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M EXECUTIVE
SUMMARY

Pakistan's Female Labor Force Participation (FLFP) is at 22 percent, with the FLFP in urban
Pakistan among the lowest in the world — hovering at around 10 percent for over 20 years.!
According to the World Bank's Enterprise Survey, women in Pakistan hold only one in 14 jobs in the
country's businesses?reflecting the multidimensional challenges that women face both at the
workplace and outgide of it. Pakistan's “Vision 2025” sets an ambitious target of increasing FLFP to
45 percent by 2025, and private sector action is key to meeting this target.

Women face gender-based inequality and barriers to participation and success in the workplace
and in business. These include supply-side barriers such as imperfect information about
employers; capital market imperfections that make it difficult to access funding; and norms
associated with gender roles. On the demand-side, barriers include laws and regulations,
perceived higher costs of hiring women (sometimes due to the provision of benefits and services
like maternity leave and childcare); imperfect information about women's skills and capabilities;
skills mismatch; and discrimination.“>©

Pakistan can increase its gross domestic product (GDP) by up to an estimated 30 percent by
ensuring that women have an equal opportunity in economic participation” By identifying and
addressing barriers to women's employment that originate in and outside the workplace, private
sector companies can unlock opportunities for increased profit, growth, and innovation: The
competitiveness and productivity of firms in Pakistan can be significantly enhanced by recruiting,
retaining, and promoting diverse skills and talents.

Well-designed social disclosuresesupported by feedback mechanisms can be effective
instruments in promoting gender equality practices across sectors and industries — providing the
framework for increased accountability and ultimately leading to improved jobs, while effectively
showcasing to investors how well a business is managing its human capital — a critical resource for
allbusinesses.

A strong business case exists for social disclosure and transparency. Regular and voluntary social
disclosure by a company can fill information gaps for customers, investors, and employees, and as
a result, can have a positive effect on revenues and build better access to human capital. Effective
social disclosure also promotes more efficient capital markets by ensuring transparency to all
investors and preventing asymmetricinformation flows.

To better understand the landscape with respect to women's employment challenges and
opportunities in Pakistan's private sector, the International Finance Corporation (IFC) and the
Pakistan Business Council (PBC) designed a Gender Disclosure Diagnostic, which was
disseminated at large including PBC member companies@and IFCclients.

® An organization's voluntary practice of publicly sharing data on the composition and management of their workforce; reporting organizational
policies, strategies, and revealing key benchmarks. Social Disclosures provide the framework for increased accountability.

® IFCand PBC have had a strong collaboration to support Pakistan's companies to deepen their efforts towards gender equality. This has included
significantworkon (i) Tackling Childcare, and (ii)a Peer-Learning collaboration on family-friendly workplaces.
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45 responded by participating in the initiative and undertaking the diagnostic. The companies
represent diverse sectors of the country's economy (Figure 1), with the majority (27 percent)
belonging to the Textile sector, followed by Banking & Finance (20 percent).e

Figure 1: Sectoral breakdown of participating companies

Automotive Banking & Finance
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© Sectoral breakdown of participating companies in absolute numbers
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IFC devised five key Gender Equity Principles (GEPs) to capture gender mainstreaming practices
that private sector companies can adopt (Figure 2). These principles include (i) Leadership and
Accountability, (ii) Gender Diversity (Workforce Representation), (iii) Gender Pay Gap, (iv) Optimal
Workplace Culture, and (v) Coaching and Mentoring Female Employees.

Figure 2: Gender Equity Principles (GEPs)
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KEY
FINDINGS

The research showed that 45 percent of the companies who participated have never publicly
disclosed gender specific targets, and 25 percent chose not to respond when asked if they
have. This statistic signals the need for building capacity and buy-in within Pakistan's private
sector to better connect gender disclosures with business goals. For companies to establish
greater accountability and transparency of gender equality claims, we recommend that targets
on gender equality (such as those with respect to gender pay gap, employment, retention, and
promotion) be made public.

The workforce in over half of the companies surveyed is less than 15 percent women (Figure 3);
50 percent of all participating companies have explicit goals to employ at least 15 percent
women but have been unable to reach their respective targets (of women's employment at the
company level). The figures for the proportion of women in leadership roles highlight persistent
inequality, with 63 percent of companies having less than 5 percent of women in senior
management positions. Furthermore, 60 percent of the companies who participated have either
none, or only one female member on their board of directors.

Figure 3: What proportion (%) of the company's workforce are women?

% OF COMPANIES
6-15% : Did not : 0-5% : 16-35%  More than 35%
Women : respond : Women : Women : Women
56% 22% 16% 4%
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Nearly 70 percent of companies do not collect data on gender pay gap (Figure 4). Of the minority
(30 percent) that do, 50 percent claim that no such gap exists within their organization and have
not taken any action as a result of its gender pay gap analysis. It is possible that most Pakistani
companies are resource-constrained or lacking technical expertise to carry out complicated
gender pay gap analysis.

Figure 4: Data Collection on Gender Pay Gap

% OF COMPANIES -
DATA COLLECTION ON PAY,
ANNUALLY §29%

- Do Not Collect Data - Data Collection, Analysis, and Regular Reporting - Did Not Respond

Data Collection, Only Data Collection and Analysis

Over a third (34 percent) of the companies did not respond when asked if they offered paid
maternity or paternity leave. The remaining 66 percent offer paid maternity leave to their
female employees. 66 percent of those offering paid maternity leave did so in accordance with the
law (Maternity and Paternity Leave Act 2020)®and 20 percent offered maternity benefits which
were more generous than the law.

38 percent of the companies offered paid paternity leave. 70 percent of those offering paid
paternity leave did so in accordance with the law (Maternity and Paternity Leave Act 2020), 24
percent offered maternity benefits which were more generous than the law, and six percent
offered paternity benefits less generous that the law.

60 percent of the companies have developed and implemented formal polices that address
violence and harassment in the workplace, while seven percent do not have such policies (33
percent of the companies chose not to respond).

55 percent of the companies provide mandatory trainings on bullying and sexual harassment, as
well as on unconscious bias (against female employees) to employees.

According the Maternity and Paternity Leave Act female employees are entitled to take fully paid maternity leave up to 180 days for the birth of the
first child, 120 days for the second, and 90 days for the third. For additional children, unpaid leave could be granted. Male employees are entitled to
take up to 30 days of fully paid paternity leave for the first three separate births. For additional children, unpaid leave could be granted.

The Maternity and Paternity Leave Act is a federally mandated law which is only applicable to public and private establishments in the federal capital
territory. For the purpose of this study, it is only being leveraged as a point of reference.
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POLICY
RECOMMENDATIONS

Based on the findings of the diagnostic, IFC has identified four recommendations for private
sector companies in Pakistan to begin adopting social disclosure practices, engaging in regular
reporting, and improving gender equality:

Pro—actively collect to inform tailored solutions and formulate
disaggregated data

gender-specific, evidence-based policies,

Engage in regu lar which will enable companies to become
reporting and adopt more competitive, and attract greater

dlsclosu (=) practlces investment opportunities,

Strongly support
Women's career
progression

within the company by adopting gender-
specific promotion mechanisms,

Actively solve for the that working women face and offer provisions
unique challenges such as flexible work arrangements for staff.
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Bl INTRODUCTION

Gender equality is a central component of development. However, in Pakistan, gender inequality
continues to be acute and multidimensional, dampening the potential benefits for women, as
well as for the country's overall economy. Women face gender-based inequality, and barriers to
participation and success in the workplace and in business. According to the World Economic
Forum, the Global Gender Gap Index rank of Pakistan is 153 among 156 countries: The index
measures countries' progress towards gender parity on economic participation and opportunity,
educational attainment, health and survival and political empowerment.

Similarly, Pakistan's Gender Inequality Index (Gll) score, which measures inequalities across
three important aspects of human development — reproductive health, empowerment, and
economic status™is higher than South Asia's regional (SAR) average, a region that is ranked
second most unequal in the world'°GlI projects the human development costs of gender
inequality. Thus, the higher the Gll value, the more the disparities between men and women and
the greater the loss to human development.

@ Economicstatusis measured by female labor force participation (FLFP).
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WOMEN'S EMPLOYMENT IN
PAKISTAN - CURRENT LANDSCAPE

Inclusive and sustainable growth can only be realized when women and men enjoy the same
opportunities, rights, and obligations. This implies equality in the distribution of power and
influence, and having equal opportunities for financial independence, education, and
employment. In Pakistan, though women account for 49 percent of the country's population, the
female labor force participation (FLFP) rate is merely 22 percent‘,‘with the majority of women
engaged in low-quality and low-paying jobs. FLFP is low across all sectors and less than the SAR
regional average. Itis significantly below Pakistan's comparators (Figure 1).

Figure 1: Pakistan's FLFP, HDI, and GIl — Regional Comparison
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According to the World Bank's Enterprise Survey, women in Pakistan hold only one in 14 jobs in
the country's businesse;.zFurthermore, justonein 17 companies in Pakistan (or about 6 percent)
isled by a woman. Educated women — those working in urban and provincial capitals — struggle
to enter and stay in the workforce. Women with low education levels face even more limitations.
FLFP in urban Pakistan is among the lowest in the world, having hovered around 10 percent for

over20years."
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CHALLENGES TO FEMALE
LABOR FORCE PARTICIPATION
IN PAKISTAN

There are multiple barriers to female participation in the workforce which stem from social and
cultural norms, including care demands, mobility constraints, gender-based violence, lack of
agency and more. Additionally, structural barriers such as firms demonstrating a discriminatory
attitude, and a lack of awareness of workplace laws can furtherimpede women's participation in
the workforce. For these reasons, urban female labor force participation in Pakistan is
particularly low and has not risen much over the last two decades.

When women do participate in the workforce, their presence is concentrated in a narrow set of
industries and occupations. Occupation profiles across the board vary distinctly by gender.
Urban men are more likely to be engaged in trades such as construction and services, whereas
urban women are engaged in jobs such as domestic help or in apparel and textiles. At higher
levels of education, the education sector features as the largest employer for urban women
whereas urban men work across a varied number of service-oriented jobs. There is limited
representation of urban womenin services and retail.

Re-aligning corporate practices and interventions at the firm level can help identify the distinct
causes of gender inequality at the workplace, and also address many of the underlying root
causes that exacerbate genderinequalities at the workplace .*®
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M THE BUSINESS CASE
FOR GENDER
EQUALITY

Pakistan can increase its gross domestic product (GDP) by up to 30 percent by ensuring that
women have an equal opportunity in economic par‘ticipat‘ion‘.6 By identifying and addressing
barriers to women's employment that originate in and outside the workplace, private sector
companies can strengthen their workplaces. Competitiveness could be significantly enhanced if
firms recruit, retain, and promote diverse skills and talents, which are urgently needed to be more
productive and innovative.

Few companies have widened their search for talent and skills by tapping into Pakistan's vastly
underutilized female talent pool. The aim of this report is to expand the awareness, identify
current corporate practices, and make policy recommendations?Findings and recommendations
will enable private sector companies in Pakistan to make impactful and actionable changes in their
policies — such that those (policies) can be formulated and implemented which are conducive for
genderinclusive and sustainable growth.

Box 1: The Business Case for Gender Equality

By closing gender gaps, companies can unlock opportunities for increased profit,
growth, and innovation. A growing body of evidence shows that companies can
benefit from investing in women as employees, entrepreneurs, customers, and
community partners. Such investments help companies in several ways, which
include but are not limited to:

m RETURN ON EQUITY
Companies with gender-diverse boards generate a higher return on equity than
those without.

B SHARE PRICE

Companies with gender-diverse boards outperform those with no women in
terms of share price performance during times of crisis or volatility.

m PERFORMANCE
High-performing companies are almost 50 percent more likely than low-
performing companies to report that men and women have equal influence on
strategy development.

® GROWTH RATE

Investors in companies with strong gender diversity strategies receive excess
returns running ata compound annual growth rate of 3.5 percent.

Source: IFC. “Investing in Women: New Evidence for the Business Case.” 2017.
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SOCIAL
DISCLOSURES

Social disclosures can be defined as an organization's voluntary practice of publicly sharing data on
the composition and management of their workforce - reporting organizational policies and
strategies, and revealing key benchmarks.

In developing countries, economic and social development is often limited by an insufficient flow
of private capital. In part, this is due to a heightened perception of risk in these countries,
compounded by a lack of information or transparency. Social disclosures, therefore, provide the
framework for increased transparency and accountability, and ultimately lead to improved jobs
across the full scope of companies' operations - supporting productivity and long-term business
success.

In addition to the business case for greater gender equality, there exists a strong business case for
social disclosure and transparency. Regular and voluntary social disclosure by a company can fill
information gaps for customers, investors, and employees and, as a result, can have a positive
effect on its revenues and build better access to human capital. Their use also promotes more
efficient capital markets by ensuring fair disclosure to all investors and preventing asymmetric
information flows.”

For investors, the availability of high-quality, comparable workforce data is a key determinant to
evaluate companies over the long term, enabling investors to build their understanding of
workforce issues and opportunities, leading to better outcomes. Social disclosure requirements
that are well-designed and supported by feedback mechanisms can be effective instruments for
promoting positive gender practices across sectors and industries and within spatial contexts.

Box 2: Why take part in the Gender Disclosure Initiative

Be an employer of choice by:
m Effectively showcasing how you are managing your workforce to investors

B Demonstrating your leadership on gender equality issues to a range of stakeholders,
including civil society, governments, and regulators

B Showcasing that gender inclusion/ equality and women's rights are at the center of
your business, and attract new potential employees and customers

B Receiving a tailored Disclosure Scorecard which allows you to benchmark yourself
againstyour peers

B Participating in a series of workshops and webinars covering key workforce issues,
featuringinvestors, trade unions and subject matter experts

B Linking relevant teams internally, stimulating detailed and constructive
conversations on gender-relevant topics within your organization

B Understanding, and creating the business case for investing in women, ensuring
buy-in from internal and external stakeholders

B Build resilience and increase profitability by using the data (sex-disaggregated)
collected toimprove gender equality across your business

Gender Diversity and Disclosure in Pakistan - Private Sector Landscape Analysis 18



GENDER
DISCLOSURES

Gender disclosures are a subset of social disclosures that focus on gender-specific policies and
objectives — this includes reporting on gender mainstreaming practices being implemented by
private sector companies. Integrating gender-related information into disclosures can assist
organizations in publicly demonstrating their accountability to gender equality and women's
economic participation. It enables all interested stakeholders to gain insights into the effects of the
organization's operations, products, and services on both women and men. Additionally, gender
disclosures can help stakeholders such as employees, communities, consumers, and investors
understand how a reporting organization contributes to gender equality within its sphere of
influence.

Box 3: IFC and PBC: Gender Disclosure Initiative
(component of the IFC Pakistan Investment and
Competitiveness Project)

The Pakistan Business Council (PBC), a business advocacy forum, is composed of
some of the largest businesses including multinationals that have significant
investment in, and a long-term commitment to Pakistan. Members' turnover
represents 11 percent of Pakistan's GDP and contributes up to 25 percent toward
Pakistan's taxes and exports. PBC's key advocacy thrust is targeted toward easing
barriers for businesses in the wake of progressive regional and global free trade, as
wellasimproving national investment flows to match target GDP growth rates.

The International Finance Corporation (IFC) and the PBC have partnered via the IFC
'Pakistan Investment and Competitiveness Project' to support investment
promotion and generation by creating more desirable business conditions that will
attractinvestors and build capacity to improve women employment opportunities.

The gender component of the Pakistan Investment and Competitiveness Project is
geared toward the adaptation of gender disclosure practices by PBC member
companies, as well as by the broader private sector (non-PBC member companies).
Greater transparency and accountability with respect to gender norms at the
workplace helps companies to identify and address barriers to women's
employment and demonstrates the company's leadership on gender equality issues
to a range of stakeholders, including civil society, governments, investors and
regulators.

The partnership is part of a larger IFC effort to drive economic development and
close gaps between menand women in the economy.
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(THE LACK OF) GENDER
DISAGGREGATED DATA

Among other things, achieving gender equality requires significant amounts of accurate gender
data. In Pakistan, however, there is a major gap in data that is disaggregated by sex, and this gap
often renders women's societal, cultural, and economic contributions and obstacles invisible. As of
December 2020, only 49.1 percent of indicators needed to monitor the Sustainable Development
Goals (SDGs) from a gender perspective were available for Pakistan, with key gaps in some areas,
and lack of comparable methodologies for regular monitoring in others®

Such gaps in data can exacerbate existing gender divides, feeding and reinforcing biases in social
programs, access to financial and other services, economic opportunities, and even development
programs designed to address gender inequality. Part of the solution may be in the form of
corporate and administrative data, collected and reported at the organizational level —in the form
of gender disclosures —which if used effectively, can provide the volume of data needed to portray
women and their situations accurately, and in turn inform the creation of evidence-based
solutionsimproving women's economic participation in Pakistan.

= '/Qoo : There remains a huge gap in meaningful

> (K 2 : and publicly available data.

- 6] :
(] : Investors are interested in workforce
’ : data, now more than ever.
= : For effective policy-making data, a range
e : of information and data (variety) is
&= T : needed in high quantity (volume), more
pﬁ : regularly and frequently (velocity).
bagett

Source: IFC, 2020.

Despite progress from some companies on issues such as pay, working conditions and diversity,
there remains a gap in meaningful publicly available corporate data about the opportunities and
challenges that employees encounter. IFCin collaboration with PBC, prepared and disseminated a
Gender Disclosure Diagnostic through which companies were invited to engage in the practice of
social (gender) disclosures in line with international best practices and standards in corporate
governance, culture, and risk management.

The diagnostic is applicable to a range of company sizes, organizational complexity, and operating
contexts. The following sections of this report delve into the specifics of the Gender Disclosure
Diagnostic, its results, and policy recommendations.
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B GCENDER DISCLOSURE

—

DIAGNOSTIC

The gender disclosure diagnostic is designed to understand the landscape with respect to
women's employment challenges and opportunities in Pakistan. It is a first step toward creating an
enabling environment of self-voluntary disclosure and the adoption of regular reporting by private
sector companies in Pakistan. It also serves as a mechanism for companies to self-engage and
evaluate internal polices, strategies, and practices, and bring about operational and workforce-
related reforms.

Existing research shows that several factors influence women's participation in the workforce. For
example, firms may harbor (unconscious or at times subconscious) biases against hiring women or
may not have basic facilities such as restrooms for women. They may not have policies to protect
women from sexual harassment or facilities and accommodations such as breastfeeding and
Iactatiog rooms for working mothers, flexible work arrangements and paid leave for working
parents. Women's economic participation is also constrained by socio-cultural attitudes toward
women in the workforce and disproportionate household responsibilities, including time spent on
unpaid care, and impediments posed by limited mobility due to harassment on transportation
systems, among other reasons. In line with these barriers, the gender disclosure diagnostic delves
into five key Gender Equality Principles, as well as the broader organizational culture and
governing principlesthat canimpact gender equality in the workplace.
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DESIGN OF THE
DIAGNOSTIC

The diagnostic included 86 questions structured around the five GEPs, COVID-19, and
organizational structure of the company.

The diagnostic was shared in the form of an online survey and was disseminated by the PBC. It was
completed by companies with involvement from Human Resource (HR) Teams and/or Diversity
and Inclusion Teams, as well as Executive/Senior Management.

FIVE KEY GENDER
EQUALITY PRINCIPLES
(GEP)

Five key Gender Equity Principles (GEPs) were devised - diagnostic questions were mapped to
these GEPs to capture gender mainstreaming practices commonly adopted by private sector
companies.

Leadership and Accountability

Organizational governance and values are often the starting point for reporting gender-related
practices organization's governing principles and values affect everything it does. In this section,
companies were asked to indicate if they had an overall policy / strategy in place to ensure the
importance of mainstreaming gender equality, and the ways in which the organization's leadership
ensured gender equality at the workplace.

Gender Diversity (Workforce Representation)

Recruiting women into the formal workforce represents a significant opportunity for Pakistani
companies to optimize financial and operations gains, as workforce diversity has been linked to a
variety of business benefits, including increased productivity, competitiveness, and growth. In this
section, participating organizations were asked to indicate policies on workforce diversity and
reveal the gender composition of their workforce.

Optimal Workplace Culture

Optimal workplace culture usually includes provisions for paid parental leave and childcare,
flexible work arrangements, health and well-being, and respectful workplaces. An equitable work
arrangement is an agreement (formal and/or informal) between a workplace and an employee
that encourages both women and men to utilize such provisions, alleviating challenges faced at the
workplace. In this section, companies were asked to share common practices and provisions
offered towards equitable work arrangements. The section comprised of questions about (i)
parental leave, return to work and childcare support, (ii) flexible work, (iii) health and well-being,
and (iv) respectful workplaces.
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IE Coaching and Mentoring for Female Employees

In this section, companies were asked about policies and strategies that may have been
implemented to prepare and promote women for leadership positions and roles within their
organizations.

[E} Gender Pay Gaps (Compensation and Benefits)

The gender pay gagis the difference between women's and men's average earnings. Organizations
that actively take measures to achieve gender pay equity set goals in their remuneration policies/
strategies. In this section, companies were asked to share organization-wide pay gaps, policies to
address the gap, and measures they have implemented to achieve gender pay equity.

® Analyzingyour payroll data can uncover three types of gaps:
Unequal pay: when women and men undertaking work of equal or comparable value are not paid equally.
By-level pay gaps: the difference between women's and men's average pay within the same employee category, such as managers
Organization-wide pay gaps: the difference between women's and men's average pay across the whole organization.
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COVID-19 AND
GENDER EQUALITY

Given the COVID-19 pandemic and its economic ramifications, the diagnostic also explored
policies and measures adopted by companies to address the disproportionate impact faced by
female employees.
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M DATA FINDINGS AND
ANALYSIS

NUMBERS AT A GLANCE

PARTICIPATION AND
RESPONSE

The Gender Disclosure Diagnostic was shared at large including PBC member companies?and IFC
clients. 45 companies responded by participating in the initiative and undertaking the diagnostic.
Ofthe 45 companies that participated, the average response rate for most of the questionsin each
of the sections (based on the five key Gender Equality Principles) was between 45 percent to 75
percent.

Note: The analysis and statistics shared in the following sections are based on the responses of the
participating 45 companies as the baseline, i.e., the figure 100 percent implies 45 companies in absolute
terms.

©® Whentheinitiative was launched PBC had 86 member companies; now it has 88.
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COMPANY STRUCTURE AND SECTORAL
BACKGROUND

Of the companies that participated (45), 29 identified themselves as Publicly Listed, 12 identified
themselves as Non-Listed Private Limited, and four identified themselves as State-owned. The
overall mix was a representation of diverse sectors of the country's economy (table), with the
majority (27 percent) belonging to the Textile sector, followed by Banking & Finance (20 percent)?

Figure 4: Sectoral breakdown of participating companies

Automotive Banking & Finance

7% 20%

*Others include Publishing,

Stock Market, Textile
Manufacturing, etc. 27%

Chemicals

7%

Engineering &
Industrial Products

Food &
Consumer Products
s 13%

Pharmaceuticals

2%

Other
22%

PARENT COMPANY AND GROUP
POLICIES

It is important to note that 60 percent of the companies that participated belong to a parent
group of company. Of the companies that belong to a parent group, 96 percent (i.e., all except for
one company) tend to follow the same group policy as that of their parent company, signifying the
homogeneity of policies among parent and subsidiary companies. While it cannot be concluded
that all companies have similar policies, it is fair to assume that the broader landscape with respect
to women's employment — challenges and opportunities — is greatly influenced by parent
companies.

Sectoral breakdown of participating companiesin absolute numbers

Automotive Food and Consumer Products [ 6 |
Banking & Finance [ 9 | Pharmaceuticals
Chemicals Textiles 12

Engineering and Industrial Products Other
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LEADERSHIP AND
ACCOUNTABILITY

STRATEGIC ACTION

42 percent of the companies have made prior public commitments to gender equality and
women's empowerment. Commitments range from making public/private disclosures, to signing
the UN Women's Empowerment Principles (WEP).

40 percent have a gender strategy and women's empowerment plan as part of their business
strategy. An additional 18 percent of the companies were currently (at the time of the survey i.e.,
May/June 2021) in the process of developing strategies aimed at integrating gender equality into
their business plans.

Lack of disclosure on gender equality targets

Despite the initiative to develop and adopt gender equality and women's empowerment
strategies in the broader business strategy, most companies have never disclosed specific targets
on gender equality. Of the 45 companies that participated, 45 percent have never publicly
disclosed gender specifictargets, and 25 percent chose not to respond when asked if they have.

For companies to establish greater reliability in terms of gender equality claims, and to ensure
greater accountability and transparency, making specific targets on gender equality (such as those
with respect to gender pay gap, employment, retention and promotion) public would be
beneficial.
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ENVIRONMENTAL, SOCIAL, AND GOVERNANCE
(ESG) PRINCIPLES

The risks associated with poor workforce management which fall under the 'social' and
'governance' aspects of ESG principles, must be considered and evaluated as part of the gender
analysis. 62 percent of the companies stated that they incorporate ESG in their gender response
process.

The following table represents the various gender-related rights impact and the number of
companies which address each of them:

Sexual Harassment

Workplace Bullying

Gender Discrimination

Gender Pay Gap

Access to Women's Health Services

* Responses are not mutually exclusive
** 45 companies responded

53 percent of the companies conduct completely anonymized employee surveys and other
engagement mechanisms to specifically identify and address gender equality and women's
empowerment issues. All these companies also integrate employee feedback regarding gender
issuesinto company policies and practices.
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GENDER DIVERSITY AND
WORKPLACE REPRESENTATION

GENDER EQUALITY IN THE
WORKFORCE

Sixty-four percent of the companies collect sex-disaggregated data on their workforce by
occupational function. And 42 percent not only engage in the collection, but also actively
undertake data analysis and regular monitoring.

Proportion of Female Employees

The workforce in over half of the companies surveyed is less than 15 percent women (Figure 5).
All such companies, however, intend to employ at least 15 percent women but have been unable to
reach their respective targets. The chart below represents the percentage of companies with the
corresponding proportion of female workforce.

Figure 5: What proportion (%) of the company's workforce are women?

% OF COMPANIES
6-15% : Did not : 0-5% : 16-35% - More than 35%
Women : respond : Women : Women : Women
56% 22% 16% 4% 2%
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It is encouraging to find that 65 percent of the companies have set targets to increase the
representation of women across various levels of the organization, with two companies aiming for
a female workforce of more than 50 percent of the total. The majority of companies surveyed
intend to employ up to 35 percent women in their workforce.

In order to effectively achieve targets pertaining to women's employment and participation,
companies need to implement effective and formal policies and/or strategies that support gender
equality in recruitment, retention, promotion, and performance management. Figure 6
represents the percentage of companies with formal policies and/or strategies across these
domains of employment.

Figure 6: Formal Policies / Strategies

% OF COMPANIES WITH FORMAL
POLICES / STRATEGIES IN

%
PERFORMANCE o
MANAGEMENT 2%

38%
33%
PROMOTION %
36%
31%

RETENTION 29%
40%

24%

=
w
w

RECRUITMENT 20%
56%

0 10% 20% 30% 40% 50% 60%

X

[ Did Not Respond [l No M Yes
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GENDER EQUALITY IN
LEADERSHIP

The diagnostic also explored gender equality in leadership. The figures for the proportion of
women in leadership roles highlight persistent inequality, with 63 percent of companies having
less than 5 percent of women in senior management positions (Figure 7).

60 percent of the companies have either none, or only one female member on their board of
directors, highlighting the urgency for companies to reevaluate their practices on leadership
training and promotion for women, and also for addressing social, cultural and workforce biases —
conscious and unconscious — that impede women from realizing the same level of professional
successas men.

Figure 7: Composition of Women in Senior Management

% WOMEN IN SENIOR
MANAGEMENT

2% 5%

62%
H >35%
16-35%
B 6-15%
B 0-5%
Bl Did Not Respond
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GENDER PAY
GAP

Nearly 70 percent of the companies do not collect data on gender pay gap (Figure 8). Of the
minority (30 percent) that do, 50 percent believe that no such gap exists within their
organizations; and have not taken any action as a result of its gender pay gap analysis. Due to a lack
of evidence and small sample size, no conclusions can be drawn regarding the level of gender pay
gap.

Companies that have not taken a gender pay gap analysis or collected sex-disaggregated pay data
did demonstrate a willingness to undertake one. 60 percent of all participating companies stated
that they have in place a formal policy and/or strategy on remuneration. However, only two
companies (i.e., less than 5 percent) have the information publicly available. Pay equity objectives
areincludedin formal policies for 31 percent of the companies who participated.

Figure 8: Data Collection on Gender Pay Gap

% OF COMPANIES -
DATA COLLECTION ON PAY,
ANNUALLY

42%

- Data Collection, Analysis, and Regular Reporting - Did Not Respond

- Do Not Collect Data

Data Collection, Only Data Collection and Analysis
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OPTIMAL WORKPLACE
CULTURE

PARENTAL LEAVE, RETURN TO WORK AND
CHILDCARE SUPPORT

31 percent of the companies revealed that they have a formal policy and/or formal strategy to
support employees with family or care responsibilities. Fundamental to formulating such policies
isthe need for relevant and accurate data. Figure 9 below represents the percentage of companies
who collect sex-disaggregated data to assess the need for childcare support across different
domains. As evident from the results, majority companies do not actively engage in this practice,
highlighting the massive need for greater data collection to design informed decision on the needs
of working parents with respect to childcare support.

Figure 9: %Companies collecting sex-disaggregated data on working parents.

% COMPANIES COLLECTING
DATA ON WORKING PARENTS

PARENTS WITH CHILDREN IN
THE AGE GROUP 3-5 YEARS
PARENTS WITH KIDS IN
PRESCHOOL AGE (<3 YEARS)
WORKING PARENTS
[ 24%]

24%

0% 10% 20% 30% 40% 50% 60%

[ Did Not Respond [l Do Not Collect Data [l Collect Data

66 percent of the companies responded when asked if they offered paid maternity leave, with 100
percent of those responding — doing so in the affirmative. 66 percent of those offering paid
maternity leave did so in accordance with the law (Maternity and Paternity Leave Act 2019), and 20
offered maternity benefits which were more generous thanthe law.

According the Maternity and Paternity Leave Act female employees are entitled to take fully paid maternity leave up to 180 days for the birth of the
first child, 120 days for the second, and 90 days for the third. For additional children, unpaid leave could be granted. Male employees are entitled to
take up to 30 days of fully paid paternity leave for the first three separate births. For additional children, unpaid leave could be granted.
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38 percent of the companies also offered paid paternity leave, of which 70 percent of the
companies did so in accordance with the law (Maternity and Paternity Leave Act 2019), 24 percent
were more generous than the law, and the remaining 6 percent were less generous. Additionally,
36 percent and 16 percent of the companies implemented concrete actions (excluding policies) to
promote the uptake of maternity and paternity leaves, respectively.

Based on the results of the survey it was also found that over 20 percent of the companies
monitored the return-to-work rate of their employees after maternity leave, and 38 percent
implemented concrete actions (beyond policies) that promote the return to work and retention of
workers after maternity leave.

38 percent of the companies offer breastfeeding facilities and/or breastfeeding breaks to
employees, and almost 30 percent offer internal support networks for women and working
parents. Additionally, the following table lists different types of provisions (offered by the number
of companies) as means of childcare support to employees:

On-site Childcare

Near-site Childcare

Childcare Allowance
Emergency Childcare Support

Childcare Referral Services

Other (e.g., Transportation, WFH, etc.)

*Responses are not mutually exclusive, and any company may
offer one or more of the provisions above, simultaneously.

O Measured byaccounting foremployees who returned to work after maternity leave and continue to be employed a year later.
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FLEXIBLE
WORK

33 percent of the companies have a formal policy on flexible working arrangements (Figure 9).
33 percent of the companies offer flexible working hours (i.e., the ability to alter the start and end
of the working day) to their employees, and almost 50 percent offer flexible work locations (i.e.,
the ability of work from home or telecommute). However, the majority of companies (that offer
these provisions) only offer these provisions to full-time or permanent members of their staff.

Figure 10: Percentage of companies that offer flexible working options

% COMPANIES, OFFERING
FLEX WORK

33% 34%
Did Not Offer Flex
Respond Work

33%
Do Not Offer
Flex Work
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HEALTH AND
WELL-BEING

58 percent of the companies offer their employees health insurance; 80 percent of the
companies (offering health insurance) fully cover the cost, and the other 20 percent split the cost
with employees. It is also important to note that only 4 percent of the companies surveyed
responded that they do not provide health insurance, while 38 percent did not respond when
asked if they offered health insurance to theiremployees.

Figure 11 projects the different services (and the number of companies) for which companies
provide coverage.

Figure 11: Type of health coverage that is provided

NO. OF COMPANIES, OFFERING
HEALTH COVERAGE (TYPE)

MENTAL HEALTH

SEXUAL &
REPRODUCTIVE
HEALTH

MATERNAL HEALTH

0% 5% 10% 15% 20% 25% 30%

[ Did Not Respond [l Do Not Cover Cost [l Cover Cost

*Responses are not mutually exclusive, and any company may
offer one or more of the services above, simultaneously.
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RESPECTFUL
WORKPLACES

More than half the companies (60 percent) have developed and implemented formal polices
that address violence and harassment in the workplace, while seven percent of the companies
do not have such policies. 55 percent provide mandatory training on bullying and sexual
harassment as well as on unconscious bias (against female employees) to employees.

62 percent of participating companies have in place grievance mechanisms through which
employees can report violence and harassment in the workplace. While many respondents
collect sex-disaggregated data on the remediation of violence and harassment grievances as
reflected in Figure 12, the absolute number is not very high. Measures to collect sex-disaggregated
data are imperative for the design of effective remediation policies and measures.

Figure 12: Sex-disaggregated data collection on violence and harassment grievances

% COMPANIES - ENGAGING
IN DATA COLLECTION
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Gender Diversity and Disclosure in Pakistan - Private Sector Landscape Analysis 37

Did Not
Respond

Do Not
Collect Data

11%



Figure 13 projects the number of companies (in absolute terms) which have made certain support
mechanisms readily available to support employees facing domestic violence.

Figure 13: Companies offering support mechanism to employees facing harassment/violence
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COACHING AND MENTORING
FOR FEMALE EMPLOYEES

When asked to indicate if the company has an overall policy and/or strategy to develop a pipeline
of women for leadership roles, 33 percent of the companies responded in the affirmative, and 22
percent responded by indicating that they had no such policy.

38 percent of the companies plan and conduct professional development and women leadership
programs, and 27 percent have a formal mentorship/sponsorship program in place. 31 percent of
the companies also have a high potential talent identification and development program for
women.

COVID-19 AND
GENDER EQUALITY

COVID-19 has deepened gender inequalities across numerous countries, and in different ways. The
growing inequalities between women and men have also negatively impacted the private sector.
Due to COVID-19, businesses faced disruptions from greater absenteeism, turnover, and
permanent job losses, which reduced their ability to operate effectively and productively.

45 percent of the companies who participated in the survey had undertaken evaluations or
assessments to understand how COVID-19 had impacted their workforce, of which 40 percent had
been able to identify that the COVID-19 crisis had indeed impacted women (employees)
differently.

Based on the differential impacts, almost 30 percent of the companies devised strategies to
address gender-specific impacts of COVID-19, by offering options such as extended time-off for
care responsibility, and provision for child-care support, etc.

i

§
'\
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@ POLICY
RECOMMENDATIONS

RECOMMENDATION 1:

PRO-ACTIVELY COLLECT AND
DISAGCREGATE (ORCANIZATIONAL)
DATA BY GENDER

The diagnostic was disseminated across 86 PBC member companies, of which 45 responded.
Disaggregating data based on gender, which is defined by the United Nations as “data collected
and tabulated separately for women and men,” is critical to understanding how developing
countries can help women living on the border between poverty and prosperit\?Findings fromthe
diagnostic revealed a gap in organizational data that is collected and disaggregated by gender. For
instance, data on gender pay gap, which is a major indicator of assessing gender parity globally, is
missing. Similarly, two-thirds of the companies do not have mechanisms to collect gender-
disaggregated data for working parents to assess the need for childcare support.

For private sector businesses, gender-disaggregated data is a necessity to build consumer-centric
business strategies and enhance the company's value proposition to investors, as well as specific
market segments, including the women's market. It allows for the recognition of customer
segmentation and market opportunity, and addresses value-chain bottlenecks using gender-
speciﬁcinformation.z'

Inclusive approaches to gender data collection and usage have been shown to yield greater
revenues, as well as numerous other positive outcomes such as employee retention, and
operational replicability and scalability. Furthermore, a number of existing studies have identified
various avenues through which gender-disaggregated data can assist women in the workforce to
overcome barriers to market access, financial inclusivity, and identification of prospective
opportunities.

It is advisable for private sector companies to pro-actively collect and disclose disaggregated data
to inform tailored solutions and formulate gender-specific evidence-based policies.
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RECOMMENDATION 2:

ENGAGE IN REGULAR REPORTING
AND ADOPT DISCLOSURE
PRACTICES

Corporate reporting initiatives are critical for generating meaningful and comparable data on
workforce issues at scale. The adoption of disclosure practices complements the collection and
analysis of gender-disaggregated data (recommendation 1, above) as does the public reporting of
data, steps that companies are taking to safeguard their workforce and supply chain relationships.
Investors increasingly recognize that firms taking positive actions and publicly declaring gender
equality practices are likely to be more resilient in the current crisis, and better equipped to
succeed in the future. Private sector companies in Pakistan that actively engage in regular
reporting can become more competitive by retaining talent and attract greater investment
opportunities.

As per our findings, while 27 companies had developed or were in the process of developing
strategies aimed at integrating gender equality into their business plans, only one company was
able to share a publicly available link to their gender strategy plan. Similarly, almost 50 percent of
the companies who responded, had never publicly disclosed specific targets on gender equality
and women's empowerment. And just over 50 percent have active engagement and reporting
mechanisms in place targeted towards gender equality at the workplace. These findings highlight
the need to better understand, and pro-actively address companies' concerns around collecting
and disclosing data.

RECOMMENDATION 35:

SUPPORT WOMEN'S CAREER
PROGRESSION

Findings revealed that while more than half of the companies have a formal policy and strategy to
recruit women, only one-third of the companies have an active policy or strategy towards
promoting women. More than half of the companies do not have formal mentorship or
sponsorship programs that may better prepare women for leadership positions and roles. The
absence of such strategies and programs is likely to be one of the reasons why more than two-
thirds of the companies have either none or one woman as a member of the board of directors,
andlessthan 5 percent of the company's senior management as women.

Career progression is also linked with to greater employee retention, and thus having a policy that
promotes women serves a dual purpose. Having women in leadership positionsis instrumental not
only for ensuring better outcomes with respect to gender equality, but also for improved financial
and operational gaingz, which greater diversity in leadership has been linked with.
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RECOMMENDATION 4:

ACTIVELY SUPPORT FLEXIBLE
WORK ARRANGEMENTS FOR
STAFF

The COVID-19 pandemic has highlighted the need for flexible work options. The need is amplified
for women due to their disproportionate (unpaid) care responsibilities. As per the results of a
COVID-19 survey (conducted by the South Asia Gender Innovation Lab), which covered urban
areas, 83 percent of women reported that their share of household work (unpaid) increased after
COVID-19°A larger share of women than men reported an increase in unpaid work regardless of
employment status. This gender gap was found to be the largest between working men and
working womeR: These findings point toward the double burden of work faced by working women.

In order to alleviate the extra responsibility of unpaid care work and to make the working
ecosystem more conducive for women, private sector companies can consider the unique
challenges that working women face and offer provisions such as flexible work options. These
options can be offered to and benefit both men and women. Flexible work arrangements should
also be available to staff who are not parents. Results from the diagnostic reveal that only one-third
of the companies have a formal policy of flexible (and partial) work arrangements, and/or offer
flexible working hours (i.e., the ability to alter the start and end of the working day) or partial
working hours (for example 80 percent instead of 100%) to their employees. In the wake of the
pandemic, half the respondents did offer flexible work locations (i.e., the ability to work from
home/telecommuting).

For more resources on how to build family-friendly workplaces, companies can access IFC-PBC's
work on Tackling Childcare, and Employment.
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