[bookmark: _GoBack]


The womenWomen’s inclusion in the Board of Directors	Comment by zyanya ramireztapia: 
A comparative analysis between UK 
the United Kingdom and Mexico.



Research dissertation presented in partial fulfilment of the requirements 
for the degree of
MBA in International Business
Griffith College Dublin


Dissertation Supervisor: Mark Campbell


Student Name: Zyanya Ramírez Tapia
June 4th, 2021



[bookmark: _Toc303695061][bookmark: _Toc303695266][bookmark: _Toc73647807]Candidate Declaration




Candidate Name:		Zyanya Ramírez Tapia

I certify that the dissertation entitled: 
The women‘Women’s  inclusion in the Board of Directors - 
A comparative analysis between the United Kingdom UK and Mexico’ .
Ssubmitted for the degree of:   MBA in International Business 

Candidate signature:	Zyanya Ramírez Tapia		

Date:					04 June 2021


Supervisor Name:			Mark Campbell

Supervisor signature:		             Mark Campbell

Date:					04 June 2021
[bookmark: _Toc303695062][bookmark: _Toc303695267][bookmark: _Toc73647808]
Dedication
A mis padres Guillermo Ramírez e Isabel Tapia, quienes siempre ha estado a mi lado en todas las decisiones que he tomado en mi vida. Quienes me han impulsado y han hecho que sea lo que hoy soy. 
Gracias familia por siempre estar para mí y por enseñarme desde pequeña los valores que me forjan hoy en día.
A Fernanda Sarely, Alejandro Feijoo y Marco Tapia quienes me ayudaron a iniciar y continuar en este viaje. 
También dedico esta tesis a una de las personas más especiales de mi vida, que siempre me escucha, que ha sido mi mejor animador en este proceso Erick Omar López Terán. Gracias por siempre apoyarme.
Por último, dedico esta tesis a todas las mujeres mexicanas que a pesar de los obstáculos han salido adelante y se han convertido en líderes en el entorno de los negocios. 
Translate
To my parents Guillermo Ramírez and Isabel Tapia, who have always been by my side in all the decisions I have made in my life. Those who have driven me and made me what I am today.
Thank you, family, for always being there for me and for teaching me the values that formed me today.
To Fernanda Sarely, Alejandro Feijoo and Marco Tapia who helped me in this journey.
I also dedicate this dissertation to one of the most special personsrson in my life, who always listens to me, and who has  always have cheer me up in this process, Erick Omar Lopez Terán. Thanks for always being there for me.
Finally, I dedicate this dissertation to all Mexican women who, despite the obstacles, have come out ahead and have become leaders in the business environment. 

[bookmark: _Toc298582097][bookmark: _Toc303695063][bookmark: _Toc303695268][bookmark: _Toc73647809]
Acknowledgements
I would like to acknowledge and thank my school division for allowing me to conduct my research and providing any assistance requested.
I want to make a special acknowledgement to my supervisor Mark Campbell, who always helped me with every single detail of my dissertation and my lectures. Also, to my English teacher, Camila Martinez for all her patience and help in this process.
My last acknowledgement is to all the interviewees, who took their time and participated in this research.





[bookmark: _Toc298582101][bookmark: _Toc303695064][bookmark: _Toc303695269][bookmark: _Toc73647810]
AbstractABSTRACT
WOMEN’S INCLUSION IN THE ‘BOARD OF DIRECTORS’                                                                    .       A COMPARATIVE ANALYSIS BETWEEN THE UNITED KINGDOM AND MEXICO                                 ZYANYA RAMÍREZ TAPIA.

Gender balance in companies and more specifically in the board of directors has slightly improved in the recent years. It This research is motivated by the interest of achieving an understanding from companies about the scope of having a greater number of women on the board of directors. 
Mexico and the United Kingdom have a very huge huge difference in the rates of women on boards in each country. This Thus, the research objective is to understand, what are the factors that determine the differing participation rates of women in the board of directors in the United Kingdom and Mexico?
The research question is answered through a review of studies that have already been carried out in each country and additionally through interviews with women who are leaders in companies in both countries.
The answer to the research question showsfindings show that it exist four factors that are the most influential in the number of women participating in the business world. Those factors is due to four factors which are culturalal, flexibilityle, the labour force that is the availability of suitably qualified member of the labour force, and family firms, in Mexico 83% of the companies belongs to Mexican families. (Encalada J., Martin Reyna J., 2017)	Comment by Mark Campbell: You need to say what it is about the labour force that is important, and also what it is about family firms that make it a factor e.g. availability of suitably qualified member of the labour force.
These results indicate how cultural variation is a factor of great importance in each country, since the United Kingdom is more aware of the problems that happen in the world and questions what they need to do to change them. However, Mexico is a country with a “machismo” culture where men are still seen as those who are dedicated to work and women are still perceived as ‘the housewife’. This makes the country more inflexible to change due to its norms and culture.	Comment by Mark Campbell: As you have stated the four key factors already, this is an additional point that you are making.
With this in mind, it is recommended to create an Institution in Mexico that regulates the number of women within companies in all positions and especially in the boards of directors. As well asThis institute should also help raise awareness in Mexican society of how important women are in the business world and to motivate them to continue developing their professional careers. 
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[bookmark: _Toc303695067][bookmark: _Toc303695272][bookmark: _Toc73647814]Overview
The dissertation is about the participation of women in the board of directors in the United Kingdom and Mexico. It is motivated by the interest of achieving an understanding from companies about the scope for having a greater number of women in the board of directors.	Comment by Mark Campbell: Unlike the preliminary pages, the text in all the main chapters needs to be ‘left-justified’.	Comment by Mark Campbell: In the United Kingdom and Mexico?	Comment by Mark Campbell: on
In this topic there will beThis research is a comparison between two different countries and the focus will beof the research question in this analysis:  Which What are the factors that determine the differing participation rates of women in the boards of directors in the United Kingdom and Mexico? The research seeks to 	Comment by Mark Campbell: And the focus will be on what are …	Comment by Mark Campbell: Good!
Uunderstand the importance to haveof having women being as part of the business environment, and which what are the differences between two countries, one developed country (UK) and the other one, a developing country (Mexico). 
This topic will is be researched through the collection of data from company’s reports, government reports, evidence reports and interviews from with women who are working in the business area in Mexico and the United Kingdom.	Comment by Mark Campbell: What about the interviews?

1.1 [bookmark: _Toc298582103][bookmark: _Toc303695068][bookmark: _Toc303695273][bookmark: _Toc73647815]Research Purpose
[bookmark: _Hlk72857202]The investigation is about the relevance of how nowadays, even in the 21st century, women face great obstacles in the business environment, women are still excluded from the top table.  Since regulations at companies are not appropriate to be flexible for both men and women. (United Nations, 2020)	Comment by Mark Campbell: investigation	Comment by Mark Campbell: You are showing bias in your introduction here – I am not disputing that this is the case, but if you make a statement such as this you need to provide evidence e.g. cite a report.
Additionally, society has historically leaned towards having men as leaders rather than women. That is reflected in the board of directors of most of the companies.
Even though the actual global situation when the companies are run by men, some countries have been implementing the growth of women inside companies, and as a result in the board of directors too. 
The research wants to find out what are the factors that help to increase the rates of women in companies in a developed country (United Kingdom) and a developing country (Mexico) and if those factors have been working in each country. 	Comment by Mark Campbell: I think it is just the factors!	Comment by Mark Campbell: (United Kingdom)	Comment by Mark Campbell: Suggest you add “and compare and contrast it with another developing country (Mexico)	Comment by Mark Campbell: I don’t understand what you are saying here.
The primary aim of this study is to extend the awareness of the importance of having a woman being part of the organisations and what companies and governments should do to achieve that goal soon, like the United Kingdom is doing. In the United Kingdom established some goals to achieve this in less than 10 years and without penalisation to the companies, to increase the rate of women of directors in their companies (Churchill Francis, 2021). And what other countries (developing country) like Mexico are doing to increase the rates of women in companies, specifically in the board of directors. What are the factors that differentiate those results in each country? 	Comment by Mark Campbell: Citation needed.
The process that the research will look at, is the actual situation in two different countries and their developing in the last few years regarding participation rates of women in the board of directors in the United Kingdom and Mexico. A comparative analysis and definition of which are the factors that each country uses, and if those factors are working correctly.	Comment by Mark Campbell: those
The focus and topic of the dissertation is about the women inclusion in the business environment, a comparative analysis between the United Kingdom and Mexico. The concepts to understand in this topic are the factors that each country had been using to increase the rate of women in the business environment.
The locus of the investigation are companies established in the United Kingdom and Mexico, the range of the investigation are between medium and big companies.
The topic is important and relevant in the MBA in International Business if you are studying for an MBA. Due to the purpose of this research that seeks to deepen our understanding of similarities and differences of the factors in different locations and environments. And one of the key factors is to understand why it is important to have gender equality inside the companies and understand what are the factors that you should implement to increase the rates of women in different countries, with different cultures, what is the best practice to apply in the work-life. 	Comment by Mark Campbell: Pertinent/relevant to the MBA International Business Management as it seeks to deepen our understanding of the similarities and differences in the factors in different locations and environments?

1.2 [bookmark: _Toc298582104][bookmark: _Toc303695069][bookmark: _Toc303695274][bookmark: _Toc73647816] Significance of the Study
My interest in the research topic drives me to compare how the implementation of females as a part of the business environment impacted in two completely different countries like the United Kingdom (develop economy) and Mexico (developing economy). 
What are the factors that differentiate one country to the other? Is it possible to implement the same initiatives? 
In this investigation, the researcher seeks to analyse and compare the United Kingdom and Mexico’s management and reaction to reputational standards linked to handle the implementation of women in the business environment. It will also examine how the main broadcasters in both countries manage situations linked with their culture and society and even the economy in each country in relation to increase the participation of women in the business environment.
The purpose and the impact that is looking for, it is to determine which practices are used in each country and which theories have influenced them,  what legislation can affect the way they are managed and how companies take part to increase the implementation of women in their companies in each country.	Comment by Mark Campbell: Theories and practices are different – you could say which practices are followed/used in each country, and which concepts and theories have influenced them.
Society is looking for a global change regarding the Board of Directors, that is why it has been seeking to implement new methods for companies to become aware of the importance of having gender diversity and the economic impacts that this might have.

1.3 [bookmark: _Toc298582105][bookmark: _Toc303695070][bookmark: _Toc303695275][bookmark: _Toc73647817]Research Objective
At the end of this research, I will have first identify the factors that determine the rates of participation in each country and then stablish qualitatively the link between the factor, participation, and the impact that differing participation rates of women in the board of directors in the United Kingdom and Mexico. 	Comment by Mark Campbell: I know what you are saying here, but this is a cause-and-effect relationship e.g. if factor X is done it will increase participation rates. Is this wash you are actually doing, or are you trying to first identify the factors and then establish (qualitatively) the link between the factor and participation and the impact?
The research will be measured through the results obtained through interviews that will be carried out with women with ranks of senior managers, directors and partners in Mexico and the United Kingdom, and the collection of data from company’s reports, government reports and evidence reports.	Comment by Mark Campbell: through	Comment by Mark Campbell: Okay, but what about those reports that you mentioned earlier too?
The interviews will be conducted with women who are in the business world in medium and large companies. They will comment on their experience at the corporate level in the recent years and if the companies in which they work or the governments, have supported them to continue with their professional careers.

1.4 [bookmark: _Toc298582106][bookmark: _Toc303695071][bookmark: _Toc303695276][bookmark: _Toc73647818]Structure of the Study
The structure of the study continues with the literature review (Chapter 2) which sets out the background in the United Kingdom and Mexico regarding the situation of women being part of the board of directors in each country and finalizes with the conceptual framework in where it explains with the help of the diagram the objectives of this research and the problems that the research wants to find.	Comment by Mark Campbell: which sets out the	Comment by Mark Campbell: You will need to add a little more info about the CF here.
The Methodology (Chapter 3) continues with the explanation of the qualitative research, the nature of the data, and the analysis of the questions to the interviews that were made by women leaders in the business environment, who are at least at the level of Sr. Manager or Directors. The Discussion of the findings (Chapter 4) will discuss the results of the interviews made to different women around the United Kingdom and Mexico. The final chapter will discuss the conclusions of the research where this research will find the factors that were discovered from the interviews conducted and some recommendations that Mexico should do to increase the number of women in the board of directors. 
In summary, the purpose of the research is to determine what factors have led to different participation rates among women in the boards of directors in the United Kingdom and Mexico. Following a review of the extant literature on this topic a conceptual framework is discussed, leading to a data collection process based on qualitative interviews with female executives in the two countries. 	Comment by Mark Campbell: In sum, the purpose of the research is to determine what factors have lead to different participation rates among women in the boards of directors in the UK and Mexico. Following a review of the extant literature on this topic a conceptual framework is discussed, leading to a data collection process based on qualitative interviews with female executives in the wo countries.
The remainder of the dissertation is structured as follows. In Chapter 2 presents the theoretical and empirical literature Review and the Conceptual Framework. In Chapter 3 presents the methodology and research design. Chapter 4 presents the data and discussion of the findings and Chapter 5 provides the study's conclusions and some recommendations.	Comment by Mark Campbell: Remainder of the dissertation.




1. [bookmark: _Toc298582107][bookmark: _Toc303695072][bookmark: _Toc303695277][bookmark: _Toc73647819]
Literature Review
[bookmark: _Toc298582108]
[bookmark: _Toc303695073][bookmark: _Toc303695278][bookmark: _Toc73647820]Overview
[bookmark: _Toc57384614]This section provides a brief review of the literature dealing theoretically and empirically about how are the female labour rates in comparison between United Kingdom and Mexico. This review will allow a clear focus on the rationale for achieving positions on the boards of directors as well as their differences and the results obtained in the two countries. 
The participation of women in the highest levels of a company management has significant potential as a source of change in social dynamics in the searching for gender equality. Since only men are considered as possible candidates for the boardroom the quality of decision-making in the board is affected, because they are not considering the knowledge of women and that can be a determining factor for successful decision-making. They don't see the other side of the coin. (Schrand et al., 2018)
It is also highlighted that the leaders of the family companies also consider that they don’t have in their boardroom the necessary women to be equitable with men, however according to the study it is considered that one of the main reasons is due to sociocultural factors rather than organizational failures. This last point is of great importance also to achieve a good balance within the boards of directors. (Ouedraogo, 2018) 
It is important to know how the boardroom is affected by gender diversity and how the strategic of change in the companies can be influenced and modified by the power of the women in the boardroom (del Carmen Triana et al., 2014)
Demonstrating that implementing the appropriate policies in the company and with the support of the government this can permit to have many more women as candidates for the board of directors. 
We begin by putting forward the question that is going to discuss, what are the factors that determine the differing participation rates of women in the board of directors in the UK and Mexico? And the second one is, what things need to be change or implemented in Mexico to increase the woman in the board of directors? 
This analysis is about two completely different countries, one that is developed (UK) and the other that has a developing economy (Mexico), which were analysed for this literature. The UK has been working for the last 10 years with the help of government and companies (voluntarily) to achieve a significant increase in women on its board of directors. Compared to Mexico, who is beginning to work on achieving a change in its gender diversity in its company’s boardrooms. (United Nations NY, 2020)

[bookmark: _Toc303695074][bookmark: _Toc303695279][bookmark: _Toc72856393][bookmark: _Toc73647821]Key Concepts and Definitions
One of the key concepts that is very important to understand it is what mean boardroom or board of directors. 
All business corporations large, medium, and little have board of directors as needed by the overall organization laws of the states in which the organizations are consolidated. These laws give, normally, that the matter of the enterprise "will be overseen by a leading body of at any rate three directors." But neither does the law characterize and depict the significance of "will be overseen," nor has 150 years of legitimate history and case uncovered what chiefs do or don't do when they "oversee." 
In many organizations, board of directors fill in as a wellspring of exhortation and advice, offer a type of order worth, and act in emergency circumstances. (Mace, 1972)
Due to the board of directors being the top positions of the companies it is very important to understand that with some women being part of them is a key factor to get more equal decisions, different points of view, and to impulse more women to continue working in their own professional career, being an inspiration for them.
Another key concept in this literature review is gender equality.  
According   to the European institute for gender equality, gender equality is represented by : 
Eequal rights, responsibilities and opportunities of women and men.
Equality does not mean that women and men will be equal, but that the rights, responsibilities and opportunities of women and men will not depend on whether they were born with a certain sex. Gender equality implies that the interests, needs and priorities of women and men are considered, recognizing the diversity of different groups of women and men. Gender equality is not a women's issue but concerns and involves men as well as women. Equality between women and men is seen as a human rights issue and both a requirement and an indicator of people-centered development. (EIGE, 2021.)
Society has historically leaned towards having men as leaders rather than women. That is reflected in the gender composition of the board of directors of most companies.	Comment by Mark Campbell: The gender composition of
This is because there are generally no norms that regulate gender diversity at companies, and because companies are not always aware of the economic, and diverse of benefits that hiring more women could generate to them and to the society. Due to based on gendered social systems, where work has been designed by men for men. (Terjesen and Singh, 2007)	Comment by Mark Campbell: It could be said that the norm is to promote males, but why is that?
According to a research conducted by Board Governance Research (San Diego, 2018) approximately 85% of the 5,000 seats in the Boardroom are held by men.	Comment by Mark Campbell: Year?
However, some countries (governments, institutes) are working very hard to change this point in companies, pushing the companies to have more gender equity. One of the countries that represent the perfect example is UK. According to the last news, women hold third of the board roles at FTSE 100 firms (Financial Times Stock Change) last year according to the news BBC on February 2020  (Austin, 2020).	Comment by Mark Campbell: Who in he countries e.g. government, institutes of directors, etc.
[bookmark: _Hlk72871575]Female being part of the board of directors represent career opportunities for potential female employees, they impact in other women who are been in senior management roles like inspiration. (Terjesen and Singh, 2007)

[bookmark: _Toc72856394][bookmark: _Toc73647822]Overview United Kingdom
In the UK in the 1999 year according to a study research the CEO’s in the UK believed that the reason for not having enough women on the boards of directors was because there were not enough candidates who postulate to positions. (Singh et al., 2001)
Women get the best degrees from the best universities and have done for almost two decades. Despite already making up half of graduate intake in many major companies only a handful of women get through to be appointed to the top executive director positions (Women and Equalities Committee, 2017).
Due to the fact that in the UK there was a very slow growth rate of the incorporation of women into the business environment, it was agreed to begin an investigation that was carried out in 2010 by Lord Davies, who is a member of the House of Lords since 2009. The purpose of the investigation and the goals estimated it was over a period of 10 years, finished at the year 2020.  (Gov UK, 2015)	Comment by Mark Campbell: Can you get more up-to-date data e.g. from the Institute of Directors website?	Comment by zyanya ramireztapia: The study started in 2010, and the objective to achieve 33% of the women part of the board of directors was expected until 2020.  


In the year 2020, the government of the United Kingdom showed satisfactory results in where 33% of women are held board positions. (UK Government, 2021)

[bookmark: _Toc72856395][bookmark: _Toc73647823]Analysis of the United Kingdom	Comment by Mark Campbell: Analysis of the UK
The purpose of the research was to identify the barriers and the obstacles that women had to be part of the board of directors and some suggestions to increase the rate of the woman participation in the boardroom. 
The recommendation that Lord Davis gave to the government was: the presidents and CEOs of companies in the UK must act supported by others in the business world, including investors and executive search firms. The government also helps the companies to increase the culture of gender diversity in the companies. (Doldor et al., 2012) 	Comment by Mark Campbell: Who?
The study researched the actual situation (2010) using the numbers of women directors in the companies belonging to FTSE 350 (London Stock Change).
The study was made based on the answers given by directors, leaders in the business environment, executive search firms, investors, female entrepreneurs, women's networks and women that are below the top executive level. (Doldor et al., 2012)
The study was with the purpose to investigate and understand four key benefits that the women can do if they be part of the boardroom. The benefits were improving the performance, have more pool of talents, more responsive to the market, and have better corporate governance. 
In the year of 2010 the woman in UK occupy 242 places on the board seats of FTSE 350 companies, the total number of the board seats of FTSE 350 companies was 2,742.  
The information when the study was realized:
[bookmark: _Toc73647872]Table 2. 1: FTSE 100 Boards over time
[image: ]	Comment by Mark Campbell: Zyanya, you cannot just cut and paste a table such as this – you have to reproduce it and give it a proper title.
Source: The Female FTSE board report 2010
Number of women in the boards of Directors in the UK
(Vinnicombe et al., 2010)  (Vinnicombe et al., n.d.)
The women participation had increased only by 4% from 2003 to 2010 from 101 managerial positions (2003) to 135 managerial positions in 2010. (Corkery and Taylor, 2012)
The recommendations that were given to the UK government and businesses after this study were:
Objective: All FTSE 100 companies should aim at a minimum of 25% female representation on the board for the year 2015. (four years to achieve the target). The presidents of the companies must announce what their goals will be within 6 months to achieve the objectives.
1. Companies are different, for which each one needs to develop its own objectives and strategies to make the appropriate changes within them to encourage women to develop within companies and have more directors.
2. Require publicly traded companies to disclose their information about women in executive positions and in all positions of the organization
3. [bookmark: _Hlk72378056]Require publicly traded companies implement a policy of gender diversity in the boardroom and the objectives that they are constantly working to achieve them. This must be measurable.
4. The companies must inform the points 1, 2 and 3 in their Corporate Governance Statement 2012.
5. [bookmark: _Hlk72378071]Presidents must explain the relevant information about how to handle the gender diversity in the company’s Annual Report and the search and nominations process for the women vacancies.
6. Greater transparency to ensure that more women are incorporated into the hiring process.
7. Companies must post periodically female non-executive board positions
8. Create a Voluntary Code of Conduct and explain the diversity of gender and the best practice to achieve it.
9. Training and developing women inside the companies to form part of the boardroom.
10. Evaluating every 6 months and reporting annually.

It was said that if the objective of having 25% of women representing the board of directors was achieved in 4 years, by 2020, the 30% would be achieved.
The objective was reached completely voluntarily without the need of any legislation or fines, all was voluntary. (Ellwood and Garcia-Lacalle, 2018)



[bookmark: _Toc73647873]Table 2. 2: Women on Boards of the FTSE 100 Companies	Comment by Mark Campbell: See my previous comment
[image: ]
Source: Davis (2015).
Analysis comparative of the women on boards 2011 vs 2015
Chair of Hampton-Alexander Review, Sir Philip Hampton, said:
“We have come a long way since 2011 when the UK first embarked on a drive towards greater gender equality at the top of British business”. (Sir Philip Hampton, 2020)
The results achieving in the year 2020 in the UK was: 
[bookmark: _Toc73647874]Table 2. 3: Women on Boards of FTSE 100 and 250
[image: ]
Source: Davis 2010
Analysis with women on boards in 2020

The rationale of why the UK has left companies to participate voluntarily in order to include a larger number of women within their organizations is to be a change from the corporate culture. For companies to analyze what their resources are and what they need to do to achieve it.
The change is internal and by the organization itself so that it is a cultural change, not just a change due to a government imposition (Brahma et al., 2018.)


[bookmark: _Toc72856396][bookmark: _Hlk68281228][bookmark: _Toc73647824]Critique of the literature Review in the UK
In the critique of the literature review regarding the UK information, the approach to the information that we are talking about is the evolution of the women rate in the board of directors since 2011, due to the fact of the investigation of Lord Davis Report in 2011. However, Hampton Alexander published a report also in 2017, where he recommends FTSE 100 companies to have 33% females (leadership) at the end of 2020. 
Both are continuing working very hard with the companies making them understand the value and the importance it is to have a more woman in the boardroom. Comparing and calculating all the benefits and the social benefits that the companies have if they do it. (Brahma et al., 2020)
One of the most important critiques that we have to do in this literature review is regarding how it is possible that in the UK it was not necessary to implement a quota for the companies to force them to get more women inside the boardroom and to have more women in general inside the companies in all levels. Because in most of the countries like USA, Spain, France and others, must introduce a quota for the companies to force them to increment the number of the women in the boardroom. (Brahma et al., 2020)
For example, in California, the Government implied the new law in the state that determines that all companies with headquarters inside the state and publicly traded on a major stock exchange must have at least one female director. 
If companies do not comply with this regulation by the end of 2019, they will be awarded sanctions and fines by the government. The result of this new law was failed due to the companies claim that not enough women are prepared for this level of positions. In contrast, the companies sued the government for this new mandatory law.  (Wack, 2018)
But the question here is what happens in the UK is completely the opposite, is completely voluntary and apparently due to the investigation of the literature review that method has been working since 2011.
The reasoning behind the voluntary solution is to allow for a radical shift in board culture within organizations rather than forcing it from the outside, which can only result in raising the number of females in the boardroom. Due to this cultural change, the increase of women not only in the UK board of directors, but also in the entire organization of the company has resulted.
Because the UK sees the problem as cultural, they have been working according to the literature review on having more women in all levels of the companies and as a result, they have more experienced females. They just try not to fill the gap of women in the boardroom by the government imposition. And as a result, could be in the short term counterproductive for the companies.
But something that is not mentioned in the information and it is very important to understand, and analyses is why it is important to have more than one woman in the boardroom is because according to the author Kristie, 2011. When one woman in the boardroom means a token, two women are a presence but three women inside the boardroom means a voice, all of that is implanted in the context of gender diversity. (Kristie, 2011)
One of the critiques in the literature review is that just having one woman inside the boardroom is not enough to get a significant impact and influence in the decisions that the bards normally must make. But with at least 3 women being part of the boardroom is just the start to really observe and determine a real equal decision.
Also, other authors like Konrad and Kramer (2008), suggest the same, to have a significant change within companies and society it is required to have at least 3 women as part of the board of directors, to hear the voice of the women.



[bookmark: _Toc72856397][bookmark: _Toc73647825]Overview Mexico
In Mexico, even in the 21st century, the participation of women in the board of directors is very low.	Comment by Mark Campbell: ?
Female participation in the Mexican Stock Exchange (listed companies) represents only 7% in 2018 (Saavedra García and Camarena Adame, 2018). By 2020 it increased to 8.7% and is the country with the lowest level of women in the boardroom in the OECD (Europe on average 25.8%) according to the latest report from Forbes Mexico (Noguez, 2020).
One of the key concepts that it is very important to understand before to analyse the situation in Mexico, is the concept “machista”. 
According to the Mexican government, the term "machismo, is the set of attitudes and behaviors that unjustly violate the dignity of women compared to men." (Gobierno de México, 2016)
What machismo represents in Mexico is the imposition of masculinity (domination by men over women) and total responsibility towards the family.
This represents the Submissive Woman and dedicated to her home and family.
Another key concept to understand is the glass ceiling. The glass ceiling is a natural invisible obstacle that is defined as a barrier that is unnoticeable enough to be transparent, however, it is strong enough to prevent women from rising positions in their companies. (Sánchez-Teba, E.M.; Benítez-Márquez, M.D.; Porras-Alcalá, P.,2020)

[bookmark: _Toc72856398][bookmark: _Toc73647826]Analysis of Mexico	Comment by Mark Campbell: Analysis
The purpose of this research is to identify the barriers and the obstacles that women had to be part of the board of directors in Mexico and some suggestions to increase the rate of the woman participation in the boardroom.
A study was carried out in 2017, which analyzed 107 companies listed on the Mexican Stock Exchange (BMV) to find out by how many men and how many women the boards of directors of these companies were made up. In the boardroom there are 1,426 seats, of which 1,361 are co-formed by men and 95 by women, representing only 7%(Camarena Adame et al., 2018). In 2020 there are 2,574 seats in the boardroom which 2,349 are represented by men and 225 by women (Noguez, 2020).
One of the main reasons why the boardrooms of Mexico do not have women on their board of directors is due to a cultural issue (Hernández-Perlines et al., 2017).
In Mexico, the companies that are listed on the stock market are mostly family businesses (Watkins-Fassler and Rodríguez-Ariza, 2019). Therefore, they do not see the need for gender equality to change their boards of directors.
Family businesses in Mexico are highly relevant. Family businesses for women give them greater benefits since they have a more flexible schedule. They can combine work with domestic and family tasks. However, being part of a family businesses in Mexico for women also leads to work with the cultural barriers of society, which imply that if they have brothers or husbands who work in the same business, they will not be able to occupy positions with a higher rank than them. (Zabkudovsky Kuper, 2014)
These limitations that women in Mexico have are called "glass ceiling" and were used to analyze the career of women who, having a professional career and a high level of competence in their workplaces, encountered a brake on attempting to advance their careers as a result of a patriarchal culture (Bustos, 2002). Refers to a last barrier based on prejudice against women that prevents them advance high-level positions. That is way they get stuck in the middle levels of management. (Martín, 2007). This barrier is what prevents women with personal and professional capacity from reaching management positions and promoting themselves (Ramos, Barberá y Sarrió, 2003). 
According to a study conducted in Spain it revealed that emotional identification with the organization, interference of work with family life and cognitive identification with the organization and values are the variables that have predictive power to differentiate women that do not occupy a managerial position of those that do (Cuadrado y Morales, 2007).
The obstacles that most of the women have to face in their professional careers are the lack of culture in gender stereotypes in the society, leadership style, and the stereotype of culture in work and family life. (Sánchez-Teba, E.M.; Benítez-Márquez, M.D.; Porras-Alcalá, P., 2020). 


2.7.1	Initiatives:
The initiative that the country must increase women on the board of directors is to force listed companies (BMV) to include a woman in their boardroom, if they do not then explain why.

It has also been mentioned that certain fines could be applied to companies to force them to increase the number of women in their companies, as it has been done in Europe and other countries.
Recommendations on modifying the process of integration to the boards of directors to the increase the feminine participation “As organizations we must generate the appropriate work contexts to ensure the growth and participation of women in the boards of directors. (Aguiñaga D.,2019) (Deloitte, 2019)	Comment by Mark Campbell: What does this citation refer to – the paragraph above or below.
However, these initiatives have not been concretely implemented, they have only been recommendations to companies and to the government.
One of the most relevant points to evaluate within the literature of Mexico is its culture. Since Mexico is a very traditional country and dedicated to the family, especially women. The woman is characterized as a submissive wife, reinforced by the “machismo” that continues even in this century. 
Even today in Mexico the performance of women at work is marked by a traditional culture, even despite being in the 21st century.
According to a study carried out on Mexican mothers and middle-class workers living in urban areas of Mexico, it is highlighted that these women still perceive motherhood as a fundamental source of identification. (García & de Oliveira, 1997).
Another fundamental aspect to evaluate is that in Mexico women could not hold public office or work in jobs that are traditionally male until 1974. (Fernandez-Poncela, 1995)
Additionally, a factor that was fundamental in Mexico for the increase of women in labour force was due to the treaty that Mexico made with the United States and Canada, NAFTA, since by opening the business borders with companies part of the culture they have was also adapted from abroad. Today, women hold close to 40% of the total job (Mack, 2010).
In Mexico, many women reach mid-level positions, however, when women are in full swing, it is usually when they get married, become pregnant and do not return to their profession.
Another relevant factor is that in Mexico to achieve a managerial position it is required that she be totally committed to the job just like a man would. According to the General Manager of SEPOMEX Miss. Carpinteyro says that in order to truly compete in a world dominated by men, it was necessary to have full availability 24 hours a day, seven days a week. (Carpinteyro, 2008)
This shows that women need to adapt to the environment that exists today that is suitable for men and not with the needs that women require to be able to develop in the workplace.
Another example of the aforementioned is given by the manager of the corporate communications in Hewlett-Packard (HP), María Carrillo, in which she mentions that the characteristics that a female manager in Mexico requires, which determine that women need to be more audacious and aggressive, with which companies will dare to take the risk of trusting it. (Carrillo, 2009)
However, a criticism of this thinking is why women need to adapt to the work environment that has been created based on masculine needs.
In the article on the impact of three or more women on corporate boards, more than a few women directors said because they were accustomed to be the only woman in the business environment, they have had to develop tough skins. (Alison M. Konrad, 2008) 	Comment by zyanya ramireztapia: Cite: The Impact of Three
or More Women on
Corporate Boards (manual)
Another important factor that needs to be criticized in this literature is the one mentioned by Catalina Clave, Head of Information and Statical Products in Mexican Stock Exchange (BMV), since she compares the schedules of schools both in Mexico and in Europe, which in Europe (UK) are more flexible when they finish at 5:00 pm, which allows parents to pick up their children at the end of their working day. In Mexico there is no support from the government which allows classes until late, only in private schools. (Clave, 2007) 
Adriana García, Founder and Business Unit Director of PRAXIS (Consultancy), criticizes business schools in Mexico to teach that women executives should not be ignored by their male colleagues, as well as mentions the process by the What does your company do to face the social and cultural barriers that exist today due to gender diversity. It is very important that male executives learn to listen to female executives. (García, 2007), (Barragan et al., 2010)
[bookmark: _Toc72856399][bookmark: _Toc73647827]Critique of the Literature Review of Mexico
According to what was studied in the review literature on the current situation in Mexico, one of the biggest problems that the country has, whereby the number of women within the boards of directors has not increased in recent years is due to their culture.
However, in Mexico there are many roles in which women are the family's economic support, for which society requires awareness and breaks with the traditional culture that exists today. 
Analysing the literature one of the aspects that Mexico should consider to increase the number of women in the business environment is starting with some institution that be concern about the importance of the Mexican women be part of the board of directors (gender balance), focus on the culture and the benefits for the companies like Norway did. (Le Bruyn Goldeng, Rigolini, Gabaldon, 2019)

[bookmark: _Toc72856400][bookmark: _Toc73647828]Comparative analysis between the UK and Mexico
Analysing the research in the UK, according to a study of the new women assigned to be part of the board of directors, to the UK’s FTSE 100, these women had previous experience in financial institutions, in senior positions in the public sector, in charity organisations, and boards of arts and other organisations. (Terjesen and Singh, 2007)
The above-mentioned means that all the women who have been part of the board of directors should have a relevant professional trajectory. And to achieve a relevant career, they must start from the beginning of their professional career with the support of the institutions in which they work.
To achieve the last point mentioned before, it is important to analyse the factors that each country Mexico and the United Kingdom have in this literature review and compare.








[bookmark: _Toc73647875]Table 2. 4: Factors in the Literature Review
[image: ]

[image: ]
Source: by the author of this research
Explanation of the Four factors in Mexico and UK founded in the literature review

According to the comparative table, what is wanted to be demonstrated in this thesis in the following chapters is:
· If really the factors mentioned in the literature review both in the UK and Mexico are the ones that have led to an increase in female participation inside the boardroom in UK and MX, both positively and negatively.
· Understand what companies are doing in each country to combat gender diversity and what support factors they already have.
· Understand if the needs of women are also implemented inside companies in the UK and Mexico. To support the women career development. 

It should also be noted that there is a greater probability that within family firms in the UK and Mexico they have a greater number of women on their board of directors, because they are hereditary positions and they do not want to lose the family link with the company. However, that would be a weakness for this research, since that number of women who have managerial positions within companies and are part of the board of directors through family ties are not part of the current movement that society is experiencing to increase gender diversity. Since they did not have to go through the same processes that women who do not have family firms.
Analysing the research, we can define the most common obstacles that the women have to face are individual barriers (motivation and personality in comparison with the men), cultural barriers (base on the ideology and the society in each country), and structural barriers in the organisations. (Quezada, R.G.,2018; Sánchez-Teba, E.M.; Benítez-Márquez, M.D.; Porras-Alcalá, P., 2018)
In this literature we are aware about the other important point, the individual factors that the women who already form part of the board of directors are education, work experience and social networks. (Burgess and Tharenou, 2002; Hillman et al., 2002; Burke, 1997; Terjesen, 2008). However, in this literature we are focus in the general factors mentioned in the table above.  

[bookmark: _Toc72856401][bookmark: _Toc73647829]Conceptual Framework
The conceptual Framework It is the bibliographic research that explains the antecedents and the variables that will be studied in the literature review or the relationship that may exist between them when they were studied in previous similar research cases. It is based on theoretical perspectives that were used in related studies and its meaning is analyzed. In addition, its meaning is analyzed within the conceptual framework, which will serve to understand the analysis of the current study. It analyzes the way in which the data collection was carried out, the statistical data used, its difficulties and possible solutions. (Adham et al., 2018)





[bookmark: _Toc73647876]Figure 2. 5: Conceptual Framework
[image: ]
Source: by the author of this research
Explanation of the Conceptual Framework

Board of Directors: The board of directors is the one that is responsible for the entire organization, analyses the supervision, approval and implementation of the regulations and the activities carried out by the senior management of the strategic objectives, the governance structure and the corporate culture.
Currently, the board of directors has a greater role in organizations, since it also plans new standards and needs that organizations may have. 
In all companies, whether they are large, medium and small, there is a group that represents the boards of directors. This works according to how the general corporate laws of the states in which the companies are incorporated are stipulated and required. These laws generally stipulate that the corporation's business will be managed by a board of at least three directors (Myles L. Mace, 1972).


Woman inclusion: 
Gender diversity: Sex disparity on the board of directors of chiefs has been a foundational issue in the business world. Thus, governments, especially in created nations, have forced portions to build the presence of ladies on sheets. They contend that expanding the variety of sheets creates more ability, regarding their aptitude, experience and associations, prompting better administration and execution of the organization (Pananda Pasaribu, 2017)
Barriers:  a factor that tends to restrict the free movement, mingling, or interbreeding of individuals or populations (MerriamWebster, 1828)
Culture: Set of manifestations in which the traditional life of a people is expressed. (Asale and Rae, 2006ASALE and RAE, n.d.) (Asale and Rae, n.d. ASALE and RAE, n.d.)
Initiatives: the capacity to be creative and work without being constantly determined what to do. It requires endurance and assurance. Individuals who show activity show that they can have an independent mind and act when vital. It implies thinking carefully and having the drive to accomplish.	
Companies in the stock exchange: A stock exchange is a centralized place where shares of publicly traded companies are bought and sold (IG, 2003)
A stock exchange is a market which monetary protections gave by organizations are purchased and sold. They are important for the more extensive environment of the capital market. Protections gave by organizations, for example, stocks and securities, are exchanged on stock trades whenever they have been given on the essential market. An organization, wishing to list its protections on a stock trade, should go into an understanding. (Bloomberg, 2020)
The relevant theory in this literature review is to know what the factors in the environment are associated and involved each country in their results of the increase the rates of participation of the women in the business environment. 
According to the literature review the key factors until now that affect the variety of results in each country are the culture, the flexibility in their works and the machismo in Mexico. 
One of the contradictions in the literature is that some theories made by Mexican leaders argue that it is necessary to be like a man to achieve managerial positions inside organizations, however, other theories mention that companies are the ones that require changing their work environment.
The collection of information from this review literature was carried out through previous dissertation, different authors such as Lord Davis, testimonies of Mexican leaders in different companies in Mexico (empirical information) and with the support of the websites of the governments of Mexico and UK. Additional information based on the analysis of women was used in the World Forum Economic 2020 annual report.
The limitations of this literature is the time for the development of this dissertation, and therefore the sample size cannot be very large. It will target a certain range of women leaders in each country.
The methodology that will be used to collect these data will be through interviews.

[bookmark: _Toc72856402][bookmark: _Toc73647830]Conclusion
According to the literature review, it is known so far that one of the key factors in each country for the increase of women within the board of directors or the business environment have been culture and lack of flexibility.	Comment by Mark Campbell: These are two things, not one!
What is expected to discover through the interviews is whether it is correct that the only factor to highlight is culture and flexibility or what other factors exist to impede the constant growth of women in the world of work. And therefore, within the board of directors.
Understand what each country would need to adapt to continue with the process to increase the rate of the women in the business environment and in the boardrooms. 
In the next chapter (3) is going to analyse the research strategy. And what is going to use in this research were followed by the philosophy of interpretivism and postmodernist.  


[bookmark: _Toc298582118][bookmark: _Toc303695080][bookmark: _Toc303695285][bookmark: _Toc73647831]
Methodology and Research Design

[bookmark: _Toc303695081][bookmark: _Toc303695286][bookmark: _Toc73647832]Overview
This research is looks at analysinge and comparingre the factors that increase the rates of women in the board of directors in the UK. And understand what things need to change in Mexico to increase the number of women in the board of directors.	Comment by Mark Campbell: Zyanya, by the time this is read all of your research will be historic i.e. have happened in the past, so you should write in a mix of the past/present e.g. this research looks at analysing and compariging …
This is a qualitative research and it is going to be analysed through the philosophy of interpretivism due to all the interviews that are going to talk about, according to the perspective of the participants. The collection of the data was the primary method (interviews) and with the literature review.
 The data analysis was by the method of “thematic analysis”. 

[bookmark: _Toc298582119][bookmark: _Toc303695082][bookmark: _Toc303695287][bookmark: _Toc73647833]Research Philosophy and Approach
Philosophy refers to the path of principles andwith the position from which the investigation is carried out.	Comment by Mark Campbell: … the path of principle and the position from which the …
According to the research topic “Women´s inclusion in the business environment and the board of directors. A comparative analysis between the United Kingdom and México” and with the research question: “What are the factors that determine the differing participation rates of women in the board of directors in the United Kingdom and Mexico?” The a philosophy of "Interpretivism" and postmodernist will bewere carried outfollowed.
The analysis is going to be carried out through the philosophy of iInterpretivism because it implies states that individual observers have their own perception and understanding of the reality and the researcher assumes to be exploring a social world that cannot be fully understood. The postmodernist maintains that the world consists of many coexisting accounts of reality.y 	Comment by Mark Campbell: The interpretivist perspective understands the role of the researcher as being about interpreting the social world. Researchers are assumed to be exploring a social world that cannot be fully understood, but that is nevertheless open to authentic representation, even though this is relative. Your approach could be said to be interpretivist and postmodernist – the core premise of postmodernism is that the world consists of many coexisting accounts of reality.
This research is a are more qualitative research because the method focuses in obtaining data through open-ended and conversational communication. In this research, the analysis is through the interviews and understanding “what” people think and also “why” they think it.	Comment by Mark Campbell: The qualitative view of a program involves interdependent aspects, too many and too dynamic to isolate meaningfully, qualitative practitioners attempt complex overall or holistic views. As new data reveals ever more complexity, the inquiry is expansionist. Theoretical triangulation in analysis increases the expansion as evaluators consider data from different conceptual or theoretical frameworks and surface competing findings and rival explanations (Bamberger et al., 2006, pp. 274–5).


The research is based on interpretivism, because in the case study, when interviewing the candidates, they already had their own perception of what they believe, what they do not and why  it is good to continue working on increasing the number of women on the boards of directors. The audience already understands the reality of what is happening. However, when the comparative analysis is carried out, by doing a study with people from the United Kingdom and Mexico, each one will have their own perception according to the culture of each country.

The approach in this study topic based on the literature is an inductive approach since for a case to be deductive it has to be analysed as follows: Result + Case = Rule

In this research, the result is the large increase of participation that the United Kingdom has had in recent years to incorporate women into the board of directors, the case would be what the United Kingdom has done to achieve that its participation rate will increase so quickly and effectively. 

The rule (the result) would have to apply the same conditions or similar conditions to Mexican companies so that they increase their rates of female participation in their boards of directors. Since Mexico is currently the country with the least female participation in the OECD. (OECD, 2020)

According to the previous research in the literature review and in the interviews the most significant factor of this results is due to the culture that eachthe country has. 
According to the previous analysis, the corresponding studies will begin to be carried out, contemplating that this research will be implemented through the philosophy of interpretivism and the approach that will be carried out will be the inductive one.

[bookmark: _Toc298582120][bookmark: _Toc303695083][bookmark: _Toc303695288][bookmark: _Toc73647834]Research Strategy
This study gives a general description of the factors that might have an impact in the rates of a woman in the board of directors in the two countries where the study cases take place. In order to lay out the differences and similarities in the way the industry is structured, in the way practitioners work, and to understand the outcomes each country has in its own context.  
[bookmark: _Hlk68439515]The research strategy that is going to be used in this research will be a mix of analytical, comparative, and interpretive. 
This research is analytical because it is based on information and facts that are already available. Results about the searching of implementing a greater number of women in the board of directors that these two countries the United Kingdom and Mexico had experiment throughout the years. These results will be analysed to explain the problems and reasons whether or not the objectives are being reached.
The research is also comparative because the next step of the research will be comparing the results obtained in each country (the United Kingdom and Mexico) and understand the results by comparing which are the “factors” that each country is doing to increase the rates of women in the board of directors. 
One of the findings that this research is looking for, is to understand (after comparing the factors with the United Kingdom) what are the things that need to be change in Mexico to increase the rates of women in the business environment and then in the board of directors?
Applying the same techniques that have been already done in the United Kingdom. Could it work in Mexico or does it exist more barriers than the culture and that is the reason for the differences rates of women on boards? 
The next step for this research is interpretive. It is interpretive because this strategy is based on understanding life and society through human experiences. Which means that it focuses on the meaning that people give to experiences and the importance that they give to them.
 In the research, by collecting the data and having the results of both countries, the different points of view of this result will be recognized in a way, that the personal perspectives of those in the UK and those in Mexico can be known. By having both different opinions, this information will be used to understand the data and give priority to understanding how countries takes into consideration the issue respectively.

[bookmark: _Toc298582126][bookmark: _Toc303695084][bookmark: _Toc303695289][bookmark: _Toc73647835]Collection of Primary Data
[bookmark: _Toc303695085][bookmark: _Toc303695290]This research is going to follow the qualitative research due to this topic, having a more representative to the opinions and perceptions approach. To perform the collecting data was the primary method (interviews). The literature reviewsecondary research will be carried out to obtain information on findings, results, and other additional studies that have already been carried out previously about the increase of women in the boards of directors in the United Kingdom and Mexico, like the OECDE, Lord Davis Report (UK), governments, etc.	Comment by Mark Campbell: This is secondary research, not primary.
However, the primary method was carried out by some interviews to leaders working women at their companies in Mexico and the United Kingdom, and they should explain what is the process in each company to be aware of the importance of gender diversity in the business environment and in the board of directors.
[bookmark: _Toc73647836]Sources
The sources of data that the research is going to use are with the help of the literature review with external sources, mentioning the result of the company, reports, and previous studies. And primary sources with some interviews with the women leaders of the organizations. 	Comment by Mark Campbell: I think you need to say more about why you chose interviews and the steps you took, please see the attached document.
In this research, interviews were used because they provide a flexible process where the parties can explore and clarify their mutual understanding of questions and responses, analyse non-verbal communication, and avoids understanding barriers of written communication.
The interviews were semi-structured interviews to explore whether or not repeated results from observation, according to the four factors mentioned in the literature review.
The steps that were followed in the interviews were:
1. Selecting interviewees by using a sampling of women leaders in the higher positions of the companies. Women who participated have positions like Sr. Managers or Directors.
2. Practicalities of the interview were that all the interviews were by Zoom meeting for 45 minutes.
3. All the interviews were recorded with the permission of the interviewees.  
4. Recognising what was relevant during the interview and interpreted non-verbal signals in the results of the interview.
The primary sources will be compiled based on interviews with women leaders in different organizations in both countries, to understand if the company is working to implement the increase of women in them. Companies should be companies that are listed on the stock exchange and those that are not in the stock market.
The interviews were carried out with women who are at a managerial level or higher so that they determine how they see the labor market and if they believe that the company is working to increase the number of women in the boards of directors and if this has any support or regulation by the government of each country.
This is to determine the differences that each country has regarding the implementation of a higher rate of women in the board of directors.
The participants who were part of this research in each country are mentioned in the table below.


[bookmark: _Toc73647877]Table 3. 1: Mexico
[image: ]
Source: by the author of this research
Information of the Mexican interviewees  
[bookmark: _Toc73647878]Table 3. 2: United Kingdom
[image: ]
Source: by the author of this research
Information of the UK interviewees  
[bookmark: _Toc303695086][bookmark: _Toc303695291][bookmark: _Toc73647837]Access and Ethical Issues
This research clears out to the participants about the ethical issues that could exist. In all the interviews the participants have to sign an “Informed Consent” before the interview starts.
Informed consent is a useful document to help the privacy of research participants. In this form, it is clear that all the topics mentioned in the interview are for academic purposes.
 “Informed Consent” is a voluntary consent that has been obtained from the subjects of research. It suggests that they should make sure that patients have fully understood what has been proposed. Before the interview, the participants were already fully informed about the study and its purpose.
Before starting the interviews, the interviewer always asked the participants about anonymity to protect their identity. In this research, just 1 person prefers anonymity for the interview.
Informed Consent was helpful to be clear about the confidentiality of the participants.

[bookmark: _Toc303695087][bookmark: _Toc303695292][bookmark: _Toc73647838]Approach to Data Analysis
Because the research is qualitative research, the nature of data is according to the philosophy of "Interpretivism” and is going to be used as the following:
All the questions were made according to understanding the four factors mentioned before in the companies in Mexico and the United Kingdom.
The four factors mentioned in this research are labour force, culture, family firms, and flexibility. 
The interview was conducted in two parts, part A and B. The part A was with open questions and the second B was a structured questionnaire.
The most relevant questions where done in part A, to understand the factors that each country has:
[bookmark: _Toc73647839]Part A
In the 1st part of the interview the participant explains their knowledge about how many women are working in the company (average percentage), in the manager positions, directions positions and in the board of directors.
These questions help to understand if the companies have some balance with women workers and men workers.
· Do you know the average (%) of the male and female working in the company? 
· How many female managers are in the company?
· How many female directors are in the company? 
· Do you know how many females are part of the board of directors in your company? 
In the 2nd part of the interview, the participants explain the flexibility that they think the companies have, the politics, and measures that the companies also have to help to increase the participation of the woman in the business environment.
· Do you think your company is flexible with the employees? Explain.
· Do you know if it exists any politics inside the company to generate an environment that fits with the women's necessities or family necessities? 
· Does the team of Human Resources help to create a gender equality environment with some internal campaigns or activities?
· Do you think the company supports women to develop professionally within it? Explain why or why not.
· For women who occupy management positions in the company. Do you think there is an opportunity in the future to develop and be part of these directions?
· What do you think is one of the causes because women cannot develop professionally in the company? Give examples. (i.e. wages, working conditions, job abandonment, culture, no flexibility, no family-work balance). 
In the 3rd part of the interview, the participants explain their knowledge about the policy and metrics that the companies have, to increase the rates of women. Explain if that metrics are voluntary or if it exists any regulation from the government or institution.
· Does it exist a policy inside the company to force increasing the growth of women at all levels? (Like annual goal)
· Does it exist any metrics that measure the increase in women constantly in the company?
· Do you know if the government regulates the rates of women working in the company? 
· Do you know if there exists an institution to regulate “gender equality”? If not, could it be better if this institution exists?
In the 4th part of the interview, the participants explain about that the value that they think more women at managerial positions or higher like the boards of directors can bring to the companies.  
· Do you consider increasing women in the higher positions can help in the decision making of the company?
· Do you consider that incorporating women into leadership positions at all levels of a company adds value? Explain.
· Do you think the women in the higher positions, like women who are part of the board of directors, can inspire other women?
In the 5th part of the interview, the last point of part A, the participants mention the recommendations that they suggest for the companies or governments and the factors that they believe are the most important to increase the number of women in the companies and in the board of directors.  
· What recommendations do you suggest should be implemented?
· What factors do you think determine the increase or decrease of women in working life?
· Do you think the culture in your country is a factor that determines the increase or decrease of women in the business environment and the board of directors?

[bookmark: _Toc73647840]	Part B
The part “B” of the interview is a short questionnaire with structured questions about the general information about their companies and their perspectives.
Here are some examples of the questions.
· In your company any actions are carried out to promote equality between men and women in the workplace.
· Professional development opportunities and promotions are based on knowledge, skills and abilities, regardless of whether you are male or female.
· Do you think that women face various obstacles to achieving effective equal opportunities in the workplace?
· What are the main barriers that women face to continue ascending to higher leadership positions: managers / directors / partners inside the company?
· Need for more professional training
· Self-motivation to take on new roles and responsibilities
· There are no barriers
· Higher workload in higher leadership positions
· Hours of dedication to housework
· Gender stereotypes
· Lack of flexibility benefits that allow for better work-life balance
· Start a family / maternity
· Do you think that starting a family or having children can have a negative impact on your professional development in the company?
· The productivity of a woman with children is lower than a person without children.
· Indicate the degree of importance that you give to the option of having flexibility practices in your company.
· Do you consider that the flexibility programs and practices of the company contribute to the balance of work and professional life?
· Do you consider that there are flexibility practices in the company that promote the number of women in leadership positions: managers, directors, partners?
 The results of the interviews were analysed according to the “thematic analysis” due to the data that was analysed were ​qualitative data.

[bookmark: _Toc303695088][bookmark: _Toc303695293][bookmark: _Toc73647841]Conclusion
The next chapter represents the results of the interviews. Explains what the findings in the interviews were with the leader’s women in Mexico and the United Kingdom, and what is the point of view for the women leaders in each country according to the factors mentioned before.

[bookmark: _Toc298582130][bookmark: _Toc303695089][bookmark: _Toc303695294][bookmark: _Toc73647842]
Presentation and Discussion of the Findings

[bookmark: _Toc303695090][bookmark: _Toc303695295][bookmark: _Toc73647843]Overview
[bookmark: _Hlk72859304]Analyse This chapter provides an analysis of the findings in the interviews with the women leaders in Mexico and the United Kingdom to findand findings about the key factors that determine the participation rates of women in each country. It also  and compares the pertaining situation in those countries with the previous analyses set out earlier is in the literature review. 
This chapter answers the research question with the findings in the literature review and the interviews and It makes some recommendations for the Mexican companies to help them increase the rates of women in the business environment. 

[bookmark: _Toc303695091][bookmark: _Toc303695296][bookmark: _Toc73647844]Findings United Kingdom
According to the interviews the findings that this researcher found that the key factors driving women’s participation in the United Kingdom were four-fold. The following points summarise and paraphrase the responses from interviewees: 
United Kingdom
[bookmark: _Toc73647846]Flexibilityle: 
· Flexibility in companies is very important as they understand the necessities of the employees. They work most of the time per project rather than per hour. Most companies understand that women have other responsibilities, however, they expect women to compensate this with their good work. (Campello F., 2021)
· UK Ccompanies are very flexible with maternity and medical treatments and there are many rules that support this.
· These Ccompanies have the help of mental wellbeing, finance courses, and if the employee feels a lot of stress during the day, they can stop their work for 30 minutes and relax before to continuing. (Volante V., 2021)
· Nowadays the iInterviewees consider that there is nothing that can stop their professional development since there is the flexibility to do everything from home and virtually. This also helps companies with the optimization of resources.
· In general, UK-based companies are very aware of the work-life balance.
· Because the companies are very flexible and understand the needs of the employees, there is very low turnover of female staff.

[bookmark: _Toc73647847]Labour Force:
Based on women’s experiences of Mmaternity and health care: 
· In addition to statutory Maternity Leave most companies offer additional Mmaternity leave is of up to 1on year. , d
· During pregnancy women and because of health care policies women can manage work-life balance time better, e.g. , so in that case, they do not have to travel by subway with the whole crowd. 
· The law protects pregnant women and allows medical consultations during working hours., 95% of people do not abuse these conditions.  
· Some companies consider all the needs that women have, such as breastfeeding by having special places to do it, others even send milk to the baby's house while the mother is working.

Career Development:
· The companies have focus groups and committees for women who are leaders in the business environment. Almost all companies have this, the only thing is that not all companies include men in the focus group. 
· Some companies have talks where the female leaders of the company talk about the challenges that they had to face so as to be in the positions they are in now. This helps by inspiring all women to work hard and believe that they can be a part of the leadership positions. (Volante V., 2021)
· In companies, revisions of objectives are done 2 times per year at the career level and of their actual position. This helps the employee to understand where do they want to go and know where they are going. In many companies, there are discounts on courses and career payments such as MBA, which requires you to be 2 years or 3 more years within the company.
· Some companies support the return of to work for executives who have stopped working, for 2-3 or even 5 years, and want to return. They support them with internships so that they can go back to work little by little.
· The training and the capacitation are constant at least 1 one time per week. This is because companies consider that their employees have to be up-to-date in knowledge to be the best in the industry.
· Mentoring in the companies is very important and the leaders are aware of that with constants catch ups with the teams and their incentives.  
· For the women who occupy management positions in the company it exists a future development to be part of the senior positions, directions, and the board of directors, because every year there are 2 rounds of promotions, and more women are being promoted.

Voluntary development for women:
· The United Kingdom is one of the countries that implied a voluntary plan with annual targets which helps to increase the rates of women on the boards of directors.
· The voluntary plan agreement is for companies that are part of the stock market and is measured by a committee. However, companies that are not part of the stock market also work on this voluntary plan, because they understand the importance of having women in the boards of directors (this point is also a cultural factor).   

[bookmark: _Toc73647848]Culture:
· The interviewee Fernanda Bragagnolo, who works in a tech company, explains that many men, who run companies, have a wife and children and understand all the complications women have with the pregnancy or children. It is a cultural factor because they understand the situation. (Bragagnolo F., 2021)
· In contrast, childless women are stricter and inflexible.
· The United Kingdom is a very aware country of what is happening in the world, this is due to the culture it has. Since it doesn't have many laws, and it doesn't have a constitution, there are many norms and best practices, that come from the business committee of the country.
· In the voluntary plan, the companies committed to reaching an annual percentage of working women, it is not necessary to impose fees for not reaching this number, since the culture of the country is very aware of the importance of women in companies.

[bookmark: _Toc73647849]Family Firms:
· The fFamily firms also respect the new agreements with the society and are conscious of the importance to have gender balance in the business. 
· If the owner of the company has a daughter is normal that she is going to run the company. 
· In the family firms is usual to have more women on the boards of the director because they are relatives.
The interviewees explained how the voluntary plan works inside the companies: The companies have annual targets for the number of hiring women in general and in specific positions. There are a lot of rules and measures for the finance and human resources teams. The team of finance works with the metrics of women inside the company and reports the results to the committee and in the annual report to the stock market. The team of Human Resources works in the hiring and training for the women. 
· Strength: The companies and the government are aware of the importance of having more women be part of the board of directors and in all the positions levels of the company.
· Weakness: Sometimes the companies hire women at higher levels just because they have to achieve the target (increase the women's headcount), no because they are qualified for the position. 
This plan has worked as both the government and companies have become aware of how important it is to increase the number of women on boards of directors. They understood that for it to be a successful plan, it would be required to do it voluntarily, to have a change in the consciousness of society (explain why it is important) and the increase would occur practically naturally.
[bookmark: _Hlk72356227]The United Kingdom is a country where people are educated to raise awareness instead of imposing rules. 
In the last point it is mentioned two factors: 
· Culturera: Because they are educated to understand why change is important for society.
· [bookmark: _Hlk72356307]Flexibilityle: due Due to the companies and the government understanding why change is important, they adapt to the new rules. The companies become more flexible to incorporate the new rules and the new targets. In this case, companies change their hiring policies and create focus groups so that employees also understand the importance of the new norms.

[bookmark: _Toc303695092][bookmark: _Toc303695297][bookmark: _Toc73647850]Findings Mexico
According to the interviews the findings (again summarised and paraphrased) that this researcher found in the United KingdomMexico were: 
[bookmark: _Toc73647851]Flexibility: 
· In Mexico most of the companies work per hours, no per project. 
· Most of the companies are not too flexible because they have clocking for almost all the employees to check the hours that they have worked. If they have something to do during the working hours, they will use that day from their vacation calendar. They have some permissions, but it depends on the leader, not the company.
· In most of the companies, they don’t have politics that generate an environment that fits with the women's necessities, during the pregnancy or lactation period. 
· The working conditions are not flexible in most of the companies, because they don’t respect the hours of work. One example is when the employee has to work 8 hours per day 9:00 am to 5:00 pm, but they know that they never can leave at 5 pm even though they have already finished their work because if they leave on time doesn´t look good for the society. It is a flexible and cultural factor.
· Elizabeth Arriaga a Sr. Manager in a tech company explains “In the companies there exist flexibility but if you want to reach a higher position you have to be available 7 days a week and the 24 hours”. Because if you don’t do it, the leaders of the company are going to believe that you are not completely committed to your work. In conclusion, even when existing flexibility the leaders require you to be 100% focused on your work”. (Arriaga E., 2021)
· As a result of the last point, it is very hard to have a work-life balance.

[bookmark: _Toc73647852]Labour force: 
One of the interviewees who works in a telecommunications company said that it is the first time in the history of the company in Mexico that a Human Resources director is a woman. She believes that was the 1st step to start focusing on gender diversity. 
Career Development
· Most of the higher positions in Mexico are occupy only by men.
· The medium positions or lower positions are occupying 30% or even 40% by women. But the higher position is just for men.  
· In the tech companies all the employees have talks about “the respect with all the employees”, every 6 months. (Arriaga L., 2021)
· Most companies have only men on the board of directors, which makes it more difficult for women to be part of them.
· Women are paid less for their work compared to men. 
· International companies in Mexico do the evaluation of objectives 2 times per year, and the employee can see how their performance has been and where they can go within the company.
· There is also a mentoring program where they participate with other co-workers and they can evaluate their work.  
· In other companies such as the pharma industry they have some programs called “inclusion” where the objective is to develop more skills in employees. Additionally, they have a forum for women leaders.

Development for women:
· The interviewees said that companies began to be more aware of the professional development of women over the past 2 years.
· Carmen Hernández who has been working in telecommunications for 20 years, explains how the company has to complete international rules if they want to operate in the stock market. Inside the company, they have a new department “The compliance officer” where they analyse the statistics and metrics to know what is going on about gender equality and the progress in all the affiliated companies. 
-The result is presented at the headquarters in the USA.  This is relevant for the affiliated companies due the government asks for the results. However, in Mexican stock market doesn't have any department that takes care of the metrics of the women on boards.
-However, due to the movement that the affiliated companies are doing abroad, about the importance of women, the Mexican company is starting to be aware of the importance of women on boards, explains Carmen Hernández.
· Another interviewee explains that in all the tech industry, started an initiative call “women in action”. The objective is to have a balance between the employees, women 50% and men 50% at the end of the year 2030. (Arriaga L., 2021)
· The plan consists in giving women priority in the new hires.  However, if they do not find the right woman for the position, a man is hired.
· Besides all the tech companies are foreign, they have started taking action trying to increase the number of women in the companies, but the employees who run the company in Mexico are Mexican men, so they prefer men in the higher position, and they continue only hiring men in most of the cases. 

[bookmark: _Toc73647853]Culture: 
Society Culture
· One of the reasons why women are not in the highest positions in companies is because of country’s culture. Society believes that women should take care of the family, even when they study a career and start working. When they get married and pregnant normally, they stop working. That is one of the reasons why women do not achieve a higher position. In addition, when they start working in a company, most women stop working when they have a managerial position. Explain one of the interviewees. (Hernández C., 2021)
· [bookmark: _Hlk72364447]In Mexico exists “machismo” which is based on believing that business is only for men. 
· [bookmark: _Hlk72364665]There is discrimination for women who are of reproductive age, recently married or who are about to get married. Since they consider that they are not a good element for the future of the companies. If the man were willing to raise a child along with the woman, then the vision of both would be different. The woman could dedicate herself more to work and it would change the mentality of the men who are working.
· [bookmark: _Hlk72364687]When a woman begins to reach higher positions in the company, society believes that it is because the woman has some relationship or love affair with the boss.
· Griselda Dávila who is a Director in one of the most prestigious Universities in Mexico explains “The philosophy of the university is to foster the family, because the University is part of Opus Dei (an institution of the Catholic Church). However, the high ranks are led by women who are unable to have children or marry”.
· Griselda Davila who is a Director in one of the most important Universities in Mexico said “In general, women are much more hard-working and committed. It is because we need to show that we are more capable than a men and that we can do things better than a man. We grow up with the challenge of needing to show that we are more dedicated, careful, detailed. And this, only because man has a gender advantage”.

Family work-balance
· [bookmark: _Hlk72364831]In Mexico it is not also common to have a family-work balance.
· One of the interviewees explains that women can’t make a balance in their family and in their work because of society’s perception. They believe women are unbalanced at work. But people don’t push them to have that balance. Society doesn't push that into men. When men spend more time at work for men it is fine, but for women it is wrong. (Hernández C., 2021)
· In Mexico, the responsibility to raise the family are the women. We don't have a culture where men can raise the family. And when the mom is not with the family it is because something is wrong.
· Carmen Hernández the director of telecommunications explains: 
· “Women are more demanding for the results of the family, they stay at home, and take care of the children, not because men can’t do it but because a social stigma. Men can continue working and developing their careers. This is the cultural perception of what men can do and women cannot”. 
· Women should support men and men should support the women.
· Both of them can support the family. People can say that Carmelita is very successful in her work because she doesn't have a family, but it is because she couldn’t find someone to support her.  When you're a successful woman in the work environment the society always has the wrong idea that they don’t have a family, or the family is a mess and that is not true. 
· In Mexico, the women who are in the higher positions are divorced or don´t have a family. In Mexico, they believe that if you´re a woman and you´re working very hard it is because you don’t care about your family, but it is the opposite, you are working very hard because you´re taking care of your family”.

[bookmark: _Toc73647854]Family Firms: 
· [bookmark: _Hlk72364934]Many companies in Mexico belong to Mexican families, most of the family companies are medium-sized companies.
· In Mexican family businesses it is clear how Mexican culture and machismo work.
· In family businesses when the owner has only daughters, the ones who are going to run the business are not the daughters, they are the daughter’s husbands.
· And daughters have to stay home as housewives, even when daughters studied a degree.
· It is the same case when the owner of the company has a son and a daughter, the ones who are going to run the company are the son and the husband.

Beatriz Magaña, director of a pharmaceutical company said: “if you want to develop your career it depends on you. Depends also on the mentality of the women. The career depends on you, not if you are a woman or not”.
She also explains that there exists a cultural situation that the Mexican society should change and explains how it could be changed: “If you work with the girls since they are a child, we could change that mentality. If you are able to dream it, if you have in your mind you can have in your hands. Never let people tell you that you can't do it”. (Magaña B., 2021)
Beatriz has had several challenges not just because she is a woman also because she is Mexican, and in the USA, they believe the Mexicans are lazy. You need to show that you can do things.  No matter that I am Mexican, or that I am a woman I can do the things. I have the preparation, the skills, and knowledge. When you show your potential to others, they start to respect you.
She worked in a Mexican company a few years ago where all the colleagues and the board of directors were men. She had a lot of obstacles to work with them. They didn't incorporate her in some activities. She was a young woman, so she had a lot of barriers. The men thought about what kind of thing she could teach them being a young woman. It is a clear example of machismo in companies.
She believes that the culture of the society in the companies should be like this “the importance is the talent, not the gender. Always take the consideration of talent not gender”.
Most of the women who were interviewees said that they have had to build a strong character to fit in with the men who were part of their team.
[bookmark: _Toc73647855]Reliability and validity
This research is reliable because all the women who were interviewed have the enough experience and trajectory in the business environment
The women leaders who supported this research were the right ones since they met all the requirements that were being sought for the interviews.
All interviews were conducted with the required professionalism.
All the interviewees knew the subject and provided useful and key information for this research. All the interviewees are working in medium and large companies, which helped to understand how the business culture of each country is.
This research is reliable and valid because all the women who were interviewed have had enough experience in their professional careers reaching positions as Sr. Manager or Directors in international companies.
In both countries, the interviewees have gone through different challenges in their lives to reach the positions they are in now. They are women who have an impeccable career in the business environment, which is what is sought in this study to analyse and understand what is happening within each country and with society, in order to increase the number of women in the boards of directors.
Additionally, the women leaders interviewed were the correct ones since they have come forward professionally, knowing the path that must be followed in order to reach the position where they are today.
They learned about the challenges and obstacles that exist within companies and society. Which are the factors that this research seeks to find to understand the behaviour of the female labour rate that exists today both in the United Kingdom and in Mexico.

[bookmark: _Toc298582134][bookmark: _Toc303695095][bookmark: _Toc303695300][bookmark: _Toc73647856]Discussion
The key research question for this study is: What are the factors that determine the differing participation rates of women in the board of directors in the UK and Mexico? To answer the research question, it is important to analyse and compare the factors that this research found in the literature review and in the interviews: 
[bookmark: _Toc73647879]Table 4. 1: Factors in the United Kingdom
	Factor
	Literature Review
	Interviews
	Key Points of LR and Interviews

	


Flexible
	· According to the literature, an important factor that made the voluntary plan work was understanding that companies are different, so each one needed to develop its own objectives and strategies. To make the appropriate changes within these and to encourage women to develop in companies and have more directors. The companies had to be flexible and adapt to the new norms.
· In the UK is the government's flexibility with school hours, because females’ workers can pick up their child at the end of the working day.

	· Understand the necessities of the employees. The companies expect employees to compensate for their good work.
· Work most of the time per project rather than per hour
· Nothing that can stop their professional development
· Companies are very aware of the work-life balance.
· Companies become more flexible to incorporate the new rules that help with the social environment, in this case, increase the rates of women.

	· The UK understood that companies are different, so each one needed to develop its own objectives and strategies. To make the appropriate changes within these and to encourage women to develop in companies and have more directors. The companies had to be flexible and adapt to the new norms.
· Understand the necessities of the employees. The companies expect employees to compensate for their good work.
· Work most of the time per project rather than per hour
· Companies are very aware of the work-life balance.


	
Labour Force
	· A study was carried out by the government to understand what were the factors that limited the growth of women in the boards of directors (2011).
· The recommendation after the study of Lord Davis was: the presidents and CEOs of companies in the UK must act supported by others in the business world.
· The government supported the study and the implementation of the plan.
· The plan required publicly traded companies to disclose their information about women in executive positions and in all positions of the organization 
· Exist constant evaluation by some committees and institutions such as Hampton Alexander.  
	· Companies consider all the needs that women have, such as breastfeeding by having special places to do it.
· Maternity leave is 1 year
· Focus groups and committees for women who are leaders in the business environment.
· Revisions of objectives 2 times per year at the career level and of their own position.
· Support return of work for executives who have stopped working, for 2-3 or even 5 years and want to return, with a special training program.
· Constant training and mentoring
· Women who occupy management positions in the company exists a future development to be part of the senior positions, directions, and the board of directors
· The United Kingdom is one of the countries that implied a voluntary plan with annual targets which help to increase the rates of women on the boards of directors.

	· The UK made a study to understand the situation and the important to have women on boards.
· The government, CEO´s, presidents, and the society worked together to achieve a voluntary plan to increase the rates of women on boards.
· Exist constant evaluation by some committees and institutions such as Hampton Alexander.
·   Companies consider all the needs that women have, such as breastfeeding by having special places to do it.
· Support return of work for executives who have stopped working, for 2-3 or even 5 years and want to return, with a special training program.
· Constant training and mentoring.


	

Cultural
	· According to the study carried out in 2011, a voluntary growth plan was implemented within the companies, to increase women within the boardroom.
· The objective was reached completely voluntarily without the need of any legislation or fines.
· The reason why the UK allowed companies to voluntarily participate in the scheme was because the change that was required was an internal change and on the part of the organization itself, so it is a cultural change, not just a change due to a government imposition.
	· Society understand the situation when the woman is pregnant and the responsibilities to have a kid (for both men and women)
· The United Kingdom is a very aware country of what is happening in the world.
· It is a country where people are educated to raise awareness instead of imposing rules. 
· They implement a voluntary plan where the companies are committed to reaching an annual percentage of women working in the business environment (board of directors).
· The plan was successful due to the culture of the society. 
· Society understands the importance of the changes.
· Exist a committee that assesses the metrics and rates of women in the companies. 
	· the UK allowed companies to voluntarily participate in the scheme was because the change that was required was an internal change and on the part of the organization itself, so it is a cultural change, not just a change due to a government imposition.
· The United Kingdom is a very aware country of what is happening in the world.
· The United Kingdom is a country where people are educated to raise awareness instead of imposing rules. 
· Companies were committed to increase the number of women in their workforces.
· Society understand the situation when the woman is pregnant and the responsibilities to have a kid (for both men and women)
· Exist a committee that assesses the metrics and rates of women in the companies


	
Family Firms
	In the UK, family firms tend to have more women on their boards of directors. So that the family bond with the firm is not lost.
	· Family firms also respect the new agreements with the society and are conscious of the importance to have gender balance in the business.
· If the owner of the company has a daughter, it is normal that she is going to run the company.
· In the family firms it is usual to have more women on the boards of the director because they are relatives.
	· In the UK, family firms tend to have more women on their boards of directors. So that the family bond with the firm is not lost.


Source: by the author of this research
Information by the UK interviewees and the factors




[bookmark: _Toc73647880]Table 4. 2: Factors in Mexico
	Factor
	Literature Review
	Interviews
	Key Points of LR and Interviews

	


Flexible
	· Flexibility in companies is limited.
· Because many companies in Mexico are from Mexican families, the work culture in most of them continues to be “machista” and they are not flexible.
· Not flexible hours for work.
	· Companies work per hours, no per project.
· Companies do not respect the end time of the shift. Employees do not tend to leave at the time when their shift ends because it is seen as unprofessional behaviour.
· Companies are not flexible if the employees have to do something else during the work time, they should ask for a holiday instead of permission for a couple of hours.
· In most of the companies, they don’t have politics that generate an environment that fits with the women's necessities, during the pregnancy or lactation period. 
· Even when existing flexibility you have to be able to work 24/7 if you want to succeed in the company.  
· Very hard to have a work-life balance

	· Flexibility in companies is limited.
· Many companies in Mexico are from Mexican families, the work culture in most of them continues to be “machista” and they are not flexible.
· Companies do not respect the end time of the shift.
· Employees have to be able to work 24/7 if you want to succeed in the company.  
· Very hard to have a work-life balance
 


	
Labour Force
	· In Mexico, women began to be included more in the labour force when the trade agreement with the United States and Canada (NAFTA) was made in 1994.
· The inclusion of women in business was due to the adaptation of part of the foreign culture companies.
· In Mexico, many women reach mid-level positions, however, when women are in full swing, it is usually when they get married, become pregnant, and do not return to their profession.
· In order to truly compete in a world dominated by men, it was necessary to have full availability 24 hours a day, seven days a week.
· In Mexico to achieve a managerial position it is required that she be totally committed to the job just like a man would.

	· Maternity leave is 3 months 
· Companies in Mexico are starting to have women as Directors. 
· Women are paid less than men in most of the higher positions of the company. 
· International companies in Mexico have constant training, programs, talks for the employees and their development. 
· International companies in Mexico are beginning to become aware of the importance of women in the business environment and on the board of directors. They have some internal goals for the end of 2030.
· Employees who run companies in Mexico are not aware of the importance of having more women in the business, they still prefer to hire more men.
	· The inclusion of women in business was due to the adaptation of part of the foreign culture companies.
· In Mexico, many women reach mid-level positions, however, when women are in full swing, it is usually when they get married, become pregnant, and do not return to their profession.
· In Mexico to achieve a managerial position it is required that she be totally committed to the job just like a man would.
· Some international companies in Mexico are starting to have women as Directors. 
· International companies in Mexico are beginning to become aware of the importance of women in the business environment and on the board of directors. They have some internal goals for the end of 2030.
· Employees who run companies in Mexico are not aware of the importance of having more women in the business, they still prefer to hire more men.


	

Cultural
	· Mexico is a very traditionalist country, which has not favoured women in their career development.
· Part of Mexican culture represents women only as housewives. 

	· Society believes that women should take care of the family, even when they study a career
· When women get married and pregnant normally, they stop working, that is one of the reasons they don’t achieve higher positions. 
· The “machismo” in Mexico is very common, it is part of the culture of the society.
· “Machismo” is based on believing that business is only for men and women are housewives. The macho man believes that the woman cannot do anything else.
· There is discrimination for women who are of reproductive age, recently married or who are about to get married. Since they consider that they are not a good element for the future for companies.
· When a woman begins to reach higher positions in the company, society believes that it is because the woman has some relationship with the boss.
· Women believe that they have to be like men and think like them if they want to be leaders in the company.

	· Mexico is a very traditionalist country, which has not favoured women in their career development.
· The “machismo” in Mexico is very common, it is part of the culture of the society.
· When women get married and pregnant normally, they stop working, that is one of the reasons they don’t achieve higher positions. 
· When a woman begins to reach higher positions in the company, society believes that it is because the woman has some relationship with the boss.
· Women believe that they have to be like men and think like them if they want to be leaders in the company.



	
Family Firms
	· In Mexico, most of the companies are family firms, even those companies that are listed on the stock market. Due to this, companies tend to be characterized by a culture of “machista” transcendence.
	· Many companies in Mexico belong to Mexican families, most of them still running with the culture of machismo.
· Those who inherit the companies are the men of the family.

	· Many companies in Mexico belong to Mexican families, most of them still running with the culture of machismo.
· Those who inherit the companies are the men of the family


Source: by the author of this research
Information by the Mexican interviewees and the factors  
After the complete analysis between the literature review and the interviews, the question of this research can be answered.
What are the factors that determine the differing participation rates of women in the board of directors in the UK and Mexico? 
The factors that differing the rates of women in each country are four, flexibility, labour force, culture, and family firms. The full explanation is in the table below.
[bookmark: _Toc73647881]Table 4. 3: Comparison of the United Kingdom and Mexico
	Factor
	United Kingdom
	Mexico

	




Cultural
	· Allowed companies to voluntarily participate in the scheme was because the change that was required was an internal change and on the part of the organization itself, so it is a cultural change, not just a change due to a government imposition.
· The United Kingdom is a very aware country of what is happening in the world.
· The United Kingdom is a country where people are educated to raise awareness instead of imposing rules. 
· Companies were committed to increase the number of women in their workforces.
· Society understand the situation when the woman is pregnant and the responsibilities to have a kid (for both men and women)
· Exist a committee that assesses the metrics and rates of women in the companies

	· Mexico is a very traditionalist country, which has not favoured women in their career development.
· The “machismo” in Mexico is very common, it is part of the culture of the society.
· “Machismo” is based on believing that business is only for men and women are housewives.
· When women get married and pregnant normally, they stop working, that is one of the reasons they don’t achieve higher positions. 
· When a woman begins to reach higher positions in the company, society believes that it is because the woman has some relationship with the boss.
· Women believe that they have to be like men and think like them if they want to be leaders in the company.


	


Flexible
	· The UK understood that companies are different, so each one needed to develop its own objectives and strategies. To make the appropriate changes within these and to encourage women to develop in companies and have more directors. The companies had to be flexible and adapt to the new norms.
· Understand the necessities of the employees. The companies expect employees to compensate for their good work.
· Work most of the time per project rather than per hour
· [bookmark: _Hlk72492918]Companies are very aware of the work-life balance.

	· Flexibility in companies is limited.
· [bookmark: _Hlk72493101]Many companies in Mexico are from Mexican families, the work culture in most of them continues to be “machista” and they are not flexible.
· [bookmark: _Hlk72493108]Companies do not respect the end time of the shift.
· [bookmark: _Hlk72493117]Employees have to be able to work 24/7 if they want to succeed in the company.  
· Very hard to have a work-life balance


	


Labour Force
	· The UK made a study to understand the situation and the important to have women on boards.
· The government, CEO´s, presidents, and the society worked together to achieve a voluntary plan to increase the rates of women on boards.
· Exist constant evaluation by some committees and institutions such as Hampton Alexander.
·   Companies consider all the needs that women have, such as breastfeeding by having special places to do it.
· Support return of work for executives who have stopped working, for 2-3 or even 5 years and want to return, with a special training program.
· Constant training and mentoring.

	· The inclusion of women in business was due to the adaptation of part of the foreign culture companies.
· In Mexico, many women reach mid-level positions, however, when women are in full swing, it is usually when they get married, become pregnant, and do not return to their profession.
· In Mexico to achieve a managerial position it is required that she be totally committed to the job just like a man would.
· Some companies in Mexico are starting to have women as Directors. 
· International companies in Mexico are beginning to become aware of the importance of women in the business environment and on the board of directors. They have some internal goals for the end of 2030.
· Employees who run companies in Mexico are not aware of the importance of having more women in the business, they still prefer to hire more men.


	Family Firms
	· In the UK, family firms tend to have more women on their boards of directors. So that the family bond with the firm is not lost.
	· Many companies in Mexico belong to Mexican families, most of them still running with the culture of machismo.
· Those who inherit the companies are the men of the family.


Source: by the author of this research.
Comparative analysis between the factors in Mexico and UK.

[bookmark: _Toc73647857]Recommendations 
What things need to be change in MX to increase the number of women in the board of directors? According to research and comparative analysis with the United Kingdom, the recommendation that must be made to close the gap between the UK Mexico are:
· [bookmark: _Hlk72432344]Creation of an institution that constantly measures, regulates and evaluates the number of women who are working in companies, as well as their jobs positions.
· Through the institution, make companies aware of the importance of women on boards of directors. 
· Have the support of the Mexican government.
· For companies that are part of the Mexican Stock Exchange (BMV), explain with relevant information how to handle gender diversity in the company’s Annual Report and the search and nominations process for the women vacancies. Present an annual report where the growth obtained from the hiring of women and the positions they occupy is published, as well as percentages of gender diversity in each position of the company.
· Constant talks and training to change the culture and mentality of employees. Make them aware of the importance of women in the business environment. (Change the cultural situation). 
· Support women with constant capacitation and training so that they can reach the highest positions in companies.
· Make companies aware that if they work by projects instead of by the hour, they can get better results. (Start to be more flexible in companies).

[bookmark: _Toc303695096][bookmark: _Toc303695301][bookmark: _Toc73647858]Conclusion
This chapter helped to understand answer to the research question, understanding what are the factors that determine the rates of women in each country, and made some recommendations that should be implemented in Mexico to increase the number of women in the business environment.
The next chapter will present the conclusion of the research, the implications and contributions of this research.


[bookmark: _Toc298582138][bookmark: _Toc303695097][bookmark: _Toc303695302][bookmark: _Toc73647859]
Concluding Thoughts on the Contribution of this Research, its Limitations and Suggestions for Further Research

In this last chapter, the research analyses the conclusions about the factors that differentiate the participation rates of women in Mexico and the United Kingdom among those that were studied and investigated in the literature review and in the interviews.

[bookmark: _Toc298582139][bookmark: _Toc303695098][bookmark: _Toc303695303][bookmark: _Toc73647860]Implications of Findings for the Research Questions
The main findings of this research were the four factors that each country have to understand the actual rates of women in the board of directors in both countries. However, the most important factors that affect the rates of women in the business environment are two, the cultural and flexible factor. The main findings relate to culture and flexibility: 
[bookmark: _Toc73647861]Cultural Factor
The cultural factor in both countries is the most important of the factors in this research, since the culture of each country takes it into consideration so as the population of the country are aware of the new implementations, norms or laws. And understand why they are important.
The UK cultural main findings
· In the case of the United Kingdom, the cultural factor was a key for the fast increase of women on the board of directors in the last 10 years.
· They started with a study by Lord David in which he explained a detailed voluntary plan for the companies and explained that it was very important to have the support of the government, the presidents of companies, CEO’s and the full organization.
· The changes that they made in the organization were “internal changes” because they understood each company is different, so each company required to create their own plan to achieve the increase in the number of women on the boards of directors.
· The companies were committed to the voluntary plan.
· Exist a committee that assesses the metrics and rates of women in the companies. 
The UK cultural implications
· The implications that this research had on the cultural factor was to understand how society accepted the plan and contributed to it.
· The acceptance of the plan was because the people in the UK were educated to raise awareness instead of imposing rules. And as a result, society understands the situation. There are aware of what is happening in the world.
Mexico cultural main findings
· Mexico is a very traditionalist country, which has not favoured women in their career development.
· The key factor in this research to understand the actual rates of women in the business environment is the “machismo” that exists in Mexico.
·  In which it is believed that the business is only for men and women should be housewives. 
Mexico cultural implications
· The implications of this research were to understand if even in the 21st century the machismo is still in full swing in the business environment. 
· The reality is yes “machismo” still applying, but it is not the same as in the past years, the women are progressing in small steps.
· Women are starting to work and even reach managerial positions (middle level) but when they get married or become pregnant, they stop working. Because they still believe that they are the head of the family, they believe that they should continue to be the housewives.
· On the other hand, women who are successful in their work, the society believes that it is because they have a relationship or love affair with the boss.
· As a result, these women believe that they must be like men and think like them if they want to be leaders in the company.

[bookmark: _Toc73647862]Flexible Factor:
The flexible factor was very important in this research as it shows whether companies are easy to adapt to changes and so is society.
The UK flexible main findings
· In the United Kingdom each company has to develop its own objectives and strategies to be able to achieve the target to increase the women in the business environment and the board of directors. 
The UK flexible implications
· The implications that this research had was to understand how the companies made the changes.
· The companies were flexible making the appropriate changes inside the companies to increase the number of women. 
· The companies understood the necessities of the employees (for men and women) and they adapt the appropriate norms, committees, training, and rules. To be more flexible with the necessities of the employees.  
· Companies are very aware of the work-life balance.

Mexico flexibility main findings
· In Mexico the flexibility in companies is limited. 

Mexico flexibility implications
· The implication of the flexibility in Mexico was to understand why the flexibility in the Mexican companies is very limited.
· Many companies in Mexico are from Mexican families, the work culture in most of them continues to be “machista” and they are not flexible.
· Companies do not respect the end time of the shift.
· Employees have to be able to work 24/7.
· As a result, is very hard to have a work-life balance. 

[bookmark: _Toc298582140][bookmark: _Toc303695099][bookmark: _Toc303695304][bookmark: _Toc73647863]Contributions of the Research
In Chapter 3 the author suggested a conceptual framework to facility the study of women’s participation in boards of directors and comparison of two countries, the UK and Mexico. Based on the findings the author suggests a revised framework and model for further comparative study of participation by women in boards and directors. Having identified four key factors as being significant the emphasis for further research should be based on these. 

[bookmark: _Toc73647882]Figure 5. 1: Modified Framework
[image: ]
Source: by the author of this research
Update of the Conceptual Framework with the analysis and conclusion 

[bookmark: _Toc303695100][bookmark: _Toc303695305][bookmark: _Toc73647864]Recommendations for Practice
The professional recommendations for practice that this research wants to make to the Mexican society are:
· Create an institution that constantly regulates and evaluates the number of women who are working in companies, as well as their jobs positions.
· Through the institution, look for the support of the Mexican government.
· Through the institution, make companies and the leaders of the companies aware of the importance of women in boards of directors, to get their support and commitment.  
· Standardize a plan, starting with companies that are part of the Mexican stock market (BMV). Forcing those companies that if they want to be listed on the stock market they need to comply with the following requirements:
· The companies that are part of the Mexican Stock Exchange (BMV), explain the relevant information about how to handle the gender diversity in the company’s Annual Report and the search and nominations process for the women vacancies.
· Present an annual report where the growth obtained from the hiring of women and the positions they occupy is published, as well as percentages of gender diversity in each position of the company.
· Demonstrate that the company has constant talks and training to change the culture and mentality of employees. Make them aware of the importance of women in the business environment. (Change the cultural situation). 
· The companies have to introduce a plan for the next 3, 5, and 10 years.
 
The institution should support women with constant capacitation and training so that they can reach the highest positions in companies.
The institution should make companies aware that if they work by projects instead of by the hour, they can get better results. (Start to be more flexible in companies).

[bookmark: _Toc298582141][bookmark: _Toc303695101][bookmark: _Toc303695306][bookmark: _Toc73647865]Recommendations for Future Research
Due to this research being qualitative research my recommendations for future researchers is to make a quantitative study about the women inclusion in the business environment in the Board of Directors. This would further substantiate and validate the findings relating to the four factors.
This analysis recommends adding these questions in a future research because at the end of it, the researcher realized that is also important to know the point of view regarding the following questions:
· Do you consider that the government should take initiative and regulate companies with the number of women who work in them? 
· Do you think that in Mexico a voluntary change could be made as in the UK? or a fine should be paid in case the annual target for the increase of women on the boards of directors is not met?
· Because the most important factor in Mexico for which there are not many women on the boards of directors is a cultural factor, Do you consider that the institution that begins to regulate these norms should create advertising campaigns throughout the country, both in TV media and digital to make the entire population aware of how important women are in the world of business?
· What would be your recommendations to change the cultural factor in Mexico and become a country more aware of the importance of women in business in the country?
· Do you consider that the new generations, like generation Z, are already a generation aware of how important women are in the business world?

[bookmark: _Toc298582142][bookmark: _Toc303695102][bookmark: _Toc303695307][bookmark: _Toc73647866]Final Conclusion and Reflections
According to the research carried out through the literature review, it was observed that the factors that most affect the results of the participation of women in the boards of directors in both countries were four: cultural, flexible, labour force and family firms.
This was verified with the interviews carried out with the women leaders of the companies of each country. Which explained how they are affected or benefited by these factors for their career development in each country.
Analysing the United Kingdom, if the study led by Lord Davis had been done in 2010 but the cultural factor of the country had not been considered, it would have not achieved the satisfactory results that it has today. Since the country was concerned about the current situation in the world, it was possible to have a voluntary plan with the commitment of the government, and companies and their leaders to work to increase the women who were part of the board of directors.
Additionally, the flexibility factor was also a key factor since companies had to become more flexible in paying attention to the needs of employees and adapting to them with new standards, benefits, training and qualifications.
In contrast, in Mexico, the main factor why the country has not managed to increase the number of women on the board of directors is because of the culture, since Mexico is a Machista country. They still consider that businesses are only for men and women should be housewives.
As a result of the machismo culture that the country has, companies are not flexible with the needs of employees, since company leaders and society in general consider that if you want to be successful within companies, you need to work 24/7. Which does not generate that society can have a work-life balance. For Mexican women, this is a determining factor since it does not give them the option of being able to dedicate themselves to their family and their work. It forces them to have to choose between one of them.
However, despite the machismo situation that exists in Mexico, there are successful women in the country, who consider that in order to be successful in Mexico you must become strong in character and think like a man. This should not be like this.
The general recommendation that this research has for Mexico is to create an institution that regulates the number of women in all the positions of the companies and in the board of directors. 
Mexico needs to start to be conscious of the importance of having women in the business environment, some companies are already working on it. But it should be done by all companies in the country. It is important to change the mentality of the society in Mexico and this research believes that the 1st step to this is to create an Institution that helps to make women aware of the importance that they have in the business environment. 
The final conclusion that emerges from this research is that the most important factor is cultural, due to this, each country has determined the number of women on the boards of directors.

[bookmark: _Toc298582143][bookmark: _Toc303695103][bookmark: _Toc303695308][bookmark: _Toc73647867]
References
D. enquiries C. newsdesk-for journalists 020 7783 8300 G. enquiries- for members of the. Lord Davies: FTSE 350 boards should be 33% female by 2020. GOV.UK. Available at: https://www.gov.uk/government/news/lord-davies-ftse-350-boards-should-be-33-female-by-2020 (Accessed: 12 April 2021).
Adham, K.A. et al. (2018) ‘Learning to Complete the PhD Thesis’. Issues in Educational Research, 28(4), pp. 811–829.
ASALE, R.-. and RAE. cultura | Diccionario de la lengua española. «Diccionario de la lengua española» - Edición del Tricentenario. Available at: https://dle.rae.es/cultura (Accessed: 26 January 2021).
Barragan, S., Mills, A. and Runte, M. (2010) ‘The Mexican Glass Ceiling and the Construction of Equal Opportunities: Narratives of Women Managers’. Journal of Workplace Rights, 15(3/4), pp. 255–277. DOI: 10.2190/WR.15.3-4.b.
Brahma, S., Nwafor, C. and Boateng, A. ‘Board Gender Diversity and Firm Performance: The UK Evidence’. International Journal of Finance & Economics, n/a(n/a). DOI: https://doi.org/10.1002/ijfe.2089.
Camarena Adame, M.E. et al. (2018) ‘El techo de cristal en México’. La ventana. Revista de estudios de género, 5(47), pp. 312–347.
del Carmen Triana, M., Miller, T.L. and Trzebiatowski, T.M. (2014) ‘The Double-Edged Nature of Board Gender Diversity: Diversity, Firm Performance, and the Power of Women Directors as Predictors of Strategic Change’. Organization Science, 25(2), pp. 609–632. DOI: 10.1287/orsc.2013.0842.
Definition of BARRIER. Available at: https://www.merriam-webster.com/dictionary/barrier (Accessed: 26 January 2021a).
Doldor, D.E., Gaughan, M. and Sealy, D.R. ‘Gender Diversity on Boards: The Appointment Process and the Role of Executive Search Firms’. p. 98.
Ellwood, S. and Garcia-Lacalle, J. (2018) ‘New Development : Women with Altitude—Exploring the Influence of Female Presence and Leadership on Boards of Directors’. Public Money & Management, 38(1), pp. 73–78. DOI: 10.1080/09540962.2017.1323430.
Female Directors and Firm Performance: Evidence from UK Listed Firms.: EBSCOhost. Available at: http://web.a.ebscohost.com.ezproxy.gcd.ie:2048/ehost/pdfviewer/pdfviewer?vid=1&sid=14f6c0c2-80aa-44dc-b44f-e292aeab535a%40sdc-v-sessmgr02 (Accessed: 26 January 2021b).
Gender Equality. European Institute for Gender Equality. Available at: https://eige.europa.eu/thesaurus/terms/1168 (Accessed: 1 April 2021c).
Hernández-Perlines, F., Ibarra Cisneros, M.A. and Ntim, C.G. (2017) ‘Analysis of the Moderating Effect of Entrepreneurial Orientation on the Influence of Social Responsibility on the Performance of Mexican Family Companies’. Cogent Business & Management, 4(1), pp. 1-N.PAG. DOI: 10.1080/23311975.2017.1408209.
Los consejos de administración necesitan más mujeres | D.Noticias. Deloitte México. Available at: https://www2.deloitte.com/mx/es/pages/dnoticias/articles/consejos-de-administracion-con-mujeres.html (Accessed: 26 January 2021d).
Mace, M.L. (1972) ‘The President and the Board of Directors’. Harvard Business Review, 1 March. Available at: https://hbr.org/1972/03/the-president-and-the-board-of-directors (Accessed: 31 March 2021).
Mujeres, C.N. para P. y E. la V.C. las. ¿Sabes qué es el #Machismo?. gob.mx. Available at: http://www.gob.mx/conavim/articulos/sabes-que-es-el-machismo?idiom=es (Accessed: 3 April 2021).
Noguez, R. (2020) Mujeres ocupan solo 8.7% de asientos en consejos de empresas en México. Forbes México. Available at: https://www.forbes.com.mx/women-mujeres-8-asientos-consejos-empresas-mexico/ (Accessed: 26 January 2021).
Number of Women on FTSE 350 Boards Increases 50 per Cent in Five Years. People Management. Available at: https://www.peoplemanagement.co.uk/news/articles/number-of-women-on-ftse-350-boards-increases-50-per-cent-in-five-years (Accessed: 12 April 2021e).
Ouedraogo, A. (2018) ‘Determinants of Under-Representation of Women on Boards of Directors: An Exploratory Study of African Public and Private Firms’. Economics & Business Review, 4(2), pp. 98–113. DOI: 10.18559/ebr.2018.2.6.
Saavedra García, M.L. and Camarena Adame, M.E. (2018) ‘The Relationship between Profitability and the Participation of Women in the Board of Directors of Listed Companies in Mexico’. Equidad y Desarrollo, (32), pp. 33–55. DOI: 10.19052/ed.4413.
Schrand, L., Ascherl, C. and Schaefers, W. (2018) ‘Gender Diversity and Financial Performance: Evidence from US REITs’. Journal of Property Research, 35(4), pp. 296–320. DOI: 10.1080/09599916.2018.1549587.
Singh, V., Vinnicombe, S. and Johnson, P. (2001) ‘Women Directors on Top UK Boards’. Corporate Governance: An International Review, 9, pp. 206–216. DOI: 10.1111/1467-8683.00248.
Stock Exchange Definition. IG. Available at: https://www.ig.com/en/glossary-trading-terms/stock-exchange-definition (Accessed: 26 January 2021f).
Terjesen, S. and Singh, V. (2007) ‘Global Prerequisites of Politics, Pay and Pipeline for the Presence of Women Corporate Directors’. In Academy of Management Annual Meeting Proceedings. Academy of Management Annual Meeting Proceedings. Academy of Management, pp. 1–6. DOI: 10.5465/AMBPP.2007.26518252.
The Changing Face of Business: Number of Women on FTSE Boards up by 50% in Just 5 Years. GOV.UK. Available at: https://www.gov.uk/government/news/the-changing-face-of-business-number-of-women-on-ftse-boards-up-by-50-in-just-5-years (Accessed: 4 May 2021g).
The President and the Board of Directors. (1972) Harvard Business Review, 1 March. Available at: https://hbr.org/1972/03/the-president-and-the-board-of-directors (Accessed: 26 January 2021).
Third of FTSE 100 Board Members Now Women, but Business Secretary Says More Needs to Be Done. GOV.UK. Available at: https://www.gov.uk/government/news/third-of-ftse-100-board-members-now-women-but-business-secretary-says-more-needs-to-be-done (Accessed: 24 January 2021h).
Twenty-First Century Must Be Century of Women’s Equality, Secretary-General Says in Remarks at The New School | Meetings Coverage and Press Releases. Available at: https://www.un.org/press/en/2020/sgsm19986.doc.htm (Accessed: 12 April 2021i).
Vinnicombe, S. et al. ‘The Female FTSE Board Report 2010’. p. 56.
Watkins-Fassler, K. and Rodríguez-Ariza, L. (2019) ‘International Entrepreneurship and Mexican Listed Family Firms’ CEO/Board Characteristics’. Emprendimiento Internacional y Características de Los Consejos de Administración y Directores Generales de Las Empresas Familiares Listadas En México., 35(153), pp. 361,–369. DOI: 10.18046/j.estger.2019.153.3166.
What Is A Stock Exchange?. BloombergQuint. Available at: https://www.bloombergquint.com/financial-terms/what-is-stock-exchange-definition-meaning-and-basics-of-stock-exchange (Accessed: 26 January 2021j).
Women Hold Third of Board Roles at FTSE 100 Firms. (2020) BBC News, 8 February. Available at: https://www.bbc.com/news/business-51417469 (Accessed: 24 January 2021).
World Economic Situation and Prospects 2020. p. 41.
Burgess, Z. and P. Tharenou: 2002, ‘Women Board Directors: Characteristics of the Few’, Journal of Business Ethics 37(1), 39–49. Available at: Female Presence on Corporate Boards: A multi-Country Study of Environmental Context, 2008
Mari Teigen, and Fredrik Engelstad, Emerald Publishing Limited, 2012. Boards and Gender Quotas : Comparative Perspectives, edited by ProQuest Ebook Central, Available at: http://ebookcentral.proquest.com/lib/open/detail.action?docID=868548.
Jonas Gabrielsson, Wafa Khlif, Sibel Yamak, 2019, ‘Research Handbook on Boards of Directors’, Eskil Sonju Le Bruyn Goldeng, Alessandra Rigolini and Patricia Gabaldon, Chapter 14: The effect of the introduction of the gender quota regulation among public limited companies’ boards in Norway: taking stock, looking ahead.
Sánchez-Teba, E.M.; Benítez-Márquez, M.D.; Porras-Alcalá, P. Gender Diversity in Boards of Directors: A Bibliometric Mapping. J. Open Innov. Technol. Mark. Complex. 2021, 7,12. https://doi.org/10.3390/joitmc7010012

Zabkudovsky Kuper, G. (2014) Las mujeres en los ámbitos de poder económico y político de México. [PhD Thesis]. Universidad Nacional Autonoma de Mexico. Available at: http://www.scielo.org.mx/scielo.php?script=sci_arttext&pid=S0185-19182015000100003 (Accessed: 26 January 2021).
Hernandez Guzmán C. (2021), PT Director, wholesale and roaming business, America Movil. Mexico (April 2021).
Davila Aragon G. (2021), Director of Academic, Panamerican University, Mexico (April, 2021).
Arriaga García L. (2021), Sr Sales Manager, Dell Technologies, Mexico (April, 2021) 
Magaña B. (2021), Director of Regulatory in Mexico Caribbean and Puerto Rico, Baxter, pharma company, Mexico (April, 2021)
Bragagnolo M. (2021), Sr. Account Manager for strategic accounts, CVENT, United Kingdom (April, 2021)
Volante V. (2021), Recruitment Consulter, Stree, United Kingdom (April, 2021)
Guiñazu M. (2021), Specialist in Psychology, United Kingdom (April, 2021)
Campello F. (2021), Manager in Consultancy, United Kingdom (April, 2021)
Aguiñaga D. (2019), Lead Partner of Corporate Governance, Deloitte Mexico (March, 2019) Available at: Los consejos de administración necesitan más mujeres | D.Noticias. Deloitte México. Available at: https://www2.deloitte.com/mx/es/pages/dnoticias/articles/consejos-de-administracion-con-mujeres.html (Accessed: 26 January 2021).
Durán, J. (2017), Martin Reyna, J. (2017), Title: 83% de las empresas en México son familiares, Acádemicos UDLAP, Available at: http://blog.udlap.mx/blog/2017/05/83porcientodeempresasenmexicosonfamiliares/ (Accessed: 28 May 2021).




31

[bookmark: _Toc294949605][bookmark: _Toc298582145][bookmark: _Toc303695104][bookmark: _Toc303695309][bookmark: _Toc73647868]Appendices

[bookmark: _Toc303695105][bookmark: _Toc303695310][bookmark: _Toc294949606][bookmark: _Toc298582146][bookmark: _Toc73647869]Appendix A – Questionnaire format for interviewees 

The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Introduction of the interview: 
Question: What are the factors that determine the differing participation rates of women in the board of directors in the UK and Mexico?
Objective: Learn and know what the companies and the government are doing to increase the rate of the women in the companies in all the levels and specific in board of directors.
Part A
Part 1- Personal Details
Name: María Fernanda Bragagnolo
Company: CVENT
What is the company producing goods or services? Software As a service
Job Position: Sr. Account Manager for strategic accounts 
Working years in the company: 1.5 years
Number of the employees (average): 5,000
Do your company part of the stock market?  no
 
Part 2- Company
1. Do you know the average (%) of the male and female working in the company? 
45% female 55% male

2. How many female managers are in the company?
2,000 (40% horizontal)

3. How many female directors are in the company? 
3/9 en el comité ejecutivo 
20% vp

4. Do you know how many females are part of the board of directors in your company? 
3/9

5. Do you think your company is flexible with the employees? Explain.
Super flexible as long as you work your hours. And do your job. Most companies understand that sometimes women have other responsibilities, they hope that you also understand and compensate. Maternity leave in the UK is 1 year. It allows you to make your schedules more flexible so that the subway is not too crowded. They are very understanding for pregnancy, medical needs.
 Culture: What happens is that many men have wives with children, so they know what they go through. Women who have a career and without children are less understanding than men.

6. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 
Yes 

7. If the answer is yes mention which one: 
By law there is a lot of protection for pregnancy, medical consultations and maternity leave. Companies are very understanding to give you days to go to the doctor. 95% of people do not abuse these conditions.

8. The team of Human Resources helps to create a gender equality environment?
There are many focus groups and committees for women in leadership, women in the workplace. Women in Leadership Committee.
Most companies have this. However, they do not usually integrate men into these committees. 
Men must also be included in these support groups to raise awareness.

9. Do you think the company supports women to develop professionally within it? Explain why or why not.
In your company yes, there are reviews 2 times a year at least of the objectives at the career level and of your own role. WHERE YOU WANT TO GO AND IT HELPS YOU KNOW WHERE YOU ARE GOING. In many companies there are discounts on courses and career payments such as MBA'S, which requires you to be 2 years or 3 more years within the company.

10. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?
Yes, every year there are 2 rounds of promotions and more and more women are being promoted

11. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
She doesn’t see anything that can stop you now that everything can be done from home and virtually. Since it also has the flexibility. The company you work for is very much looking for resource optimization.


Part 3 - Metrics
1. Exist a policy inside the company to increase the growth of women at all levels?
There are companies that are setting rules, percentage of hiring of women per year. 
Many times, companies end up hiring just because they are a woman to reach the company's goal, not because they are the right woman for the position. 
There are many company policies, company regulations by Finance that say we have to increase the number of women we have because it is a trend, because we have to show the world that we care about the issue and that we are taking action. Companies have targets and many times they hire women instead of men because they are women. 
Many times, women are not the best to cover the profile, but they hire her for the fact of being a woman to raise the number of headcount. Which is a bit counterproductive. Encourage women to study those careers that are most in demand by men. 
Many company policies, which vary between companies, some are very generous, others require a minimum of time to have worked. 
Many supports the return of work for executives who have stopped working and want to return, who have left it 2-3-5 years, they are like internships so that they can return little by little. 
There are also companies that have all the needs of women who have to breastfeed and remove milk or there are some that send the milk to the baby's house while the mother is working.

2. Exist any metrics that measure the increase in women constantly in the company?
Yes

3. Explain how in the company the career development is for females and males? 
· 1 month of training at the beginning
· Constant training
· Very fast changes within the company
· Very flexible
· Very low turnover

4. What do you think your company is doing correctly to increase the number of women?
Training, focus group & flexibility increment natural
yes, training and focus groups and flexibility. They are keys to NATURALLY increase THE GROWTH OF WOMEN

Part 4 - Government 
1. Do you know if the rates of women working in the company are regulated for the government? 
Yes, by the stock market. Voluntary Plan.

2. Or exist any policy or measure for the government to regulate gender equality? Explain.
Yes, it is regulated by finance area. 

They have an annual hiring target to increase the number of women. They are imposed as the targets per year. The managing directors have a goal of increasing more women. Uk is a country very aware of what happens in the world "CULTURE". UK does not have many laws as it does not have a constitution. But there are many standards and lesser practices, it comes from a business committee in the country. They work for that and reach a% and companies have committed to reach that% voluntarily. The public and private parties meet to reach an agreement and see how the situation improves. So it was a voluntary change. It is a CULTURAL FACTOR !! THEY EXPLAIN YOU IN THE UK WHY THINGS ARE. It is a country that explains everything from logic. PEOPLE ARE EDUCATED TO BE AWARE INSTEAD OF IMPOSING RULES.


Part 5 - Value in the Company
1. Do you think there would be greater growth for the company if there were greater gender diversity?
It is a company that in order to enter they do a psychological test, it has many trainings, when you enter it is a training of 1 whole month and has very constant training at least 1 time a week. Employees have to be up to date as it is a telecommunications company. It is a very flexible company with its employees. So if an employee wants to change areas it is not difficult to do so. It is a company with very good RETENTION AND VERY LOW ROTATION

2. Do you consider that incorporating women into leadership positions at all levels of a company adds value?
yes

3. If the previous answer is yes, what do you think they add value?
women are very good at problem solving and very creative. It's good to have that value. Even women are not at the level of men. That career commitment is missing

The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Part A
Part 1- Personal Details
Name: Victoria Volonté 
Company: Stree
What is the company producing goods or services? Servicios recluting company 
Job Position: Recruitment consulter 
Working years in the company: 1 month
Number of the employees (average): 2,000 
Do your company part of the stock market? Si 
 
Part 2- Company
12. Do you know the average (%) of the male and female working in the company? 
40% mujeres 60% hombres

13. How many female managers are in the company?
30%/100% 

14. How many female directors are in the company? 
10%

15. Do you know how many females are part of the board of directors in your company? 

30%
16. Do you think your company is flexible with the employees? Explain.
Yes, Flexibility to work remotely, not only due to the pandemic but in general. 
The company in general is very flexible. 
There is a lot of work life balance. Mental wellbing, finance, every Monday for 30 min if you want air you can do it to relax when you feel like you can't take it anymore.

17. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 
Yes

18. If the answer is yes mention which one: 
maternaty leave or paternity. They have it after the 2nd or 3rd year. Every Tuesday in March they have talks where different leaders managers talk about how they got to where they are today in their high positions. 
Is it Inspiring or someone to follow, all the challenges that happened to get where you are. The moderator asking the questions is a MAN and there are a lot of men listening too. They are promoting a lot of women within the company.


19. The team of Human Resources helps to create a gender equality environment?
Yes, 

20. Do you think the company supports women to develop professionally within it? Explain why or why not.
Yes, 
Budy "-> look for someone who is similar so that you can mentor yourself. The manger Mr. is pro women and they do a girls catch up so that they support each other 1 hour a week. MENTORING. Catch ups with Mr. Manager to see how you are doing every month, this constant.

21. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?

Yes, there are many female directors from the different regions.

22. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
Intimidation
Women are intimidated by men. Women don't have enough personality to step up.

Part 3 - Metrics
5. Exist a policy inside the company to increase the growth of women at all levels?
yes

6. Exist any metrics that measure the increase in women constantly in the company?
Yes, annual.  they have certain targets per year. Review every quarter.

7. Explain how in the company the career development is for females and males? 

It is according to the reveniew that recruiters bring

8. What do you think your company is doing correctly to increase the number of women?
yes
Part 4 - Government 
3. Do you know if the rates of women working in the company are regulated for the government? 

yes
4. Or exist any policy or measure for the government to regulate gender equality? Explain.

Exist metrics that regulate every year and report to the stock market

Part 5 - Value in the Company
4. Do you think there would be greater growth for the company if there were greater gender diversity?
yes, with talks with other women they feel inspired by other women leaders within the company

5. Do you consider that incorporating women into leadership positions at all levels of a company adds value?
yes

6. If the previous answer is yes, what do you think they add value?
Inspire other women, look the other point of view.

The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Part A
Part 1- Personal Details
Name: Carmen Hernandez 
Company: Telcel
What is the company producing goods or services? Telecomunications services 
Job Position: PT Director, wholesale and roaming business 
Working years in the company: 20 
Number of the employees (average): more than 10, 000
Do your company part of the stock market?  Yes (America movil)
 
Part 2- Company
23. Do you know the average (%) of the male and female working in the company? 
40% women 60% male
24. How many female managers are in the company?
10% 

25. How many female directors are in the company? 
10%

26. Do you know how many females are part of the board of directors in your company? 
0

27. Do you think your company is flexible with the employees? Explain.
No, The company is not too flexible, they have clocking for almost all the employees to check the hours that they are worked. If they have something to do during the works hours they have to use the day as a vacation. They have some permissions but depends of the leader not for the company.  
28. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 
No, In other countries they have some policies to help the increase of women, they are more flexible in USA and Europe, where they have some filial.
29. If the answer is yes mention which one: 

30. The team of Human Resources helps to create a gender equality environment?
Specific for women no
For the 1st time in America Movil Mexico, they have 1 woman as Deputy director in the Human Resources area. Could be the 1st step to start focus on gender diversity.

31. Do you think the company supports women to develop professionally within it? Explain why or why not.
Yes, more focus in some specific areas.
Depends on the area, some areas are more for women and other for men. But more of the higher positions are just males

32. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?
In other countries they have some policies to help the increase of women, they are more flexible in USA and Europe, where they have some filial.
No, just in the lower positions than managers. The bosses and the directors, all of them are men.
No, as telecommunications they have more in mind means to lead the company.

33. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
No family work balance. You cant make a balance in their family and in their work. The perception that the women are unbalance on the work. 
People dont push them to have that balance. Society dont push that into the men. When they are more time in the work for men is fine but for women is wrong. 
Cultural problem. In Mexico the responsability to raise the family are the women. 
We dont have the culture that the men can raise the family. Why the mom is not there? In mexico when this happen is bad for the society. 
If we compere with UK they dont have this culture. If the mom is not here (in a school event) but the father is here is okay for the society.

No family work balance, cultural 
Part 3 - Metrics
9. Exist a policy inside the company to increase the growth of women at all levels?
Yes, since 2 years ago. 
Since 2 years ago, as a stock company they have to complete a international rules. To operate in the stock market in Mexico. Now the "Compliance Officer" have an area to have the statistics & metrics to know what is going on about the gender equality. The compliance officer is for the Telecommunications sector. 
The compliance officer they have in America Mobil is because they operate not only on the BMV, but also on international stock exchanges. In Mexico there are no policies within the BMV even if they measure the # of women in companies.
In America Mobil they are starting with the counting of women, but they still do not have policies as is. Compliance officer, that you comply with what the exchange tells you to be able to operate.

10. Exist any metrics that measure the increase in women constantly in the company?
Yes, since 2 years ago. 

11. Explain how in the company the career development is for females and males? 
They have equality things to do for gender

12. What do you think your company is doing correctly to increase the number of women?
They haven't done any specific for women yet.
Part 4 - Government 
5. Do you know if the rates of women working in the company are regulated for the government? 
no
6. Or exist any policy or measure for the government to regulate gender equality? Explain.
no

Part 5 - Value in the Company
7. Do you think there would be greater growth for the company if there were greater gender diversity?
yes

8. Do you consider that incorporating women into leadership positions at all levels of a company adds value?
yes
9. If the previous answer is yes, what do you think they add value?
Many opportunities in some specific areas 
They are some opportunities that can be better for the managers and directors positions.
Life Balance:
For women is more demanding the results in the family. It is not because the women can´t do it because the man can do it. It is always the man can do it because the women is taking care of home. This is the way or the perception why the men can do it and women no. the women should support the men and not the men should support the men. Both of us can support the family. The people can say that Carmelita is very successful in her work of her because she doesn´t have a family, but it is because she could not find someone to support her. When you´re a successful woman in the work environment the society always have the idea, they don’t have family or the family is a mess and that is not true. In Mexico the women who are in the higher positions are divorcee or without of family. In Mexico they believed if you´re a women and you´re working very hard they think you don’t care about your family, but it is the opposite, you are working very hard because you´re taking care of your family. CULTURAL PROBLEM
The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Part A
Part 1- Personal Details
Name: Beatriz Magaña Vera
Company: Baxter, pharmal company
What is the company producing goods or services? 
Job Position: Regulatory Director, Mexico Caribbean and Puerto rico
Working years in the company: 2 YEARS
Number of the employees (average): 1,000
Do your company part of the stock market? YES 
 
Part 2- Company
34. Do you know the average (%) of the male and female working in the company? 40% Female

35. How many female managers are in the company? 25%

36. How many female directors are in the company? 25%

37. Do you know how many females are part of the board of directors in your company? Yes, 25%

38. Do you think your company is flexible with the employees? Explain.
Yes, If the employees have some activities during their work hours they can do it, and work more hours later.
39. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 

Yes, 
40. If the answer is yes mention which one: 
They have some programs and policies. Programs for inclussion --> Not just for women, it is for all the employees.  Have good level of knowledge and skills.

41. The team of Human Resources helps to create a gender equality environment? Yes, program and forum of leader’s women

42. Do you think the company supports women to develop professionally within it? Explain why or why not.
yes, if you want to develop your career depend of you. Depens also for the mind of the women. The career depend of you not if you are a women or not. The company that she is working now is from USA. But they support to the women in general. The foreign companies have a different mentality CULTURE.

43. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?

yes

44. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
Mix of factors cultural



Part 3 - Metrics
13. Exist a policy inside the company to increase the growth of women at all levels? Yes, forum women 

14. Exist any metrics that measure the increase in women constantly in the company?
no
15. Explain how in the company the career development is for females and males? 
yes, she said in the pharma sector is a very lucky sector because they take care of the woman. They try to work with all the personnel as an equal.

16. What do you think your company is doing correctly to increase the number of women?
Yes They have a program and forum for women leaders

Part 5 - Value in the Company
10. Do you think there would be greater growth for the company if there were greater gender diversity?
Yes, with the program and forum for women leaders

11. Do you consider that incorporating women into leadership positions at all levels of a company adds value?
Yes
12. Causes of women can´t develop professionally?
Cultural situation. The mentality, If you work with the girls since they are a child we could change the mentality. If you can dream, if you have in your mind you can have in your hands. Never let people you can't do. She had several challenge not just because she is woman also becuase she is Mexican and in USA the think the Mexicans are leazy . You need to show that you can do the things.  No matter that I am Mexican, that I am a woman I can do the things. I have the preparation, the skills and knowledge. When you show your potential with the others they start to respect you.

Cultural --> She worked in a Mexican company a few years ago with all the board was men, the full sector was men, and she had a lot of obstacles to worked with them. They didn't incorporate her in some activities. She was woman and very young, so she had a lot of barriers. The though what kind of thing she can tech me if she is a young women.

You can do or you be in the company you want to be.

13. What do you think your company is doing correctly to increase the number of women?
The company is doing right, but the have to increase the number, now they are 30% of the employees are women. They  care the employees in general. Similar oportunities for both.  Part of the mission of the company is to be care of the people inside (employees) and outside (customers).  Mision of the company care of the people

14. Consider that incorporating "W" into leadership positions at all levels of a "C" adds value EXPLAIN
It doesn't matter, the importance is the talent no the gender. Always take the consideration the talent no the gender.

15. What recommendations do you suggest should be implemented in MX?
The families should empowerment the girls. Be brave and  be sure of your knowledge, don't let anyone pass over you. It is a CULTURAL SITUATION. If you're very sure of you and you dont allow the people go over you it could be a change. The women believe that you're less. They allow to the co-workers do things over the women. HAVE TO CHANGE THE CULTURE IN THE FAMILIES.

16. Do you believe if exist an institution to regulate the “gender equality” could be better? 
YES, it could help. If we have a institucion. Because if you are a woman and want to complain somenthing they can help you to regulate the situation.

17. What factors do you think determine the increase or decrease of women in working life?
CULTURAL

18. Do you think the culture in your country is a factor that determines the increase or decrease of women in the business environment and the board of directors?
YES, IS THE MAIN FACTOR



The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Part A
Part 1- Personal Details
Name: Lizbeth Arriaga Garcia
Company: Dell technologies  
What is the company producing goods or services?  Technology 
Job Position:  Account executive 
Working years in the company: 1.5 
Number of the employees (average): 1,500
Do your company part of the stock market?  Si
 
Part 2- Company
45. Do you know the average (%) of the male and female working in the company? 
60% men 40% women

46. How many female managers are in the company?
70% 30%

47. How many female directors are in the company? 
90% 10%

48. Do you know how many females are part of the board of directors in your company? 
10 men, 1 woman

49. Do you think your company is flexible with the employees? Explain.
Yes, The fact of being a foreigner makes them very flexible in terms of schedules and permits

50. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 
Women in action with women committees 
2030 objective to have a balance.


51. If the answer is yes mention which one: 
Within HR there is an initiative called women in action. There is another initiative so that by 2030 there will already be that balance of 50% men and 50% women. Also HP and those types of companies have the same initiative.

52. The team of Human Resources helps to create a gender equality environment?
Yes, all employees have to take a course every 6 months in which gender equity is sought. And respect for colleagues (sought in this course).

53. Do you think the company supports women to develop professionally within it? Explain why or why not.
Yes, but deppens of who is your boss. The vast majority still prefer that they be men. By policy according to the company there must be gender equity, but bosses prefer to have men.

54. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?
It is not difficult, but it is rare. For you to be part of the management you have to have many years.

55. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
No family-work balance


Part 3 - Metrics
17. Exist a policy inside the company to increase the growth of women at all levels?
Target for 2030 balance in gender equality.
Politics for 2030 want to have the balance of men and women 50/50.

18. Exist any metrics that measure the increase in women constantly in the company?
Yes, by human Resources. They have the map of the entire organization chart and of the new hires they are requesting more women to achieve the balance. It can also be said that I opened the vacancy for women, but there was none that covered the profile so I am going for a man.

19. Explain how in the company the career development is for females and males? 
Yes, evaluation of objectives 2 times a year. Mentoring programs	
Twice a year they do an evaluation of professional objectives, one also has to take their points of where you would like to direct your career. There are also mentoring programs where not only the boss participates but also other collaborators.

20. What do you think your company is doing correctly to increase the number of women?
They are working to achieve the gender balance.
21. Causes of why women can´t develop professionally?
No family work balance, the only one who sees everything in the family is the woman. & "Working Conditions" in her personal experience, her boss encouraged her to develop professionally, however she did not want to pay her what the position deserved, she realized until HR called her to clarify the matter. 
They adjusted the corresponding salary because the HR area stipulated it. Not because the boss wanted to. 
Through the salary tab there will never be a true equity with what a man and a woman earn, because the bosses can move according to the max or the lowest salary within the tabulator.
Part 5 - Value in the Company
19. Do you think there would be greater growth for the company if there were greater gender diversity?
The company has many initiatives to increase diversity in general. But there is still a long way to go to increase the number of women.

20. Do you consider that incorporating women into leadership positions at all levels of a company adds value?
Yes, create the balance

21. If the previous answer is yes, what do you think they add value?
A balance would be created, since women could create greater strategies but always with the help of men. A true balance is required. Not 100% men and not 100% women.

22. What factors do you think determine the increase or decrease of women in working life?
The Machista Culture that exists in Mexico, where men think that business is only for men. If you have family businesses and the owner only has daughters, those who will work in the company are not the owner's daughters but their husbands. Even if the daughters have a career. If a woman starts to climb in a team where the leader is a man, it is believed that if you won that position it was not because of your merits but because she is with the BOSS. Even in companies that are not Mexican, the companies are led by Mexican men with a macho culture.

23. Do you think the culture in your country is a factor that determines the increase or decrease of women in the business environment and the board of directors?
Flexibility, there is flexibility but even if there is, you cannot allow it, you have to be 100% at work so that there is no excuse. You have to be available at any time, any day of the week (MEXICAN CULTURE). They want you to spend 100% of your time taking care of the job. Although there is flexibility, they require you to be 100% focused




Part B
1) In your company any actions are carried out to promote equality between men and women in the workplace.
· Yes
· No
2) There is interest from leaders to participate and carry out actions that improve equity between men and women.
· Yes
· No

3) There is interest from staff to participate in actions that improve equity between men and women.
· Yes
· No

4) "Men and women receive fair and equal treatment inside the company."
· Yes
· No

5) Professional development opportunities and promotions are based on knowledge, skills and abilities, regardless of whether you are male or female
· Yes
· No

6) Do you think you have enough opportunity to publicize your work and achievements inside the company?
· Yes
· No
· *complicated

7) Can you have open and honest conversations with your leaders about your career progression inside the company?
· Yes
· No

8) What position do you aspire to reach inside the company?
· Top/Senior
· Manager
· Director
· Partner

9) Do you think that women face various obstacles to achieving effective equal opportunities in the workplace?
· Yes
· No

10) What are the main barriers that women face to continue ascending to higher leadership positions: managers / directors / partners inside the company?

· Need for more professional training
· Self-motivation to take on new roles and responsibilities
· There are no barriers
· Higher workload in higher leadership positions
· Hours of dedication to housework
· Gender stereotypes
· Lack of flexibility benefits that allow for better work-life balance
· Start a family / maternity


11) Do you think that starting a family or having children can have a negative impact on your professional development in the company?
· Yes
· No

12) The productivity of a woman with children is lower than a person without children
· Yes
· No

13) The productivity of a man with children is lower than a person without children
· Yes
· No

The women inclusion in the business environment
A comparative analysis between the UK and Mexico.

Introduction of the interview: 
Question: What are the factors that determine the differing participation rates of women in the board of directors in the UK and Mexico?
Objective: Learn and know what the companies and the government are doing to increase the rate of the women in the companies in all the levels and specific in board of directors.
Part A
Part 1- Personal Details
Name: Griselda Davila Aragon
Company: Universidad Panamerica
What is the company producing goods or services? Sector Educación (School of business and economics)
Job Position: Director of Academic 
Working years in the company: 15 years
Number of the employees (average): 72
Clase tiempo complete: 51 
Do your company part of the stock market? no
 
Part 2- Company
56. Do you know the average (%) of the male and female working in the company? 
22 men
29 women

57. How many female managers are in the company?
Heads of academy 5 women and 3 men
Postgraduate 3 women and 1 man

58. How many female directors are in the company? 
Board of Directors: 14 people of which 7 are women

59. Do you know how many females are part of the board of directors in your company? 
30%

60. Do you think your company is flexible with the employees? Explain.

Yes, They are very concerned about the person and the humanistic way 

61. Do you know if exists any politics inside the company generate an environment that fits with the women's necessities? 
No, only the obligations required by law

62. If the answer is yes mention which one: 


63. The team of Human Resources helps to create a gender equality environment?
Nom 035
But now the rector of the school is a woman, it is the 1st time in 50 years.

64. Do you think the company supports women to develop professionally within it? Explain why or why not.
It encourages the family because the philosophy of the University is very particular since it is part of Opus Dai, which encourages the family. However the higher ranks are led by women who cannot have children or marry.

Cultural: In Mexico there is discrimination for women who are of reproductive age, recently married or who are about to get married. Since they consider that they are not a good element for the future for companies. If the man were willing to raise a child along with the woman, then the vision of both would be different. The woman could dedicate herself more to work and it would change the mentality of the men who are working.

Women with children are more or less productive: In general, women are much more hard-working and committed. It is because we have to show that we are more capable than a man and that we can do things better than a man. We grow up with the challenge that you have to show that you are more dedicated, careful, detailed. Because man has a gender advantage. In that sense, in terms of idea fulfillment it is very good.

65. Flexibility in the companies 
Flexibility: companies must be more flexible with their employees and work on projects not by hour of pomp. So if they have to do any activity within the working time they can do it, however if they have a deadline for something they will comply with it so they have to work overtime.

66. Labour force
She does not think like a woman, she has had to be strong in character to fit in with the men who are part of her team. It must be a team made up of people, not 50% men and 50% women. Structure of the teams under PROFILES.

67. For the women who occupy management positions in the company, do you think there is an opportunity in the future to develop and be part of these directions?
yes
68. What do you think is one of the causes why women cannot develop professionally within the company? Give examples. (i.e. wages, working conditions, job abandonment, no flexibility, no family-work balance)
Mentality, cultural. 

69. Consider that incorporating women into leadership positions at all levels of the company adds value EXPLAIN
Not being a man or a woman adds value. It should be what is the profile you require for that position. The best prepared regardless of whether it is a man or a woman.
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	PLAIN LANGUAGE STATEMENT 
	Introduction to the Research Study
Research Study Title:  The women inclusion in the business environment. A comparative analysis between UK and México
University: Griffith College, Graduate Business School.
Principal Investigator: Dr Garrett Ryan. 
Researcher Name: Zyanya Ramírez Tapia
Email: zyanya27rt@gmail.com
II.	Details of what involvement in the Research Study will require

This project involves taking part in ( Qualitative Research semi-structured interviews and or completion of a survey.  The interviews/survey responses will be recorded, and seek to gather information on your experience of The women inclusion in the business environment in Mexico and UK. Questions are directed towards your thoughts on (What are the factors that determine the participation rates of women in the board of directors in Mexico and UK). I estimate the interviews/survey will take no longer than 10 minutes to complete. 
III.	Potential risks to participants from involvement in the Research Study (if greater than that encountered in everyday life) I do not anticipate any risk to participants as a result of participation in this Research Study.
IV.	Benefits (direct or indirect) to participants from involvement in the Research Study
The objective of this Research Study is to gain new knowledge that will enable (What is society doing in Mexico and UK to to have more women as part of the board of directors, who is acting better in compare to the other country?) This study may, therefore, be of benefit to you by providing you with the opportunity to contribute to body of knowledge on (Gender Equality) so that you and or society may benefit.
V.	Advice as to arrangements to be made to protect the confidentiality of data, including that confidentiality of information provided is subject to legal limitations 
Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.   
VI.	Advice as to whether or not data is to be destroyed after a minimum period 
Audio tapes/Survey data will be destroyed on the successful completion of this master’s degree in full compliance with GDPR regulations.  
VII.	Statement that involvement in the Research Study is voluntary
Involvement in this Research Study is voluntary.  Participants who decide to take part may withdraw from the Research Study at any point.  There will be no penalty for withdrawing before all stages of the Research Study are complete..  


	
If participants have concerns about this study and wish to contact an independent 
person, please contact: 

Dr. Garrett Ryan

MSCIB Programme director
Graduate Business School
Office: A109
 
Griffith College
South Circular Road, Dublin 8, Ireland
 
Phone:  + 353 1 416 3324
Email: garrett.ryan@griffith.ie
Website: www.griffith.ie  
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The Female FTSE board report 2010 1999 2004 2008 2009 2010

Female held directorship 6.20% 9.40% 11.70% 12.20% 12.50%

Female executive directorships 2.02% 4.10% 4.80% 5.20% 5.50%

Female non-executive directors 10.82% 13.60% 14.90% 15.20% 15.60%


image2.emf
Women on boards of FTSE 100 companies February 2011October 2015

Women on boards 135 (12.5%) 286 (26.1%)

Women non- executive directors (NEDs) 117 (15.6%) 260 (31.4%)

Women executive directors 18 (5.5%9 26 (9.6%)

Number of women chairmen 2 3

Number of women chief executives 5 5

Total directorships 1.076 1.097
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June 2020 FTSE 100 % FTSE 250 %

Female-held directorships 355 34.5% 620 31.9%

Female executive directorships 31 13.2% 47 11.3%

Female non-executives directorships 324 40.8% 573 37.6%

Companies with female executive directors 28 28.0% 42 16.8%

Companies with at least one female director 100 100.0% 250 100.0%

Companies with at least 33% female directors 63 63.0% 132 52.8%
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Participants  Company or Industry  Position  

María Fernanda Bragagnolo  Company Name:   CVENT   Industry:   Software As a service  Sr. Account Manager for  strategic accounts  

  Victoria Volonte  Company Name:   Stree    Industry:   Recruiting Company  Sr.  Recruitment Consulter  

  María Ignacia Guiñazu  Company Name :   Anonymous   Industry:   Health care.  Specialist in Psychology   

  Fi amma   Campello  Company Name:   Anonymous   Industry:   Advisory and  Consultancy Services in Human  Resources.  Sr.  Manager in Consultancy  
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