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Foreword

I am not a scientist. So why have I been asked to support this book by writing the foreword® I have spent
the last four years or so, immersed in the world of women in science, technology, engineering, maths,
and medicine (STEM) in the United Kingdom (UK). During this period I have been involved in various
initiatives -running the UK Athena SWAN Charter, a successful award scheme that recognises good
practice in supporting and advancing the careers of female academics in STEM; researching personal
experiences of academic career progression; setting up a mentoring scheme and attending international
conferences to share my learning and borrow other ideas (Dutta et al, 2011 ECU, 2012a, 2012b). I am
now using my knowledge and experience to implement a programme of work for the Royal Society in
the UK, to increase diversity in the scientific workforce.

I am not alone in my effort and enthusiasm for generating change in the representation of women
in STEM; many individuals have been dedicating their time and experience to this agenda for a long
time. [ have been lucky enough to be involved in this work and to be a part of a UK-wide initiative that
has garnered considerable support in recent years, including direct intervention by a funder distributing
billions of pounds of research money.

What these experiences show is that there are some fundamental lessons, many of which are supported
in this book. The authors depict examples of actions that can work to improve the position of women
in STEM. To highlight just a few:

»  Knowing your baseline data is essential, as is having relevant benchmarking data. This informa-
tion can be difficult to collect, but it is imperative in order to identify the real issues and any
significant trends. Hard data can be the one thing that will convince the most ardent of critics.
Chapter 2 provides comprehensive data on women in SET within the UK and USA.

»  Data will provide a picture but it will not provide an explanation. To fully understand why trends
exist, it is important to go beyond the numbers and conduct qualitative research in order to high-
light common experiences, issues, and possible solutions.

»  STEM disciplines cannot be lumped together under one umbrella; STEM disciplines have differ-
ent attrition points, different working environments, and different cultures. As a result, different
targeted actions will be needed.

»  The statistics provided in the early part of this book make it patently clear that barriers to career
progression for women in STEM do exist. Subsequent chapters identify examples of such barri-
ers, including individual difference in self-efficacy and self-esteem; the effect of gender stereotyp-
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ing; the lack of role models, mentors, and networking opportunities; the impact of career breaks
and part-time working; and experiences outside of work, such as the gendered division of labour
and caring responsibilities.

«  What should be taken away from this book, with the wealth of experience in this area, is that there
are things that can be done to address the underrepresentation of women in STEM, and there are
interventions that should be implemented in order to allow women to fulfil their professional po-
tential. Chapter 9 highlights the role mentoring and networking can play in advancing women’s
careers; it is essential that opportunities to acquire information relevant to career development are
created.

I am a firm believer of mentoring and have seen the impact and heard the benefits gained firsthand. In
addition, the Athena SWAN Charter has developed considerable momentum within the UK higher educa-
tion sector, with membership and successful award holders increasing significantly since its beginning
in 2005. The Athena SWAN Charter has championed a number of actions that can be taken to encour-
age and advance women in STEM, including mentoring and networking; role models; flexible working
opportunities; career development workshops; positive action in recruitment; and organisational culture
change particularly in relation to decision-making committees, the long-hours culture, and equal pay.

This book makes it clear and obvious that gendered occupational differences persists. The authors
providecomprehensible data, include an important psychological perspective, detail experiential evidence
of barriers to career progression, and suggest some real opportunities for change. With this resource,
there is no excuse for organisations failing to make these changes. Doing so will not only support and
advance the careers of women in STEM, but also increase organisational performance.

Sarah Hawkes
The Royal Society, UK

Sarah Hawkes has an LLB in Law and Sociology from Cardiff University and a Master s in Political Sociology from LSE.
Sarah has worked for a number of years on women in science projects. In the last few years she has worked for King's College
London, coordinating the ‘Women's Advancement Initiative’ and setting up a mentoring scheme for female researchers and
academics at the Institute of Psychiatry and Equality Challenge Unit (ECU). At the ECU, Sarah worked as a Senior Policy
Adviser, leading on Athena SWAN, during her time the number of universities that joined the SWAN Charter rose to 75. Sarah
has recently taken up a new post at the Royal Society, as Head of Scientific Engagement, where among other things she leads
a new programme of work entitled “Leading the way: increasing diversity in the scientific workforce.”
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Preface

This preface describes both the need for, and purpose of this book — an interdisciplinary literature review
of the multifaceted issues related to gendered occupational segregation, in particular, women’s under-
representation in the science, engineering, and technology sector. The book’s guiding message comes
from a social psychological perspective, in that there are a number of multifaceted issues both internal
and external to the individual that come into play, when looking at the issue of gendered occupational
segregation. To illustrate the issues of the interconnection of internal and external factors, which reinforce
and maintain gendered occupational segregation as discussed throughout Sections 2 and 3, the authors
present their UK based research. The Breaking Barriers project (www.liverpool.ac.uk/breakingbarriers),
funded through the European Union, explores the careers of women in science. The database contains
the perceptions of women, from qualitative one to one interviews and focus groups to quantitative data,
obtained via questionnaires. The data has been collected since 2005, and the authors have obtained the
views of several thousand women, working in the science arena in the public and private sector. Barri-
ers data provide pertinent exemplars of the issues through the voices of the women themselves.

INTRODUCTION

Women and men are segregated within the workforce. Although women are increasing in the workforce,
they are segregated into certain jobs (horizontal segregation) and at lower levels (vertical segregation). As
discussed in chapter one male dominated occupations tend to pay better than female dominated occupa-
tions and gendered occupational segregation into different occupations remains a key factor contributing
to the gender gap in earnings. When women are segregated into certain jobs, those jobs usually pay less,
have fewer opportunities for progression, less job autonomy, and less authority within an organization.
In particular, there is a paucity of women in the SET (science, engineering and technology) sector,
especially in certain areas of the sector such as engineering and technology. This book focuses on the
position of women’s careers in the SET sector from a predominantly UK and USA perspective, however
there is a paucity of women throughout the sector worldwide, making it a global issue and problem.
Despite policy, procedure and rhetoric many professions remain gender segregated. This book explores
gender occupational segregation through a discussion of individual and social aspects that influence
career choice and progression.



DEFINITION OF SET/STEM

Although this book is focused on SET careers (science, engineering, and technology), the term STEM
(science, technology, engineering, and mathematics) is also often referred to. Throughout the book, we
will use the acronyms SET/STEM interchangeably. We feel it is important to give a brief description of
what disciplines and careers we are referring to within this book when discussing SET/STEM. Science
includes both the physical and life sciences. Within the life science category are the biological, conserva-
tion, and medical sciences. Within the physical science category are the chemists and material sciences,
environmental sciences, physicists, and astronomers. Engineering includes a number of specialties,
including civil, agricultural, biomedical, electrical, aerospace, chemical, environmental, and petroleum
engineers. Technology includes those that study and work in computers and information technology.
Occupations include software engineers, computer programmers, computer system designers, computer
system analysts and computer research scientists. Many occupations use mathematics especially those
within the SET sector. However, some occupations focus on mathematics almost exclusively, forexample,
actuaries, mathematicians, and statisticians.

AIMS OF THIS BOOK

The question of gendered occupational segregation is a crucial one in our society especially in light of
the ever evident pay gap and the under use of many people’s talents, especially in terms of engineering,
computer science, and technology. This book will give readers a comprehensive overview around the
issue of gendered occupational segregation taking into account the literature on women in numerous male
dominated industries as well as literature on psychological and social issues that can influence women’s
careers and career progression. This book will fill a niche for those interested in gendered occupational
segregation and provides a comprehensive overview of the literature on women in the male dominated
occupations of science, engineering and technology (SET). The book draws upon both qualitative and
quantitative research to discuss the issues. In the book we have given priority to certain areas, especially
gendered occupational segregation, male dominated occupations, leadership, promotion, identity, career
barriers and work life issues. This book proposes to provide a multi-disciplinary approach with a psy-
chological focus ranging from social and organizational psychology to management and leadership; we
offer a predominantly psychological perspective on the issues. The aim of this book is to provide readers
of numerous academic disciplines, with a far-reaching insight into women working in male dominated
occupations, particularly science, engineering, and technology.

In writing this book, we had a broad mix of audiences in mind. In particular, the book is of relevance
to academics and students in the social and behavioral sciences interested in gender, occupational seg-
regation, organisations, and working life. This book is necessary read for gender researchers, organiza-
tional researchers, gender scholars, and students of all levels looking into the complexity of gender in
the workforce. The book is Western-international in scope, in the sense that the authors utilize literature
and examples from a variety of countries, most predominantly from the UK and USA. Statistics used to
illustrate the underrepresentation of women in the SET sector are from the UK and the USA, with some
acknowledgement of the situation in Europe (Valenduc et al., 2004). The book looks at women in differ-
ent male dominated workplaces, predominantly, as the title suggests, those related to the SET sector. The
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book considers internal and external factors which previous research suggests may have a contributing
effect on the underrepresentation of women in the sector(s). The book draws predominantly upon social
psychology, organizational psychology, and management disciplines. Accordingly, we believe the book
will appeal to students and scholars from a range of disciplines.

As authors, we believe that differences between the genders generate from numerous cultural and
social factors. It is beyond the scope of this book to discuss biological issues or the nature versus nurture
debate. Nor do we posit any blame on women, for the gender divide in SET and the persistence of gendered
occupational segregation, in most industrial, western societies today. The main premise of our book is
that social psychological factors contribute to gender segregation, in male dominated occupations. These
factors begin early and continue through one’s career; they include individually held beliefs about ones
abilities, competencies, anticipated roles, and persona fit into occupations, professions, and industries.

We felt there was a need for a richer depth and breadth of knowledge, on the complex, multifaceted
issues of gendered occupational segregation, in order to start thinking of future solutions. By looking
at the issue through a complexity lens and a variety of perspectives, we discuss solutions for change
in context. As Mary Kirk suggests in her innovative book: Gender and Information Technology: Mov-
ing Beyond Access to Co-Create Global Partnership, published by IGI Global, there is great value in
interdisciplinary research and dialogue. The book will differ from the other books published in the area,
as it will focus predominately but not exclusively on the SET sector, when looking at women in the
workplace and occupational segregation. Many books have a narrower scope i.e. women in mathemat-
ics or women in ICT. The impetus of the book is to provide a synthesis from across the disciplines and
different literature, specifically focused on occupational gendered segregation in SET careers. The aim
is to present an overview of the issues and raise awareness of the interplay of internal and external fac-
tors, whilst encouraging the reader to think of future research directions.

ORGANISATION OF BOOK

Women are underrepresented in a number of employment sectors most notably science, technology,
engineering, mathematics, construction, the relatively new industry of computer games development,
as well as in the higher echelons and certain jobs within the finance sector. In writing this book, we aim
to cover a number of issues deemed important to women’s careers, career choice and therefore issues
ultimately related to gendered occupational segregation. Throughout the following chapters, we hope to
highlight the range of key psychological, social and organizational factors, that shape women’s’ occupa-
tional entry, motivation, performance, development, progression, and persistence in careers. Although
the book will focus on gendered occupational segregation largely through looking at male dominated
industries, as authors we acknowledge men also are occupationally segregated. We will look at some
of the literature surrounding men working in female dominated occupations and industries, especially
through the example of the teaching profession.

The authors are aware that through the choice of industries which form the main premise of the book,
the books focus is predominantly on professional women, with a focus more on ‘careers’ rather than
‘jobs’. However, due to the constraints of the books scope, it is not possible to consider the issues faced
by women (and men) in the full range of occupational classes. Although, having said that, many of the
issues discussed will ultimately transcend occupational class, especially if we consider the variations of
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jobs, careers, or occupations, within sectors and industries. The dynamics of gender relations in work
and employment are complex, we aim to provide the reader with an understanding through an in-depth
discussion of gendered occupational segregation. As emphasized earlier, the book focuses, in the main,
on the careers of women working in the UK and the USA.

The book is organized into three sections:

Section One, “Gendered Occupational Segregation: Issues, Explanations, and Persistence” (Chapters
1 - 3) lays the foundation for why gendered occupational is an important issue. The chapters in the sec-
tion also provide the reader with an understanding of how deep the problems are woven into the fabric
of society, through a consideration of the issue of gendered occupational segregation from numerous
occupations. We have provided chapter aims and what readers will gain from reading each chapter. A
brief description of each of the chapters within this section follows.

Chapter 1, “Engendered Workplace Segregation: Work is Still Essentially a Male Domain,” provides
an overview of gendered occupational segregation. In particular, the chapter identifies and discusses why
occupational segregation is important to women in the workplace. The chapter discusses the disadvan-
tages of working in female dominated occupations for women, such as the concentration in low status,
low paying jobs with less career opportunities, in contrast to male dominated occupations. The chapter
identifies what is deemed appropriate behavior for men and women and why ‘appropriate behavior’
based on gender is influential in the workplace. For instance, research suggests that women in particular
who work in gender incongruent occupations or roles, such as management suffer a ‘backlash’. These
issues are discussed through a look at the literature and research conducted on women who work in male
dominated occupations. The chapter also looks at gendered occupational segregation, through looking
at men who work in female dominated occupations. The chapter refers to a number of occupations,
which are highly gender segregated, in particular, the UK’s finance sector and the teaching profession.

Chapter 2, “Male Dominated Industries: Jobs for the Boys,” considers male dominated industries with
a focus on the Science, Engineering and Technology (SET) sector. This is a large sector, also highly male
dominated. This chapter will discuss at length the position of women working in SET occupations. In
particular, the chapter provides readers with a rich discussion of the issues women face working in the
male dominated ICT and construction industries. The ICT sector is important to discuss, we live in an
ever-increasing technological society, and women should have a prominent voice in technology design
and use. The construction industry (from a predominantly UK perspective) was considered important, due
to the relative lack of studies on, and scholarly interest in this industry and also because it is extremely
male dominated, with perhaps the most overtly sexist working environment, the construction site.

Chapter 3, “The Computer Games Industry: New Industry, Same Old Issues,” offers a discussion of
the new industry of computer games. This industry is relevant as not only is it a relatively new industry
(approximately 40 years) which falls under the umbrella of the more established science, engineering,
and technology sector discussed in chapter two, but it is again highly male dominated. The authors look
at this industry in a separate chapter, due to the industries current and increasing impact and influence
on society, culturally and economically. The computer games industry has only really established itself
as an industry, since the UK’s Sex Discrimination Act 1975, which makes this industry particularly in-
teresting when considering gendered occupational segregation in science, engineering and technology
careers. There is also a paucity of research looking at women working in the computer games industry,
which also adds the chapter’s relevance and importance in light of the books focus.
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Section Two, “The Individual, Career, and Culture: The Multifaceted Interplay of Factors,” (Chapters 4
through 6), explores how internal and external factors interplay to impact and constrain women’s choice,
as well as provide barriers, in which gendered occupational segregation is maintained, reinforced, and
perpetuated in society and cultural practices. The section begins with a focus on issues of the self and
stereotypes. The first chapter considers the self and the working environment, including aspects such
as job satisfaction. The second chapter in the section (Chapter 5) considers how stereotypes influence
careers. Within this chapter, a number of theories such as identity theory and social role theory are con-
sidered. The final chapter of the section (Chapter 6) considers theories of occupational choice and career
development and considers issues such as career motivation, organizational identity and commitment.
A brief description of each of the chapters within this section follows.

Chapter 4, “The Self, Career, and Gender Issues: Internal/External Factors,” explores self concept
and how the self influences stereotypes and how stereotypes influence our self concept and ultimately
maintains gendered occupational segregation. This chapter takes into account issues of the self; self-image,
self-discrepancy, self-efficacy and self esteem. The chapter focuses on self-efficacy and self esteem as
self-concepts important to career choice and career development. Both self-efficacy (a person’s belief
in their own capabilities) and self esteem (a person’s sense of worth) have been viewed as particularly
important to women’s careers, especially when considering women who work in gender incongruent
occupations as working environment may influence their sense of worth, as well as their belief in their
capabilities. Self-efficacy is a particularly pertinent issue throughout career choice and development
and forms a major part of Social Cognitive Career Theory (Lent, Brown and Hackett, 1994), as high-
lighted and discussed at length in chapter six. Also discussed within this chapter are the psychological
constructs of personality, person-environment fit, and job satisfaction, which integrate individual and
organizational factors.

Chapter 5, “Stereotypes, Attitudes, and Identity: Gendered Expectations and Behaviours” reviews
and explores the literature on stereotypes, attitudes, and identity due to their importance and impact
on women in the workplace. Gendered attitudes and beliefs are found in social institutions, from early
school through to organizational culture. Stereotypes help perceive and categorize others. Cultural ste-
reotypes are a significant barrier to women and girls studying for or choosing male dominated careers.
The chapter opens with a discussion of two related issues, stereotype threat, and solos status. Attitudes
influenced by stereotypes are influential to men and women in the workplace are considered at length
in the chapter. The chapter will also discuss identity, its importance in both the workplace and during
career choice. Identity is an important issue to consider when looking at people’s careers as career can
form a significant part of individual identity. Identity is also important when discussing women’s ca-
reers, especially when considering role conflict. Women are still in the main responsible for the majority
of domestic responsibilities and child/elder care. This can influence career choice and cause conflict
between the numerous social roles, working women may have. This chapter will also discuss identity
theory, social identity theory and gender role identity.

Chapter 6, “Career Development, Occupational Choice, and Organizational Culture: Societal Ex-
pectations, Constraints, and Embedded Practices,” discusses a number of dominant career develop-
ment and occupational choice theories relevant to women working in male dominated industries. This
chapter provides the reader with understanding of the theories put forward to explain why women tend
to choose certain occupations and careers, perpetuating occupational segregation based on gender. The



Xiv

chapter focuses on three main theories of career development, considered in the context of women’s
career development, Holland’s career typology theory (1973), Schein’s career anchors (1975), and Social
Cognitive Career Theory (SCCT) as proposed by Lent, Brown, and Hackett (1994). SCCT is considered
in depth, as it looks at individual and environmental factors that can influence career choice and career
development. With regard to women’s occupational/career choice, three models will form the focus of
the chapter’s discussion. The three theories/models are, Gottfredson’s (1981) model of circumscrip-
tion and compromise, Eccles (1987) model of occupational decision making for women, and Astin’s
(1984) model, of four inter-related factors, motivation, work expectations, socialization and structure
of opportunity. Organisational culture is also discussed, focussing on the concepts of career motivation,
organisational identity and organisational commitment.

Section Three, “Self, Society, and Organizations: Aspirations and Barriers,” (Chapters 7 through
9), explores the influence of work life balance, career barriers, drivers, and promoters and how these
factors can enable change or reinforce and maintain gendered occupational segregation. The section
considers work life balance issues, issues surrounding parenthood, and women who do not have children.
Barriers influenced by the male dominated culture of work and those women face within their careers,
especially in terms of career promotion are reviewed. The authors also look at two important aides to
women’s careers, the potential career promoters of mentoring and networking. The concluding chapter
draws together the book, refocuses its message, and points to future possibilities and potential solutions.
A brief description of each of the chapters within this section follows.

Chapter 7, “Work Life Balance Issues: The Choice, or Women’s Lack of it,” discusses one of the
main barriers put forward to explain the underrepresentation of women in male dominated sectors and
industries, particularly science, engineering and technology, that of work life balance. This chapter
focuses on work life balance and discusses at length the long hour’s culture, flexible working practices
and parenthood. The chapter also considers women who do not have children in order to give this often
overlooked demographic a voice in the literature surrounding women’s careers and experiences in the
workplace. In particular, the chapter gives an emphasis to women who do not have children who work
in senior positions. It is often suggested that many women, especially those in senior/management roles,
forsake a family in order to progress in many careers and this chapter will take account of this viewpoint
by looking at some the literature in the area. Within this chapter, we also consider cultural and genera-
tional differences. The work of Hofstede (1984, 2001) forms the focus of the discussion on cultural issues
due to the significance of the work in taking into account masculinity and femininity in the workforce
on a cross-cultural level. Hofstede’s work is one of the most highly regarded cross-cultural works and
is relevant in the context of this book. Hofstede developed a masculinity index (MAS) and gave each
of the fifty-three countries involved in his research a MAS score, with high-MAS countries being more
masculine and low-MAS being more feminine. Generational differences are interesting when discuss-
ing occupations and workforce issues as research suggests the generations expect different things from
their working lives. At present, there are three, possibly four generations in the workforce. Research on
generational differences in the workforce provides an insight into how careers develop and evolve, all
of which may influence women’s careers.

Chapter 8, “Career Barriers: The Glass Ceiling, Glass Wall, and More,” focuses on the barriers
women encounter in the workplace. There are a number of barriers which prevent women entering
certain occupations and progressing to senior roles. In particular, the chapter will address the issues of



career progression, promotion and aspirations, career barriers, women in leadership/senior roles, and
the characteristics of what makes a good leader.

Chapter 9, “Career Promoters: A Gender Divide,” identifies and explores career promoters by dis-
cussing mentoring and networking as two important aides to women’s careers and career development.
Mentoring and networking can be problematic for women working in male dominated industries, if
opportunity to participate is difficult and we discuss the issues surrounding mentoring and networking.

We close with our final chapter, “Final Thoughts and Concluding Comments,” to consider findings
and aide further research. We provide useful international internet resources for reading and networking
opportunities. This book is a good starting point for research and resources in the area.

A COMMON GROUND

In writing this book, the authors want to offer a social psychological perspective on gendered occupational
segregation, whilst also providing a multi-disciplinary viewpoint, in order to discuss and explore the
underrepresentation of women in science, engineering and technology careers. It is apparent that many
women start with and face disadvantage in their careers, especially women working in male dominated
careers. Notably, a ‘one size fits all’ approach is not appropriate when trying to overcome such complex
issues. One-dimensional solutions, do not necessarily address multi-dimensional problems. This book is
our story of gendered occupational segregation, we hope you enjoy it and it stimulates both reflection
and action.
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Introduction

This book explores gender segregation, individual and social aspects that influence career choice and
progression, presenting literature from organizational and social psychology, business, and management
research to give a rich and varied picture of the complex interwoven issues. The guiding message
throughout is that there is a complex interplay of factors, internal and external to the individual which
must be considered in gendered occupational segregation.

The global workforce is becoming more diverse. This is attributable to two key factors legislation
and population change, currently many countries have ageing populations, greater ethnic diversity, and
crucially more women seeking employment. Yet discrimination endures; it persists in education, train-
ing, and employment. Many areas of the United Kingdom (UK) job market remain strongly gender
segregated. Men overwhelmingly dominate the manufacturing industry, construction, agriculture, and
financial services. The science, engineering, and technology sectors are also predominantly male (Thew-
lis, Miller, and Neathey, 2004). This situation is reversed in the service sector, National Health Service
(NHS), social work, and education, which is predominately female (Thewlis, Miller and Neathey, 2004).
However, even in female dominated professions, such as nursing, men hold disproportionately more
senior managerial positions than women do (Lane and Piercy, 2003; Miller et. al., 2002). This pattern
is broadly repeated in the European Union (EU, 2011).

Figures from the United States of America (USA), also suggest that gender segregation and inequali-
ties are evident in education and employment (US Department of Labor, 2010). In the UK for example,
despite more than 40 years of legislation designed to remove gender inequity in society and the workplace
(i.e. The Sex Discrimination Act, 1975; the Equal Pay Act, 1970), gender inequalities continue. America
has also been trying to eradicate such discriminations through legislation (i.e. the Equal Pay Act, 1963,
The Civil Rights Act, 1964, the Pregnancy Discrimination Act, 1978). In considering issues of equality
and diversity in the employment arena, employers must take account of the legal requirements for their
Country (i.e. the UK, the Equality Act, 2010, the European Union, European Working Time Directive,
2004). Many people believe that these reforms have removed most of the inequalities faced by women
at work. However, the reality is different. Women remain outnumbered at senior level and experience
unequal pay and promotion prospects at all levels (i.e. see Sealy et al., 2008; Terjesen and Singh, 2008).
Furthermore, it is apparent that entrenched views in relation to gender, role and performance are ap-
parent. For example, take identification of leadership characteristics (Crolla, O’Sullivan, and Bogg,
2011), caring responsibilities (Hussain et al., 2011), equity beliefs (Bogg and Hussain, 2010), team role
perceptions (Crolla, O’Sullivan and Bogg, 2011), and career beliefs (Prescott and Bogg, 2011a; Prescott
and Bogg, 2011b).



Xix

THE DIFFERENT LANGUAGES OF EQUAL OPPORTUNITIES AND DIVERSITY

In order to lay the foundation and framework of the book, the authors firstly provide the reader with a brief
discussion on the language of equality and diversity, to distinguish between the two terms, which some
individuals use interchangeably. This is not simply a case of semantics, as they reflect distinct concepts.
The focus of equality relates to fairness. That is, developing policies and practices that address inequal-
ity, whereas diversity recognizes the importance of equality, but concentrates on the complex needs and
rights of all sections of the community and recognizes multiple disadvantage and discrimination. Table
1 provides a summary of the authors’ viewpoint of the key differences between equality and diversity:

The terms equal opportunities and diversity have come to signify different things. While both attempt
to remove discrimination, and be inclusive of all people, the terms equal opportunities and diversity can
be interpreted differently. The terms equal opportunities and diversity are used together, separately or
interchangeably. This has led to misunderstanding within organizations as the focus on equality has
become confused (Sanglin-Grant, 2003). Similarly, in the USA with the move away from ‘affirmative
action’ and the introduction of diversity, has caused confusion, with diversity coming to be associated
with women or ethnic minorities, rather than inclusion for all (Sanglin-Grant, 2003).

Requiring organizations to produce their own equal opportunities policies has helped to embed the
idea of equality of treatment and opportunities into organizational culture, as it is obligatory, by law, for
organizations to comply with equal opportunities legislation. In addition, there continues to be some
groups who experience discrimination in the workplace, and therefore need the protection of the law.
However, it is important to remember that the focus of equal opportunities is to provide a framework for
complying with the law, to ensure equal access to opportunities, afford legal protection from discrimina-
tion for particular groups, such as women, ethnic minorities and people with disabilities and to benefit
everyone in being a visible symbol of fairness and inclusion. Equal opportunities has attracted negative
press as difficulties arise from the word ‘equal’, which may become associated with focusing exclusively
on only one group. In some organizations, equal opportunities have become associated exclusively
with the group whose cause has received the most attention. This is often women or ethnic minorities
and, increasingly since the Disability Discrimination Act (1995, 2005), people with disabilities. Equal
opportunities emphasize a move away from discrimination, rather than moving towards diversity. For

Table 1. Distinctions between equality and diversity

Equality Diversity
Externally initiated Internally initiated
Operational Strategic
Legally driven (focus on race, gender, and disability) Driven by business (focus on a broad range of differences)
Quantitative focus Qualitative focus
Problem focus Opportunity focus
Difference perceived as a problem Difference perceived as an asset
Group-focused Individual-focused
Reactive Proactive




