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Abstract 

Although there are many studies on gender equality, there are limited empirical evidence focusing on the 

workplace practical implementation. Bringing the context of Indonesia, this article aims to gain insights on how 

multinational companies (MNCs) applied gender equality policies and practices in the workplaces. The purpose 

of the study is to investigate the common patterns and to develop a practical framework in implementing gender 

equality at the workplace.  The role of MNCs as global companies bring more advanced level of education, more 

developed technology, and expectedly also more advanced policies related to gender equality. The study first 

explored the key drivers of gender equality practices refer to the three pillars of the institutional theory, which are 

normative, regulatory, and cognitive. In addition, refer to the stakeholder theory, the study discovered patterns of 

gender equality practices in those multinational companies which intended for two categories of stakeholders 

which are internal stakeholder (employees) and external stakeholder (public). Based on the findings, this study 

developed a practical framework consists of three elements, i.e., Internal practices affecting employees at the 

workplace, External practices through Corporate Social Responsibility (CSR) programs, and the last element is 

other supporting factors that are also having influence towards the implementation of gender equality. This study 

concludes that such framework can be used as practical guidance for organizations to implement gender equality 

at their workplace. 

Keywords: Gender equality; MNCs / Multinational companies; Workplace; Institutional theory; Stakeholder 

theory 

 

1. INTRODUCTION 

Being member of the United Nations (UN), Indonesia supports the global agenda of the 17 

Sustainable Development Goals (SDGs) adopted by the United Nations in 2015 (Figure 1). 

This study focuses on the agenda for the realization of Goal no. 5 of the Sustainable 

Development Goals (SDGs) i.e., Gender Equality.  According to the 2021 Global Gender Gap 

report, Indonesia’s rank has dropped by 16 points in 2021 from rank 85th the year before, to 

rank 101st.  This is mainly due to two reasons. First reason is from an economic point of view, 

due to the widening gap of 4% in women's participation in the economic sector (dropped to 



  
  
 
 

DOI: 10.5281/zenodo.8297057 

1006 | V 1 8 . I 0 8  

64.7% from 68.5%). There are three main areas of concern here, namely the decrease of women 

in senior roles or important positions (from 54.9% to 29.8%), women participation in labour 

market is significantly low at 55.9% compared to men at 84.5%, and the high number of women 

working in the informal sector (81.8%) compared to men (79.4%). 

 

Figure 1: Poster of Sustainable Development Goals 

Source: United Nations. 

Second reason of the drop in the gender gap rank is due to the political empowerment. It is 

stated that the gender gap has widened by 0.8% from the previous year to 16.4%; this is mainly 

due to the reduction in the number of women in ministerial positions (30.7% percent in 2020 

to 20.6% in 2021). 

Table 1 below show the key indicators for Indonesia on Global Gender Gap report from the 

year 2006, 2020 and 2021. 

Table 1: Global Gender Gap Index 

 

Source: WEF - Global Gender Gap Report 



  
  
 
 

DOI: 10.5281/zenodo.8297057 

1007 | V 1 8 . I 0 8  

Based on this context, it is a priority for Indonesian government to continue carrying out 

various programs to improve the gender equality in Indonesia, and the participation of the 

private sector is clearly needed. Contributions of Multinational companies (MNCs) are 

especially expected considering their role as global companies with mostly more advanced 

level of education, more developed technology, and expectedly also more advanced policies 

related to Gender Equality.  

Another consideration is that Indonesia as a developing country provides women with extended 

supporting system that allows more women to develop their career and work (Kurniawaty, 

2020). Therefore, along with more women having higher education, it is expected that there is 

increasing number of women entering the employment market. Hence it is very important for 

companies to provide practices in the workplaces that will attract and engage women 

employees. 

This article will begin with an overview to introduce the context, by reviewing literature on 

past studies regarding gender equality in Indonesia and the context of multinational companies 

(MNCs) in Indonesia. Further, we will explore the literature review and research gap 

concerning MNCs and Gender equality practices at the workplace. Afterward, the article will 

share the theoretical foundation with institutional theory and stakeholder theory. Followed by 

the methodology used in this study and the empirical evidence of the relevant analysis which 

bring to the development of gender equality practices framework. Lastly, the “Discussion” and 

“Conclusion” sections that summarise the key findings from the study, contextualises the 

findings, identifies limitations of the study, and provides a conclusion including directions for 

future work in this area. 

 

2. THE CONTEXT  

The issue of inequality at work is a reality that has existed since women entered the labour 

market and it still exists today (Cavero-Rubio et al., 2019). This issue has drawn the attention 

of various organizations and research institutions. Although there is gradual progress in 

providing better equality including women rights, unfortunately experience show the journey 

towards the true gender equality is still a long way (Cavero-Rubio et al., 2019).  There should 

be equal right and opportunities for both men and women at the workplace (Olidi et al., 2013). 

Despite stronger presence of women in the labour market, the position of women is still in a 

clear disadvantage compared to men. This inequality of women becomes even more obvious 

when we look at the access to power (Olidi et al., 2013). Gender inequality can cause several 

errors in decision making which will be harmful to gender equality and organizations (Chang 

& Milkman, 2020). Wu & Cheng, (2016) conducted study that shows gender equality at the 

workplace can effectively improve productivity of manufacturing company. Grosser & Moon, 

(2008) investigated the extent to which company reporting included information on gender 

equality in the workplace. The result show that those reports lack of information about gender 

equality at the workplace due to insufficient demand by public and local authorities. 
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2.1 Gender Equality in Indonesia 

This study adopts the definition of gender equality as equality in the fulfilment of rights and 

obligations for men and women refer to Gender Analysis Pathway (GAP, 2007). Accordingly, 

there are 4 factors that can lead to disparities between women and men, namely: access, 

benefits, participation, and power. Research on gender equality conducted in Indonesia remains 

very limited and mostly not about its application in the workplace. During the last 5 years, 

studies related to gender equality in Indonesia were mostly related to the following issues: 

government regulations and law (Husein et al., 2021; Nuraeni & Lilin Suryono, 2021; 

Siscawati et al., 2020) religion (Nawir, 2016; Aziz et al., 2020), education (Sudarso et al., 2019; 

Nurhaeni & Kurniawan, 2018; Effendi & Ratnasari, 2018) and politics (Apriani, 2019; 

Marwah, 2019). Two studies related to workplace were found regarding gender equality in the 

mining industry, that is, one research demonstrated female employees can work and perform 

well both as employees and housewives (Mahmudah, 2019), and the other research focused on 

the discrimination practices reflected in the recruitment process in a mining company (Ningrum 

et al., 2020). A more comprehensive study is found investigating gender dynamics at WASH 

workforce in Indonesia (Soeters et al. 2021).  Based on the above, this study aims to fill the 

gap of previous studies, by studying through empirical evidence and developing a practical 

framework on the implementation of gender equality at the workplace gathered from the 

practices in five multinational companies operating in Indonesia.  

2.2 Multinational companies in Indonesia 

Globalization has created a fundamental change in the spatial and temporal contours of social 

existence in human experience with almost non-existence boundaries of space and time. There 

are four basic aspects of globalization defined by the International Monetary Fund (IMF), 

namely: migration and human mobility, movement of funds and capital, trade and transactions, 

and transfer of knowledge. Among the two biggest impacts of globalization are, firstly the 

strengthening of the role of international organizations, such as the United Nations (UN), with 

its various agendas, e.g., the 17 Sustainable Development Goals (SDGs). Secondly, the impact 

of globalization is in the growing number of global companies, namely the Multi-National 

Companies (MNCs) operating in different countries. This section will explore these two 

impacts of globalization in Indonesia i.e., the agenda of UN with its SDG Goals focusing on 

Goal no.5, and the growth of Multinational companies (MNCs). Indonesia is an open country, 

rich of natural resources, with more than 270 million of population. These facts adding with 

the economic and political stability, have attracted many global companies to invest and to 

operate in the country. According to data from BKPM, 50% of total investments realized in 

2020 came from foreign investments (see Table 2).  
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Table 2: Domestics Investment & Foreign Investment Realization 2016-2020 

 

Source: Indonesia Ministry of Investment/ BKPM 

In 2021 alone, it is targeted that there would be around 160 multinational companies (MNCs) 

relocated from other countries investing in Indonesia, with value of more than 80 million 

US$ and employing more than 300 thousand people (see Table 3).  

Table 3: Table of Foreign Investment Plan 2021 

 

Source: Indonesia Ministry of Investment/BKPM 2021 

Considering that the number of MNCs operating in Indonesia continue to increase, the country 

expects the total workers employed by Multinational companies will also increase. Therefore, 

it is very important to ensure that not only they bring investment, but as well provide transfer 

knowledge and good working condition for Indonesian workers, including for female workers, 

through gender equality practices. Besides, it is expected that MNCs coming especially from 

more advanced countries may have practices of gender equality within the organizations that 

can be used as reference to develop a practical guideline especially for other local corporations 

in Indonesia. 

Category Description Number of Companies

Investment Value 

(plan in million USD) Number of Employees

I

Confirmed companies to 

relocate/diversify to Indonesia 23 8.127,90                        70.950                            

II

Companies intend to 

relocate/diversify to Indonesia 25 35.551,50                      103.680                         

III

Potential companies from various 

sources (Media, Embassies, etc) 114 40.500,00                      156.430                         

TOTAL 162 84.179,40                      331.060                         
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3. LITERATURE REVIEW AND LITERATURE GAP 

3.1 Previous Studies Relate to MNCs and Gender Equality at the Workplace 

We can expect the global expansion of gender equality practices to be driven by MNCs, as they 

are considered the vehicles for transferring practices across countries (Geppert et al., 2006; 

Song, 2021). Past studies concerning Multinational companies’ practices on gender equality at 

the workplace are varied. Among these limited studies, many were focusing on the effect of 

cultural and social context that promote gender equality (Berrey, 2014; Tienari et al., 2010; 

Alhejji et al., 2018), women employment right (Poster, 2001; Formánková & Křížková, 2015), 

ethnicity intersectional (Ortlieb et al., 2019; Turnbull et al., 2022), globalization and countries 

comparison (Bader et al., 2022; Dawn Metcalfe & Rees, 2010; Campos-García et al., 2019; 

Kemper et al., 2019).   

3.2 Literature Gap 

There are three objectives that this study aims to contribute to the literature. First is to 

contribute to the topic of gender equality at the workplace as it is still under-researched within 

the context of multinational companies (Cooke et al., 2019). Second, this study aims to 

contribute to the context of Indonesia, as mentioned above most research on gender equality in 

Indonesia are not the practice at the workplace. Third, drawing from institutional theory and 

stakeholder theory this study investigates the drivers and stakeholders affected by gender 

equality practices which provide us with a pattern that enable us to develop a practical 

framework based on empirical evidence provided within different multinational companies in 

Indonesia.  

3.3 Research Problems and Research Questions 

The research problem that this study wants to address is the need to increase the implementation 

of gender equality at the workplaces in Indonesia, as part of improving the achievement of 

SDG no.5. There are two research questions within this study. First question is what kind of 

practices implemented by MNCs operating in Indonesia for gender equality. The second 

question is built upon the first question, as we discover those practices, are there any common 

patterns that we can use to develop a framework as practical reference for other organizations 

in implementing gender equality at the workplace. 

   

4. THEORETICAL FOUNDATION 

4.1 Institutional Theory 

In accordance with institutional theory, institutions and organizations conform to established 

norms, values, and practices prevalent in their environment to gain legitimacy and acceptance 

(Scott, 1995). Past studies used institutional theory to understand the operations of 

multinational companies (Geppert et al., 2006; Jackson and Deeg, 2008; Van Zanten & Van 

Tulder, 2018; Oseghale et al., 2023). Moreover, studies have used institutional theory to explore 

practices regarding corporate social responsibilities of organizations including MNCs’ 

(Campbell, 2007; Brammer et al., 2012; Li et al., 2018). Lastly the institutional theory also 
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used in understanding MNC’s practices in sustainable development goals (Van Zanten & Van 

Tulder, 2018; Escobar & Vredenburg, 2011). This study refers to institutional theory, focusing 

on the institutional environment in which MNCs applying gender equality at the workplace 

driven by the following three pillars (Scott, 1995). 

Normative Pillar: This pillar deals with the norms, values, and beliefs that guide organizational 

behavior. It includes cultural expectations, ethical standards, and social norms prevalent in the 

society or industry within which the organization operates. In the context of MNCs and gender 

equality practices, this pillar includes the broader societal norms and attitudes towards gender 

roles and women's participation in the workforce. This normative pillar is influenced by 

country where they come from intertwine with the influence of the host country. It encompasses 

the cultural context that shapes attitudes towards gender equality and influences organizational 

behavior. 

Regulatory Pillar: The regulatory pillar pertains to formal laws, rules, and regulations imposed 

by governments or other authoritative bodies. Compliance with these rules is often mandatory 

and can have a significant impact on organizational practices. MNCs must comply with various 

labour laws, equal opportunity regulations, and anti-discrimination policies, both in their home 

country and in the host country. These regulations create specific requirements and obligations 

for MNCs to ensure gender equality in their employment practices and policies. 

Cognitive Pillar: The cognitive pillar involves the shared cognitive and symbolic frameworks, 

such as logics and mental models that shape how organizations perceive and interpret their 

environment. The cognitive pillar encompasses the shared mental models, logics, and beliefs 

that influence how MNCs perceive and interpret gender equality issues. It includes the 

cognitive frameworks through which organizations view gender diversity, representation of 

women in leadership roles, and other gender-related aspects. These cognitive structures shape 

decision-making processes within MNCs regarding gender equality policies and practices. 

4.2 Stakeholder Theory 

In accordance with stakeholder theory (Freeman, 1984), organizations should consider the 

interests of all stakeholders, which include shareholders, employees, customers, suppliers, 

communities, and other individuals or groups who are directly or indirectly at stake by the 

actions and results of the organization. Under the framework of stakeholder theory, this study 

will focus on internal stakeholder and external stakeholder relevant to gender equality 

practices. 

Internal stakeholder: Employees are recognized as essential internal stakeholders of the 

company (Bae et al., 2011; Kent & Zunker, 2017; El Akremi et al., 2018). “Employees are 

considered as a powerful stakeholder because their labour is necessary for the operation and 

economic success of the firm” (Kent & Zunker, 2017). Study finds that firms that treat their 

employees fair maintain low debt ratios (Bae et al., 2011). Gender equality practices at the 

workplace are driven by the acknowledgment that employees are valuable contributors to the 

company's success, and their well-being and satisfaction are critical for the organization's 

performance. Past studies have shown that gender equality practices created gender inclusion 
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climate which affect the well-being, performance, and career development of employees 

(Kossek et al., 2017; Odhiambo et al., 2018; Krishnan, 2020; Zhuwao et al., 2019) 

External stakeholder: Stakeholder theory also emphasizes that organizations have an obligation 

to consider the broader societal impact of their actions. Therefore, companies initiated 

corporate social responsibility (CSR) programs to address social, environmental, and ethical 

concerns beyond their core business operations (Russo & Perrini, 2010; Sen  & Cowley, 2013; 

Oruc, 2015). Gender equality practices and reporting are often included in CSR programs 

(Grosser, 2009; Larrieta-Rubín De Celis et al., 2015). 

Referring to stakeholder theory, gender equality practices at the workplace are affecting both 

internal stakeholder towards their employees, and external stakeholder towards public and 

external communities in the form of corporate social responsibility programs.  

 

5. METHODOLOGY 

This study was conducted in 2022 using qualitative analysis with multiple forms of data, such 

as interviews, observations, and documents (Creswell, 2018).  Guided by practicality and 

applied pragmatic approach, this study focuses on research questions and objectives (Saunders 

& Lewis, 2012). Inductive research approach is selected considering that the study will first 

gather data that will be used as the base to develop a general pattern, theory, or framework as 

conclusion (Saunders & Lewis, 2012). 

To provide broad insights, data were gathered from 5 companies of 5 different sectors of 

industries. Two companies from more masculine or male-dominated industry i.e., Chemical 

and Tire manufacturing, one company from a more feminine industry i.e., Cosmetics, and two 

companies are considered as more gender-neutral industry i.e., banking and consumer-goods. 

These companies originated from different regions, i.e., three companies from Europe, and 

each one company from Asia and North America. The key informants of the study are the senior 

leaders in Human Resources of those companies. 

 

6. EMPIRICAL EVIDENCE  

Following series of interviews and data gathering process, we can identify various activities 

and programs conducted by each MNCs in this study. All those companies have implemented 

gender equality practices covering the elements of gender-balance, work-life balance, and 

various supporting policies. The recap can be seen in the Table 4, below. Further, we explored 

and analysed these activities in accordance with Institutional theory and Stakeholder theory.  
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Table 4: Gender Equality Practices conducted by MNCs 

 

Source. Researcher, 2022. 

6.1 Three Pillars Driving Gender Equality Practices 

Refer to the three pillars in the institutional theory explained above, the study captured various 

gender equality practices by MNCs that are driven by each of these pillars. 

Normative Pillar: this includes the implementation of gender equalities refer to norms, values, 

and beliefs both from the home countries and in Indonesia as the host country. Practices such 

as family-friendly policies with flexible working hours, remote-working or work-from-home, 

parental leaves, and childcare support. These practices recognize the importance of work-life 

balance and support women's career advancement. 

Regulatory Pillar: These MNCs conduct certain practices driven by regulations back in their 

home countries and in Indonesia, as host country. Practices such as regular reporting which 

consists of gender-related data that include workforce composition by gender, pay equity 

reports, and diversity metrics, the representation of women in leadership positions or specific 

job roles, in alignment with regulatory obligations and direction from their headquarters. 

Cognitive Pillar: These are practices done by MNCs which may not directly affecting gender 

equality, but the aim is to share the values relevant to gender equality, such as diversity training 

and awareness programs to employees and leaders about gender biases and how to foster an 

inclusive and equitable work environment. In addition, companies also build an inclusive 

organizational culture that values diversity and actively encourages the participation and 

contributions of employees of all genders. 

6.2 Stakeholders Addressed By Gender Equality Practices 

The study investigated further detail of gender equality practices using the stakeholder theory. 

We divided those practices into two categories based on the affected stakeholders. First 

category is gender equality practices that are affecting internal employees at the workplace. 

Second category is gender equality practices intended for external population usually 
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considered as part of Corporate Social Responsibility programs (CSR). In addition to these two 

stakeholder categories, the study also found other practices which are not necessarily fall into 

either of these two categories but indirectly also support the implementation gender equality 

practices. Details of each of those three categories of practices are described as below. 

6.2.1 Internal Stakeholders - Gender Equality Practices at the Workplace 

Gender Equality practices affecting employees as internal stakeholders at the workplace can be 

grouped into 3 key elements which are Gender balance, Work-life balance and Promoting 

equality.  The first element is Gender-balance, which includes the efforts towards closing the 

gap of proportion number between male and female of overall employees and the gender-

balance within top management positions of the company. In terms of gender balance, all 

companies in the study are aware and consciously reporting the proportion of women 

employees in the organization. More than half of the companies in this study have less than 

50% of their total population as women employees. However, among Top Executives level, 

more than half of companies have 40% or more women members in their Board Directors.  

The second element of gender equality practices is Work-life balance which consists of various 

practices in facilitating the condition that will help employees, especially women to balance or 

integrate their role at home and at work. In other words, practices that are allowing women to 

better balance their work at home to manage their family, while doing their job. Those practices 

include maternity leaves, paternity leaves, and flexible working arrangements. We found that 

more than half of companies in the study have implemented beyond the local regulation 

concerning maternity leaves and two companies also applied beyond the local regulation on 

paternity leaves. Flexible working arrangements are consistently applied in all the companies 

with the exception for employees in specific role such as manufacturing. Post the Covid-19 

pandemic, most companies still apply flexible working-hours and the option of work-from-

home or anywhere. The flexibility of working hours is arranged by certain scheduling, or 

simply by maintaining the total working hours per day that employee must achieved. All 

companies in the study offer flexible work locations. This flexible work location is arranged 

mostly as hybrid approach with certain schedules, altering work from home and work from 

office.  

The third element of gender equality practices is Promoting-gender equality which includes 

various policies and practices issued by the company to promote and demonstrate equality and 

inclusivity. Most of these are considered as HR Policies. All companies apply non-

discrimination and equal opportunity in its selection process and recruitment strategy and 

provide equal access to training for all employees, including both men and women. 

Consistently, all companies provide equal opportunity for men and women to be promoted and 

to grow their career within the organization. In addition, one company has put system in place 

to review gender pay gap i.e., to see the differences of average salaries between male and 

female employees. 
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6.2.2 External stakeholders - gender equality practices as part of csr program 

All MNCs in the study also contribute Gender Equality practices through CSR (Corporate 

Social Responsibility) programs with workshops, special events, and awards. Some companies 

provide training for public, related to skills that will help women gain better workability or 

develop their entrepreneurial. For example, there are workshops for unfortunate women in 

specific area to make use of the manufacturing wastes which can be developed as a source of 

income for them. There are also workshops to train single mothers and breadwinner women on 

how to be a hairdresser. The other contribution is in the form of providing educational support, 

such as scholarship or research funding for female researchers. Another example is done by a 

company that regularly organizes special awards event to recognize women in scientific field. 

6.2.3 Other Factors Supporting Gender Equality  

The last category is regarding practices that are not necessarily fall into either of the internal 

and external stakeholders but are found to be supporting the implementation of gender equality 

practices. Among the most obvious practice in this category is the existence of Code of Ethics 

in all these companies, provides guidance to employees on what to do or not to do from ethical 

points of view. The Code of Ethics include corporate values which align with the values of 

Gender Equality such as respect, diversity & inclusion, transparency, integrity, etc. In addition, 

there is anti-sexual harassment, or anti-gender violence policy or similar policy and Employee 

health and safety policies are also in place. Moreover, most companies conduct regular audit 

or assessment in place to ensure the consistent implementation practices refer to Gender 

Equality and Diversity & Inclusion. These companies also regularly organize company internal 

events that supporting the awareness towards gender equality, or diversity and inclusion. For 

example, Women’s Day, Diversity Week, Mother’s Day, etc. To support further the awareness 

of employees there are workshops and training on related matters, such as Diversity, Anti-

Sexual Harassments, etc. Lastly, all companies conduct regular employee survey which 

concern company policy practices in general and provide employees opportunity to share their 

feedback concerning various practices and policies including to share any concerns as well as 

input to make the company a better place to work.  

 

7. THE GENDER EQUALITY PRACTICES FRAMEWORK 

Based on the above analysis, refer to the stakeholder theory we can then develop a framework 

of gender equality practices at the workplace which basically consists of three factors (See 

Figure 2. below). First is the internal factor, which includes practices at the workplace that 

affect employees as internal stakeholder. Second factor is concerning external stakeholder 

through relevant corporate social responsibility practices towards public or population outside 

the company. The last factor includes other supporting factors of practices and policies 

supporting the implementation of gender equality. Furthermore, this framework shows that 

there are relevant pillars that drive each factor of these practices refer to the institutional theory. 
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Figure 2: Framework on Gender Equality Practices 

Source: Researcher, 2022 

 

8. DISCUSSION AND LIMITATIONS  

This study aims to gain insights on how multinational companies (MNCs) applied policies and 

practices with regards to gender equality in the workplaces in Indonesia through normative 

pillar, regulatory pillar, and cognitive pillar. The purpose of the study is to investigate the 

common patterns and to develop a practical framework in implementing gender equality at the 

workplace. This study has gathered various practices and policies of some multinational 

companies in Indonesia contributing to the country’s agenda to achieve the goal no 5 of SDG. 

The result shows that gender equality practices in Indonesia consists of internal factors with 

gender balance, work life balance dan gender equality-HR Policies, external factors with 

Corporate Social Responsibility programs, and other supporting factors. These three factors are 

intertwined and support each other creating an effective gender equality practice at the 

workplace of those multinational companies. This study only refers to limited sample of the 

practices done by five MNCs operating in Indonesia from five industries. Further studies 

should explore more companies and from more diverse industries. In addition, this study 

applies qualitative method, hence future studies having quantitative analysis will build other 

perspectives and help gain understanding of the relations of gender equality practices with other 

important factors at the workplace, such as work performance or employee-engagement. It will 

be useful also to further explore perception or level of appreciation by employees in those 

companies that have applied gender equality practices. 
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9. CONCLUSION 

The problem of gender equality is an important problem to be addressed immediately in 

Indonesia, not only as a part of playing a role in achieving the 5th SDG Goals, but more than 

that it is critical for the survival and growth of this nation. Therefore, government needs the 

contribution of the industry and private sectors. In this case, the government can take advantage 

and encourage more MNC companies to participate and bring the practices from their home 

countries in creating inclusive working environment that support gender equality. As a global 

company originating from a more advance country with more advance awareness and 

understanding on the subject, according to the institutional theory, it is appropriate for MNCs 

to participate in this agenda. For this reason, the Government needs to ensure that knowledge 

transferred by MNCs takes place, by putting in place various regulations, legal instruments, 

guideline, as well as facilitating various collaboration and cooperation programs in the field of 

gender equality through relevant education, training, and other women empowerment 

programs. Drawing from the institutional theory and stakeholder theory, this study develops a 

practical framework which can become a source of reference for other organizations to 

implement gender equality at the workplace. 
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