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In recent years, significant progress has been made 
towards the goal of gender equality in the workplace. 
However, this progress is patchy and significant 
barriers continue to negatively affect women’s access 
to, and employment conditions within, the labour 
market. These barriers include issues of equal pay, 
underemployment (employed for fewer hours than 
desired or at a level below an individual’s experience 
and skills), and persistent stereotypical attitudes within 
the workplace.1 

Gender equality is not only a women’s issue — it 
makes sound economic sense. There is a growing 
body of evidence that shows that gender equality 
in the workplace generates economic growth and 
productivity. The most recent modelling for the UK, 
carried out by McKinsey and Co. in 2016, estimates 
that £150bn could be added onto UK GDP business-
as-usual forecasts by 2025 by taking steps to close 
gender gaps. 2

To effectively tackle inequality in the workplace, we 
have to change the gendered nature of workplace 
cultures. To do so, men have an important role to 
play, particularly in sectors where they make up 
the majority of the workforce. Furthermore, as men 
are more likely to occupy senior decision-making 
positions throughout the labour market, they will 
often be the ones to decide whether tackling gender 
inequality is a priority, and which activities will be 
undertaken. 

To ensure that men can play such an important role, 
we should understand how they perceive gender 
equality in the workplace. This report seeks to start 
a conversation surrounding men’s perceptions and 
provide an initial insight into how men working in a 
number of key sectors in Wales view gender equality 
and experience working with women. Commissioned 
as part of the Agile Nation 2 project, which is funded 

by the European Social Fund and supported by the 
Welsh Government, the research explored the views of 
men working in Construction, Energy and Environment, 
Information Communication Technology (ICT), and 
Advanced Materials and Manufacturing sectors.

The driver for this current research is the recognition 
that what men think of gender equality matters, and in 
at least two important ways.  Firstly, to a large extent, 
workplace cultures are often reflective of the attitudes 
and experiences of those who are dominant. In the case 
of sectors and organisational structures that employ few 
women, it is men who shape workplace culture; thus, 
any attempt to change male-dominated workplace 
culture while excluding men will fail to achieve a lasting 
impact. Secondly, the timing and pace of increasing the 
number of women within the workplace is something 
over which individual businesses and companies have 
agency and for which they have responsibility. Every 
social and economic institution has gatekeepers; in 
a male-dominated environment, those gatekeepers 
may also be heavily influenced by men and men’s 
perceptions.

Therefore, the overarching aim of the research is to 
provide a more informed evidence base on which to 
design effective policy actions and programmes to 
accelerate the advancement of women in all sectors 
and areas of the economy. By understanding the 
extent to which men recognise the barriers identified 
by women and others and explore their perception 
of these barriers in the context of their own work-life 
experiences, we hope to be able to bring men and 
women together in pursuit of a common equality 
agenda with shared benefits: better-quality jobs and 
opportunities for all members of the labour force. 

This summary report provides a brief overview of 
key findings and recommendations around three key 
themes.

  1 Chwarae Teg (2012), “A Woman’s Place: A study of women’s roles in the Welsh workplace”.
  2 McKinsey and Co. (2016) The Power of Parity: Advancing women’s equality in the United Kingdom

INTRODUCTION
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1 | Attitudes and Opinions regarding gender equality in the workplace 

2 | Experience of gender and gender equality in the workplace 

3 | Overcoming gender inequality in the workplace

THREE KEY THEMES
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Environment, ICT, and Advanced Materials and 
Manufacturing, of which 51% (243/475) were from 
men and 49% (232/475) were from women.  

We recruited focus groups in three locations: Cardiff 
(11 participants), Carmarthen (14 participants), and 
Aberystwyth (12 participants)3.   The sectoral break-
down of participants was as follows: Construction 12 
participants; Energy and Environment 10 participants; 
Advanced Materials and Manufacturing 6 partici-
pants; ICT 9 participants. 

The primary data collection method of this research 
comprised a comprehensive survey targeting both 
men and women in the four selected sectors. This 
was supplemented by a series of focus groups with 
men only in different locations in Wales in order to 
provide qualitative and contextual richness to the 
predominantly quantitative data gathered through the 
survey. 

The survey generated a total of 475 usable responses 
across four sectors: Construction, Energy and 

METHODOLOGY

Women Men Total

Director/manager 83 145 228

Foreman/supervisor 19 22 41

Not manager/supervisor
130

76 206

Total 232 243 475

SURVEY RESPONSES 

3  It was intended to run a focus group in North Wales, but we were unable to recruit a sufficient number of 
participants who could all meet at a convenient time, within the timescales for the research.
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ATTITUDES AND OPINIONS 
REGARDING GENDER EQUALITY IN 

THE WORKPLACE

THEME ONE 

We investigated general attitudes of men in our sample towards women and towards gender equality. This theme 
is an important starting point to provide an evidence-based understanding of gender attitudes towards women 
and gender stereotyping.

STEREOTYPICAL ATTITUDES

In the research, we investigated if there are any 
stereotypical attitudes among the participants. 
Stereotypical ideas in relation to women are expressed 
both positively and negatively by men and shape 
perceptions within the workplace and in life more 
generally. 

From the survey results we see limited evidence of 
stereotypical ideas related to women’s suitability for 
particular roles. 

For example, the table below shows that 90% of 
respondents either strongly or somewhat disagreeing 
with the statement “Men make better business 
executives than women”: 

Men make better business 
executives No. of respondents Percentage 4

Strongly agree 16 3%

Somewhat agree 28 6%

Somewhat disagree 157 33%

Strongly disagree 269 57%

Total 470 100%

 4 May not sum directly to 100% due to rounding in the data

Looking at the breakdown by gender, sector and level of job responsibility, we observe little difference across these 
dimensions. 

However we do see differences emerge between our male and female respondents when asked why there are 
fewer women executives and business leaders.
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WHY ARE MEN FIVE TIMES MORE LIKELY TO BE EXECUTIVES AND 
BUSINESS LEADERS?

Just under one third (31%: 76/243) of our male 
sample said that they feel that women are not given 
a chance; however, the corresponding figure for our 
female sample is almost half (49%: 115/234) of the 
overall total.  Women (20%: 47) were also more 
likely than men (13%: 32) to say that women need 
support to attain these kinds of positions.  Relatively 
few of our respondents ascribed the dominance of 
men in executive positions either to a lack of ambition 
on the part of women (see below) or to men being 
better.

Our focus group discussions also demonstrate 
important nuance in how women and men are 
viewed. We did see stereotypical views expressed 
by focus group participants; this was expressed both 
positively and negatively. Behind the initial rhetoric, 
the (positive) view of women emerged as being more 
nurturing, more caring, more empathetic, more
patient, less aggressive, and with higher levels of 
concentration.  

“Female managers tend to be more empathetic and 
understanding of problems, although they can be 
more forceful later on if they feel things aren’t being 
done properly after they have asked for things to be 
done a certain way. Male bosses tend to be more 
forceful at first and then ratchet it back as they get to 
know you.” (AM&M)
“If a customer is ranting and raving, it is easier for a 
woman to speak to him.”

However, these stereotypes were also expressed in a 
negative way. Some participants told us that women 
are more ‘chatty’ and less focused on work. Others 
told us that women are more ‘bitchy’, get distracted 
and sometimes lack focus on their task:

“I have noticed that sometimes when I’m busy and 
the phones are ringing, there is no sign of them, as 
they are doing their nails or having a chat.” (E&E, 
manager)
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ATTITUDES TOWARDS WORKING WOMEN

There is little difference between the perspectives of  male and female respondents in relation to women and 
career ambition in general as the table below shows. However, when the question of children is introduced, 
a gender gap in perception emerges; fewer male respondents (71%) agree that women with children are as 
ambitious as women who do not have them than female respondents (85%). 5

Women have the same ambition 
as men

Women with children have the 
same ambition as those who don’t

Men Women Men Women

Strongly agree 86 36% 97 42% 66 28% 101 44%

Agree 109 46% 93 40% 101 43% 95 41%

Disagree 31 13% 40 17% 55 23% 29 13%

Strongly disagree 10 4% 1 0% 14 6% 5 2%

Total 6 236 100% 231 100% 236 100% 230 100%

WOMEN AND CAREER AMBITION 

In order to understand whether survey participants held gendered views of the sectors and jobs in which they 
work, we asked whether respondents felt that their sector and their job are more suitable for men or women, or if 
it is about the same.

MY SECTOR IS BETTER SUITED FOR...

 5 We did look to see if there are any significant patterns across sectors and across levels of supervisory 
responsibility, but the results presented above are remarkably uniform and stable across these two cross-cutting 
dimensions.  
6 May not sum directly to 100% due to rounding in the data
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While eight out of 10 respondents overall told us that their sector is equally suited for both men and women, a 
slightly higher percentage of male respondents (19%: 45/242) told us that their sector is more suitable for men 
than did female respondents (17%: 39/232).

MY JOB IS BETTER SUITED FOR...

While we can see that overall there is a very high 
level of consensus that the respondent’s job is suitable 
for either men or women, there is a gap between the 
percentage of men who think that it is more suitable for 
men (9%: 22/241) than women who think that their 
job is more suitable for men (3%: 7/231). It should be 
noted that 6% (13/231) of women told us that their 
position is more suitable for a woman, while only one 
male respondent told us the same thing.

Some sectoral differences emerged in relation to 
suitability. 39% of male respondents in the construction 
sector stated that the sector was better suited to men. 
However, when asked about their own roles, only 12% 
of male respondents in the construction sector said that 
their job was better suited for men. There appears to 
be a disconnect here. It is important to note however 
that the majority of respondents are managers and 
directors which might have shaped the results. 

Discussion in the focus groups again revealed nuance 
in attitudes towards women in these sectors. In initial 
warm-up conversations there was almost unanimous 
assent in all three groups that there is equality in the 
workplace and that women are treated no differently.  

“My replacement when I’m away is a woman because 
she is most suitable for the role — it doesn’t matter 
whether she is a man or a woman.” (ICT)

However, as discussions continued it became clear 
that some participants had witnessed moments where 
women were treated unfairly. Additionally it emerged 
that some felt that women simply didn’t want to work 
in some sectors or were unsuited to certain positions.  
Participants mentioned things such as long hours, 
manual work, physical demands of outdoor work, and 
a lack of technical skills as reasons as to why women 
are reluctant. Others suggested that construction in 
particular was unsuitable for women:

“construction work is harder for women”

“…in the construction industry there is quite a lot 
of aggression, shouting and bravado.  It’s not for 
women.”

However, it is worth noting that this comment 
was followed by a statement explaining that the 
construction environment can be tough for anyone 
who is new. 
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Overall, what emerges from the focus groups is a 
complex portrait of fairly rapidly changing gender 
balances within workplaces, and the way in which men 
may embrace and recognise, but may also question, 
such changes.

“At the sites, there would be predominantly male 
carpenters, electricians and plumbers but over time you 
saw women coming into the technical drawing side of 

the architects and then female carpenters, plumbers 
and electricians, so that changed massively. You 
now get companies that are just female plumbers.” 
(Construction, manager).

“I wish that more women could see that they could 
have good jobs and do well in this industry” 
(Construction, manager).

OPINIONS ON GENDER EQUALITY IN THE WORKPLACE

We also explored views on gender equality more broadly. We asked survey respondents which of the following 
statements best captures their view on gender equality: whether they believe that men and women are equal, 
whether more needs to be done, or whether gender equality has gone too far were explored in the research.

VIEW ON GENDER EQUALITY

The results shows some clear differences between 
the male and female respondents to the survey; 31% 
(65/207) of males in our sample told us that, in their 
view, men and women are treated the same, whereas 
that figure was only 13% (26/204) among the 
female respondents. Equally, 13% (26/207) of male 
respondents were willing to tell us that gender equality 
has gone too far. This view was voiced by some 
participants of the focus groups as well. A manager 
working in the ICT sector said that: 

“This question is of the sort that irritates me a little — 
men and women should have equal opportunities for 

work awarded on their skills.  Artificial discrimination 
in favour of women is nonsense.”

These results indicate that men are more likely to think 
that gender equality has been achieved and has 
benefitted women as opposed to men. Although the 
majority of men think that more needs to be done 
to achieve gender equality, there is a significant 
difference between the views of men and women on 
this topic.
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WOMEN IN SENIOR POSITIONS

A lack of women in senior decision-making roles continues to be an issue in many sectors, so we asked 
respondents in senior/management and supervisory/foreman positions whether they thought that it is desirable 
to have a balance of women and men in senior decision-making positions, to determine whether the need for 
women in these positions is understood. 

DESIRABLE TO HAVE A GENDER BALANCE IN SENIOR DECISION-
MAKING POSITIONS 

Men Women Total

Strongly Agree 59 36% 63 63% 122 100%

Agree 70 42% 29 29% 99 100%

Disagree 29 17% 6 6% 35 100%

Strongly Disagree 8 5% 2 2% 10 100%

166 100% 100 100% 266 100%

The results show that 78% of men agree that there 
should be a gender balance in senior decision-
making roles, whereas this ratio increases to 92% 
in women’s responses. There is a notable difference 
in the proportion of men and women that strongly 
agree with this statement. Furthermore, 22% of men 
disagree that there should be a gender balance in 
decision-making roles. These results show a significant 
difference between the views of men and women 

on this issue, which, undoubtedly, has an impact in 
practice. 

We also asked respondents whether they feel 
that an increase in gender equality would benefit 
themselves personally, and who they think benefit 
from less emphasis on gender equality. The results are 
demonstrated in the below tables. 

WOULD YOU BENEFIT PERSONALLY FROM INCREASED GENDER 
EQUALITY IN THE WORKPLACE?

Men Women Total

Don’t know/no opinion 74 31% 53 23% 127 27%

No 96 40% 75 32% 171 36%

Yes 70 29% 106 45% 176 37%

The data show a clear variation by gender of the respondent, with 45% of female respondents and 29% of male 
respondents telling us that it would benefit them.
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Men Women

Men in your company 47 24% 57 33%

The company as a whole 139 72% 106 62%

Women in your company 8 4% 8 5%

Total 194 100% 171 100%

The data show that the male respondents in the sample 
are less willing to tell us that men in general would 
benefit directly from a reduction in the emphasis on 
gender equality, and more likely to tell us that the 
beneficiaries would be companies.  Overall, our sample 
group thinks that companies will benefit more if gender 
equality is less emphasised. Women’s responses here 
might be surprising.  Together, these results lead us to 
question how women perceive gender equality in the 
workplace and activities to deliver a better gender 

balance. They also suggest that the wider benefits of 
gender equality – to businesses and the economy – 
are not being recognised by a sizeable proportion of 
workers of either gender.

The data also suggests that gender equality plans 
within an individual company do not have a 
significant impact on men’s views on the benefits of 
reduced emphasis on gender equality. 

Company have a gender equality plan?

Less emphasis on gender equality No Yes Total

Beneficial 20 23% 34 23% 54 23%

Detrimental 19 21% 34 23% 53 22%

Neither 50 56% 83 55% 133 55%

Total 89 100% 151 100% 240 100%

BENEFITS OF REDUCTION IN EMPHASIS ON GENDER EQUALITY, BY 
COMPANY PLAN (MEN ONLY)

The gender equality plan at company level seems to 
have little impact upon whether men perceive benefits 
of less emphasis on gender equality in the workplace. 
It’s not possible to determine from our data the reason 
behind this, which could for example be a reflection 
on the content of the plans or how well they are 

communicated internally. 

Whether the company has a gender equality plan or 
not, there are a high proportion of respondents who 
are ‘indifferent’ to less emphasis on gender equality.

WHO BENEFITS FROM LESS EMPHASIS ON GENDER EQUALITY? 
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• Stereotypical ideas in relation to women are expressed both positively and negatively by men and shape 
perceptions within the workplace and in life more generally. 

• The perception of women as mothers continues to shape perceptions, with men more likely to attribute having 
children with lower levels of ambition among women. 

• Generally, men are unlikely to suggest that their sector is unsuitable for women, although the clear outlier is 
the construction sector, where almost two out of five respondents say that it is unsuitable for women. 

• Men’s perceptions of gender balance in their sectors are complex. On the one hand, they talk about having 
achieved gender balance; on the other hand, ideas in respect of the suitability of certain sectors and roles 
persist. There remains a perception that women simply do not want to work in some sectors. 

• Men are much more likely than women to state that equality has already been achieved.  

• Men are less likely to agree that it is desirable to have gender balance in senior decision making. 

• Men do not recognise a discernible benefit to themselves as a result of increased gender equality; 
worryingly, however, there is a notable degree of indifference among women.

• The existence of gender equality plans or accessing gender equality training seems to have a limited impact 
on whether individuals see a benefit from greater gender equality. 

BENEFITS OF LESS EMPHASIS ON GENDER EQUALITY, BY EQUALITY 
TRAINING (MEN ONLY)

Had gender equality training?

Less emphasis on gender equality No Yes Total

Beneficial 31 20% 24 30% 55 23%

Detrimental 34 21% 19 24% 53 22%

Neither 94 59% 37 46% 131 55%

Total 159 100% 80 100% 239 100%

Our data also suggests that undergoing gender equality 
training does not necessarily align with recognition of 
the benefits of gender equality either. There is a high 
proportion of our male respondents who state that there 
is no impact on them from less emphasis on gender 
equality. Strikingly, 30% of our male respondents who 
have had gender equality training think they would 

benefit from less focus on gender equality. As above, 
it’s not possible to determine why this is the case from 
our data, but it may be useful for those engaged in 
developing and delivering such training to evaluate 
the impact of current offerings, and looking at new 
methods of improving awareness and challenging 
stereotypes. 

ATTITUDES AND OPINIONS
CONCLUSIONS
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EXPERIENCE OF GENDER AND 
GENDER EQUALITY IN THE 

WORKPLACE

THEME TWO

We investigated men’s experiences of gender and gender equality in the workplace and how these might shape 
opinions. It’s important to consider how working alongside women and for women might influence how men 
perceive gender equality.

Respondents were asked about attitudes in their company towards women in senior positions, whether 
respondents feel that women are valued in terms of decision making, whether they are treated the same as men, 
and whether they have the same opportunities as men for promotion.  The results are displayed in table below. 

TREATMENT OF WOMEN WITHIN MY COMPANY...

Men Women 

Same level of recognition

Strongly agree 71 44% 33 33%

Somewhat agree 59 36% 29 29%

Somewhat disagree 21 13% 25 25%

Strongly disagree 12 7% 14 14%

Total 163 100% 101 100%

Same chance of promotion

Strongly agree 83 51% 27 27%

Somewhat agree 61 37% 33 33%

Somewhat disagree 18 11% 30 30%

Strongly disagree 1 1% 10 10%

Total 163 100% 100 100%

Equally respected in decision making

Strongly agree 80 48% 27 27%

Somewhat agree 65 39% 38 38%

Somewhat disagree 15 9% 25 25%

Strongly disagree 5 3% 11 11%
Total7 165 100 101 100%

 7 Figures may not sum directly to 100% due to rounding in the data
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Across the board, men are more likely than women 
to see fair and equal treatment of women within their 
companies, be it in terms of their overall treatment 
(80% agreement versus 62%), their chances of 
promotion (88% versus 60%) or their voice as 
decision makers (87% versus 65%). Furthermore, the 
tendency to respond with “strongly agree” suggests 
that men feel quite confident in their views on these 
topics, whereas those women who respond positively 
are perhaps more hesitant in their strength of feeling.  
It would seem that men in managerial and supervisory 
roles, compared to women in similar positions, have 
a much rosier view of the treatment of women in the 
Welsh workplace and are simply not as aware of the 

extent to which gender is still affecting women’s working 
lives and career paths. 

We also asked two questions in the survey to explore 
respondent’s general views on men and women working 
alongside each other. In the first question, we asked 
respondents to rate their agreement on a five-point scale 
(strongly disagree to strongly agree) with the statement 
that “men are often uncomfortable around influential 
women”.  In the second question, we asked respondents 
to rate their level of agreement on the same five-point 
scale with the statement that “I am more comfortable 
working around people of the same gender as me”.

PERCEPTIONS OF GENDER AND COMFORT LEVELS IN THE WORKPLACE

I am more comfortable working around the 
same gender as me

Men are often uncomfortable around influential 
women

Men Women Men Women 

Strongly agree 10 4% 7 3% 10 4% 23 10%

Agree 10 4% 9 4% 69 29% 89 39%

Neither agree nor disagree 59 25% 85 37% 57 24% 72 31%

Disagree 82 34% 79 34% 69 29% 38 16%

Strongly disagree 79 33% 50 22% 37 15% 7 3%

Total8 240 100% 230 100% 242 100% 229 100%

Men on the whole disagree more than women with both 
statements. It’s notable that all respondents are more 
likely to agree with the more general statement “men are 
often uncomfortable around influential women” than the 
individual one, “I am more comfortable working around 
the same gender as me”. 

There is an interesting gender split in the answers to the 
general statement, with women being more likely to 
agree — 49% compared with 33% of men, while the 
majority of our male respondents disagreed with this 
statement. 

Focus group discussions provided valuable insight into 
men’s experiences of working with women in these four 
sectors. A number of our focus group participants made 
comments that demonstrate continued segregation in 
their own workplaces. 

“You usually tend to see men stick with men, women 
stick with women.” (AM&M)

There was also concern about changes that need to 
take place if there were more women in the workplace 
to physical infrastructure, such as toilet facilities, or 
to health and safety rules. Others expressed concern 
over the need to change or moderate behaviours.

“You do see a difference when women come into 
a male-dominated work environment. They tend to 
moderate their language and also they tend to watch 
out for the women in terms of being there to help with 
something heavy.” (Construction) 

“I’ve worked in the same kinds of jobs for 15 years 
and they can be very social and have lots of banter. 
But these days you can’t get away with those sorts of 
things. Little, funny comments and slaps on the bum 

 8 Figures may not sum directly to 100% due to rounding in the data
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can’t be tolerated anymore.” (Energy and Environment)

There was also concern over inadvertently causing 
offence:

“A man can open a door for a woman now and she’ll 
take it the wrong way. ‘Why have you opened the 
door for me?’” 

Furthermore, there was concern over not being able 
to act as a mentor for fear of making women feel 
uncomfortable. 

However, there were a number of focus group 
participants who saw changes to the workplace, as 
a result of a better gender balance, as a good thing, 
such as some jokes no longer being acceptable. 
Another stated that having more women on a building 
site helped to make it a “calmer place”.

A particularly interesting conversation took place 
in one of our focus groups in respect of a female 
colleague in a non-traditional role. Working with her 
was described in a positive way, as “she could give 
as good as she got” and enjoyed “a bit of a joke and 
a lush” while working as hard as them. The suggestion 
here is that working with women is a positive 

experience, particularly when there is no perceived 
impact on everyday behaviour. 

We asked respondents about a suite of workplace 
interventions that can be adopted by employers 
seeking to improve the work–life balance and general 
well-being of their employees. These are flexible 
working hours, gender equality training, parental leave 
and training programmes for women. Of these four, 
three would be regarded as gender neutral, i.e. not 
targeted at one gender or another, but due to their 
responsibilities outside of work, particularly caring 
responsibilities, it is known that they are particularly 
beneficial to women, as they can provide opportunities 
to carry on and progress in their careers.

To begin with, among the male respondents, parental 
leave (83%), flexible working hours (89%) and gender 
equality training programmes (87%) were cited as 
being beneficial to the company as a whole, response 
rates that show little or no difference to female 
respondents.9   However, when asked about special 
training programmes for women, our male sample 
were split evenly, with 49% (107/228) saying that 
they benefit women primarily, whereas 60% of women 
(125/207) see them as benefitting the company 
primarily.

9 There were no appreciable differences between male respondents at different levels of job responsibility.

PERSONAL IMPACT OF SPECIFIC WORKPLACE PROGRAMMES

FLEXIBLE HOURS GENDER EQUALITY TRAINING
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PARENTAL LEAVE
TRAINING PROGRAMMES FOR 
WOMEN

it is concerning that there are still a number of men 
who do not appear to fully see the personal benefits 
of particularly flexible working and parental leave. 
It is possible that this perception is the result of men 
not taking up such schemes, which might stem from a 
perception that they are “for women”. 

In addition, among both men and women, there is 
a substantial response of indifference (the ‘neither’ 
choice) with regard to gender equality training, 
parental leave and training programmes for women. 
This further supports our conclusions that more work is 
needed to demonstrate the wider benefits of gender 
equality. 

Looking at sectoral differences, male respondents 
in the construction sector rated flexible hours and 
parental leave as being beneficial in lower rates 
than other sectors (see table below). It’s possible 
that these programmes are less readily available in 
the construction sector or stronger perceptions of the 
suitability of these programmes exist. 

Across the board, men are less likely than women 
to see the personal benefits of these workplace 
programmes and are more likely to see them as 
detrimental (these results are statistically significant).  
Analysis of the figures shows that the percentage of 
men believing that gender training programmes are 
beneficial to themselves is 38% (14% lower than that 
of women), flexible hours is 68% (15% lower than that 
of women), parental leave is approximately 50% (17% 
lower than that of women), and training programmes 
directed towards women is 13% ( 27% lower than that 
of women). 

While these figures suggest that there is an appetite 
among men in the round to take up these programmes, 
it is clear that the benefits are not seen as readily as 
by women. It appears that for male respondents, the 
link between what is good for the company and what 
is good for themselves is weak with regard to the 
workplace programmes about which we asked. While 
we might expect men not to see the personal benefits 
of training programmes directed towards women, 
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ICT Construction E&E AM&M Total 

Flexible hours
N 51 51 22 35 159

75% 58% 82% 70% 68%

Gender equality 
training

N 21 30 15 22 88

31% 35% 56% 44% 38%

Parental leave
N 35 37 18 28 118

52% 42% 64% 56% 50%

Training for women
N 13 15 5 13 46

19% 17% 18% 26% 20%

BENEFITS OF WORKPLACE PROGRAMMES TO YOU PERSONALLY, BY 
SECTOR (MEN ONLY)

Interestingly when looking at responses by level of 
responsibility, only 38% of the managers/directors see the 
personal benefit of gender equality training, which might 
be a concern if this is determining whether or not these 
managers offer gender equality training to their staff. 64% 
of managers said that flexible working, 45% said parental 

leave is personally beneficial. However, since our 
male respondents also said that these programmes 
are beneficial to companies, managers may only 
exclude themselves personally while offering this 
training in their organisations.

EXPERIENCE OF GENDER EQUALITY 
CONCLUSIONS

• Men are more likely to see fair and equal treatment of women in their companies, suggesting that they are not 
as aware of the extent to which gender is still shaping women’s careers. 

• Men are more likely to disagree that men in general are uncomfortable around influential women and that 
they themselves are more comfortable with working around those of the same gender. 

• While men appear to see equality in the workplace, they also report instances of segregation in the 
workplace. There seems to be a perception that a workplace changes with a more balanced workforce; while 
some see this as a positive, it causes a degree of unease among others. 

• Men do not see the personal benefit of programmes such as flexible working, parental leave, and gender 
equality training; furthermore, there is a notable degree of indifference from both men and women in relation 
to these programmes. 
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• Men in the construction sector rated flexible hours and parental leave as being beneficial in lower rates than 
those in other sectors. 

• There is a level of detachment among male directors and managers from the benefits of training programmes 
for women, which suggests that the wider benefits of improving equality are not necessarily recognised. 
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OVERCOMING GENDER INEQUALITY 
IN THE WORKPLACE

THEME THREE

The barriers to gender equality are well known. We 
investigated men’s opinions on some these barriers, 
such as sexism and balancing work and care, as well 
as efforts to overcome these and deliver equality. 

While our discussions in previous chapters suggest that 
unconscious bias and stereotypical ideas are perhaps 
a more persistent issue than overt discrimination, we 
know that sexism continues to be an issue throughout 
the workplace. It is therefore important to understand 
the extent to which men recognise this as a problem as 

well as to explore what they believe to be the cause of 
continued underrepresentation of women in their sectors.

It is also clear that the question of children and 
childcare continues to shape women’s careers and 
men’s perceptions of women in the workplace. This is 
despite a number of changes in the law to better support 
parents in sharing caring responsibilities. In this context, 
we discuss perceptions of flexible working and shared 
parental leave.

WOMEN IN THE SECTOR

We explored in the survey the views of the respondents on the reason for the gender imbalance in their sectors. 
Four choices were presented: “companies in this sector don’t want women to work for them”, “women are not 
able to do the work in this sector”, “women don’t want to work in this sector”, and “there are no barriers to 
women working in the sector”. 

REASONS FOR GENDER IMBALANCE IN YOUR SECTOR 

Men Women Total

Companies in this sector generally don’t like to em-
ploy women

11 5% 26 11% 37 8%

There aren’t really any barriers to women working in 
this sector

146 60% 143 61% 289 61%

Women are not able to do most jobs in this sector 6 2% 0 0% 6 1%

Women generally don’t want to work in this sector 79 33% 64 27% 143 30%
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Whilst around two thirds of our respondents, 
irrespective of their gender, are likely to tell us that they 
do not think that there are barriers to women working 
in the sector, men are more likely than women to think 
that women simply do not want to work in the sector 
(33% versus 27%), while they are only half as likely to 
believe that companies themselves may discriminate 
against the recruitment of women.  

Some interesting sectoral differences emerge. While 
the numbers are relatively low given the majority of 
respondents see no barriers to women working in the 
sector, it’s noteworthy that in in Construction (47%) 
and ICT (31%) there are an elevated proportion 
of respondents who told us that women generally 
don’t want to work in this sector.  While this may 
be less surprising (albeit no less disappointing) for 
the construction sector, where there are still societal 
stereotypes with regard to physical strength and 
gender, it is more surprising — and revealing — in 
relation to the ICT sector, in which the perceptions 
of women’s lack of interest in the work clearly have 
more to do with technical competencies than physical 
attributes.

The reasons as to why some sectors still have fewer 
women working in them were discussed in our focus 
groups. Some participants stated that they felt that this 

was due to a lack of interest in the sector or to women 
not having the right skills or qualifications. Others 
pointed to the nature of work in their sector and the 
possibility of long working days and long hours away 
from home. While there remained a sense among some 
that the work in some sectors was too physical for 
women, this was challenged by others who said that 
women can be physically fitter than men nowadays. 

There was also some limited recognition of the impact 
that men’s attitudes towards and perceptions of their 
sector might be having:

“Maybe it’s the attitude of the men in those sectors. 
They still think it’s a man’s job and require strength and 
they put women off.”

“A lot of it is down to the people at the top. Look at 
the English Football Association: they are all old, white 
men.”

Respondents were also asked about the extent to 
which gender is seen as affecting career progression. 
Those with supervisory responsibilities were asked 
whether gender has played a part in missing out on 
a promotion. 47% of female respondents agreed that 
gender had played a role compared to just 18% of 
male respondents.  

SEXISM IN THE WORKPLACE

We asked survey respondents whether sexism is still a problem in many workplaces, and also whether sexism is a 
problem in their specific workplace.

SEXISM STILL A PROBLEM IN...

Many Workplaces My Workplace

Men Women Men Women

Strongly agree 52 22% 76 33% 8 4% 27 12%

Somewhat agree 108 45% 120 52% 51 21% 81 25%

Somewhat disagree 53 22% 25 11% 75 31% 59 26%

Strongly disagree 26 11% 9 4% 105 44% 62 27%

Total 239 100% 230 100% 239 100% 229 100%
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Women are clearly more likely to agree that sexism 
is a problem in the workplace, be it in general (85% 
strongly or somewhat agree) or in their own workplace 
(47%), than are men (67% and 25% respectively).  
One in two women in our survey report that sexism is a 
problem in their place of work, whereas only one in four 
men believe that such is the case10.  When broken down 
by level of responsibility it seems that while 66% of 
managers and directors recognise that sexism remains 
an issue in workplaces generally, only 20% agreed 
that it was an issue in their own workplace. Within the 
context of men as agents of change, it is important that 
those in gatekeeping positions both recognise issues 
such as sexism and go on to take action. If there is a 
tendency for men in these positions not to recognise 
sexism as a problem, there is a risk that work to 
eradicate sexism will be hindered. 

The issue of sexism was also discussed in focus group 
sessions. In one session, some participants from 
the construction industry were keen to tell us how 
inappropriate comments and sexist behaviour are no 
longer tolerated on construction sites; three of them told 
us that it is their understanding that any overtly sexist 
behaviour (the example given was that of whistling at 
women) would result in immediate dismissal.  However, 
later in the group, those same workers agreed that they 
liked to work around women who could ‘take it’ in terms 
of the tone and content of jokes.

In another group, there was general assent expressed 
with the view that other male workers can be 

uncomfortable with more women in the workplace; 
a lot of the comments related to fears of the possible 
consequences of ‘jokes’ or ‘humorous behaviour’:
“We have one member of staff who has been heard 
and complained about after he told female staff that 
they were fat enough to be pregnant.” (ICT, manual)

Here, the key thing is to note that the comments are still 
perceived to be funny, but just not appropriate for the 
workplace, although in this case, action was taken by 
management. 

The combination of data from the survey and the focus 
groups suggests a contradiction in men’s perception of 
sexism in the workplace. While they seem to support 
the principle of a zero-tolerance workplace, there 
remains discomfort while working alongside women, 
particularly when it means having to moderate 
language and roll back the banter. There is a fine 
line between stereotypical ideas regarding men and 
women’s roles and overt sexism and discrimination. 
Our findings suggest that there remains a need for 
education surrounding these issues to ensure that 
workplace cultures can genuinely become inclusive. 

However, we also saw instances where such views 
were challenged by other participants in the focus 
group. A key question for equality campaigners is 
therefore how to support more men in having the 
confidence to challenge views and behaviours 
that they deem to be sexist in whatever setting they 
encounter them. 

 10 It is important to note that our male and female respondents did not necessarily work in the same companies; 
however, these findings still suggest that men are less aware of sexism in their environment. 

WOMEN AS CARERS

Women continue to more commonly be the primary 
carer in a household, which impacts on their career 
paths. Shared Parental Leave (SPL) was introduced by 
the UK Government to support parents to share parental 
leave following the birth of a child and better balance 
work and care. While an important development, SPL to 
date has not been as effective as anticipated and take-
up, particularly among men, has been low.

In our survey, we wanted to find out what perceptions 
of Shared Parental Leave (SPL) were among the men 
in our sample. 

In our survey, we wanted to find out what perceptions 
of Shared Parental Leave (SPL) were among the men 
in our sample.
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WOULD YOU APPLY FOR PARENTAL LEAVE FROM THEIR COMPANY IF 
THEIR SPOUSE/PARTNER WERE EXPECTING A CHILD? (MEN ONLY) 

REASONS FOR NOT APPLYING SPL



Men’s Perception of Gender Equality | Summary Report, July 2018 

22

Overwhelmingly, those responding to this question 
(62%, 59/96) told us that they could not afford 
parental leave, while 22% (21/96) told us that it might 
affect their career.  Seventeen of the respondents in this 
group told us that it might look odd (18%), while fewer 
ascribed parental leave to being for women (10%).  
Some said that their workplace does not allow parental 
leave (5%), whilst about one in eight (13%) told us that 
they do not know about it.

This issue also arose in focus group conversations:

“Our company has childcare vouchers but you have 
to earn £18,000 a year and most workers aren’t on 
that level of pay. The companies need to change their 
policies and support the parent, whether they are male 
or female.” (Energy and Environment)

“If I wanted to do it [take time out for caring 
responsibilities], then I think my work would be 
supportive, but it would probably mean my wife having 
to work longer hours to support the family.” (Energy and 
Environment)

Flexible working is another important tool in supporting 
a better work–life balance. While it is not gender-
specific, we know that flexible working is particularly 
useful for those with caring responsibilities, who are 
overwhelmingly women. We therefore wanted to 
explore perceptions of flexible working and how it may 
impact on careers, and asked respondents whether they 
feel that women who work flexible hours have the same 
ambition as those who do not, whether the same is true 
for men, and whether flexible hours have any braking 
effect on career progress.

WORKING FLEXIBLE HOURS

Women who work flexibly 
have same ambition

Men who work flexibly have 
same ambition

Same opportunities for
career progression

Men Women Men Women Men Women

Strongly agree 38 18% 61 31% 41 19% 41 20% 13 6% 17 8%

Agree 79 38% 85 43% 72 34% 86 42% 49 24% 43 21%

Neither 61 29% 32 16% 60 28% 59 29% 62 30% 57 28%

Disagree 23 11% 17 9% 30 14% 16 8% 76 37% 66 33%

Strongly disagree 8 4% 4 2% 8 4% 1 0% 7 3% 20 10%

Total 11 209 100% 199 100% 211 100% 203 100% 207 100% 203 100%

Two clear findings emerge from these data.  In general, 
all respondents disagree that those who work flexibly 
have the same opportunities of career advancement 
as those who do not.  Secondly, there is a significant 
difference between male and female respondents 
regarding the perception of flexible working and 

ambition: male respondents are less likely to agree 
that those who work flexibly have the same ambition 
(as those who do not) than our female respondents.12

We also asked about the perception and availability 
of the flexible working in the workplace. 

 11 Figures may not sum directly to 100% due to rounding in the data
 12 We analysed these data by sector and by level of job responsibility for the male respondents, but found no 
statistically significant patterns in those crosstabulations.
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IMPACT AND AVAILABILITY OF FLEXIBLE HOURS

Have been told that flexible 
hours damage career

Flexible hours can be re-
quested but are rarely given

Company gives flexible hours 
only to women

Men Women Men Women Men Women

Strongly agree 8 4% 12 6% 14 7% 16 8% 7 3% 2 1%

Agree 28 13% 36 18% 36 17% 35 17% 29 14% 5 2%

Neither 50 24% 59 29% 50 24% 47 23% 44 21% 43 21%

Disagree 59 28% 59 29% 67 32% 72 35% 59 28% 86 42%

Strongly disagree 65 31% 36 18% 43 20% 33 16% 72 34% 67 33%

Total 13 210 100% 202 100% 210 100% 203 100% 211 100% 203 100%

While there is little difference between the perception 
of the availability of flexible hours, there is a difference 
between men and women regarding the perceptions 
of whom it is primarily directed at and the potential 
career impacts.  Men are more likely to agree with the 
statement that flexible hours are reserved for women in 
their company, and are more in disagreement with the 
statement that they, or someone they know, have been 
told that flexible working will damage their career.14   

Many of these findings were echoed in the focus 
groups.  Both the survey and the focus groups por-
tray a shared perception that the main barriers to the 
advancement of women in the workplace emanate not 
from male-dominated cultures or an unwillingness to 
work with women, but from the interruptions to employ-
ment and careers caused by maternity, childcare, and 
family life.  There seemed a clear consensus that the 
onus on childcare and parental leave is on women:

“My other problem is that woman play an important 
role in bringing up the children and if they are working, 
are the children losing out?” (Energy and Environment, 
manual)

Even in groups where there were divergences and dis-
agreements in respect of equality and modern working 
practice policies, the one thread of agreement was in 

relation to the perception that having a child or child-
care responsibilities is the primary reason for women 
lagging behind men in their careers and, by extension, 
accounting for the gender imbalance at the senior lev-
els of companies.  One manager in the ICT sector told 
the group very forcefully:

“When women and men come into the company, they 
have the same level of ambition.  But women get mar-
ried, they have children, and then turn their attention 
to their careers, and then they want to come back and 
pick up where they left off, but they can’t — it’s just not 
possible in a job like mine.”

Finally, some men expressed concerns over the busi-
ness impact of pregnancy and maternity:

“So like maternity. If a lot of the female staff are preg-
nant at the same time, it causes problems covering their 
absence. There has got to be situations where business-
es look at their percentage of female staff that are in 
their 20s and 30s and think that they don’t want any 
more, as it will hurt them if too many of them pregnant.”

Another participant stated:
“I have seen one manager turn to another and say she 
can’t be trained up as she is too young and she’ll get 
pregnant and might leave.” (Energy and Environment)

13 Figures may not sum directly to 100% due to rounding in the data
14 Once again, we analysed these data by sector and by level of job responsibility for the male respondents, but 
found no statistically significant patterns in those crosstabulations.
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INITIATIVES FOR ACHIEVING GENDER EQUALITY 

There are a number of common actions implemented by employers in all sectors to deliver gender equality. We 
asked in the survey to the respondents in the supervisory position about what should be undertaken and whether 
these should be targeted towards either men or women.

WHAT INITIATIVES SHOULD YOUR COMPANY UNDERTAKE AND FOR 
WHOM

Flexible 
working 

hours

Gender 
equality 
training

Work– 
life 

balance

Mentor-
ing

Coaching

Formal/
informal 
networks

Parental 
leave

Gender 
equality 
targets 

and key 
perfor-
mance 

indicators 
(KPIs)

Leadership 
devel-
opment 
training

Men in supervisory positions

For Men 3% 2% 3% 0% 0% 0% 2% 0% 0%

For 
Women

0% 0% 0% 2% 1% 1% 2% 0% 0%

Both 88% 61% 88% 88% 90% 79% 88% 50% 95%

Not 
Useful

9% 36% 9% 8% 8% 19% 8% 48% 4%

Women in supervisory positions

For Men 0% 1% 0% 0% 0% 0% 1% 0% 0%

For 
Women

1% 0% 1% 2% 2% 3% 0% 1% 4%

Both 89% 74% 91% 85% 86% 82% 86% 60% 91%

Not 
Useful

10% 24% 8% 13% 12% 15% 13% 39% 5%

In general, we find that there are relatively high levels 
of support (80% or above) for the development of 
most of these initiatives for both men and women, 
except when it comes to those which are most directly 
associated with gender equality: training and targets/
KPIs.  Over a third of men in supervisory positions do 

not see gender equality training as being useful, and a 
quarter of women do not either.  Even more concerning 
is that half of the male sample do not see gender 
equality targets and KPIs as being useful, and two in five 
women in positions of responsibility feel the same way.  
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OVERCOMING GENDER INEQUALITY
 CONCLUSIONS

• When considering why women are underrepresented in these sectors, men are more likely to state that 
women do not want to work in these sectors and are less likely to agree that companies do not like to employ 
women. 

• Men working in Construction and ICT are more likely to state that women are not able to do most jobs in the 
sector, although there is some recognition that the perception of the sector and men working in the sector may 
play a role in putting women off. 

• Women are more likely to state that gender has played a role in their missing out on a promotion. 

• Men are less likely to agree that sexism is still a problem in workplaces generally and in their own. 

• While those in management positions agree that sexism is still a problem generally, they are more likely to 
disagree that it is a problem in their own workplace. 

• While men support the principle of zero tolerance for sexism in the workplace, there remains discomfort 
regarding working alongside women, particularly when it means having to moderate language or roll back 
banter. 

• A sizeable minority of men would not take shared parental leave (40%), with the majority of these citing that 
they could not afford to do so. 

• Both men and women state that those who work flexibly do not have the same career ambitions and men 
were more likely to equate working flexibly with a lower ambition among women. Men are also more likely 
to see flexible working as being reserved for women. 

• There remains a strong sense among men that a key barrier for women concerns the interruptions to their 
careers caused by maternity and parental leave and that it is almost expected that women will take on 
primary caring roles. Crucially, this is seen as a choice that women make, and there is limited recognition of 
how structural and societal pressures may shape these decisions. 

• There is a clear preference from both men and women in supervisory positions wherein programmes such 
as flexible working, mentoring, coaching and leadership development training should be provided to both 
men and women in the workplace. There is limited support for targeted activity or for making use of key 
performance indicators (KPIs) and objectives surrounding equality.  
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CONCLUSION 
AND 

RECOMMENDATIONS

It is clear that men’s attitudes towards and opinions on 
gender equality in the workplace are complex and it 
was only through more detailed conversations in our 
focus groups that we were really able to unpick some of 
the more nuanced views. 

Stereotypical ideas with regards to men and women 
persist and shape men’s perceptions of women in the 
workplace. In particular, the issue of motherhood does 
continue to have a notable impact on men’s perceptions 
in particular. 

There remains a sense that some sectors are simply 
unsuitable for women. 

In terms of the lack of women in senior positions, 
women tend to agree more strongly that it is beneficial 
to have gender balance in senior roles than do men. 

Our exploration of who benefits from gender equality 
in the workplace provides some of the most interesting 
findings of our research, and raises a number of 
questions and challenges for equality campaigners. 
While some may expect men not to see a direct, 
personal benefit from increased gender equality, it 
is concerning that the benefits to businesses are also 
not recognised. This view seems to be shared by men 
and women; therefore, there is a clear challenge in 
ensuring that the wider benefits of gender equality are 
understood by all.

ON THE BENEFITS OF GENDER EQUALITY

1. Gender inequality continues to be an issue in our workplaces and society more broadly and there remains 
more to be done to demonstrate to men the benefits of gender equality to all people. 

2. Men are much more likely than women to state that equality has already been achieved, and are less likely to 
agree that it is desirable to have gender balance in senior decision-making.

3. Men are more than twice as likely (as women) to say that men and women are now equal.  Thirty-one per cent 
of men agree with this statement, as opposed to only 12% of women. It is notable how low both of these figures 
are, suggesting that the vast majority of people (men and women) do not think that there is gender equality 
currently.
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CONCLUSION 
AND 

RECOMMENDATIONS

ON WORKPLACES

1. Men are more likely to be in senior roles in organisations, or act as gatekeepers, and have more influence 
on workplace culture. Our literature review shows that many studies have indicated that men are the missing 
ingredient in achieving equality for women in the workplace. 

2. Our research indicates a complex picture of fairly rapidly changing gender balances within workplaces, and 
the way in which men embrace and recognise but may also question such changes.

3. There is a key role for senior managers, and our research found that across the board, men are more likely 
to see fair and equal treatment of women within their companies. This was true with whether it is in terms of 
their overall treatment (80% of men agree versus 62% of women), their chances of promotion (88% of men 
agree as opposed to 65% of women) or their voice as decision makers (87% of men agree as opposed to 
65% of women). This suggests that men in senior positions are not as aware of the extent to which gender is still 
impacting on women’s working lives and career paths. 

4. Our findings show that only 38% of managers/directors see the personal benefit of gender equality training, 
which may impact on their likelihood of offering it or promoting it positively to their staff.

5. There is a clear difference in men and women’s perceptions of how women are treated in the workplace, 
and it appears from our research that men are simply not as aware as women of the way in which gender and 
inequality continue to shape women’s working lives.

ON GENDER STEREOTYPES

1. Across the board, people still have gender biases in terms of the roles that men and women undertake, or see 
certain roles in gender-stereotypical ways. There is complexity surrounding how men view women (including 
across sectors) and our focus groups showed that while some showed that they see no difference between men 
and women, there remains a tendency to associate particular traits and behaviours with women and men that 
align with quite traditional stereotypes — whether expressed positively or negatively. However, “the difference 
between the results of the survey and the focus group discussions suggests that stereotypical ideas do persist but 
they only come to the fore in a particular setting where men were encouraged to speak openly”. This suggests 
that while there is broad awareness and understanding of the issue of gender equality, there remain underlying 
beliefs and behaviours that may contradict.

2. Negative perceptions still remain of women’s ambition in work, and of those who work part-time in particular. 
This disproportionally affects women, as over 80% of part-time roles in Wales are held by women.

3. Men tend to express stereotypical ideas in relation to women both positively and negatively in life and in 
work. In particular, the perceptions of women as mothers continue to shape men’s perceptions of women’s roles 
and participation in work. 

4. There is a recurring theme surrounding the perceptions of women as carers and the associated impact on their 
careers, which may suggest that there is a perception that policies to support parents are ‘for women’.
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ON ACTIONS OR POLICIES TO IMPROVE GENDER EQUALITY

1. The experience of gender equality plans or training seems to have a limited impact on whether individuals see 
a benefit from gender equality.

2. There is a clear difference between how men and women value programmes such as flexible working, 
parental leave and gender training. Our analysis shows that the rate of men believing that gender training 
programmes are beneficial to themselves is 38.1% (14% lower than that of women), flexible hours is 68% (15% 
lower than that of women) and parental leave is 50% (17% lower than that of women). This suggests that while 
there is an appetite amongst men to take up such programmes, it is clear that the benefits are not seen as readily 
by women. The link between what is good for the company and what is good for the individual is also weak.

3. When considering parental leave, a “sizeable minority of men would not take shared parental leave (40%) 
with the majority of these citing that they could not afford to”. This suggests that men consider and experience the 
same concerns as those of women with regard to taking time out of work for childcare (i.e. that there would be a 
direct negative financial penalty); yet, women continue to take the significant burden of childcare, which has a 
direct impact on the types and ways of work that many women undertake after having children.

4. This may also suggest that there is a disconnect between perceptions of part-time and/or flexible working and 
career ambitions; that is to say, roles that are part-time/flexible may be either deemed unsuitable for the career-
ambitious or not offered to certain job roles or levels.

5. There remains a strong perception among men that the reason for a lack of women in certain sectors is that of 
women (and their choices), not structural issues such as discrimination or workplace culture.

RECOMMENDATIONS

Based on the conclusions of our research, and in order to ensure that men and women, our economy, and society 
more broadly can benefit from gender equality, there are a number of recommendations for further action:

1. To ensure that gender balance at senior levels remains a priority, action must be taken by employers to 
increase the number of women in senior roles across all sectors. To do so, more needs to be done to demonstrate 
the importance of gender balance to men in senior roles.

2.To achieve gender equality, we must recognise that men are the ‘missing ingredient’ and men need to 
contribute to the sustained focus on enabling women to access decision-making roles in organisations.

3.Further work needs to be carried out to challenge stereotypes in terms of the roles that men and women 
undertake in the sectors and industries that are dominated by men and women. This includes addressing gender 
stereotypes in educational institutions, career advice and guidance, and recruitment campaigns.

4.Considerable efforts are needed to dispel myths surrounding part-time and flexible working, and the dominant 
view of women as carers. Gender equality can only be achieved if men and women take a more equal share of 
caring responsibilities, and part-time and flexible working are available to (and taken up by) men and women, 
as well as to a far wider range of jobs, including at senior level.

5.To ensure that actions to improve gender equality are as effective as possible, organisations should monitor 
and review the effectiveness of gender equality policies or training.

6.More work must be done to demonstrate and promote the positive impact of equality to both men and women, 
so there is widespread understanding of the benefits to them as individuals, their workplaces and our wider 
economy and society. 
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