing equal opportunities among employees within a workplace. Companies can boast their commitment to diversity on the ground can reveal a different story that faces on major source of disparity lies in recruitment and promotion processes. As per the opinion of Van Laer, Jammaers and Hoeven (2022), biases can persist in hiring decisions with unconscious prejudices that are affecting the selection of candidates. Limited transparency in decision-making can create about the fairness of these processes that focus on another area of concern is the existence of gender pay gaps. Equal pay for equal work and women often find themselves earning less than their male counterparts can persist even that are contributing to a sense of inequality among employees. Bishu and Headley (2020) noted that lack of leadership positions is disconnect between organizational claims due to get an experience of employees among women. It can underrepresented groups for challenging to ascend to higher roles that are reflecting to maintain an equality and the actual distribution of power within the organization. Organizations are evaluating and promoting transparency in decision-making that are fostering an inclusive culture are essential steps toward aligning organizational culture. It claims to develop employees experinces that are creating a more equitable work environment.
[bookmark: _Toc157884579][bookmark: _Toc158013552][bookmark: _Toc164698339]Evaluate opportunities for fostering gender equality and providing opportunities for women
Gender equality are fostering that are providing opportunities for women that requires a organizational policies, cultural shifts, and targeted initiatives. Organizations can prioritize for promoting their awareness of unconscious biases that are fostering open communication among employees feel respected and valued. According to Ocloo et al. (2020), unbiased recruitment and enhanced promotion processes to establish diverse hiring panels. It can set a clear criterion for evaluations, and regularly review in pay and promotions. Programs can be supported to career development of women that are providing guidance and advocating for their advancement within the organization
[bookmark: _Toc157884580][bookmark: _Toc158013553][bookmark: _Toc164698340]Recommend strategies for overcoming identified challenges and enhancing gender diversity within the workplace
Strategies are needed to overcome challenges that help to enhance gender diversity within the workplace. Organizations can implement diversity training, transparent policies, flexible work arrangements, mentorship programs and leadership development to reduce these criteria. It is needed to conduct mandatory training programs for all employees that are focusing on unconscious biases. According to Jamil (2020), transparent Policies can establish and communicate clear policies regarding equal opportunities, pay scales, and promotion criteria. Transparency can builds trust that helps for eliminate gender-based disparities like flexible work arrangements. Flexible work arrangements such as remote work options and flexible hours are needed to accommodate diverse needs that can promote work-life balance. Bloom, Colbert and Nielsen (2021) contradicted that mentorship programs can create mentorship initiatives that are pairing experienced leaders with women employees to provide networking opportunities for career advancement. Leadership development is needed to implement targeted leadership development programs to identify women for leadership positions. These are ensuring a pipeline of diverse leaders at regular audits (Thun, 2020). Audits are needed to conduct regular audits of pay scales, promotion rates,  and diversity metrics to rectify any disparities. These are demonstrating a commitment to ongoing improvement like employee resource groups. Employee resource groups have focused on gender diversity to provide advocating criteria for positive change within the organization. Organizations can foster an inclusive culture to create an environment that promotes gender diversity in the workplace.
[bookmark: _Toc157884581][bookmark: _Toc158013554][bookmark: _Toc164698341]Theoretical implication
[bookmark: _Toc158013555][bookmark: _Toc164698342]Organisational Culture Theory
[image: https://lh7-us.googleusercontent.com/EJLEe-WL-NVpr223WOYM-IHek1S06Zr8sOUBf9ov2auE2f3PhzVbKyA6qMjZoqZJHl_xwTXrc47yhs5mg05BywJl00SC2arS5VKfVk2d4yW9qEMM812_cL9yEpt8fhdn8gjQQqL-pdkL5wGUmURAuj8]
Figure 2: Organisational Culture Theory
(Source: Influenced by Akanji et al., 2020)
This theory focus on an organization's culture that are comprising shared values, beliefs, and norms. It can influences to develop an equal opportunities for women employees are perceived and implemented that prioritizes diversity, inclusion, and gender equality (Akanji et al., 2020). Application of this theory fosters an environment where women feel empowered that has an equitable access to opportunities. Therefore, this culture perpetuates gender biases or stereotypes may hinder the realization of equal opportunities.
[bookmark: _Toc158013556][bookmark: _Toc164698343]Structural functionalism theory
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Figure 3: Structural functionalism theory
(Source: Inspired by Geerlings et al., 2020)
Structural functionalism theory are structured to fulfil specific functions that affect equal opportunities of gender equality. The organizational structure, policies, and practices play a crucial role with well-defined and transparent structures for recruitment (Geerlings et al., 2020). These are needed promotions, and decision-making that ensures equal opportunities for women. Therefore, application of this theory is seen due to lack of structural clarity or the presence of gender-biased structures to attainment of gender equality within the organization.
[bookmark: _Toc158013557][bookmark: _Toc164698344][bookmark: _Toc157884582]Research methodology
[bookmark: _Toc158013558][bookmark: _Toc164698345]Research onion
An established theoretical framework that accurately depicts multiple layers of a research process is called the "research onion." According to Saunders et al. (2019), the proponent Saunders has provided a thorough framework for appropriately designing a research approach. It greatly aids in carrying out an extremely fruitful study procedure. The way the layers of the research onion are interconnected reveals different decision-making and functionality within a given study. In order to produce the most significant findings for the study, it offers specific opinions based on the modification of research philosophies, approaches, designs, and extra methodologies. 
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Figure 4: Research Onion
(Source: Inspired by Saunders et al. 2019)
[bookmark: _Toc158013559][bookmark: _Toc164698346]Research philosophy
Choosing the best research philosophy is crucial for a certain study in order to approach the research in an organised manner (Sun et al. 2020). In order to determine the most definitive answers within the study's field, the interpretivism research philosophy will be applied to this specific investigation. Interpretivism, in particular, concentrates on the study's subjective standards, which is helpful in addressing how culture affects equal opportunity in the workplace. Its broad viewpoint and acceptance of contextual information will be useful in identifying the barriers to cultural adaptation that significantly impede the provision of equal chances, in addition to aiding in the identification of the influence. 
[bookmark: _Toc158013560][bookmark: _Toc164698347]Research approach
Developing methods of investigation for a dissertation benefits from an understanding of the research approach used in that particular study. It works remarkably well to create the concept through the study mode (Baştuğ et al. 2020). In order to gather data as efficiently as possible and then build an empirical theory that will be extremely useful for comprehending the cultural adaptations for providing equal opportunities for employees. The deductive research approach will be chosen for this particular study. The deductive method of research will work well in this situation because the study required validation of the hypothesis by examining cultural facts and the specific notion of influence on the adoption process, which would be useful to discuss in more detail later. 
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Figure 5: Deductive research approach
(Source: Baştuğ et al. 2020)
[bookmark: _Toc158013561][bookmark: _Toc164698348]Research method
For this specific study, the secondary qualitative research approach would be used to learn about various cultural conceptions in the workplace for providing equal opportunities to women. Despite the cross-border component, the secondary mode will be beneficial for the diversified search in recognising the obstacles and effects of cultural prospects for women in the workplace. Furthermore, qualitative research can substantially contribute to the elaboration of the intentions behind understanding and portraying the genuine meaning of the cultural concept behind granting women equal opportunities. This kind of research methodology is likewise highly successful, according to the "cost effective mode of analysis" used for the current investigation. 
[bookmark: _Toc158013562][bookmark: _Toc164698349]Data collection 
For this investigation, secondary data based on the systematic review will be conducted from reliable search engines. For this study, search engines such as Google Scholar, ScienceDirect, and PubMed will be taken into consideration. Only legitimate journal papers that are appropriately relevant to the current study will be taken into consideration. Reports from reliable publications, such the FT, BBC, and Thegarudian, might be taken into consideration to support the conclusions.
[bookmark: _Toc158013563][bookmark: _Toc164698350]Rationale
Gender equality is also a strategic imperative for organizations pursuing sustainable success on a dynamic international market. As part of the employee experience, organizational culture, including shared values, beliefs, and behaviours, is critical. Its impact can be seen in the process of policy development, behavioural acceptance, and inclusive or exclusive production setting. Companies that promote an inclusive culture are more likely to attract and retain diverse talent, foster innovation and achieve superior organizational outcomes. As a result, there is a need for practical keen insights that can guide organizations on ways in which they can develop cultures that promote equal opportunities for all employees regardless of gender. In order to devise effective interventions, it is essential to explore how the organizational culture acts as a determinant factor for equal opportunities.
[bookmark: _Toc158013564][bookmark: _Toc164698351]Data analysis
In this specific study, systematic review of the data analysis will be conducted. This is a commonly used format for creating a flexible method of qualitative data analysis. When providing a thorough investigation of the cultural realities shaping the idea of equal opportunity, systematic review analysis will be incredibly beneficial. 
[bookmark: _Toc158013565][bookmark: _Toc164698352]Ethical consideration
The study shall be carried out in accordance with all rules and regulations as specified by the university. As a result, the sole aim of all the data that will be collected is research. No one's sentiments or beliefs will be intentionally offended (Smith et al. 2021). Ensuring data privacy and following protocols is the primary concern when conducting research. Throughout the investigation, the "Intellectual Property Rights" will be upheld. “Data protection Act, 2018” will be considered throughout the representation of the study. To preserve anonymity, all of the data that is collected will be kept safe in password-protected files. It is totally forbidden to exaggerate the data and findings in order to achieve the study's present goal. Furthermore, data manipulation will not be tolerated. 

[bookmark: _Toc158013566][bookmark: _Toc164698353]Potential risks
· Identifying specific goals and research objectives
· Time management
· Developing most appropriate research method
· Data gathering and appropriate graphical representation of the data.
· Appropriate preparation of the data report

[bookmark: _Toc158013567][bookmark: _Toc164698354]Timeline (Gnatt chart)
	Tasks undertaken 
	Week 1
	Week 2
	Week 3
	Week 4
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	Literature review 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Methodology 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Data collection 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Data analysis 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Conclusion 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Final submission 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 



[bookmark: _Toc158013568][bookmark: _Toc164698355]Findings
Organizational culture plays for shaping work environment that are influencing an opportunities available to women employees. A workplace fosters a positive culture can impact among women have equal opportunities for growth and success. The key findings shed light on the importance of organizational culture for promoting their gender equality. The inclusive policies and practices focus on organizations that has a strong commitment to equal opportunities for women. It can tend to implement inclusive policies and practices at fair recruitment processes. Transparent performance and unbiased promotion criteria promotes gender equality that are treated throughout employment lifecycle (Ocloo et al. 2020).Leadership maintains a commitment that are fostering a diverse and inclusive workforce is crucial. Leaders can advocate for equal opportunities to have women in leadership positions. These are creating role models and breaking down gender stereotypes at flexible work arrangements. A positive organizational culture recognizes as an importance of work-life balance at personal responsibilities. A culture promotes remote work options contributes to a more inclusive environment.
It has needed to improve gender diversity in the workplace; strategies for overcoming obstacles are required. Organisations can put in place mentorship programmes, flexible work schedules, transparent policies, diversity training, and leadership development. All staff members must participate in required training sessions on unconscious biases. Clear policies about equal opportunities, wage scales, and promotion requirements can be established and communicated through transparent policies (Geerlings et al., 2020). Transparency can foster the kind of trust that makes gender-based differences like flexible work schedules easier to eradicate. Diverse demands that might support work-life balance require flexible work arrangements, such as remote work choices and flexible hours. Mentorship programmes can establish efforts that match female employees with seasoned executives to facilitate networking and professional progression.
[bookmark: _Toc157884583][bookmark: _Toc158013569][bookmark: _Toc164698356]Conclusion
From the above part, it can be concluded that impact of organizational culture impact on equal opportunities for women employees. Employees are playing a pivotal role in shaping the workplace dynamics. These are fostering a gender-inclusive environment that is focused on progressive and inclusive organizational culture. It can mark by a commitment to diversity and gender equality to get a result in women feeling empowered at fair access to opportunities. Workplace culture influences a recruitment policy that focus on promotion processes to interactions, communication, and decision-making process. The organisational values align with gender equality that sets stage for dismantling unconscious biases and gender stereotypes. Thus, cultivates an atmosphere among women are encouraged to advance in their careers. 
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