
 
 
Diversity Matters – Gender 

 
 
Finding positive employers 
 
While many employers have committed to equal opportunities policies to prevent 
discrimination on the grounds of gender, there is still a gender pay gap. Based on 
March 2012 figures from the Office for National Statistics (ONS), women earn on 
average 10.5% less than men. The issue of the ‘glass ceiling’ for women is still a 
factor in some industries and certain sectors have difficulties recruiting particular 
genders, for example, only 14% of primary school teachers are male (DfE: School 
Workforce in England, Department for Education, 2011).  
 
Below are some points to consider when looking for an equal opportunities employer, 
as well as organisations and resources that can provide information, advice and 
support: 
 

• Many employers, particularly larger organisations, have equal opportunities 
policies that state their commitment to equality. Increasingly, employers 
realise that recruiting appropriately to gain a diverse workforce is essential for 
commercial as well as ethical reasons. Identifying organisations with equal 
opportunities policies and those which take active steps to promote equal pay 
and opportunities in the workplace can minimise the chances of discrimination. 

• An increasing number of graduate recruiters are taking active steps to attract 
and develop underrepresented sections of the workforce. For example, some 
banks, law firms and engineering organisations hold open days for women to 
gain a realistic insight into the career opportunities available and to 
demonstrate the steps they are taking to develop the full potential of their 
female graduates.  

• Some organisations that promote equal opportunities provide listings or 
reviews of employers who are positive about gender balance. Opportunity Now 
has a list of members on their website who are committed to creating an 
inclusive workplace for women. 

• The Times produces a list of Top 50 Employers for Women. This provides 
information on the top 50 progressive organisations and their commitment to 
equal opportunities. 

• When assessing a potential employer look for those who have women in senior 
management roles as this may suggest a positive attitude towards women’s 
training and development and promotion activities. Also look for employers 
who have ‘family-friendly’ policies such as access to childcare or flexible 
working arrangements, as this indicates an understanding of issues that can 
possibly prevent women from reaching their potential. 

• An equal opportunities form as part of the standard recruitment process 
suggests a commitment to equality and diversity, as these employers will 
usually be monitoring who applies to their positions in order to ensure their 
marketing and recruitment practices are open and fair.  

• Springboard Consultancy offers development programmes for both women 
(Springboard) and men (Navigator) and has a list of employers who have run 
these courses on their website.  

http://www.statistics.gov.uk/
http://www.education.gov.uk/rsgateway/DB/SFR/s001062/index.shtml
http://www.education.gov.uk/rsgateway/DB/SFR/s001062/index.shtml
http://www.bitcdiversity.org.uk/
http://www.bitcdiversity.org.uk/awards/on_awards_2012/the_times_top_50.html
http://www.springboardconsultancy.com/springboard.htm


• Due to the Public Sector Equality Duty, public sector employers are required to 
promote gender equality and eliminate sex discrimination. They are now 
required to actively demonstrate that they are treating men and women fairly. 
For this reason it is worth considering this sector when looking at potential 
employers. 

• The way an organisation presents its workforce in advertising material and on 
their website may provide clues about diversity in the organisation. 
Researching the proportion of male/female workers in senior positions within 
the organisation can provide a valuable insight. 

 
 
Marketing yourself and disclosure 
 
Fortunately disclosure is not usually an issue in terms of your gender; your name is 
often enough to inform a potential employer whether you’re male or female. Many 
application forms ask for a title, for example, ‘Mr’, ‘Miss’ or ‘Mrs’, although those who 
use ‘Dr’ or another title may not be disclosing their gender at this stage. You do not 
generally put ‘male’ or ‘female’ on your CV and there is no need to disclose your 
gender at any stage of the process, unless you are applying for a position that 
requires a certain gender for a genuine occupational requirement. This might include 
some jobs in single sex schools, some jobs in welfare services or acting jobs that 
need a man or a woman. 
 
Discrimination can be both positive and negative and some employers have 
misconceptions that men and women have particular strengths as well as particular 
weaknesses. Whatever your gender, it is important to market yourself effectively 
when looking to get into or progress in your career. Use your experiences in a 
positive way to demonstrate your strengths and skills. If you have been raising a 
family or are returning from a career break you may need to translate this into 
terminology that the employer is looking for. For example, can these experiences be 
used as examples of managing your time effectively? 
 
A positive and focused approach to providing evidence of your relevant skills and 
experiences, matched to those sought by the employer, is an effective strategy for 
reducing the chances of facing discrimination based on your gender. Providing 
evidence of how you as an individual meet their specific needs will make it harder for 
the employer to reject your application.  
 
At interview, be confident in your approach and be prepared to demonstrate evidence 
of your abilities with examples from your previous experiences. Although you should 
not have to answer questions on, or provide justifications for, circumstances that are 
not related to your ability to do a job, preparing a positive response to such 
questions can be useful. Similarly, thinking ahead about how you would answer an 
inappropriate question in a positive way can also give you confidence when facing a 
tricky situation.  
 
Seek support with, and feedback from, applications and selection processes wherever 
possible. Your university careers adviser can provide tips on how to market your 
experiences effectively on a job application, including experience gained outside of 
paid employment. Professional bodies or women’s networks can also provide advice, 
strategies and access to female mentors in a career area you are looking to break 
into. Mentors can often provide useful tips on how to combat negative perceptions, 

http://www.homeoffice.gov.uk/equalities/equality-act/equality-duty/


maximise your progression or provide a positive angle on any of your previous 
experiences. 

 
 
Your rights 
The main law against gender discrimination is the Equality Act 2010. The act brought 
together existing regulations against gender discrimination and other forms of 
discrimination into a single act to make the law simpler and remove any 
inconsistencies. It has also strengthened protection in some situations. Under the act 
it is unlawful for an employer to treat you unfairly because of your sex. Also covered 
under the act and related to gender, employers must not discriminate on the grounds 
of marriage, civil partnership, pregnancy, maternity, or because you have undergone 
or intend to undergo gender reassignment.   
 
The Equality Act covers almost all workers (men and women) and all types of 
organisations in the UK. It covers: 
 

• recruitment; 
• employment terms and conditions; 
• pay and benefits; 
• training; 
• promotion and transfer opportunities; 
• redundancy; 
• dismissal. 
 

For more information, see the New Equality Act Guidance. 
 
Equal terms - equal pay 
 
Where men and women are working for the same employer they are entitled to the 
same terms of employment, provided they are doing one of the following: 
 

• the same or similar work; 
• work rated as equivalent in a job evaluation conducted by the employer;  
• work of equal value. 
 

There may be exceptions where there is a genuine material factor which explains the 
difference. See Directgov - Sex Discrimination and Equal Pay for more information. 
 

 
 
Top tips 
 

• Make sure you know your rights in terms of equal opportunities and fair 
practice in the workplace and don’t be afraid to ask questions and speak out if 
you think you are being treated unfairly. Your first port of call should be your 
manager but if you can’t do this then there are organisations, such as the 
Advisory, Conciliation and Arbitration Service (ACAS), the Citizens Advice 
Bureau and the Equality and Human Rights Commission (EHRC), which can 
help.  

• Don’t be afraid to ask potential employers about their approach to female 
employees (or to male employees if you are a man entering a traditionally 

http://www.homeoffice.gov.uk/equalities/equality-act/
http://www.equalityhumanrights.com/advice-and-guidance/new-equality-act-guidance/
http://www.direct.gov.uk/en/Employment/ResolvingWorkplaceDisputes/DiscriminationAtWork/DG_10026665
http://www.acas.org.uk/index.aspx?articleid=1461
http://www.citizensadvice.org.uk/
http://www.citizensadvice.org.uk/
http://www.equalityhumanrights.com/


female profession). In addition to investigating salaries, statistics on their 
workforce and promotion prospects, you may want to investigate their 
approaches to: flexible working opportunities; networks and role models; how 
they ensure fair and accessible processes for pay, or deal with any pay-related 
disputes; and any initiatives or awards that the organisation has achieved.  

• Check the average salaries on the relevant occupational profile to ensure you 
are well informed when making the initial salary negotiations as to what is 
appropriate for that role. Some of the large recruitment websites have salary 
checkers that you can also use.  

• Take advantage of any female-specific recruitment campaigns and events 
when looking at career areas. TARGETevents run recruitment events, such as 
IT for Women and Investment Banking for Women, which aim to give you an 
insight into the industry and introduce you to successful women and equal 
opportunities employers. 

• Look out for organisations and support networks for women. Many professional 
bodies have specialist networks like the Women in Management (WiM) network 
within the Chartered Management Institute (CMI). There are also independent 
organisations such as The Association of Women Barristers or the British 
Federation of Women Graduates. Many of these offer mentoring, discussion 
boards or scholarships for women. 

• Think about joining a trade union. Collective bargaining for equal pay is the 
most effective method to promote equality. A union will also support you and 
offer advice should you feel you are being unfairly treated by your employer.  

 
 
Case studies 
 
Production Company Managing Director: Catherine 
 
Catherine Allen graduated from the University of Warwick with a degree in 
theatre studies. She is currently the managing director of a television and 
video production company which has developed an award-winning 
reputation for creating and distributing highly original video content across 
a range of media platforms. 
 
It’s difficult to know how much being a woman has had an impact as of course I’ve 
no experience of what it’s like as a man! I think the ways I might be treated 
differently as a female can be very subtle and, as I’m also young, sometimes I 
wonder if it’s about that rather than being a woman. I think I was encouraged to do 
theatre studies because it was considered a suitable course for females despite the 
fact that I’d always been very involved in ‘techie’ things at home - programming and 
developing websites, etc. However, I did really enjoy my degree and feel that the 
skills I’ve gained are very valuable. It was interesting to note what people assumed 
I’d be interested in though. I joined Warwick Entrepreneurs whilst at uni and was the 
only girl which wasn’t much of an issue for me because I have a very strong 
personality. But I do think it would have been harder to get my point across if I’d 
been a more timid female. I pitched to be a sponsorship director and was again the 
only female pitching which didn’t surprise me as I’d already done a lot of reading 
around gender. 
 
After graduating I was successful in a number of different roles. I’m in joint 
partnership with a male but when we attended meetings, I found clients assumed I 
was the secretary and would be taking notes. All the discussions tended to be 

http://www.prospects.ac.uk/types_of_jobs.htm
http://target-events.co.uk/
http://www.managers.org.uk/practical-support/management-community/professional-networks/women-management
http://www.managers.org.uk/
http://www.womenbarristers.co.uk/
http://bfwg.org.uk/bfwg5/
http://bfwg.org.uk/bfwg5/


directed at my partner, particularly if they were from some of the more male-
dominated areas we work in, such as finance or manufacturing. I had to learn to 
assert myself in meetings by introducing myself as a managing partner very early on 
and by giving out my business card with my job title on it. I then found clients 
responded differently. I also learned to lower the pitch of my voice a bit on the 
phone, particularly for sales, as otherwise it could be a bit screechy. At a networking 
event an investor commented on how confident I was and I don’t think he would 
have done that if I’d been a male. The advantage though is that I am often the only 
female at techie events so people tend to talk to me because I’m unusual. 
I’m not aware of any discrimination against me but I do know that there are a lot of 
local business communities centred on going out drinking and potentially even 
visiting strip clubs. I assume they don’t invite me because it isn’t something I’d want 
to be involved in. 
 
In terms of advice for other female students and graduates, it would be NOT to think 
about your gender. Do what you want regardless of whether it’s what other people 
think you should do. Get involved in technology as this is a huge shortage area and 
needs more women in positions of power. IT skills are crucial in any workplace and 
make you invaluable, so get involved and don’t be put off by technology. Look for 
role models of women who inspire you either in your family or elsewhere and help 
society to view women and their role in the workplace as positively as possible. Don’t 
be put off if you’re the only female doing something - that’s all the more reason to do 
it!   
 
Graduate Analyst: Emmi 
 
Emmi Matsunaga graduated from the University of Bristol with a BSc in 
Maths and Computer Science. She currently works as a collaboration, social 
media and social business strategist/technology analyst in the financial 
sector. 
 
Being a female within technology has led me to be in the minority where gender is 
concerned, and this has had varying effects on my experiences. Often being a female 
in a male-driven industry is a benefit as it adds to your visibility, which is key when 
you are a new starter in a large organisation. Also, people can expect you to possess 
more people and management skills, whether correctly or incorrectly, which again 
offers a new range of opportunities. 
 
However, it has also led to some negative effects, as some stereotypes have led 
colleagues to believe that I am less technical than my male counterparts. Whereas 
that did not affect me as much during my university career, as we were scored 
purely on the work we produced, in the workplace other employees’ first impressions 
can often be based on these stereotypes, which can make it harder to build the trust 
and reputation one deserves. It also adds an expectation that, due to being a female, 
there is a glass ceiling to your career, as at some point you will leave to start a 
family and develop your personal life. I believe that as time goes on our options as 
women widen, and I hope to have a successful and fulfilling career and personal life. 
 
There was one specific time during my first internship where my female manager was 
particularly harsh on me compared to my male counterparts because I was female 
and therefore had to work harder, and be better, to get as far in technology (in her 
opinion). It was extremely demoralising, as I felt my efforts were not appreciated 
and that there was a lack of guidance from someone who should understand my 
predicament. I reported it to my developmental manager who moved me onto new 



projects in a new domain, allowing me to have new experiences under supportive 
and nurturing management. As many schemes have a number of managers looking 
after new starters I always felt I had someone to turn to, which was very beneficial in 
this case. 
 
My advice to other students and graduates is to never be afraid to talk to others and 
ask for help, as a problem is only as bad as the opportunity you waste by being held 
back. Being a female in a male-dominated profession can have positive and negative 
elements, but by understanding your situation you can make the most out of these 
elements to have the best career possible. Remember that the work landscape is 
becoming increasingly balanced, and it is only through pushing yourself and pursuing 
success that we will truly achieve a balanced, prejudice-free workplace. 
 

 
 
Contacts and resources 
 
Jobs and work 
 

• Advice Now - Is that discrimination? 
• Advisory, Conciliation and Arbitration Service (ACAS)  
• The Association of Women Barristers  
• The Association of Women Solicitors 
• BSC (The Chartered Institute for IT)  
• British Federation of Women Graduates  
• Chartered Management Institute  
• Citizens Advice Bureau  
• City Women’s Network - for senior professional women. 
• Directgov - Sex Discrimination and Equal Pay  
• Fawcett Society - UK campaign for gender equality. 
• Government Equalities Office  
• NASUWT (National Association of Schoolmasters and Union of Women 

Teachers)  
• Opportunity Now  
• Springboard Consultancy 
• Top 50 Employers for Women  
• Where Women Work - company comparison site. 
• Women in Banking and Finance  
• Women in Technology  
• Women in Management (WiM) - network of the Chartered Management 

Institute (CMI). 
• Women in Publishing  
• Women into Science, Engineering and Construction (WISE) 
• Women’s Engineering Society (WES)  
• Women's Resource Centre  
• Working Families - advice on flexible working, maternity and paternity leave. 

 
Study 
 

• MentorSET - UK mentoring scheme for women in science, technology, 
engineering and mathematics.  

• Springboard Consultancy - development programmes for both women and 
men. 

http://www.advicenow.org.uk/is-that-discrimination
http://www.acas.gov.uk/
http://www.womenbarristers.co.uk/
http://www.womensolicitors.org.uk/
http://www.bcs.org/
http://www.bfwg.org.uk/
http://www.managers.org.uk/
http://www.citizensadvice.org.uk/
http://www.citywomen.org/
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http://www.equalities.gov.uk/
http://www.nasuwt.org.uk/
http://www.nasuwt.org.uk/
http://www.opportunitynow.org.uk/
http://www.springboardconsultancy.com/springboard.htm
http://www.wheretowork.com/women
http://www.wherewomenwork.com/
http://www.wibf.org.uk/
http://www.womenintechnology.co.uk/
http://www.managers.org.uk/practical-support/management-community/professional-networks/women-management
http://www.wipub.org.uk/
http://www.wisecampaign.org.uk/
http://www.wes.org.uk/
http://www.wrc.org.uk/
http://www.workingfamilies.org.uk/
http://www.mentorset.org.uk/
http://www.springboardconsultancy.com/index.htm


• TARGETevents  
 
News 

• Equal Opportunities Review Online  
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