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The study adopts a descriptive research design and uses primary data
collected through structured questionnaires administered to employees across
various sectors. Secondary data from journals, reports, and organizational
records supplement the analysis. The findings reveal that organizations
promoting gender equality experience higher employee satisfaction,
improved morale, stronger teamwork, and enhanced organizational
commitment. Conversely, workplaces with gender inequality tend to face
issues such as low motivation, conflict, and reduced productivity. The study
concludes that gender equality significantly contributes to a healthy
workplace environment by encouraging inclusivity, mutual respect, and
fairness. It emphasizes the need for organizations to implement effective
policies, awareness programs, and leadership initiatives to promote gender
equality. The insights from this research provide valuable implications for
management and policymakers in creating equitable and sustainable
workplace environments. Gender equality has emerged as a critical factor in
fostering a positive and productive workplace environment. This study aims
to examine the level of gender equality within organizations and analyze its
impact on the overall workplace environment. The research focuses on key
dimensions of gender equality such as equal opportunities, fair compensation,
career advancement, workplace policies, and the absence of gender-based
discrimination.
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1. INTRODUCTION

Gender equality in the workplace has become a critical issue in modern organizational management
and human resource practices. It refers to the fair treatment of employees regardless of their gender,
ensuring equal access to opportunities, resources, responsibilities, and career advancement. A
workplace that promotes gender equality fosters an inclusive environment, enhances employee
satisfaction, and contributes to overall organizational performance. Despite global awareness and legal
frameworks promoting gender equality, disparities persist in many workplaces, including unequal pay,
limited career growth opportunities for women, underrepresentation in leadership roles, and instances
of gender-based discrimination or bias. These inequalities not only affect individual employees but
also impact organizational culture, teamwork, and productivity. Research indicates that organizations
that actively implement gender-equal policies and practices benefit from improved employee morale,

IJWOS | Vol.3 No.01, January 2026 | https://ijwos.com 528

Copyright © 2025 The Author(s) : This is an open access article under the CC BY license (http://creativecommons.org/licenses/by-nc/4.0/)



International Journal of Web of Multidisciplinary Studies
E-ISSN: 3049-2424

creativity, and retention rates. The purpose of this study is to examine the current state of gender
equality in workplaces and its impact on the organizational environment. By understanding how
gender equality influences employee engagement, motivation, and collaboration, organizations can
develop strategies to create a more equitable, inclusive, and productive workplace. This study also
highlights the role of management policies, leadership practices, and organizational culture in
promoting gender equality.
A study on gender equality in the workplace reveals it's crucial for a positive environment, boosting
innovation, talent attraction, and financial success, but challenges like pay gaps, limited leadership
access, and biases persist, necessitating strong policies, transparent pay, diverse leadership, and
inclusive cultures to ensure equal opportunities, respect, and fair treatment for all genders, improving
overall well-being and business outcomes.
Key Impacts on Workplace Environment:
o Positive Culture & Morale: Creates a more positive atmosphere where all feel valued and
respected, increasing employee satisfaction and retention.
o Talent Attraction & Retention: Expands the talent pool by removing barriers, attracting diverse
candidates, and encouraging longer tenure as employees feel valued.
o Innovation & Performance: Diverse perspectives from all genders lead to better decision-
making, more creativity, and improved financial performance.
e Reduced Discrimination: Helps eliminate harassment and discrimination by addressing
unequal power dynamics and fostering inclusive policies.
Common Challenges Identified:
e Gender Pay Gap: Women often earn less than men for similar roles, impacting financial
security.
o Leadership Barriers: Women face obstacles in advancing to leadership, partly due to biases and
lack of support.
o Stereotypes & Bias: Pervasive stereotypes limit opportunities and create marginalization.
e Occupational Segregation: Labor markets often remain inflexible, with specific gendered
professions.
Strategies for Improvement:
o Policy & Legislation: Implement robust policies against harassment and discrimination, and
enforce fair labor laws (e.g., equal pay, work-life balance).
o Transparency & Audits: Conduct salary audits to ensure equal pay and increase pay
transparency to build trust.
o Diversity & Inclusion Initiatives: Develop strategies to fight stereotypes, promote diverse
leadership, and foster inclusive cultures.
e Support Systems: Provide mentorship and support for women and other underrepresented
groups.
o Challenging Norms: Move beyond a simple male/female binary to consider broader gender
identities and intersectionality.

2. REVIEW OF LITERATURE
e The chapter by Pritesh Pradeep Somani et al. (2025) aims to analyze how gender blindness in
workplace policies creates unseen barriers to equality and inclusion. The study focuses on the
neglect of gender-specific needs and how such oversight reinforces inequality, particularly for
women. The findings indicate that gender-blind regulations sustain marginalization by ignoring
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real workplace challenges shaped by gender roles. The analysis also shows that inclusive policies
require recognizing theoretical frameworks that address gender-specific needs. The chapter
concludes that acknowledging these needs is essential to overcoming barriers and building
equitable and inclusive workplaces

e The study by Keith Llyod Emata et al. (2025) aimed to assess the effectiveness of a gender
equality program in promoting employee empowerment. The research focused on how the
program shaped employees’ perceptions, opportunities, workplace relationships, and gender-
sensitive environments. Findings showed high mean ratings across indicators such as safety from
gender-based violence, gender sensitivity, and reduced stigma related to HIV/AIDS, all
interpreted as “very good.” The results also revealed that most respondents strongly agreed that
gender equality initiatives enhanced participation, support, and respect for all genders. The study
concluded that such programs play a significant role in empowering employees and fostering an
inclusive and equitable workplace.

e The article by Lilia Parashchuk et al. (2025) aims to analyze the legal support for gender equality
in the workplace within the context of Ukraine’s progress toward European integration. The
study focuses on international and national legal frameworks such as ILO conventions, CEDAW,
EU strategies, and Ukrainian labor laws addressing gender discrimination. The findings reveal
that despite the existence of extensive legal provisions, gender inequality persists due to weak
implementation mechanisms, enduring stereotypes, and limited support for women’s career
advancement, especially during wartime. The authors highlight the need for improved
legislation, transparent wage policies, and better conditions for balancing work and family life.
The study concludes that although progress has been made, achieving workplace gender equality
in Ukraine requires systemic reforms and long-term commitment

o The review by Adekunle Oyeyemi Adeniyi et al. (2024) aims to compare workplace gender
equality practices in the United States and African countries. It focuses on legislative actions,
cultural influences, organizational policies, and gender-equality challenges across these regions.
The findings show that the USA has made notable progress through laws such as the Equal Pay
Act and diversity initiatives, while African countries exhibit varied outcomes shaped by cultural
norms, socioeconomic factors, and developing legal frameworks. The study also identifies
common challenges, including gender-based discrimination, leadership underrepresentation, and
intersectional barriers. The review concludes that although both regions have advanced in
different ways, sustained policy reform, cultural change, and inclusive organizational practices
are essential to achieving global gender equality.

e The study by Silvia Moscatelli et al. (2025) aimed to examine how women’s perceived relative
deprivation influences their participation in collective action for workplace gender equality. It
focused on the roles of resentment toward gender inequalities and moral conviction as mediators
linking deprivation to both traditional and informal collective actions. Findings from a
correlational study and an experimental study showed that women who perceive higher
workplace injustice are more willing to engage in collective action, and this relationship is
explained through increased resentment and stronger moral commitment to gender equality. The
results also highlight how awareness of discrimination motivates both formal activism and
everyday gender-equality behaviors at work. The study concludes that enhancing recognition of
workplace gender disparities is crucial for promoting women’s mobilization and advancing
gender equality
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e The study by Anonymous (2024) aimed to conceptually analyze gender, gender inequality, and
gender equality using secondary data. The paper focuses on how socially and culturally
constructed gender roles create persistent inequalities, especially affecting women. It highlights
that discrimination begins even before birth and continues throughout life. The findings
emphasize the need for equal opportunities, status, and protection to prevent gender-based
violence and discrimination. The study concludes that achieving gender equality requires gender
sensitization, mainstreaming, and active participation from both the public and the government.
(Note: Since no author names were provided in your text, it is treated as Anonymous.)

e Savitha D et al. (2025) conducted a study to understand how gender equality influences the
overall work environment in the IT sector. The purpose of the study was to examine the ethical,
organizational, and economic importance of ensuring equal participation of women in
technology roles. The research focused on identifying barriers such as hiring bias, lack of
mentorship, and cultural stereotypes that limit women’s growth in IT. The findings revealed
persistent underrepresentation of women in leadership and technical positions despite policy
reforms and increased awareness. The study concluded that a sustainable gender-inclusive IT
work environment requires coordinated efforts through mentorship, policy enforcement,
education, and cultural transformation.

e Rashmi Phukan et al. (2025) conducted this study to understand how maternity benefit policies
contribute to creating a gender-balanced workplace. The purpose of the research was to examine
the development, current condition, and future scope of maternity benefit systems across
different national and regional contexts. The study focused on how these benefits influence
women's career growth, financial stability, mental well-being, and their overall participation in
the workforce. The findings revealed that while maternity benefits support mothers, they also
play a crucial role in promoting gender equality by reducing discrimination and enabling
women’s professional advancement. The study concluded that stronger, progressive maternity
policies—supported by cultural change and organizational commitment—are essential for
fostering an equal and inclusive modern work environment.

e Ateya Megahed Ibrahim (2025) conducted this study to examine nurses’ perceptions of gender
equity and workplace bias and how these factors influence job satisfaction. The purpose was to
assess the extent of gender equity and bias in areas such as promotions, compensation,
stereotyping, and treatment at King Khaled Hospital. The study focused on measuring gender
equity, workplace bias, and job satisfaction using validated scales. The findings showed
moderate gender equity, significant levels of workplace bias—especially among female nurses—
and strong correlations indicating that higher equity improves job satisfaction while bias
decreases it. The study concluded that addressing gender disparities through fair policies,
diversity training, and inclusive leadership is essential to enhance job satisfaction, retention, and
career progression for nurses.

e Maureen Snow Andrade (2022) conducted this study to explore the benefits of gender diversity
and evaluate why gender equality in workplaces remains difficult to achieve despite existing
organizational policies. The purpose was to review global research and organizational strategies
that aim to improve female hiring, development, and promotion. The study focused on literature-
based insights, global study snapshots, and identification of cultural barriers to equality. Findings
showed that gender equality is still limited worldwide, with persistent gaps in compensation,
promotion, and organizational culture despite notable advantages linked to gender-diverse
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workplaces. The study concluded that leaders must actively recommit to gender equality efforts
by addressing cultural barriers and strengthening policies that promote equitable hiring and
career advancement.

e Asher G. Cristales et al. (2022) conducted this study to assess the extent to which gender equality
and workplace diversity are practiced within a School Division Office. The purpose was to
evaluate non-teaching employees’ perceptions using a descriptive comparative-correlational
design. The study focused on measuring the level of gender equality, workplace diversity, and
the relationship between the two. Findings showed a high extent of gender equality practices and
an even higher extent of workplace diversity, with a significant positive relationship between
both factors. The study concluded that employees actively uphold gender-equal practices within
a culturally diverse environment, contributing to an inclusive and multicultural workplace
climate.

e Xiaohan Zhang (2024) conducted this study to analyze the current status of gender equality and
propose strategies for future development. The purpose was to examine structural inequalities,
workplace discrimination, and societal barriers that continue to restrict women despite
modernization and increased rights awareness. The study focused on comparing global and
domestic perspectives on gender equality while tracing its historical roots from prehistoric to
capitalist societies. Findings revealed persistent male dominance in social resources, ingrained
traditional norms, ideological conflicts, and divisions within feminist movements that hinder
progress. The study concluded that advancing gender equality requires transforming social
structures, increasing women’s access to resources and voice, and building stronger societal
consensus and cooperation.

e Czarzasty etal. (2025) conducted this study to examine how advancing gender equality can serve
as a strategy for revitalizing trade unions in Poland. The purpose was to explore women workers’
expectations and needs in relation to union membership and collective representation. The study
focused on insights from female employees across production and service sectors through focus
group discussions and in-depth interviews. Findings showed that women emphasized closing the
gender pay gap, improving work-life balance, increasing female representation in leadership,
and creating more platforms for dialogue and awareness. The study concluded that unions can
strengthen membership and relevance by embedding gender equality into their agendas and
adapting to modern workplace realities.

e Tutar et al. (2023) conducted this study to examine whether trust in the manager mediates the
relationship between employees’ perception of gender equality and their willingness to report
sexual harassment in the workplace. The purpose was to understand how cultural and managerial
factors shape reporting behavior. The study focused on a quantitative relational survey analyzing
gender equality perceptions, trust in managers, and reporting intentions. Findings showed that
gender equality perception positively influenced both trust in managers and sexual harassment
reporting, and that trust in managers significantly mediated this relationship. The study
concluded that sexual harassment reporting has cultural foundations and can be strengthened by
fostering gender equality and managerial trust within organizations.

e Perunova (2024) conducted this study to examine gender equality challenges within the security
and defense sector, a field traditionally dominated by men. The purpose of the research was to
identify key barriers women face in service relations and to highlight the importance of
addressing gender-based issues for improving organizational effectiveness. The study focused
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on gender discrimination, limited career opportunities, workplace harassment, and the
psychological and organizational factors influencing gender interactions. Findings indicated low
female representation in leadership, persistent gender inequality, and insufficient institutional
support for women’s needs. The study concluded that implementing targeted policies,
strengthening professional ethics, and fostering inclusive practices are essential for creating a
fair, efficient, and gender-balanced security and defense sector.

e Ungaro et al. (2024) conducted this study to examine gender equality in the workplace from the
perspective of women in Italy and Canada, aiming to identify factors contributing to gender gaps
and the drivers that can reduce them. The study focused on women's perceptions of employment
opportunities, family—career balance, and institutional support mechanisms such as childcare
services and parental leave. Findings revealed that Canadian women were more satisfied with
national support for working women, while both groups emphasized the importance of economic
independence and acknowledged that family responsibilities hinder career growth. Respondents
highlighted tools like kindergartens, paternity leave, incentives, and flexible work arrangements
as essential for supporting women’s participation. The study concluded that despite progress,
stronger policies and cultural changes are needed to empower women and achieve workplace
gender equality.

e Zildjianda et al. (2025) conducted this study to examine how international law protects women
workers’ human rights and to assess the challenges in enforcing these standards globally. The
research focused on key legal frameworks such as UDHR, CEDAW, and ILO conventions,
analyzing how principles of equality, nondiscrimination, equal pay, and maternity protection are
applied in different countries. Findings revealed that although international law offers strong
protective measures, implementation remains weak due to inconsistent national regulations,
patriarchal norms, poor enforcement, and limited awareness among women workers. The study
emphasized that such gaps continue to enable discrimination in wages, leadership opportunities,
and workplace safety. It concludes that stronger alignment of national laws with international
standards, improved monitoring, and gender-responsive policies are needed to ensure
meaningful human rights protection for women workers.

e Sidelil et al. (2025) examined gender equality in HASS workplaces to understand whether
leaders possess the gender competence needed to drive change. The study aimed to assess
leaders’ readiness using a tripartite gender competence framework. It focused on HASS fields—
music, law and social services—using interviews with workplace leaders from academia, public
service and industry. Findings showed that although leaders expressed commitment to gender
equality, many had limited understanding of the complexity of inequalities and lacked the
practical skills required for effective change. The study concludes that developing deeper
awareness and stronger gender-competence capabilities is essential for leaders to create equitable
and safe workplaces.

e Liu (2025) conducted this study to examine the persistence of workplace gender discrimination
in China despite existing equality laws. The purpose was to analyze legal limitations and identify
policy gaps by comparing Chinese legislation with the U.S. Title VII framework. The study
focused on recruitment barriers, pay inequality, motherhood penalties, workplace culture, and
weak enforcement mechanisms. Findings revealed widespread discrimination driven by legal
loopholes, cultural stereotypes, weak institutional enforcement, and inadequate corporate
responsibility. The study concludes that stronger legislation, better supervision, family-friendly
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policies, and cultural change are essential for reducing gender discrimination and improving
labor market efficiency in China.

Thomas et al. (2024) conducted this chapter to explore gender equality among women in the
workplace and to identify effective psychological interventions for improvement. The purpose
was to decode workplace gender inequality and propose strategies to reduce discrimination. The
study focused on issues such as pay disparity, harassment, unequal opportunities, and broader
social and economic inequalities affecting women. Findings from qualitative analysis of
literature, case studies, and reports revealed persistent disparities and highlighted the need for
preventive and supportive interventions. The chapter concludes that integrating psychological
and organizational interventions is essential to advance gender equality and create safer, more
equitable workplaces for women.

3. RESEARCH METHODOLOGY

Conceptual Model:
( N
Equal Opportunities
\
-

Fair Compensation

Workplace Policies

Employee Satisfaction

Leadership
Representation

Gender Bias and
Discrimination

Statement of the Problem:

Despite growing awareness and legislative efforts to promote gender equality, disparities continue
to exist in workplaces across industries. Women and other underrepresented groups often face
challenges such as unequal pay, limited access to leadership roles, gender-based discrimination,
and lack of supportive workplace policies. These inequalities not only affect individual
employees’ career growth, job satisfaction, and motivation but also have broader implications for
organizational culture, productivity, and employee retention. Organizations that fail to address
gender inequality may experience lower employee engagement, reduced collaboration, and
decreased overall performance. While many companies claim to implement gender-equal policies,
there is limited empirical evidence on how these policies and practices truly impact the workplace
environment and employee perceptions.

Research Gap:

Furthermore, much of the existing literature concentrates on developed countries or large
multinational corporations, leaving a gap in understanding gender equality dynamics in small and

medium-sized enterprises (SMEs), emerging markets, or culturally diverse workplaces. Research
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often relies on self-reported perceptions rather than combining qualitative insights with objective
organizational data, which may limit the accuracy of findings.

Objectives of the Study:
e To analyze the impact of equal opportunities on employee satisfaction and engagement.
e To examine the role of fair compensation and benefits in promoting gender equality.
e To assess how workplace policies and practices influence gender inclusivity and organizational
culture.
e To study the effect of gender representation in leadership roles on employee motivation and
collaboration.
Hypothesis of the Study:
e H2: Equal opportunities in the workplace positively influence employee engagement and
motivation.
e H3: Fair compensation and benefits are positively associated with a supportive workplace
environment.

e H4: Effective workplace policies promoting gender equality lead to improved organizational
culture.

e HS5: Higher representation of women in leadership roles positively affects teamwork and
collaboration.

e H6: Gender bias and discrimination negatively impact employee morale and organizational
performance

4. RESULT & DISCUSSION:

Factors affecting gender equality include deep-seated cultural norms (patriarchy, son
preference), economic disparities (wage gaps, career barriers, unequal domestic labor), educational
limitations (access, dropout rates), gender-based  violence, unequal legal rights, political
underrepresentation, media stereotypes, healthcare disparities, and systemic issues like weak law
enforcement and climate change impacts, all limiting potential and freedom for women and girls.
Cultural & Social Factors
o Patriarchal Norms & Stereotypes: Beliefs that favor men, leading to son preference, restrictive
gender roles, and devaluation of women's work.
e Gender-Based Violence: Physical, sexual, and psychological violence restricts freedom and
access to opportunities.
e Unequal Domestic Labor: Women shoulder a disproportionate share of unpaid care work,
creating a "double burden".
o Media Representation: Stereotypical portrayals reinforce biases and inequalities.
Economic & Educational Factors
o Education Gaps: Lower access for girls, higher dropout rates due to early marriage or domestic
duties, and discouragement from STEM fields.
o Workplace Inequality: Wage gaps, fewer promotions, hiring biases, and lack of leadership roles
for women.
e Economic Dependence: Limited access to resources, training, and formal employment.
Legal & Political Factors
o Discriminatory Laws: Lack of equal rights in property, inheritance, and employment.
o Political Underrepresentation: Low female participation in governance leads to policies that
ignore gender inequality.
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e Weak Enforcement: Progressive laws often fail due to poor implementation and social
resistance.
Systemic & Institutional Factors
e Healthcare Disparities: Poor reproductive health services and unequal access to care.
o Institutional Bias: Policies and practices within organizations that inadvertently discriminate.
e Corruption: Worsens existing inequalities by diverting resources and undermining fair
systems.
Intersectional Factors
e Climate Change: Disproportionately affects women through resource scarcity and increased
violence, while also excluding them from climate solutions.
e Masculinity Norms: Cultures of male dominance and aggression can drive violence against
women.
o Intersectional Discrimination: Race, class, and other factors compound gender inequality.

Access to Factors hinder Impacts of Strategies to Equal right to
education for gender equality gender alleviate education for
boys and in access to inequality gender boys and girls.
girls education in education inequality in
education
‘L\
-Negative socio- \ [ . \
; -Dropout -Education
Cultural practice.
: -Poverty -Changes of bad
-Poor policy 8
nd o -Lack of formal Socio-cultural
-Gender biased L, %ngﬁigzmcnt o P\T}‘CUC@S .
> LBl Pty . __» -Women human .
Socialization in -High fertility rate. Rights, and

Schools
-Parental occupation
-Low motivation

N 0

-High maternal
Mortality rate

subject

protection of
women and gitl

pa chimoraty || e
-Gender based - s er.nem i
Violence Spread of prov
-Distance to school p Educational
student. HIV/ AIPS . cllmate, »
-Biased educational _l;r?:”i:litil;'sz?n Mainstreaming
curriculum SIT SIS Gender.

-Feeding program.
or access to girl

e

\ child. /

Figure 1.1: Inequalities in Education and Attributed Factors

Workplace gender equality offers huge benefits like better profits, innovation, talent attraction, and
economic growth, but challenges include potential backlash, difficulties implementing fair policies
(like quotas causing hiring issues), and complex work-life balance for all, especially regarding
caregiving, with some perceiving it as losing traditional advantages or facing increased scrutiny. It's
about creating an environment where skill, not gender, dictates opportunity, fostering better outcomes
for companies and individuals, despite implementation hurdles.
Advantages of Gender Equality
o Improved Financial Performance: Companies with gender-diverse leadership often see higher
profitability and returns on equity, notes Harvard University and McKinsey.
e Enhanced Innovation & Productivity: Diverse teams bring varied perspectives, boosting
creativity and problem-solving, leading to greater innovation and output.
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e Better Talent Attraction & Retention: Equal opportunity environments attract a wider talent
pool and keep employees engaged, as people want to see themselves in leadership, says The
Polyglot Group.

e Stronger Reputation: Companies committed to equality are seen as fairer, more ethical, and
better employers, boosting their brand.

e Economic Growth: On a national level, it's linked to increased productivity and overall
economic prosperity, according to the WGEA and State Government of Victoria.

e Reduced Violence: Promotes healthier communities by combating underlying drivers of
violence, notes the State Government of Victoria.

Disadvantages/Challenges of Gender Equality Implementation

e Backlash & Resistance: Some individuals or groups may resist changes that challenge
traditional roles or perceived advantages, notes Preplnsta.

o Policy Misimplementation: Poorly designed policies (like rigid quotas) could inadvertently
lead to hiring less-qualified candidates, potentially undermining merit, argues Quora users.

o Work-Life Balance Conflicts: While aiming for equality, challenges like finding equitable
childcare or managing work hours can create stress for all parents/caregivers,
notes IvyPanda and YouTube.

e Increased Scrutiny: Moving away from stereotypes means individuals must earn respect
through actions, not gender, which can be harder for those used to traditional benefits, say
Quora users.

e Perceived Discrimination: Efforts to correct historical imbalances (like affirmative action) can
be seen as reverse discrimination by some, notes Quora users.

5. CONCLUSION

The study concludes that gender equality plays a vital role in shaping a positive and productive
workplace environment. Organizations that promote equal opportunities, fair compensation,
supportive policies, and inclusive leadership practices experience higher employee satisfaction,
engagement, and collaboration. The presence of gender equality not only fosters a culture of fairness
and respect but also enhances overall organizational performance and productivity. The study
highlights the need for organizations to actively implement gender-inclusive policies, provide training
and awareness programs, and encourage equitable practices at all levels. By doing so, businesses can
create a sustainable, fair, and thriving workplace that benefits both employees and the organization as
a whole.

FURTHER SCOPE

e Sector-Specific Analysis: Future studies can focus on specific industries, such as IT, healthcare,
manufacturing, or education, to examine sector-specific challenges and best practices for gender
equality.

e Cultural and Regional Contexts: Research can explore gender equality dynamics across different
countries, regions, or cultural settings to understand the influence of societal norms on workplace
inclusivity.

e Longitudinal Studies: Future research can track changes over time to examine the long-term
effects of gender equality initiatives on employee satisfaction, retention, and organizational
performance.

e Intersectionality: Studies can investigate how gender interacts with other factors such as age,
ethnicity, disability, or socio-economic background to affect workplace equality and employee
experiences.
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e Policy Effectiveness: Further research can evaluate the effectiveness of specific organizational

policies, programs, and interventions designed to promote gender equality and reduce

discrimination.
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