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MARKET RESEARCH ON WORKPLACE
GENDER EQUALITY IN VIETNAM

VU THI THU HA”

Abstract: Gender equality in Vietnam has been significantly improved thanks to the
strong commitment of the Government as well as changes by Vietnamese the young Vietnamese
generations over the last few decades. In different areas, the gaps between men and women have
been narrowed. Today, women are healthier, better educated, and more powerful in politics and
economics. Women'’s voices are increasingly being heard in decision-making processes both in the
public and in organizations. Yet this achievement has not met expectations.More Vietnamese
women, however, work in low-income occupations or vulnerable jobs than men (ILO, 2018).
Additionally, based on The World Bank data in 2018, women received 12.6% less in salary than
men given the same education level, ethnic group, and age (World Bank, 2018). Position of women
in the labour market is heavily affected by the socio-economic disadvantages stemming from
gender-based discrimination. Most Vietnamese women have less access to productive resources,
education, skills development and employment opportunities than men.

In 2020, Vietnam Business Coalition for Women Empowerment (VBCWE) and Deloitte
Market research team in Vietnam have conducted a market research on gender equality issues
within Vietnamese workplace to explore the current status of workplace gender equality (WGE)
among enterprise community in Vietnam, their attitudes towards WGE, existing corporate
shortcomings, and obstacles that are preventing the development of WGE. Our research analyzes
and evaluates the topic based on the survey of 236 enterprises in Vietnam with the majority is
the private sector. The research witnessed the interest of the majority of Vietnam businesses in
workplace gender equality. Nearly half of respondents, however, have not applied or implemented
any workplace gender equality-related policy or action. It is also notable that among surveyed
businesses, those are in manufacturing or export sector showed their actual demand on the research
topic due to trade integration requirement and international agreement on labor quality.

Thisreport has been funded by Investingin Women, an initiative of the Australian Government
through the Department of Foreign Affairs and Trade that catalyses inclusive economic growth
through women’s economic empowerment in South East Asia. Investing in Women works with
influential companies on shifting workplace cultures, practices and policy barriers to achieve
workplace gender equality (WGE) in Indonesia, Myanmar, the Philippines and Vietnam.

Key words: workplace gender equality (WGE), labor code, labor market, private enterprise,
VBCWE.

* Martket research team lead of Deloitte Market research team in Vietnam & Vietnam Business Coalition for Women
Empowerment (VBCWE)
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Tom tit: Binh ding gidi ¢ Viét Nam da dugc cdi thién nho sy cam két manh mé ciia Chinh
phii ciing nhu nhiing thay déi ciia thé hé tré Viét Nam trong vai thdp ky qua. Trong cdc linh vyc
khdc nhau, khodng cdch giita ndm va nit ngdy cang dugc thu hep. Ngay nay, phu nit khoé manh
hon, cé sy gido duc tot hon va c6 quyén hon trén cd truong chinh tri va kinh té. Tiéng néi ciia phu
nit ngdy cang dugc coi trong trong qud trinh dua ra quyét dinh & cd trong xa hgi va trong cdc t6
chiic. Tuy nhién chiing van chua ddp ting dugc ky vong. Van con nhiéu phy nit phdi lam nhiing
cong viéc c6 thu nhdp thdp hodc cong viéc nguy hiém hon nam gidi (theo ILO 2018). Hon niia, dy
trén dit liéu ciia Ngdn hang Thé gidi, nam 2018 miic luong phu nit nhan dugc thdp hon nam gidi
12,6%, mdc dii ¢é cing trinh d hoc van, nhém dan téc va do tudi (theo Ngan hang Thé gidi ndm
2018). Vi thé ciia nit gidi trén thi truong lao dong bi dnh hudng ndng né béi nhiing bdt lgi vé kinh
téva xa hoi do phan biét doi xit trén co sé gidi dem lai. Hdu hét phy nit Viét Nam it dugc tiép can
v0i cdc nguon lyc sdn sudt, gido duc, phdt trién ky ndang va co hdi viéc lam hon nam gidi.

Trong nam 2020, Mang ludi doanh nghiép Viét Nam ho trg phdt trién quyén nang phy nii va
nhém nghién citu thi truong Deloitte tai Viét Nam da thuc hién mot nghién citu thi truong vé cdc vdn
dé binh dang gidi tai noi lam viéc 6 Viét Nam nhdm tim hiéu thyc trang binh ding gidi tai noi lam
viéc (WGE) trong cong dong doanh nghiép tai Viét Nam, thdi do doi véi WGE, nhiing thiéu st hién
tai ciia doanh nghiép va nhiing rao can dang cdn tré sy phdt trién ciia WGE. Nghién citu ciia chiing
toi phdn tich va ddnh gid dé tai dy trén viéc khdo sdt 236 doanh nghiép tai Viét Nam, da s6 la khu
vigc kinh té tu nhan. Nghién citu cho thdy du quan tdm ciia da s6 danh nghiép Viét Nam doi véi vdn
dé binh ding gidi tia noi lam viéc. Tuy nhién, gdn mot nita trong s6 nguoi dugc phong vdn da khong
dp dung hodc thuc hién bdt ky chinh sdch hodc hanh dong nao lién quan dén binh ding gidi tai noi
lam viéc. Diéu ddng chii y la trong s6 cdc doanh nghiép dugc khdo sdt, cdc danh nghiép dang hoat
déng trong linh viic sén xudt hodc xudt khdu cho thdy nhu cdu thuc té ciia ho ddi vdi chii dé nghién
ctiu la do yéu cdu hoi nhdp thuong mai va thod thudn qudc té vé chdt lugng lao dong.

Bai bdo nay ciing dugc quy Ddu tu vao Phy nii, mot sang kién ciia Chinh phii Uc thong qua
B¢ Ngoai giao va Thuong mai nhim thiic ddy tiang trudng kinh té bao triim thong qua trao quyén
kinh té cho phu nit 6 Dong Nam A. Quj Ddu tu vao Phy nit lam viéc véi cdc cong ty c6 dnh hudng
trong viéc thay doi vin hod, thyc tién va rao can chinh sdch tai noi lam viéc dé dat duoc binh ding
gidi tia noi lam viéc (WGE) & In-dé-né-xi-a, My-an-mar, Phi-lip-pin va Vi¢t Nam.

Tt khod: binh déng gidi tia noi lam viéc (WGE), ludt lao dong, thi truong lao dong, doanh
nghiép tu nhan, VBCWE.

1. Introduction

The paper is written based on research by the Vietnam Business Alliance for Women'’s
Empowerment (VBCWE) and Deloitte Market research group in Vietnam in 2020.equality
in Vietnamese businesses. The goal of the survey is to create a quantitative analysis of gender
equality in Vietnamese businesses. Through this process, we generate industrial insights on
how companies in Vietnam are doing to promote workplace gender equality (WGE), their
attitudes towards WGE, existing corporate shortcomings, and obstacles that are preventing the
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development of WGE. The survey results are expected to provide the views from researched
companies on how they are perceiving and taking action towards WGE, which would raise
some suggestions on how VBCWE should approach and support companies on WGE matters.

2. Research strategty

This research is quantitatively oriented to evaluate WGE surveys among different types
of private enterprises in Vietnam using statistical data (Quinlan & Zikmund, 2015).

Quantitative research is useful for this study for many reasons. The first reason is to
provide quantitative research that can approach and validate large and diverse participants,
which can help to generalize to a larger population. The research relates to people working in a
large number of private businesses. Therefore, the results received by survey will vary in terms
of the company type as well as the background of the survey participants (not only HR function
participated in this survey). Meanwhile, quantitative research can approach and validate large
and diverse participants, which can help to generalize to a larger population (Allwood, 2012).

Secondly, quantitative research can provide objective results in combination with an
appropriate selection of statistical tests (He, 2016; Gray, 2013) to validate the conclusions
made at desk research phase 1, thereby helping the research team to have an objective view
of the needs of WGE in the private sector. Particularly, quantitative research is suggested to
help the researchers not only test or compare different variables among different sectors but
also uncover the deeper meaning of specific individual responses.

3. Sampling

The sample was partially a convenience sample and a snowball sample. The sample
was initially comprised of contacts to whom the research team was able to approach (e.g.
clients, associations). To reach the goal, snowball sampling methods was used to deliver
the survey to 4,125 companies, which resulted in 392 survey responses. However, 156
respondents were excluded due to data incompleteness, leaving only 236 survey respondents
qualified for further data analysis. The research team asked for associations’ support to pass
the questionnaire to any person that could be a participant (Emerson, 2015). To describe
the larger population and minimize selection biases, the population is divided into sub-
populations called strata, and random samples are drawn from each of the strata, or elements
are drawn from the sample on a proportional basis. Details of the sample, as well as the
collected responses being divided into different characteristics (e.g. sector, business size,
department, and location), will be shown below, in “1.3. Demographic characteristics of the
sample”. Continuing our earlier research result in the phase of Desk research, all entities that
interest in WGE which have been discovered will be included in the quantitate research.

According to a previous discussion on the goal of maximize feedback by the survey,
we focused on gathering responses of the Potential list through reminds and follow-up
direct calls with the survey participants. In this phase, the research team identified them as
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“Potential list” which means the target respondents that were being closely approached for
surveys collecting than the remaining list. A reminder email and follow-up direct calls made
to gain as many responses as possible from the “Potential list”.

4. Data collection and analysis

Based on the scale of regional dispersion of the target population, the flexibility of
asking questions, the respondents’ willingness to participate, and the response accuracy, we
administered the survey mainly by sending out the Online Form. Besides, for those who are
identified as Potential list, telephone survey is add on to enhance their response rate. The
survey was conducted for duration of one month: from 01 September 2020 to 30 September
2020. There are separated online links for Vietnamese and Foreigner to access, as we
approached both local and foreign managers, even those who are not in the HR department
as well as non-C-suite levels, asking them to forward and recommend the survey to the target
respondents in their company, to find best approaches to the target entity of this project.
The back-translation was used to create English questions to ensure validity (Chidlow et al,,
2014) as there could be misunderstandings or misleading terminologies.

Sample stands at 4,125, and we break it down into different categories. The number of
completed response rate to the total sample of manufacturing is the highest at 13%.

As part of the research purpose to collect and evaluate the views on WGE of companies
in the Vietnamese market, the quantitative analysis was processed using Excel and
SPSS to analyze, interpret, report the results and generate insights in preparation for the
implementation in next steps.

5. Results of descriptive analysis
S.1 Identify demands around WGE among businesses
S.1.1 Understanding of WGE

As a starting point of the survey, the research team measures the market’'s WGE
understanding level by asking respondents to choose among statements concerning what
comes to their attention when mentioning WGE. The collected data will be (a) descriptively
analyzed and broken down by demographical characteristics and (b) score calculation for
individual understanding of WGE will be implemented.

Descriptive analysis

Table 1. List of statements in the first question

No. Statements Classification
1.1 Enforce equality in the working environment and conditions between male Correct
and female workers.
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No. Statements Classification

1.2 Protect women’s rights and encourage the development and promotion of female Incorrect
workers

1.3 Balance the proportion of females and males in the labor force at all levels (e.g. Incorrect
staff level, intermediate management level, senior-level).

1.4  Equivalent salary, bonus, and other benefits between male and female Correct
employees at a similar level and position.

1.5  The company has a policy framework to ensure the implementation of equal Correct
career development between male and female employees.

1.6 The company offers an inclusive business culture and an equal, safe, and Correct
happy working environment.

1.7 Recruit women to do jobs usually conducted by men. Incorrect

1.8 Equalize the gender-based number of workers within the company. Incorrect

1.9 Take into account gender-stereotypical factors when considering promotion in Incorrect
directing/management positions.

1.10  The company supports both male and female workers in undertaking social Correct

and family responsibilities.

From the collected data, we spot the majority of respondents (above 75%) chose the

correct statements, indicating a potentially correct yet extensive understanding of WGE-
related issues of the market in general.

Besides, less than 28% of respondents choosing the incorrect ones. Yet, within the

incorrect statements, “Protect women’s rights and encourage the development and promotion
of female workers” was chosen at an extremely high average percentage (more than 55%).

Break down by sector, it can be seen that FMCG and Manufacturing/Export were

recorded as the two highest percentages of people choosing incorrect statements in almost all
areas, extremely in “Protect women’s rights and encourage the development and promotion

of female workers” (with 70% and 62% respectively).

Table 2: Percentages of respondents choosing the incorrect statements — break down by sectors

Banking/ Manufacturing/ Prefer
Statements Insurance/ FMCG & Others notto
. Export

Finance say
1.2. Protect women’s rights and encourage 48,0 70,0 62,0 57,0 43,0
the development and promotion of female
workers.
1.3. Balance the proportion of female and 27,0 30,0 31,0 14,0 29,0

male in the labor force at all levels (e.g.
staff level, intermediate management level,
senior level, etc.)
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Banking/ Prefer

Statements Insurance/ FMCG Manufacturing/ Others notto
. Export

Finance say
1.4. Recruit women to do jobs usually 11,0 30,0 29,0 14,0 14,0
conducted by men.
1.5. Equalize the gender-based number of 9,0 0,0 18,0 7,0 14,0
workers within the company.
1.6. Take into account gender-stereotypical 18,0 50,0 22,0 14,0 29,0

factors when considering promotion in
directing/ management positions.

Based on the respondent’s answers in the survey, backed by social media data from desk
research, we discover the potential lack of a clear definition of WGE among respondents,
which creates confusion in understanding women empowerment and gender equality among
researchrespondents. Furtherinvestigation in this surveyis needed before we fully apprehend
our understanding and uncover insights of WGE in Vietnam. From the perspective of the
research team, potential key drivers of ambivalence towards workplace gender equality in
Vietnam, which implicate deeper understanding in phase 03 can be grouped into three main
categories:

1.Framing of issues around workplace gender equality (What is workplace gender
equality? Who does it affect? Who does it harm or benefit? Where are these perceptions
coming from?). Potential issues related to framing WGE as a “women’s issue” - Because
potential gains in addressing gender inequality are often perceived as belonging to women,
the responsibility to address gender inequality is also being placed on women.

2.Cultural context within which workplace gender equality is intertwined with cultural
practices, traditions, relationships, and foundational understandings: With most of our
respondents in upper-middle management roles, potential generational divides between
older generation points of view (generations born during wartime) in contrast with staff
who are mostly millennials, confronted with old ways of thinking, being and working in the
context of today’s economic and societal realities.

3.Institutional and societal context: Potential lagging in perceptions/generation gap
because economics, culture, and education in Vietnam have changed dramatically in recent
decades

In the “Overall market research through social media checking” section of Desk study
(Deloitte research team, 2020), we also checked the keywords “Women Empowerment
Principles” but the results returned only 01 article. However, in this phase we re-scanned
with keywords: “Women Empowerment” and “Trao quyén cho phu nt” with a time period
(2015 - May 2020), the total results are as table S, in which the number of 02 keywords
returned accounts for 24% of the total articles returned by 23 keywords.
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Thereby shows that the media coverage of the Women Empowerment theme is very
broad, which is also one of the supporting points to explain the perception confusion

awareness between WGE and Women Empowerment.

Table 3: Media checking for Women Empowerment topic

No Keywords No of articles Contribution
1 Women empowerment 220 8,0
2 Trao quyén cho phuy nit 440 16,0
3 Other keywords 2,112 76,0
Total 2,772 100,0

These key drivers imply that there will be much to do to clarify the understanding of
workplace gender equality, and hence, presents both challenges and opportunities for actors,
as the solution-provider, by providing services and products that help enhance businesses’

understanding as well as to encourage their practice of WGE.
a) Score calculation for individual understanding of WGE

Syntax: total score for Question 1 in individual response is the sum of 10 statements’

scores, in which, score of each statement is given as below:

The syntax for scoring: Correct: Did not choose = 0; Chose = 1; Incorrect: Did not
choose = 1; Chose = 0.

The average score is 7.5636 with the standard deviation being 1.58992. The standard
deviation is quite small, meaning that there seems to be relatively minor difference among

responses toward this question.

Table 4: Score calculation for individuals understanding of WGE

N Minimum Maximum Mean Std. Deviation

236 2.00 10.00 7.5636 1.58992

The responses are categorized based on 3 levels of understanding, namely Level 1,
Level 2, Level 3 with Level 3 is the highest.

e Level 3 (8 <score<10)
e Level 2 (5<score <8)

e Level1 (score<35)
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Table 5: Levels of understanding of WGE

Frequency Percent
Level 1 6 2,5
Level 2 95 40,3
Level 3 135 57,2
Total 236 100,0

More than 97% of participants surveyed at levels 2 and 3 of which nearly 60% of the
survey participants are at level 3.

This result has clearly shown that though the majority of companies had raised their
awareness of WGE and start to understand the importance of having gender equality in the
workplace; however, they might be seeing gender equality as empowering women and might
not be paying sufficient attention to promote WGE as its true self.

S.1.2 Interest in WGE
a) Descriptive analysis

Question 2: Please indicate your level of interest in WGE? (Please rate based on the
scale below)

Not interested yet Very interested
1 2 3 4 S

The second question in our questionnaire surveys the market’s level of interest in WGE
under a scale from 1 to S with S being “Very interested”. The result shows that 66% express
their interest at levels of 4 and 5, suggesting a very positive appetite for WGE development
among businesses. In the detail of Manufacturing/Export sector, 48.2% companies with under
300 employees demonstrate the highest average level of interest (From 3.90 out of 5.00),
slightly higher in comparison with companies that have more than 300 employees (From 3.85
out of 5.00).

Figure 1. Breakdown of Interest Level Scores (on a scale of 5)

Note: In general, on a scale of S, interest ranks of 4 and S account for 36% and 30% of total
responses, suggesting a positive appetite for WGE development among businesses.

The result from desk study indicate that the manufacturing industry has the majority of the
workforce being female workers and it was assumed that manufacturers would be more interested
in WGE. This assumption is confirmed based on the data of the survey when Manufacture
depicts the highest level of interest (3.90/5.00). As companies in this sector show a keen
interest in WGE, we expect they accordingly have a certainly high level of understanding about
WGE. However, companies in Manufacturing sector are still among the highest percentage of
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respondents choosing incorrect statements about WGE. This is possibly a greenfield for VBCWE
to approach those businesses in Manufacturing sector since they basically show interest in WGE,
but then we suggest that VBCWE should facilitate public workshops with different agendas to
enhance awareness of WGE and help them understand the importance of WGE and provide
customized WGE solutions in accordance with client needs.

b) Reasons for interest in WGE
Table 6: List of Reasons for Interest in WGE

No. Reasons for Interest in WGE

2.1.1 I recognize the imbalances in the roles and opportunities for career development of female
and male in my business/organization.

2.1.2 I want to create an image of an innovative and civilized business/organization pioneering in
gender equality to enhance the reputation of my business/organization.

2.1.3  Iexpect that the WGE lead to positive outcomes and development for my business.
2.1.4  Because gender equality is one of the criteria in the strategic orientation of my business.

2.1.5 T expect that gender diversity in my workplace will lead to other positive business outcomes
such as attracting top talent, improved retention, improved staff satisfaction or increased
innovation and business resilience.

2.1.6  Iwantto contribute to the elimination of gender stereotypes that still exist quite commonly in
social life and at work.

2.1.7  Because my business/organization needs to comply with legal regulations and policies.

Table 6 shows that the most selected reasons for interest are: (2.1.5) I expect that gender
diversity in my workplace will lead to other positive business outcomes such as attracting top
talent, improved retention, improved staft satisfaction, or increased innovation and business
resilience; (2.1.6) I want to contribute to the elimination of gender stereotypes that still exist
quite commonly in social life and at work.

The survey provides further insights into reasons for interest in WGE issues that
respondents can choose multiple reasons at once. The most selected reason is “I expect that
gender diversity in my workplace will lead to other positive business outcomes such as attracting
top talents, improved retention, improved staff satisfaction or increased innovation and business
resilience”. The runner-up is “I want to contribute to the elimination of gender stereotypes that still
exist quite commonly in social life and at work”. Notably, of all the respondents who pick these 02
reasons, the Manufacturing/Export sector accounts for more than 65% and 64% respectively.

a) Correlations between understanding of WGE and their interest in WGE

Data shows that there are differences between participants’ interest in WGE and their
understanding in some respects, which are:

- Protect women’s rights and encourage the development and promotion of female
workers (1.2)
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- The company supports both male and female workers in undertaking social and
family responsibilities (1.10)

- The company has a policy framework to ensure the implementation of equal career
development between male and female employees (1.5)

The percentage of people choosing 1.5 and levels of interest have the most significant
relationship among these three statements listed. Particularly, this percentage is directly
proportional to the level of interest in WGE. Additionally, more than 70% of people being
interested in WGE at different levels chose this correct statement while only one-third of
people who are not interested in this topic chose this statement.

5.1.3 WGE-related policy implementation

The third aim in the survey studies different extents of commitment to promoting WGE
among businesses where we asked the participants to state whether they have implemented
policies on WGE in different areas and whether they evaluate the effectiveness of the policy
implementation.

Correspondingly, we find that the highest level of commitment is recorded in the
following top 0S areas, ranking from the highest to the lowest:

® Pay, salary, benefit (31,8%)
e Recruitment, selection, and promotion (29,7%)

e DPreventing and addressing gender-based harassment and discrimination, sexual
harassment, and bullying (29,2%)

o Flexible work for performance and support (28,0%)

e Gender composition of the workforce (27,5%)

The lowest is in these 02 areas:

e Strategic alignment of gender equality and business priorities
e WGE training

Overall, these results once again confirm that companies are starting to express their
interest in WGE and finding ways to embed WGE in their policies in different areas of
compensation and benefit, selection and promotion, health and safety as well as flexible
work environments. Interestingly, while WGE is being introduced to different HR policies,
the strategic alignment of gender equality and business priorities is the least committed.
This may imply that WGE is being viewed bottom-up, rather than top-down, where top
management might need to be persuaded of the positive impact of WGE on business
outcomes. Hence, for WGE to be implemented successfully, it needs to be supported
by top management; thus, top management needs to understand the impact of WGE on
business priorities.
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Table 7: Strategic alignment of gender equality and business priorities

Not yet Have a Already Already  Percentage Percentage
implement planand implement implement, of “Already  of (3) out

:Z:Z?{;;:t;:;g‘:‘:l&g(;la any policy allocated but not monitor implement”  of Total
have your company relatedto resources  monitor and [(3)+ responses
implemented this topic ~ butnot and evaluatethe (4)] outof  “Already
implement evaluate results thetotal implement”
yet yet responses  [(3) +(4)]
[((3)+(4)]/ (3)/
(1) ) (3) Total  [(3)+(4)]
1. Strategic alignment of gender 37,0 8,0 33,0 22,0 55,08 59,0
equality and business priorities
(Doesyour company have a
gender equality strategy?).
2. Leadership and accountability 33,0 18,0 23,0 25,0 48,73 48,0
for WGE outcomes.
3. Gender pay equity. 40,0 6,0 19,0 34,0 53,39 37,0
4. Gender composition of the 40,0 7,0 25,0 28,0 53,39 47,0
workforce.
S. Mainstreaming flexible work 31,0 6,0 36,0 28,0 63,14 56,0
for performance and support.
6. Preventing and addressing 29,0 18,0 26,0 27,0 52,97 49,0
gender-based harassment
and discrimination, sexual
harassment and bullying.
7. Professional development, 33,0 7,0 25,0 34,0 59,75 43,0
mentoring, sponsorship.
8. Recruitment, selection, and 40,0 7,0 25,0 28,0 52,54 47,0
promotion.
9. Talent management and 40,0 8,0 25,0 26,0 51,69 49,0
succession planning.
10. WGE training, 46,0 26,0 14,0 15,0 28,39 48,0

About a third of the respondents declared that their companies had not implemented
any WGE-related policies in almost all areas. Furthermore, nearly half (specifically, 46%)
of the respondents informed that their company did not have WGE training programs, of
which, the proportion of companies in the Manufacturing sector had not implemented
WGE-related training accounts for about 50%.

Of the remainder, around 50% (except for “WGE training” which is recorded at the
percentage of 28,39%) respondents said that their companies have implemented gender
equity policies. Moreover, the two areas that recorded the highest policy implementation
rates were “Mainstreaming flexible work for performance and support” and “Professional
development, mentoring, sponsorship” (63,14% and 59,75% respectively).

However, around half of this organizations already implemented WGE-related
policies have not monitored or evaluated yet. Of the remainder, around 50% (except for
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“WGE training” which is recorded at the percentage of 28,39%) respondents said that their
companies have implemented gender equity policies. in the fields of. In particular, the two
areas that recorded the highest policy implementation rates were “Mainstreaming flexible
work for performance and support” and “Professional development, mentoring, sponsorship”
(63,14% and 59,75% respectively).

Table 8: The stipulation of Levels of commitment and WGE-related policy implementation

. Already Already Have a plan Not yet
implemented, . .
Level of . implemented and allocated  implemented any
) ] monitored and ) .
implementation but not monitor resources butnot policy related to
evaluated the . . .
and evaluate yet  implement yet this topic
results
Level of commitment Highest High Low Lowest
to promoting WGE
Score 3 2 1 0
Table 9: Scoring of commitment in promoting WGE
Mean 14.8174
Median 18.5
Std. Deviation 9.12033
Minimum 0
Maximum 30
Coefficient of variation 0.61621

Through the scoring level of commitment in promoting WGE across survey
respondents, we can understand the strength and direction of the relationship between levels
of commitment and WGE-related policy implementation (Gray, 2013, p.314) in addition to
the coefficient of variation, which shows the extent of variability (Brown, 1998).

With the coefficient of variation of 61%, standard deviation of 9.12033 and mean of
14.8174, it indicates that the scores in the distribution are spread out away from the mean
(Mertler & Reinhart, 2016, p.8). From this, we can conclude that there is a considerable gap
in commitments among businesses in promoting WGE. Furthermore, based on the results of
our research, while manufacturing sector have high commitment and interest toward WGE,
the potentials misunderstanding of WGE which was discovered previous section suggested
opportunities to reeducate, provide expertise for decision makers and provide end-to-end
solutions for manufacturers.

The score is categorized into three groups, illustrating the level of the company’s
commitment to promoting WGE, specifically:

Level 1 - High commitment: score from 23.93773 to 30
Level 2 - Medium commitment: score from 14.8174 to below 23.93773

Level 3 - Low commitment: Below 14.8174
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Table 10: Levels of commitment to promoting WGE in different sectors

Sector
Prefer Finance/ Total
TMT FMCG Others notto Banking/ Manufacturing
say Insurance

Count 0 1 20 0 S 18 44
Level 1 o

% within Sector ,0 11,1 17,7 ,0 19,2 24,7 18,6

Count 4 7 75 S 17 41 149
Level 2 o

% within Sector 50,0 77,8 66,4 71,4 65,4 56,2 63,1

Count 4 1 18 2 4 14 43
Level 3

9% within Sector 50,0 11,1 15,9 28,6 15,4 19,2 18,2

Note: In general, companies in different sectors are implementing WGE-related policies at
level 2 of commitment

Overall, these results once again confirm that companies are starting to express their
interest in WGE and finding ways to embed WGE in their policies in different areas of
compensation and benefit, selection and promotion, health and safety as well as flexible
work environments. Interestingly, while WGE is being introduced to different HR policies,
the strategic alignment of gender equality and business priorities is the least committed.

S.1.4 Roadblocks that impedes companies from promoting WGE

Table 11: List of difficulties in promoting WGE

No. Difficulty
4.1  No recognition that gender inequality is a problem in the workplace.

4.2 Lack of resources (e.g.: human resources, finance) to deploy.

4.3  The development orientation of the company is not yet concerned about WGE.
4.4 There has been no agreement among the business leaders on gender equality issue.
4.5  There are other priority issues that the company chooses to focus on at this time.

Data show More than half of respondents claim there is “No recognition that gender
inequality is a problem in the workplace”. In this pool of respondents, 65% are in the
Manufacturing/Export sector. It can be concluded that the lack of acknowledgment of gender
inequality among businesses might be due to an incorrect understanding of gender equality.

The most prevalent difficulty in implementing and promoting WGE, which makes up
more than half of responses, is “No recognition that gender inequality is a problem in the
workplace”. Ironically, the Manufacturing/Export sector itself hardly acknowledges any
gender inequality problems in the workplace, since 65% of respondents selecting this answer
are in Manufacturing/Export.
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This point seemingly conflicts with the first finding we made when we said that most
people have a correct understanding of WGE. Although we think people are starting to
understand what WGE is and how important it is, the level of awareness to evaluate equality
across a wider spectrum of WGE is limited, leading to a false awareness of WGE and an
inability to recognize that gender equality is a problem in the workplace.

Moreover, most manufacturing companies are hiring more female workers, which is
why they do not see they are having problems with WGE, but if they show their interest
in promoting WGE, it is time to show them that WGE is more than an equal number of
female and male workers. This implies a common view of gender equality that is based on the
equality of females and males but does not seek a deeper analysis of layers of pay, promotion/
progression, policies, frameworks and support for female workers, etc.

6.Impact of unstable event and trade agreements toward gender equality
at the workplace in Vietham

In the situation of unstable events, such as COVID-19 or changes in business activities
thanks to several Trade agreements, we expect that there can be some changes in the interest
and understanding of WGE. Further investigations in Phase 03 will be needed to get more
information about the influences of these situation on understanding and interest in WGE.

Although we have not had a comprehensive research on the impact of COVID-19
on WGE, the negative impact of gender inequality can be seen to be amplified as the
socioeconomic impacts of COVID-19 has resulted in an increased burden of housework and
childcare, along with having to adapt to the new realities of the workforce for women (ILO,
2020; Investing in Women Asia, 2020).

In the period of 2021-25, the government made efforts to liberalize the economy
through signing new international trade agreements (especially EVFTA, CPTPP, and
RCEP), so Vietnam will promote reforms and adapting Vietnamese laws and institutions to
conform to ILO standards. The release of the new Labor Code for 2021 will help promote
gender equality through the elimination of discrimination in the workplace (Economist
Intelligence Unit Limited, 2020, pp.6-8; Dezan Shira et la. , 2019; Vietnam Law & Legal
Forum, 2020; Hanoi times, 2020). These dramatic changes may place WGE under the
limelight as one of the key requirements for sustainable development in the forthcoming
years (Bubliené, R. & Jurkevicius, V., 2020), and business leaders will play a key role in
establishing the foundation for implementing gender equality initiatives in the workplace.
This is an opportunity for VBCWE to stay one step ahead, raising awareness, guiding
businesses, and pposition as problem solver towards WGE in Vietnam.

7. Conclusion

This survey has shown interest in workplace gender equality, but in reality, businesses
still do not understand workplace gender equality and Women’s Empowerment. Through the
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survey, most companies have not implemented any workplace gender equality related policies,
accounting for 46% of all surveyed companies. It is a great opportunity for intervention
programs increase their awareness of workplace gender equality, develop and deliver education
initiatives focusing on guiding businesses to implement policies related to WGE, and measuring
the impact of this policy on the sustainable development of the company.

For the Manufacturing / Export sector, it’s crucial to explore their need for workplace
gender equality in the context of trade integration and the post-covid-19 context to help these
businesses implement workplace gender equality to facilitate development for female workers.
Regarding who decides to implement workplace gender equality in the enterprise, we believe
that the smooth implementation of workplace gender equality will largely depend on the CEO’s
decision. Therefore, changing the CEO’s mindset on the importance of WGE is essential for
the sustainable development of a business and also the key to the success. For the next phase,
for each specific business, we should dig into the main factors that help the CEO come up with
a WGE implementation plan. From there, there are strategies for the future.

The findings from the survey open up both problems and opportunities for the agencies
working on workplace gender equality in Vietnam.
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