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Foreword
Gender equality is fundamental to development.
Equality can make the world a better place.

To accelerate progress toward a more gender-equal
world, it is imperative to remove the barriers that
prevent women and girls from fully functioning in their
homes, economies, and communities.

We believe that the underestimation and undervaluing
of women and girls is at the root of all the problems
our Summit seeks to address.

Long-standing factors such as the war in Ukraine, the
COVID-19 pandemic, current food and energy price
rise, and climate change are widening the already large
gender gap, disproportionately affecting women's jobs,
incomes and security.

We believe that it will now take more than 130 years to
close gender gaps worldwide, up from about 100 years
before the pandemic. Globally, 64 million women lost
their jobs during the pandemic (twice as many as men),
because women are more likely to work in informal,
temporary, and part-time jobs—the types of jobs
employers tend to cut first in a downturn—with lower
pay and less social protection. And an estimated 80%
of people displaced by climate change are women1.

Eliminating gender disparities that hold women back is
the right thing to do. Ensuring equality in opportunities
and potential to participate in the economy can be
catalytic for a faster recovery from recent shocks, and
a powerful engine of growth for more resilient,
sustainable, and inclusive economies going forward.

Gender equality goes hand-in-hand with
macroeconomic and financial stability, can stimulate
economic growth, boost private and public sector
performance, and reduce income inequality.

Well-designed macroeconomic, structural, and
financial policies can support efficient and inclusive
outcomes and equitably benefit women, girls, and
society. The gender policies introduced more recently
by the governments are also welcome.

But despite the notable progress, further efforts are
needed to prevent labor market and career
disengagement, given sizeable remaining gender gaps.

We should take additional steps to support women’s
return to the labor force and career reengagement.

This requires improving the quality of industry
education, childcare for primary school children and
public education.

The global community cannot achieve gender equality
without a strong will to accelerate progress. A new and
better way forward requires putting women and girls at
the center of all aspects of response and recovery,
including gender-responsive laws and legislation, policy
and budgeting.

Mr. Ratnesh
Executive Director, UNGCNI
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The Organization for Economic Cooperation and
Development (OECD) defines inclusive growth as
“economic growth that is distributed fairly across
society and creates opportunities for all”. Given that
women account for half of the global population,
inclusive growth can only be achieved if it promotes
gender equality. To achieve gender equality, it is
necessary to create an enabling environment through
reforms in the legal framework, policies to promote
equal access, and efforts to tackle regressive social
norms.

Access to healthcare facilities, education and work
opportunities can equip women with the skills, ability
and confidence to take family decisions (including
reproductive decisions), manage finances
independently and effectively and challenge
entrenched societal norms. Educated and financially
independent women can be a source of inspiration and
agents of change in their community and society.

According to a World Economic Forum (WEF)2 study on
global gender gap, at the current rate of progress, it
will take ~132 years for women to achieve full parity
with men across four dimensions, which include -
economic participation and opportunity, educational
attainment, health and survival, and political
empowerment. While this situation is far from ideal, in
order to accelerate this change, governments,
international development agencies, private sector and
the public at large, need to act in concert. To improve
the effectiveness of existing government policies,
monitoring and evaluation needs to be carried out on a
periodic basis to inform the

redesign of schemes, if needed. In India, the
government has taken various steps and rolled out
programs, which have contributed to closing of the
gender gap. Companies on their part can define their
policies related to Diversity, Equity and Inclusion (DE&I)
through a consultative process and seek to refine them
over time based on industry best practices.

Digital economy and gender equality have a direct
correlation with each other. When women actively
participate in the digital economy, it gives them access
to information to develop their skills and avenues to
avail a wide variety of services. A gender-equal future
is, therefore, one where men and women have equal
opportunities and rights, and technology, innovation,
and inclusion can play a key role in achieving this goal.
Closing the global gender gap could unlock economic
value to the tune of US$12 trillion by 2025, according
to a McKinsey Global Institute report3

This summit aims to raise awareness about gender
equality and the role that technology and innovation
can play in providing a thrust to education, financial
inclusion and opportunities for women and gender-
diverse persons. The topics discussed in this summit
are expected to serve as a guidance for policy makers,
companies and individuals in their efforts to achieve
gender equality and mainstream the issues and
concerns of women and gender-diverse individuals.
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Gender equality and its associated benefits need to be
a part of normative discourse, as ignoring them goes
against the very idea of inclusive growth. Eradicating
gender inequality issues can go a long way in ensuring
that both genders enjoy equal rights, resources and
opportunities. Women’s empowerment has lasting
benefits with a compounding effect and potential not
only to transform the lives of women but also those of
their families and communities. When women are given
the right skillsets and adequate opportunities, they can
develop leadership qualities and become instruments of
change.

Opportunities in education, employment and healthcare
are not always available to women in equal measure
compared to men. Gender bias and gender inequality
are globally pervasive issues. Statistics indicate that
the extent of such inequality may vary across countries
and regions, but unfortunately, it is a common
occurrence in countries across the globe.

Gender inequality manifests itself in several forms right
from early childhood due to the social perceptions and
attitudes about the role of women in a household and
society. This is especially prominent in low-income
households and communities with low levels of
education and awareness. Consequently, in such
households, the role of women is seen as secondary to
men, which not only deprives them of access to
education but also basic human rights. In the same
household, a male child is encouraged to go to school,
whereas a female child is confined to her home to
perform household chores.

With no formal education or ability to earn a living for
themselves, girls are married off at an early age by
their families and end up bearing children during
adolescence, when they are neither physically nor
emotionally prepared for motherhood. Soon after, they
get pulled into managing their households, and end up
with no avenues to build their vocational skills. As this
vicious cycle continues over several generations, it
becomes increasingly challenging to break it and
women find it difficult to realize that breaking out of
regressive beliefs is for their own benefit.4 Strong and
swift measures are required to reverse this trend,
which includes legislative actions to protect women’s
rights in marriage and family. Education is an important
instrument to reduce gender inequality. According to a
UN report, each additional year of schooling can
increase a woman’s income by 20%5. It also helps in
improving maternal health and reducing child mortality.
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In the backdrop of the pandemic, conflicts between
nations and climate change, the gender gap has been
increasing. Globally, women lost around US$800
billion in income because of the pandemic.6 The
widening gender gap is already beginning to have a
repercussion on women’s reproductive and health
rights. When safety, healthcare and opportunities for
education and income generation for women are
compromised, it presents a rather dismal reflection of
their overall quality of life. Lack of gender equality
impacts the economy and comes in the way of fulfilling
majority of the sustainable development goals by
2030. According to the Global Gender Gap Report7 as
mentioned earlier, at the current pace, it will take
around 132 years to close the gender gap. To close
this gap, the four primary areas to focus on are –
education, health, participation in economic activities
and political empowerment. For the 146 countries
covered by the 2022 index, the gender gap for
educational attainment, health and survival, economic
participation and opportunity and political
empowerment have been closed by 94.4%, 95.8%,
60.3% and 22% respectively.8

Financial independence is an enabler of gender parity.
When women become entrepreneurs, it not only gives
them economic power but also a voice in the family and
society. Studies have showed that financial
independence leads to better health and reproductive
choices and also has an impact on the next generation.
The children of financially independent women attend
schools and have access to better healthcare. Allyship
is another important measure to close the gender gap.
The first step to being a male ally is to acknowledge
that the gender gap exists, and an inclusive workplace
drives efficiency. An ally is expected to share a
platform and give more opportunities to deserving
women candidates for leadership roles. The use of
technology, innovation, and inclusion needs to be
accompanied by policies and programs that address the
underlying social, economic and cultural factors that
contribute to gender inequality.

To achieve a gender equal future, collaboration, and
collective efforts from various stakeholders, such as
government, private sector, civil society and
international organizations, are needed. The use of
technology, innovation, and inclusion must be
accompanied by policies and programs that address the
underlying social, economic, and cultural factors that
contribute to gender inequality.
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While economic development of a region has a causal
relationship with gender equality, there are other
contributing factors as well, which include cultural
attitudes and beliefs, government policies and
initiatives, and equitable access to technologies.

Gender inequality is quite prominent in low- and middle-
income countries9. However, it has lately shown a
decreasing trend. From 2017 to 2021, mobile
ownership rate for women in South Asia rose from 61%
to 67%, gender gap in mobile ownership dipped from
26% to 9% and the number of unconnected women
dropped from 221 million to 201 million. During the
same period, mobile internet usage for women climbed
from 20% to 38% in South Asia, gender gap in mobile
internet dropped from 67% to 41%, and the number of
women not using mobile internet dipped from 457
million to 383 million.10 While the digital gender gap
has decreased in many developed economies, the rift
has become wider in some of the developing
economies, creating a specific requirement to support
digital gender equality in those countries.

Providing women and girls access to the internet and
the skills to use digital technologies provides them the
opportunity to start new businesses, sell products to
newer markets, find better-paying jobs, access
education, health and financial services, participate in
public life and exchange information.11

The main areas of the digital gender divide are:

► gap in access and use of the internet
► gap in digital skills and use of digital tools
► gap in participation in science, technology,

engineering and math (STEM) fields
► gap in tech sector leadership and entrepreneurship

According to the Global Findex Database of World Bank,
13% of women are unbanked globally12. From 2011 to
2021, the gender gap in terms of account ownership in
developing economies dropped from 9% to 6%. In 2021,
74% of men and 68% of women in developing countries
had a bank account. According to UNESCO, only about
30% of the world's researchers are women, and less
than a third of female students in higher education opt
for fields such as mathematics and engineering. Until
the digital gender gap is closed, attaining UN SDGs will
remain an unfulfilled aspiration.13 The digital revolution
can bridge the gaps in education, work, social and
welfare services as well as healthcare for women.
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Digital economy and gender equality are
interconnected to each other and mutually reinforcing.
This implies that digital performance can be improved
by bridging the digital gender divide (e.g., gender gaps
in access and use of digital technologies, digital
education, entrepreneurship.) and vice versa.14

A gender-equal future is one where men and women
have equal opportunities and rights, and technology,
innovation, and inclusion can play a key role in
achieving this goal.

Technology can create more efficient and equitable
systems, such as online platforms for job search and
remote work, which can help to reduce the gender pay
gap and increase the participation of women in the
workforce. Additionally, technology can promote
gender equality in areas such as healthcare and
financial services by providing access to information
and resources that may otherwise be difficult to obtain.
While the merits of promoting access to digital
technologies from a gender gap perspective are well
established, global statistics also show that automation
of jobs could have some negative impacts on gender
equality. Technology-based job roles, including those
for frontier technologies, are not free from gender
biases. As per a UNESCO study, the statistics of female
participation in machine learning companies, AI
research and software development were recorded at
20%, 12%, and 6%, respectively.15

Innovation can create new products, services, and
systems that address the specific needs and challenges
faced by women. For example, innovations in mobile
health can help to improve maternal and reproductive
healthcare for women in rural areas.

Inclusion is essential to achieving a gender equal
future, as it ensures that the perspectives and needs of
women and girls are considered in all aspects of
society, including in the development and
implementation of technology and innovation. This can
be achieved through policies and programs that
promote diversity, equity, and inclusion in the
workforce, as well as through the use of inclusive
design and user-centered research methods.

For governments to take proactive steps toward
uplifting women, literacy and financial inclusion are the
commonly adopted strategies. Financial inclusion
empowers women both socially and economically. Use
of digital tools for financial inclusion is a way to
accelerate this process, and for this, women need to
have access to mobile phones and the Internet.
Technology and social media can be powerful tools for
women as they can use them for their basic rights and
gender rights.16 On the literacy front, it has been
observed that women are not participating in
technology and STEM education to the extent
desirable. It is necessary to integrate basic literacy
skills in our education system, which will help women to
choose better, when they need to decide on a
specialization.
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Women’s representation in positions of power and
decision making is another metric on which
improvement is sorely needed. Women currently hold
26.4% of parliamentary seats globally, and 28.3% of
managerial positions, which are far below the parity
threshold. The pandemic reversed the clock on
women’s economic opportunities and labor force
engagement. Pandemic-related school and day care
closures in 2020 led to women performing 512 billion
additional hours of unpaid childcare globally, curtailing
their opportunities for paid work. Women’s
employment rates are yet to recover to pre-pandemic
levels in most countries and globally, more than 380
million women and girls live on less than US$1.90 a
day.17 Research by UN Women shows that the crisis
response to the pandemic was more gender-sensitive
and effective wherever women are better represented
in governments.18 This signifies the need for a policy
shift both at the national level within the government
machinery and the enterprise level.

According to international labour organisation (ILO),
one in every five women around the world intends to
start a business.19 To encourage women
entrepreneurs, it is necessary to build the right
ecosystem. The pandemic has already demonstrated
that development and handling crisis situations are
interlinked with the skills and leadership qualities of
women. So, the right economic, political, social and
cultural environment needs to be created, which
recognizes and celebrates women. The environment
needs to be ideal for women to become business
owners and business leaders through access to tailored
business development and financial services. Policies
and programs need to be implemented, which are
gender inclusive and favorable for businesses owned,
run and led by women.20

Sima Bahous, UN Women Executive Director has
suggested some measures to the G20 nations to
accelerate the progress toward gender equality. These
include:

I. removing all discriminatory laws, policies, and
systems that inhibit women from reaching their full
potential in the economy

II. expanding gender-responsive public services and
social protection

III. investing in the care economy by scaling up
affordable childcare services — this creates a triple
dividend of supporting women’s labor force
participation, generating decent paid care jobs,
and preparing children for school

IV. engaging with the private sector as a key player in
hiring, retaining, and promoting women and
offering them equal pay

V. supporting women-owned businesses in supply
chains and local communities, ensuring gender-
responsive investments as called for in the G20
Osaka Leaders’ Declaration

VI. making good on overdue commitments to mobilize
US$100b every year to support developing
countries’ climate adaptation and mitigation
efforts.

VII. channeling resources to women-led initiatives on
renewable energy and agroecology to help
address the food and fuel crises

VIII. investing in gender and age data and statistics to
enable better targeted interventions that reflect
the different needs and interests of women in all
their diversity21

These suggestions signify the importance of a strong
government stewardship of interventions to achieve
gender equality. In India, the government has taken
various steps and rolled out programs, which have
contributed to the closing of gender gap. The Pradhan
Mantri Jan Dhan Yojana (PMJDY) was launched in
2014 to promote financial inclusion in India. According
to data from the Ministry of Finance, over 460 million
bank accounts have been opened; 67% of them are in
the rural and semi-urban districts, and 56% are owned
by women. With the impetus that the government has
provided to inclusive banking, the onus is now on the
private sector to sustain the momentum toward
achieving gender equality22.
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Legislation and policies serve as formal mechanisms to
institutionalize change and provide a transparent and
robust accountability framework for gender equality
objectives to be achieved and specific requirements to
be consistently implemented. They can effectively
underscore the importance of gender equality by
removing barriers to employment, addressing historical
and systemic discrimination faced by women and
gender-diverse people, and help create a workforce
culture that respects and embraces diversity and
inclusion.

Initiatives of the Government of India

The Government of India has put women first through a
range of institutions and programs that allow women to
consider responsibilities beyond home and childcare.
Thanks to Pradhan Mantri Ujjwala Yojana, 91 million
households have access to liquefied petroleum gas
(LPG) cylinders, saving women’s time and effort from
obtaining other forms of energy. The National Crèche
Scheme for Children of Working Mothers, which began
in 2017, provides affordable childcare for children
under the age of 6 for 7.5 hours a day23. Bus ride
subsidies for women have benefited millions of women.

Notwithstanding these interventions, a lot more needs
to be done to provide physical and psychological safety
to women in the workplace. As an example, according
to a survey by FSG, 54% of women reported being
afraid to leave the house after dark. Government
policies and services need to be complemented by
companies’ efforts to further advance women’s
participation in the workforce.

Conducive government policy, awareness building,
and private sector incentives could enable women
to realize their potential

While individual firms may make it their own
responsibility to enhance the role of women in

business, governments may want to play an active role
in supporting their efforts in light of the broader social
and economic benefits that can flow from women’s
empowerment. Governments can strengthen the policy
framework for supporting business by making changes
in education, employment, and social policies. Such
moves help firms change corporate practices in their
own contexts and widen the female and male talent
pool.

Influencing formal and, in particular, informal
corporate practices is more difficult. However,
governments can play a role in addressing cultural
barriers and the stereotyping of women in society and
business by collaborating with business, NGOs,
academia, and the media on awareness campaigns.
Such efforts may include reports or indices with
metrics about women in business which could, in turn,
help both to raise awareness and measure progress
within and between countries. Similar initiatives could
be to disseminate profiles through the media, schools
and communities of successful businesswomen, so
helping to change public perceptions and create role
models for young women.
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Fostering entrepreneurship is a key policy goal for
governments of all countries which share the
expectation that high rates of entrepreneurial activity
will bring sustained job creation and boost the
development of new products, processes, and
organizational innovation. Public policies to promote
female entrepreneurship include: fostering a gender
neutral legal framework for business, reducing
administrative burdens on firms and excessive
regulatory restrictions; ensuring equal access to
finance for female and male entrepreneurs, and pair
relevant financing schemes with support measures,
such as financial literacy, training, mentoring, coaching
and consultancy services, and increased access to
support networks, including professional advice on
legal and fiscal matters.

Public services and infrastructure could provide
additional support

Extending accessible and high-quality support
infrastructure can enable more women to enter the
workforce. For example, 52% of women have turned
down education and work opportunities because they
feel unsafe using public transport.24 Also, a lot of
women are unwilling to send their children to
Anganwadis, citing concerns of safety and quality of
education. Women may also face challenges related to
affordable accommodation due to limited availability of
women’s hostels.

By revisiting provisions of the legal and policy
framework, companies may be further encouraged to
hire women, and by improving public services for
women and children, the possibilities for women to
actively participate in the workforce may be greater.
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To build systems that are gender-equal, it is imperative
to duly consider women’s perspectives. As the
motivation, confidence and education levels of women
improve, their outlook and work preferences also
evolve, which needs to be understood in the process of
designing gender equal workplaces.

Flexible work practices and policies can help to attract
a gender diverse workforce, tap the complementary
skillsets and perspectives of men and women, and
create a culture of inclusion. Flexible work
arrangements foster employee engagement,
productivity and agility, translating into stronger
individual and organizational performance. Family-
friendly policies and practices also help to increase the
retention of employees, in particular working mothers
and those returning to work after maternity leave, who
might otherwise leave the organization. This is
important for improving the opportunities for women
to ascend in greater numbers to senior management
and decision-making positions.

Diversity can have many benefits for organizations.
Diverse views and perspectives lead to better decision-
making and creativity. The nature of challenges for
every organization to the gender gap are unique and
require a data-driven approach to identify the pain
points and determine interventions. Targeted actions
need to be sustained over time to have a lasting impact
across all levels of the organization.

A company may assess its existing culture pertaining to
gender equality by internally deliberating on the
following questions:

1. Are women more likely to be recruited into lower
paid roles compared to men?

2. Do particular aspects of pay (such as starting
salaries and bonuses) differ by gender?

3. Do men and women receive different performance
scores on average?

4. Is there a gender imbalance in promotions?
5. Do people get “stuck” at certain levels within the

organization?
6. Is there support for part-time employees to

progress?
7. Do men and women leave at different rates?
8. Are both men and women supported within the

organization to take on caring responsibilities?

To identify and overcome the prevalent biases,
companies could assess their performance in the
following areas:

► Engagement and effective communication

Communication and engagement form the initial steps
in building commitment to the equality goals and
priorities of an organization. By including and involving
employees and key stakeholders in the formulation of
employment equity and diversity strategies and plans,
organizations become better positioned to build
collective commitment toward an equality agenda and
bring real and progressive change. Establishing
communities of practice and offering opportunities for
women and gender diverse individuals to convene,
share ideas/knowledge and support each another can
also help to further advance gender equality and
improve gender balance.
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► Leadership and accountability

Achieving gender equality in the workplace requires a
strategic, systematic, and top-down approach, with
visible leadership commitment being a critical success
factor for targeted initiatives. Unless gender equality is
seen as an important business issue for leaders, it is
unlikely to be seen as an important issue to others in
the organization. Organizational culture is also a
reflection of prevailing attitudes and values in the
workforce, driven and shaped by management.
Attitudes and behavior of company management define
what is important and what is expected of others and
influence the way a business is operated.

Therefore, leaders need to establish direction and
ensure oversight of gender equality practices within
their organizations. This involves communicating the
importance of gender equality, defining the values,
principles and codes of conduct that are expected at
the workplace and establishing support systems to
address issues and concerns. It also involves
developing and implementing strategies and plans to
ensure meaningful progress, review, monitoring and
reporting of results and redesign of systems, if needed.

► Hiring and selection

Four employer biases or perceived risks lower
companies’ desire to hire, retain and promote women

A. Motivation Bias—This refers to the belief that women
do not need to work. The assumption on the part of
some employers is that men need to be the
breadwinners in their family and women need not
earn. To this end, some employers may not consider
women for available jobs or may give precedence to
male applicants over women applicants.

B. Appropriateness Bias—Some employers do not
consider women for non-traditional job roles
because they implicitly consider women to be unfit
for the job. The default candidate always turns out
to
be male.

C. Affinity Bias—This bias is evident when recruiters
only reach out to men for candidate references and
do not actively seek female candidate applications.

D. Safety Bias (or perceived risk)— Management feels
that women need to be protected and, therefore,
seeks to ensure the safety of women by imposing
restrictions on them.

► Talent management, learning and development

Lack of awareness of business benefits impedes the
business viability of hiring women

For corporate executives, using a gender perspective
may not be an immediate priority because some of the
benefits of a gender-equal workplace are unknown or
unmeasured, such as diverse perspectives in delivering
work outcomes, greater empathy toward customers.
Also, with relatively few women in the workforce,
particularly in non-traditional positions, companies are
unsure if there are any tangible benefits of creating a
gender-diverse workforce.

► Workplace flexibility

Male-centric hiring practices have led to hiring women
becoming a less feasible option

The recruitment channels used by companies are
oriented toward finding female applicants. As
previously found, only 11% of women are aware of job
portals and only 4% of women use them to determine
job prospects25. As a result, relatively fewer female
candidates find jobs through recruitment portals. If
recruiters only look at recruitment portals, they may
not find women interested in the role. Therefore, the
responsibility for finding women candidates for the job
rests with the recruiter.

The affinity bias mentioned earlier influences the
choice of recruitment channels used by companies and
recruiters.

Quite often, women's requests are not properly
addressed or received. Some workplaces may not have
basic infrastructure such as separate toilets and
changing rooms for women. Due to lack of awareness
about what women value, companies may end up
deciding what's best for them without any proper
consultations. The safety bias mentioned above is quite
evident in such circumstances.

Further, the support networks for women to get career
information are inadequate. Unlike men, women may
not have a network of peers to help them with relevant
job information, incentive structures, and friendly
advice on dealing with difficult situations at work
(particularly in some fast-growing industries). This
makes it harder for them to adapt and continue with
their jobs.
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Over 1 million women can contribute to the labor force,
if given the chance

In fast-growing industries like logistics and the flexible
workforce, the share of women was 5% in 202026. With
rapid growth, opportunities in these industries are
expected to increase exponentially. Increasing women's
participation from the current 4% to 5% to 10% by 2030
will create more than 1 million jobs for women,
enhance women's empowerment and increase women's
contribution to India's workforce27.

Many women from households with low income and low
educational backgrounds are willing to consider jobs in
the above-mentioned industries but continue to be shut
out from accessing these opportunities because
companies find the proposition of hiring more women
to be unattractive. Three major reasons observed for
this are –

► Low desirability - “Should and can women work?” A
perception that women do not want to, do not need
to, or do not have the ability to work as effectively
as men

► Low viability - “Does it make financial sense for a
company to hire women?” Ambiguities associated
with business case for hiring and retaining women

► Low awareness - "Does the company know how to
hire and retain women?" Lack of awareness of
effective recruitment and retention practices for
women.

Therefore, companies and individuals in decision-
making roles must make an effort to identify their
biases and address them using the resources and tools
at their disposal.
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In the words of the Secretary-General of the United
Nations, António Guterres – “The meaningful inclusion
of women in decision-making increases effectiveness
and productivity, brings new perspectives and solutions
to the table, unlocks greater resources and strengthens
efforts across all the three pillars of our work.”

Gender equality, therefore, needs to be a part of the
collective psyche or culture of an organization before it
manifests itself in the real world. Government agencies,
business leaders, civil society, and the public at large
need to collectively work toward ushering in change to
give all genders equal rights. Given the possible
resistance to change within companies, policy
measures may be needed to ensure uniform and
consistent

application of gender equality principles at the
company level, including the establishment of
appropriate governance structures. While individuals
need to be aware of their own biases and actions,
organizations may establish forums where women can
connect across organizational boundaries while
ensuring that each woman feels supported in a safe and
progressive environment that fosters career and
personal growth. The goal of company policies should
be to bring about a shift in mindsets of individuals and
the culture at the company level to be more empathetic
toward all genders.
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