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                                                       Abstract 

 

This thesis examines the application of public relations strategies to tackle gender disparities 

within Industrial Park Development Corporations (IPDCs) in Ethiopia, specifically focusing on 

enhancing women's representation in leadership roles. Globally, IPDCs play pivotal roles in 

economic development, yet they often exhibit significant gender imbalances in leadership 

positions, despite women's substantial contributions. This study employs a qualitative research 

approach to investigate effective PR strategies designed to mitigate these disparities. 

Emphasizing advocacy, stakeholder engagement, and organizational culture transformation, the 

research aims to identify and recommend practical approaches for IPDCs to create inclusive 

environments conducive to women's leadership. By addressing systemic barriers and promoting 

gender equality within IPDCs, this research seeks to contribute to more equitable and sustainable 

industrial park development in Ethiopia, aligning with broader efforts to achieve gender parity 

and inclusive economic growth. 
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Chapter one: background of the study  

1.1. Background of the study  

Public relations (PR) strategies play a crucial role in advancing gender equality within Industrial 

Park Development Corporations (IPDCs) and broader industrial development initiatives. By 

utilizing communication channels, engaging stakeholders, and advocating for change, PR can 

effectively raise awareness, challenge stereotypes, and foster an inclusive environment 

supportive of women in the industrial sector (Grunig & Hunt, 1984; Botan & Taylor, 2004). 

PR functions as a reflection of an organization's self-perception in terms of image, reputation, 

and relationships with stakeholders. Through strategic communication practices, organizations 

enhance their strategic awareness and influence stakeholders to embrace their messages and 

values. This role is pivotal in advocating for perspectives that contribute to building a more 

inclusive and gender-balanced society (Grunig & Hunt, 1984; Botan & Taylor, 2004). 

Established in 2014 as a public enterprise with strong governmental backing, the Industrial Parks 

Development Corporation (IPDC) serves as a catalyst for rapid industrialization in Ethiopia. 

IPDC nurtures manufacturing industries, drives economic transformation, and attracts both 

domestic and foreign investors, managing approximately 125 companies across 13 parks 

nationwide: Adama, Debre Birhan, Jimma, Semara, Hawassa, Bahir Dar, Mekele, Bole Lemi, 

Kilinto, Arerti, Kombolcha, Dire Dawa, and Addis Industry Village . 
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Figure 1 location of IPs in Ethiopia  

  

Source: IPDC  

Since the 1960s, industrial parks have played a pivotal role in promoting industrialization and 

economic restructuring in numerous countries worldwide. Industrial parks facilitate the optimal 

integration of resources within a defined spatial scope, particularly beneficial for developing 

nations with limited production factors. By attracting both labor and capital-intensive domestic 

and foreign investments in manufacturing and service sectors, industrial parks contribute to 

increasing local wages, enhancing skills, and creating job opportunities (Amado, 1989; Zeng, 

2015). 

Moreover, industrial parks serve as gateways to global value chains, engaging in international 

competition and leveraging comparative advantages to modernize industrial structures. This 

strategic positioning enhances a nation's global economic standing and strengthens its 

participation in the global division of labor, highlighting the widespread popularity and 

effectiveness of industrial park economies worldwide (UNCTAD, 2015; Farole, 2011). 

Ethiopia has prioritized industrial development as a cornerstone of its structural transformation 

agenda, aiming to emerge as a manufacturing powerhouse not only in Africa but also globally. 

This industrialization drive is expected to sustain Ethiopia's recent economic growth momentum 

by fostering economic expansion, diversification, and modernization (UNCTAD, 2015). 
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However, gender inequality remains a persistent challenge in workplaces globally, including 

within Industrial Park Development Corporations (IPDCs) in Ethiopia. Despite initiatives aimed 

at promoting gender equality, women continue to encounter barriers to advancement and 

representation in leadership roles within these organizations. This research focuses on exploring 

existing public relation strategies targeted at addressing gender gaps in Ethiopian IPDCs and 

identifying effective approaches to promote gender equality (Amado, 1989; Zeng, 2015). 

The disparities in labor market outcomes between genders in Ethiopia are exacerbated by 

multiple factors. The economy struggles to generate sufficient jobs to accommodate the 

expanding labor force, leading to high unemployment rates, particularly among women. When 

employed, women often occupy low-skilled, low-productivity positions due to gender 

segregation, cultural and familial obligations, and disparities in human capital (Abegaz & Nene, 

2023; Mulugeta, 2021). This limited participation in the formal labor market is a primary driver 

of gender disparities in employment and earnings. 

Furthermore, women in Ethiopia face significant wage and productivity gaps, being 

predominantly segregated into low-paying firms (Abegaz & Nene, 2023). Research by Berga and 

Abdisa (2022) highlights a substantial wage disparity of 62.7%, influenced by factors such as 

age, occupation, wealth, marital status, education, religion, and household headship. 

Despite some progress, recent global reports, such as the 2023 Global Gender Gap Report by the 

World Economic Forum (WEF, 2023), continue to underscore significant gender gaps in 

Ethiopia. The country ranks 75th out of 146 countries overall, placing 13th in sub-Saharan 

Africa. The report reveals disparities in economic participation and opportunities (116th) and 

educational attainment (135th), despite relatively better performance in survival and health 

categories. 

In industrial settings like those governed by the Industrial Parks Development Corporation 

(IPDC) in Ethiopia, women, predominantly young and from rural areas, hold low-skilled, low-

paid positions. The focus in these settings is often on work procedures and conduct codes, with 

minimal guidance on overcoming cultural and workplace challenges (UNDP, 2018). Women are 

disproportionately represented in low-skill production roles, with decreasing representation as 
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jobs require higher skill levels, such as in chemical, pharmaceutical, textile, and apparel 

industries (UNDP, 2018). 

Industrial parks in Ethiopia, including major ones like Hawassa, Bole Lemi, and Eastern, have 

been pivotal in generating new jobs, with a notable 80% of these positions filled by women in 

recent years (CEPHEUS, 2019). However, challenges persist due to limited educational and 

training opportunities for women, coupled with cultural norms that prioritize women's caregiving 

roles over workforce participation. 

Moving forward, addressing these challenges requires evidence-based and gender-sensitive 

interventions. Public relations strategies, specifically tailored to mitigate gender gaps within 

industrial park development corporations, present a promising avenue for fostering gender 

equality and inclusive economic development. However, there remains a notable gap in literature 

outlining these strategies, underscoring the need for comprehensive research and 

recommendations in this area. 

1.2 Statement of the problem  

Gender gaps in these industrial park development corporations continue to be hindrances to 

women‟s full participation and their ability to compete and advance within the Ethiopian 

workforce. Although there has been growing global attention to the discourse on gender equality 

and economic development, especially in Ethiopia, these gaps continue to persist and hinder the 

vision of achieving inclusive growth and sustainable development goals. While there has been 

significant scholarly attention on the challenges women face within the industrial parks, one 

neglected area of study is how strategic and effective PR strategies can be used to address these 

gender gaps and level up the playing field for industrial park development corporations, helping 

them identify and overcome challenges in existing practices and gaps that impede gender-

inclusivity.  

 This research addresses the gap in our data by studying the role of strategic PR in Ethiopian 

industrial park development corporations to address gender issues and advance gender equality 

in their development initiatives. By furthering our understanding of the nexus between gender, 

organizational communication and economic development initiatives, this research highlights 
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how strategic PR can be used as a tool in bridging the gender gap to create more inclusive 

workplaces. 

This study will propose best practices and recommendations for implementing strategic PR as 

part of social strategy plans in industrial park development corporations and will reveal the 

potential of PR in increasing gender equality in the Ethiopian industrial sector. The study will be 

conducted through a systematic review of existing literature, as well as case studies and 

empirical evidence. 

 In conclusion, this study will help to understand, critically, conceptually and empirically, the 

developmental and organizational communication roles of strategic PR in achieving gender-

balanced economic development in Ethiopia and beyond. Specifically, the study will inform 

policy and practice for introducing gender-inclusive social and economic development initiatives 

in Ethiopia‟s economic development context and beyond. Likewise, the research will contribute 

to knowledge on gender and organizational communication practices in social and economic 

development initiatives. 

1.3 Research objectives 

The objective of this thesis is to investigate and propose effective public relations strategies that 

can enhance women's representation in leadership roles within Industrial Park Development 

Corporations (IPDCs) in Ethiopia. The study aims to address existing gender gaps in IPDCs and 

explore the barriers preventing women from accessing and excelling in leadership positions. By 

drawing on theoretical frameworks such as stakeholder theory (Freeman, 1984) and feminist 

organizational theory (Acker, 1990), the research seeks to develop tailored public relations 

strategies that can challenge stereotypes, biases, and structural impediments within IPDCs. 

 The thesis will conduct a thorough examination of the organizational dynamics and contextual 

factors influencing gender disparities in IPDCs. By synthesizing empirical data and insights from 

relevant literature, including studies on women in leadership (Eagly & Carli, 2007) and gender 

and organizations (Martin, 2003), the study aims to identify effective communication and 

advocacy strategies. These strategies will aim to promote inclusivity, empower women leaders, 

and foster a supportive organizational environment conducive to gender diversity. Building upon 

the framework established by Asnakech and Tesfaye (2020), which states that : 
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“IPDC play a crucial role in driving economic growth and industrial development. However 

gender disparities persist within these organizations 

with women underrepresented in leadership positions and facing challenges in career 

advancement. Research by Asnakech and Tesfaye (2020) highlights the gender gap in IPDC in 

Ethiopia 

emphasizing the need for targeted interventions to address systemic barriers faced by 

women”…..this is the frame.  

 

   

Moreover, this research will give a thorough analysis of the various public relations efforts that 

have occurred in IPDC, their distinguishing characteristics, and the effects they have had on the 

status of women and gender equality in the corporation. The study will also list the difficulties 

the gender and social responsibility department in IPDC is currently facing and suggest ways to 

overcome them. In the end, this research will support ongoing initiatives the department to 

advance gender equality and women's rights. 

The general objective of this research is to address gender gaps by investigating the role of 

strategic PR in IPDC to address gender issues and promote gender equality in their 

developmental endeavors. By examining the intersection of gender, organizational 

communication, and economic development initiatives, this study underscores the potential of 

strategic PR as a catalyst for bridging gender gaps and cultivating inclusive workplaces. 

 

 

1.3.1 Specific objectives  

 

The study will shed light on the impact of the public relations strategies and communication 

campaigns that have been used in other industries or countries to address gender gaps and 

promote gender equality.  

This paper further goes to more detailed objectives such as: 
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 To assess the current state of existing public relations practices within industrial park 

development corporations in Ethiopia in addressing gender disparities and fostering a 

gender-inclusive work environment. 

 To understand the impact to current public relation strategies  to address gender gaps with 

in IPDC  

 To develop a set of practical and actionable recommendations for future research in 

industrial park development corporations (IPDC) to implement strategic public relations 

strategies that effectively address gender gaps and promote gender equality in the 

workplace. 

1.3.2 Research questions  

 What are the current public relation strategies in IPDC? 

 What is the impact of the correct public strategies to address gender gaps? 

 How can industrial park development corporations (IPDCs) effectively implement 

strategic public relations strategies to address gender gaps and promote gender equality in 

the workplace, leading to practical and actionable recommendations for future research? 

1.4 Significance of the study  

It is well-documented that in Ethiopia, women face significant underrepresentation across 

various dimensions of sustainable development. For example, in the labor force and the 

burgeoning economy, only 12% of women are engaged, while men predominantly monopolize 

government positions, with politics being notably reserved for male members (UNDP, 2020). 

Societal roles crucial to the country's development see minimal female involvement, accounting 

for just 10% (UN Women, 2021). Furthermore, initiatives aimed at advancing women's rights 

often encounter inadequate support from stakeholders, hindering women's meaningful 

participation in sectors that directly impact their lives (UN Women, 2021). 

It is indisputable that achieving sustainable development in Ethiopia hinges on integrating 

women, granting them empowerment, and ensuring equitable participation across economic, 

social, political, and environmental realms. With women constituting half of the population, 

inclusive engagement across all facets of development is essential for fostering national unity 
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and advancing collective progress (UNDP, 2020; UN Women, 2021). 

 

Other studies informed that „Using the lens of gender equality and empowering the female, 

sustainable development informs us that gender equality is a matter of human rights, and also a 

necessity for, and an indicator of, sustainable development‟ (Alvarez and Lopez, 2013). 

Furthermore, UN Women (2014) literally said „Gender equality is essential for a just and 

sustainable world. Women‟s greater involvement in contributing to their families and 

communities will also help achieve sustainable development goals.‟ 

On the other side, if gender equality is not equally maintained, development of the country will 

be largely decreased. 

Thus, Stevens (2010) emphasized that „an ever-growing number of studies show that gender 

inequalities make an increasingly heavy economic toll resulting in social inequalities and 

environmental degradation across the globe.‟ 

 In addition, while IPDCs have created close to 100,000 jobs more than 85 percent of which 

have gone to women these jobs are not spread equally throughout the organization. 

 From the corporate bottom or the entry level, a relatively large number of women can be 

observed, making up most workers at this level. But as you move to a higher level of 

organization, the number of women occupying roles of leadership or top-level management 

starts to decrease sharply before becoming zero. This situation of women‟s underrepresentation 

in senior posts due to a systemic factor in IPDCs suggests that a constraint or obstacle to the 

advancement and promotion of female staff exists. 

 In order to operationalize this principle, IPDCs are required to put in place strategic public 

relations and also equality, diversity and inclusion policies that help in mainstreaming gender at 

all levels of the organization. Such support creates an enabling culture and work environment 

for gender diversity and inclusion. Hence, it could be a catalyst for enabling women to exercise 

their full potential at all levels of the institution, not only to have a more equitable workplace but 

to also enable them to perform efficiently and effectively, leading to better organizational 

success and sustainability in the longer term. 

Hence, this study will add to the existing body of literature on the gender gap in industrial park 

development corporation in Ethiopia by deepening the understanding, analysis and 
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recommendations on addressing these issues through Strategic RP practices. 

 

1.5 Scope of the study  

Achieving gender equality is crucial for the realization of human rights and for sustainable 

development. This research centers on gender inequality in industrial park development 

corporations of Ethiopia and tries to quantify and assert how public relations can contribute to 

mitigate such inequality. It pays special attention to women representation, participation and 

advancement in such corporations. 

 Such learning will rely upon analyzing the public relations strategies and communication 

campaigns that have been used in other industries or geographic locations to increase gender 

equity and gender gaps still, the core is enquiring about how existing public relations practice 

within development corporations of industrial parks in Ethiopia is shaping „gender-sensitive‟ 

work environments. 

 Furthermore, data will be obtained from the gender and social responsibilities department in 

IPDC to assess their perceptions/attitudes (along with associated reasons) in supporting gender 

equality and the role of public relations strategies in championing gender inclusion and progress 

in industrial park development corporations. 

Further, the study will provide recommendations that are pertinent and feasible to IPDC who 

want to develop decisive public relations strategies to tackle the gaps in gender, and gender 

equality at the workplace. 

 

 Since this study specifically focuses on industrial park development corporations in Ethiopia 

and is limited in time, it might not extend to other sectors or countries. In addition, internal 

cultural changes in public relations practices might not be captured if the timeframe is too short. 
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Chapter two: literature review  

2.1 Theoretical framework  

 

Ethiopia has experienced significant growth in its industrial park development sector over the 

past decade, which has provided opportunities for job creation and economic advancement 

(Addis Ababa Chamber of Commerce and Sectoral Associations, 2020; World Bank, 2019). 

However, gender gaps and disparities persist within these industries, posing barriers to women's 

participation and progress. This literature review aims to explore how Ethiopian industrial park 

businesses can address these gender inequalities and promote inclusivity through the 

implementation of public relations (PR) strategies. 

Extensive literature underscores the complex nature of gender disparities within industrial 

settings, highlighting challenges across socio-cultural, institutional, and economic dimensions 

(Kabeer, 2016; Melese & Alemu, 2019; UN Women, 2020). Studies consistently identify 

pervasive gender biases in recruitment, retention, and career advancement, which hinder 

women's meaningful participation in industrial development (Chiweshe, 2019; Gebreselassie, 

2017; Tafesse, 2018). Furthermore, scholarly discourse emphasizes the critical role of effective 

communication, particularly through PR initiatives, in challenging stereotypes and creating an 

environment conducive to gender equality and women's empowerment (Makau & Kalyango Jr, 

2020; Mengistu, 2021; Njoku, 2018). 

 

 IPDC play a crucial role in driving economic growth and industrial development. However, 

gender disparities persist within these organizations, with women underrepresented in leadership 

positions and facing challenges in career advancement. Research by Asnakech and Tesfaye 

(2020) highlights the gender gap in IPDC in Ethiopia, emphasizing the need for targeted 

interventions to address systemic barriers faced by women. 

Equality in Organizations and Workplaces 

Gender inequality remains a persistent issue in workplaces worldwide, including Industrial Park 

Development Corporations (IPDC) in Ethiopia. Despite the country's efforts to promote gender 

equality and empower women in various sectors, IPDC still grapples with significant gender 
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disparities, particularly in leadership positions and career advancement opportunities. This 

literature review aims to explore existing research on public relations strategies aimed at 

addressing gender gaps within Ethiopian IPDCs and to identify effective approaches for fostering 

gender equality in these organizations. 

IPDC plays a vital role in the country's economic development by attracting investment, creating 

job opportunities, and promoting industrial growth. However, gender disparities persist within 

these organizations, with women significantly underrepresented in leadership roles and facing 

barriers to career progression. Studies such as those by Asnakech and Tesfaye (2020) and 

Ayalew and Abebe (2019) highlight the gender gap in Ethiopian IPDCs, emphasizing the need 

for targeted interventions to address systemic barriers faced by women. 

Rolleri (2013) defines gender equality as a social condition in which men and women have equal 

rights, fair rewards, opportunities, power, and status. This entails equal participation in political 

arenas, communities, relationships, and the home, as well as safety from violence and equitable 

resource use and access (Heilman and Caleo, 2018). In a community striving for gender equality, 

both genders are aware of available resources, such as job opportunities, health care services, 

bank loans, and education, and have the knowledge to use them. Gender equality is significant 

not only because these resources are available, but also because both genders accept them. 

Furthermore, both genders must have the time and mobility to access these resources without 

interruption (Parker and Funk, 2017). Many countries have made significant progress in this 

area, including efforts to close the pay gap, provide equal opportunities for advancement, and 

implement legal measures to promote gender equality in the workplace. These initiatives 

collectively help to create environments in which people of all genders can make meaningful 

contributions to various aspects of society. According to The UN Foundation (2022), while 

challenges such as the gender pay gap and access to mentorship opportunities persist, the 

trajectory is shifting toward a more equitable future. According to the Public Relations Council's 

2021 surveys, women earn 87 cents for every dollar earned by men. There is a gap, but it has 

been significantly reduced (European Institute for Gender Equality, n.d.). Women's 

empowerment, defined as the process of providing women with the opportunities and resources 

they need to exercise their rights, participate in decision-making processes, and gain more 

control over their lives, is critical to achieving gender equality. 
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In this broader societal context, organizations around the world are actively promoting new 

social norms, implementing bias-reduction measures, and launching gender equality education 

programs. Mentorship opportunities have also evolved, greatly benefiting women, with a variety 

of organizations implementing mentorship programs. Organizations are increasingly integrating 

gender-sensitive practices into their frameworks. Gender sensitivity, defined as the ability to 

recognize and highlight existing gender differences, issues, and inequalities (Figueroa Vélez and 

Vélez Ochoa, 2021), is critical not only for attracting but also retaining female talent within an 

organization. This, in turn, contributes to increased workplace gender equality (Chang and 

Milkman, 2020). As organizations embrace these initiatives, they move closer to creating 

inclusive environments that foster professional growth and success for individuals. 

Despite these efforts, studies in gendered organizations (Stamarski and Hing, 2015) have 

revealed a wide range of inequalities against women, such as stereotypical behaviors and 

disparities in promotional opportunities. The term "glass ceiling" (Connell, 2006) is frequently 

used in these studies to describe the persistent but invisible organizational barriers that prevent 

women from advancing to top leadership positions. The glass cliff (Bechtoldt et al., 2019; Smith 

and Monaghan, 2013) adds to the challenge, indicating that women are more frequently 

appointed to precarious leadership positions than men. This theory emphasizes the challenges 

that women face in rising to leadership positions within organizations, emphasizing the 

importance of gender sensitivity in breaking down these barriers and promoting gender equality. 

Gender Inequality in Industrial Park Development: 

 Gender inequality exists at every level of the industrial park development sector. Whenever a 

job position is assumed to be occupied by a female, it turns out to be occupied by a male 

(Coltrane & Shih, 2009). Numerous empirical studies have revealed the extent of gender 

disparities in the sector, particularly concerning job opportunities, advancements, wage parity, 

and participation in decision-making processes. Gender inequality pervades across countries of 

varying economic development levels, urban and rural settings, and irrespective of family 

structures. 
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Gender inequality can be observed at various levels within Ethiopia's industrial park 

development sector. Women have limited access to jobs, face barriers in advancing to leadership 

roles, and experience wage disparities within IPDCs. 

Ethiopia's industrial park development sector remains predominantly male-dominated, hindering 

women's access to managerial positions, equal wages, and decision-making roles. This section 

explores gender inequality within the Industrial Park Development Corporations (IPDCs). 

Gender inequality persists in Ethiopia's industrial park development corporations (IPDCs) sector. 

Studies indicate significant gender disparities in access to job opportunities, career progression, 

wage equality, and decision-making positions within the sector. Available statistics from the 

corporation show that, although IPDCs have created approximately 100,000 jobs, about 75% of 

these positions are occupied by women. However, the distribution of these jobs across various 

levels of IPDCs' organizational hierarchy does not reflect similar preferences for female 

representation. 

Out of the 100,000 jobs created, 1,028 employees are directly employed by the corporation, 

while the remainder are employed by companies operating within the corporation. 

 

 

Figure 2 :   The number of employees directly employed by IPDC   

  Source: IPDC HR  
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The following graph shows the number jobs created in IPDCs  

Please note the number shown below are only for those companies who disclose the number of  

employee thus the actual number varies and is estimated to be more than 100,000  

 

Figure 3: The number of jobs created in each park  

 

          

  Source : IPDC HR 

 

While women constitute the majority of the workforce at the entry level in corporations, they 

gradually disappear from leadership and top management positions as we ascend the 

organizational hierarchy, eventually becoming entirely absent, as is the case with IPDCs. This 

conspicuous absence of women in higher corporate positions is not a natural outcome of 

organizational dynamics but rather points to a systemic trend within IPDCs characterized by 

glass ceilings that impede women's advancement in the corporate hierarchy. 

These gender disparities hinder the overall development of the industrial park sector. Such 

inequality is widespread, manifesting in urban and rural areas, in the North and South, in 

industrialized and developing countries, and across various structural aspects of family life. 

Gender-based inequality serves as a barrier that not only undermines women's rights but also 
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restricts their access to education, political participation, economic opportunities, and social 

engagement, thereby significantly impacting their social and economic status in society 

(Abendroth, 2014). Gender inequality also poses constraints on the broader economy of the 

country (Kazandjian et al., 2016). 

 

 

Public Relations and Gender Equality: 

Public relations (PR) plays a critical role in advancing gender parity within organizational 

settings by challenging long-standing gender stereotypes, promoting inclusive cultures, and 

advocating for policy changes. As argued by Bovee and Thill (2019), well-crafted PR campaigns 

can raise awareness about gender parity issues and mobilize key stakeholders to take corrective 

actions. In the context of women-centric IPDCs, such strategies could focus on providing 

informational resources about opportunities such as training and mentoring. 

Research (Dozier & Broom, 2006; Coombs & Holladay, 2009) demonstrates that public relations 

tactics have the potential to contribute significantly to efforts aimed at achieving more gender-

equitable societies. By reforming stereotypes, PR can reshape perceptions and bring about 

meaningful shifts in organizational policies. This essay explores how public relations campaigns 

have been employed to address gender inequalities across various contexts and organizations. 

Public relations plays a pivotal role in shaping stakeholder expectations and aiding organizations 

in achieving their goals through organizational identity and inclusion (Kent & Taylor, 2018; van 

Ruler, 2000). In this context, we examine public relations strategies such as media relations, 

stakeholder engagement, internal communication, and crisis management, linking these 

techniques to addressing widening gender gaps. 

The critical role of public relations in advancing gender equality encompasses challenging 

stereotypes, transforming perceptions, advocating for policy changes, and fostering inclusive 

organizational cultures. Strategic communication can drive progress and bring about 

transformative changes by addressing entrenched gender discrimination and unequal power 

dynamics in diverse contexts. Across industries, PR campaigns can target gender inequality by 
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empowering women, promoting equal leadership opportunities, combating gender-based 

violence, and advocating for rights such as education and healthcare. 

Public relations campaigns also educate stakeholders, mobilize support, and raise awareness for 

gender initiatives. They foster collaboration within and between organizations, addressing 

intersectional issues impacting women and girls. Public relations supports the UN agenda to 

achieve gender equality by 2030, contributing through research, education, and advocacy. 

In conclusion, public relations campaigns play a crucial role in challenging gender stereotypes, 

reshaping perceptions, and advocating for gender equality across industries and contexts. They 

are instrumental in promoting inclusive societies that respect human rights, reduce inequality, 

and foster sustainable development. 

 

Gender Inclusive Public Relations Strategies:  

Public relations (PR) strategies can serve as powerful tools for challenging gender stereotypes, 

promoting inclusive cultures, and advocating for policy changes within organizations. Effective 

PR campaigns raise awareness about gender issues, mobilize stakeholders, and drive meaningful 

change. Research by Bovee and Thill (2019) and Grunig and Grunig (2020) underscores the 

importance of strategic communication in promoting workplace gender equality and highlights 

the pivotal role of PR professionals in advancing diversity and inclusion initiatives. 

Effective PR strategies for addressing gender gaps in IPDCs require collaboration and 

engagement with stakeholders, including government agencies, civil society organizations, and 

employees. Research by Bekele and Alemayehu (2020) emphasizes the significance of 

partnerships in driving gender equality initiatives in Ethiopia, noting the influence of advocacy 

groups on policy decisions and corporate practices. 

Cultural norms and societal expectations significantly influence gender dynamics within 

Ethiopian IPDCs and shape the effectiveness of PR strategies. A study by Haile and 

Gebreselassie (2019) underscores the necessity of considering cultural sensitivities when 

designing communication campaigns and training programs aimed at promoting gender equality. 
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By addressing cultural barriers and fostering inclusive environments, organizations can create 

more opportunities for women to thrive in leadership roles. 

Scholars such as Karen Sanders and Christie Launius emphasize the role of strategic 

communication in promoting gender equality and challenging stereotypes (Sanders & Launius, 

2007). Their work highlights the importance of inclusive language, imagery, and messaging in 

PR campaigns. 

 

a) Best Practices in Gender Inclusive PR 

 If we want to live in a society that is genuinely diverse, equitable, and inclusive, PR practices 

must embrace gender inclusivity. Based on current research and industry expertise, I outline 

several best practices for a gender-inclusive PR strategy: 

 Audience Research and Segmentation: Conduct in-depth research on your audience and 

segment them by gender to better understand different groups of women and men, their 

needs and preferences, as well as their worldviews. 

 Language and Imagery: Use gender-neutral language and imagery free of stereotypes to 

enhance the representation of all people, including under-represented groups (Eagly & 

Carli, 2007). 

 Representation and Visibility: Ensure appropriate representation within PR materials, 

such as media interviews, press releases, and other promotional materials. Highlight the 

work and achievements of underrepresented genders. 

 Inclusive Storytelling: Incorporate diverse lived experiences and narratives in PR that 

authentically reflect realities across all genders. Provide space for individuals to share 

their own stories and honor their authenticity. 

 Collaboration and Partnerships: Partner with gender-focused non-governmental 

organizations, advocacy groups, and community leaders to co-craft inclusive PR 

campaigns and amplify marginalized voices. 
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 Training and Education: Educate PR practitioners on gender sensitivity, unconscious 

bias, and gender-responsive communication. Equip staff with the knowledge to handle 

gender-related issues with sensitivity (Eagly & Carli, 2007). 

 Accessibility and Inclusion: Ensure PR materials and platforms are accessible to 

transgender and non-binary people, as well as individuals with disabilities. Utilize multi-

lingual communication channels and formats to reach a diverse audience. 

 Measurement and Evaluation: Define metrics to assess the effectiveness of your gender-

inclusive PR strategy. Monitor audience engagement, perceptions, and behavior changes 

to gauge impact. 

 Continuous Learning and Improvement: Foster a culture of continuous learning within 

the PR team regarding gender issues. Stay informed about research and emerging trends 

to evolve PR practices over time. 

 Leadership Commitment and Accountability: Demonstrate visible leadership 

commitment to gender inclusion throughout the organization. Hold leaders accountable 

for promoting diversity, equity, and inclusion in PR practices (Eagly & Carli, 2007). 

 Conservative public relations data streams, compared with gender-inclusive data streams, still 

involve two parties interacting in a push-and-pull manner, albeit with shorter and less elaborate 

streams of questions aimed at learning and verifying knowledge, rather than understanding 

culturally defined indigenous knowledge (Grunig & Grunig, 2016). Traditionally, management 

views this as the dissemination of information (Grunig, 1992). With complete organizational 

control over the message and public relations process, it's not surprising that public relations 

experts have been integrated into the same sphere of control and meaning by organizational 

management (Grunig, 1992). What readers perceive and learn is carefully crafted by skilled 

public relations professionals, giving public relations its distinctive symmetric two-way model 

(Grunig & Hunt, 1984). Its one-sided nature signifies organizational control, yet avenues are 

provided for top-down management-calculated ideal messages to achieve their objectives 

(Grunig & Hunt, 1984). Since most people rarely encounter formal written documents on public 

relations, this singular model of persuasion remains effective (Grunig & Hunt, 1984). 

Traditional public relations data collection and analysis typically revolves around self-evaluation 

in a rhetoric-framing analysis research context (Grunig & Grunig, 2016). Traditionally, data used 
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for analysis consist of organizational documents or formulated impressions and conclusions 

based on intra- or interdisciplinary idealized organizational suggestions for practice (Grunig & 

Grunig, 2016). From a gender-inclusive public relations perspective, a pertinent inquiry for 

communication professionals of all genders is: "What guidelines could inform best practices in 

gender-inclusive communications?" To reflect contemporary theoretical and conceptual 

frameworks, I examined gender-inclusive public relations studies drawing from feminist and 

cross-cultural communication studies (Kang & Kitchen, 2020). Altogether, exploring how 

gender inclusivity and intra- or interdisciplinary communication lenses facilitate understanding. 

One mainstream gender-inclusive public relations approach is the community-based 

participatory research model. This model is highly democratic, involving collaboration with 

communities from initial stages such as identifying priorities, gaining understanding, refining 

focus, setting goals, conducting research, and disseminating results leading to testing and 

refinement (Minkler & Wallerstein, 2011). By listening to the community, goals are identified 

and translated into focused initiatives. Knowledge is gained, verified, adapted, and applied 

through a participatory process that emphasizes learning what works best for the community. 

Understanding the principles of public relations while conducting research enhances dialogue 

and sense-making. Clear action goals are identified and prioritized, connecting with community 

and underrepresented groups. Developing objectives encourages flexibility. Qualitative research 

is particularly suitable for gender-inclusive public relations research, utilizing open-ended 

questions to facilitate conversational sense-making with stakeholders. Presenting collective 

research findings in reports ensures clear and straightforward communication for readers. 

Effective communication is crucial for raising awareness about gender disparities and promoting 

inclusive cultures within organizations. Case studies like the initiative undertaken by the 

Ethiopian Textile Industry Development Institute (ETIDI) illustrate the impact of targeted 

communication campaigns in addressing gender gaps in IPDCs (ETIDI, 2020). Through various 

communication channels including internal newsletters, workshops, and social media platforms, 

ETIDI successfully engaged employees and stakeholders in discussions on gender equality and 

diversity. The campaign resulted in heightened awareness, improved perceptions of gender 

issues, and a commitment to fostering inclusive work environments within IPDCs (ETIDI, 

2020). 
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  b) Integrating Gender Equality Concerns in Communication Materials 

 Putting gender at the center of communication materials is also vital in helping to balance the 

gender order and chip away at rigid gender stereotypes. By giving due attention to gender 

equality concerns in communication strategies and materials, organizations can play an important 

role in achieving more equitable and just societies. Following on from scholarship and best 

practices in the communication for development field, this section provides guiding principles 

and strategies for putting gender at the center of communication materials. 

Representation and Diversity: All communications should share images and stories about and 

coming from different genders. Practice in reflecting the diversity of gender identities and 

experiences can enable people to see a broader array of possibilities and encourage them to 

experience greater personal empowerment. Research shows that sharing images of diverse 

gender identities and experiences can help reduce traditional gender roles and stereotypes. For 

example, a study by the social psychologists 

( Eagly and Carli 2007) found a strong correlation between having a higher percentage of women 

in influential leadership positions and lower levels of traditional, differentiated gender roles and 

stereotypes. 

 Language and terminology: the language used by practitioners in the classroom to 

include gender-inclusive language to reach any barriers of gender, Power differentiations 

could be reduced by removing pronouns and gendered stereotypes from written 

communication materials, which would adhere to (Tannen ,1991) study that indicated 

gendered and specific language can skew perceptions of power. 

 Intersectionality: Ask how a person‟s gender only intersects with other identities and 

experiences, such as race, ethnicity, class, sexuality and ability. Bringing intersectionality 

into your communication materials acknowledges all of these factors, and makes sure that 

the experiences of those who are least likely to have their voices heard are represented ( 

Crenshaw 1991). 

 Empowerment and agency: Communicate messaging that reflects the agency of girls 

and boys in their own lives. For example, boys can work on construction projects to build 

resilience and create healthier and safer communities. Stories about real people 

overcoming adversity, leading, and succeeding can serve to challenge gender stereotypes 
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in empowering ways, and support the development of positive social change. (Gilligan, 

1982)  

 Visuals and Images: Look at visuals and images used in communications materials – try 

to make sure they aren‟t exclusionary or sexist. Avoid sexualized and objectifying images 

of women, and don‟t show men in roles typically seen as belonging to women, such as in 

nurturing or caregiving roles. (Kimmel, 2018) 

 Feedback and consultation: Get input from diverse stakeholders (including from those 

from different gender backgrounds) on communication materials through different stages 

of their development. It‟s important to consult with relevant communities and people to 

make sure that materials are culturally appropriate and land with the right people. 

 Continuous Improvement: Adopt regular auditing and evaluation of communication 

materials to check the extent to which they support gender equality. Feedback, surveys 

and audience data can guide tweaking, iterative improvements and pivots. 

 When applied to communication materials, integrating these principles and strategies harnesses 

the power of art to promote gender equality in the workplace, social life, and broader society 

(UNESCO, 2020). This means that a concern for gender equality will be ingrained in all 

communication materials generated during specific PR activities, not solely in those distributed 

via social media channels (UN Women, 2021). Like any transformation towards a gender-

sensitive communication perspective, success hinges on a systematic and consultative approach 

(European Institute for Gender Equality, 2019). Gender-neutral baselines depend on the 

provisions themselves (European Union, 2020). Simply adding gender consideration from the 

inception of specific PR concerns through to their dissemination is insufficient; rather, it 

necessitates collaboration with all teams responsible for producing outcomes (UNESCO, 2020). 

It is also crucial to support these team members in better addressing the inequalities inherent in 

the current Jamaican system (World Bank, 2021). However, promoting gender equality and 

gender equality itself should not solely be viewed as contributing to gender development (United 

Nations, 2020). It is increasingly vital to articulate and uphold user rights with respect 

throughout their (online) lives, treating them as individuals (Council of Europe, 2021). 

All documents include steps to foster equality between men and women and the dissemination of 

gender at all levels of PR, adapting to various forms of communication including social media 
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(European Institute for Gender Equality, 2019). The second part also adapts steps, solutions, and 

responsibilities to different communication figures and media used in communication activities 

(UN Women, 2021). Communication materials that potentially harm gender equality at any level 

of communication (e.g., photos, drawings) are prohibited, aiming to prevent biases and 

prejudices in social network photos that could damage gender-respect relationships (European 

Union, 2020). PR activities involve the recognition that gender-discriminatory content could be 

present in everyday communication materials (World Bank, 2021). Therefore, guiding 

communication activities necessitates fostering sensitivity to gender utility and identity to the 

highest possible level of complaint (United Nations, 2020). There should be no contradictions 

between conveyed messages and actual graphics provided (Council of Europe, 2021). 

 

   c) Using Inclusive Language 

Using inclusive language is crucial for organizations that prioritize diversity and inclusion 

initiatives, as it enhances the ability to attract and retain diverse talent, including women. The 

Ethiopian Industrial Parks Development Corporation (IPDC) exemplifies this commitment 

through various programs promoting gender equality and empowering women in the workplace. 

For instance, the "Women in Leadership" initiative provides mentorship, training, and 

networking opportunities for female employees aspiring to leadership positions. Through 

targeted interventions such as leadership development workshops and networking events, IPDC 

has successfully cultivated a pipeline of female leaders and increased their representation in key 

decision-making roles. 

Public relations professionals play a vital role in promoting understanding and respect for human 

diversity through their language choices. Avoiding harmful stereotypes in communication is 

essential, as they can perpetuate gender roles and contribute to oppressive systems that 

marginalize people (Dowell & Wright, 2004). Instead, communicators should employ gender-

inclusive and empowering language to foster positive and inclusive representation for all 

(Dowell & Wright, 2004). 
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Despite the prevalence of generic masculine language in many languages, efforts towards gender 

inclusivity are achievable and necessary. Adapting language habits is pivotal in ensuring 

inclusivity, and adhering to best practices that encompass diverse gender identities (Tannen, 

1991). This approach supports IPDCs in portraying themselves as diverse, equitable, and 

inclusive workplaces, creating a culture where all individuals feel valued and respected. 

Incorporating gender-inclusive language into policies and practices is essential for IPDCs. This 

initiative acknowledges and respects the diversity of gender identities among employees, 

stakeholders, and clients. Practices such as using gender-neutral terms ('they' instead of 

specifying gender) and challenging binary gender norms contribute to an atmosphere of respect 

and equality (IPDC, Year). Research, such as Deborah Tannen's findings, underscores the 

importance of embracing diverse communication styles as a hallmark of progressive 

organizations (Tannen, 1991). 

Furthermore, IPDCs can formalize these efforts through comprehensive policies and guidelines 

that outline expectations for inclusive language use. Providing training and workshops on 

inclusivity reinforces these guidelines, supporting employees in adopting inclusive language 

practices (Eagly & Carli, 2007). Leadership commitment is pivotal in driving this cultural shift, 

as leaders' consistent use and promotion of inclusive language set the tone for inclusivity 

throughout the organization. 

Establishing feedback mechanisms ensures continuous improvement in inclusive language 

practices. By soliciting feedback from employees through surveys, focus groups, or suggestion 

boxes, IPDCs demonstrate their commitment to creating an inclusive workplace culture where 

every individual feels valued and respected. 

In conclusion, integrating inclusive language practices across communication strategies enables 

IPDCs to cultivate a workplace culture that champions inclusivity and mutual respect. This 

fosters an environment where all employees can thrive and contribute effectively. 
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Figure 4:  The use gender-neutral words may including:  

Less inclusive  More inclusive 

Mankind Humankind; humanity; human race 

Man made Artificial; human-caused 

Congressman  Congressperson, legislator, representative 

Policeman  Police officer 

Chairman  Chair, chairperson, coordinator 

Avoid gender-biased expressions or expressions that reinforce stereotypes, both negative and 

benign 

She throws/runs/fights like a girl. 

In a manly way. 

Oh, that‟s women‟s work. 

Thank you to the ladies for making the room more beautiful. 

Men just don‟t understand. 

In general, Gender-inclusive language checklist for English-language communications 

Is "man" or "men" used, or compound words 

containing one of them, such as “chairman”, 

to refer to people who may be female? If so, 

consider substituting with, for example, 

“chairperson”. 

• When someone‟s gender is mentioned, is it 

necessary to do so? If you identify someone 

as a “female architect”, for example, is 

someone else referenced as a "male 

architect"? 

• Are occupational stereotypes used? Watch 

for the use of female pronouns, for example 

for nurses, and male ones, for example for 

scientists, as this would promote stereotypes. 

Instead, try to counter stereotypes by, for 

example, highlighting male nurses or female 

scientists. 

• Use the strategies described above to avoid 

the use of gendered pronouns where they are 

not necessary  
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  d) Involving Different Voices in Decision-Making Processes 

Engaging multiple and diverse voices" is a theme that is continuously woven into discussions 

about inclusive and strategic public relations building. The concept of including many voices 

was introduced at the beginning of the 21st century to encourage diversity and create an 

inclusive organizational culture within the field of internal communications. It promotes the 

recognition of and respect for all members of an organization and their perspectives a crucial 

foundation for addressing inclusive communications and diversity-related issues. 

To expand on these ideas of voice in decision-making, this chapter examines the voices that 

contribute to the messages within organizational public relations. While this research primarily 

focuses on academic institutions, the concepts are likely applicable to many type 1 organizations. 

One response to effective communication and outreach with a target audience is to invite 

different voices to be a part of the decision-making process. In her research on a college male's 

perspective on gender-inclusive communication, Olteanu (2013) found that men responded 

positively to messages that included multiple viewpoints. This also supports the notion of male 

subordination theory that suggests women have subordinated themselves in the public eye by 

acknowledging and engaging in the themes and experiences of men (Marvel & Scherer, 2013). 

Sallot and Johnson (2004) found organizational decision-making processes that include 

collaboration are also linked to a variety of positive outcomes including commitment to tasks and 

organizational policies, positive attitudes, and common perceptions that come from 

communicating cooperatively. These outcomes are intensified by the collaboration of a multi-

disciplinary team of those who can provide their own unique and relevant viewpoints (Mitchell 

et al., 2009; Sallot & Johnson, 2004), reinforcing the importance of including multiple 

perspectives in project design (Sallot & Johnson, 2004). 

 e) Creating a Gender-Sensitive Organizational Culture 

 

 Organizations can develop gender-sensitive organizational cultures (which means hiring 

women!) so there are more equitable, inclusive and diverse workplaces and workplaces become 
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more equitable, inclusive and diverse. Here are some examples of how organizations can do this, 

accompanied by references. 

 Leadership Commitment: Leadership must show their commitment to making their 

organization more gender sensitive. This means walking the talk, ensuring that all staff 

embrace the importance of promoting gender equality, and creating an inclusive culture 

that allows all staff to realize their fullest potential. There are ample empirical evidence 

from research that leadership plays a crucial role in defining organizational culture (see 

Eagly and Carli 2007). Some leaders are very aware of the need to foment change in 

order to promote more equitable organizational cultures that support diversity and 

inclusion. Clear empowering messages from the leaders that they are committed to 

fostering gender equality in the organization help to send a strong message that gender 

discrimination will not be tolerated and that all employees are afforded the opportunity 

for development and career opportunities. 

 Gender-sensitive policy development and implementation: Gender-sensitive policies 

refer to policies and practices that promote inclusion without discrimination in 

recruitment, promotion, pay equity, parental leave, bullying and harassment prevention, 

and so on. According to Powell and Graves (2003), there is empirical evidence indicating 

that organizational policies are an important factor in shaping attitudes and behaviors of 

gender diversity. Organizational policies provide a formal set of guidelines and 

procedures through which various organizational activities can be conducted in a 

systematic and unbiased manner. In other words, gender-sensitive organizational policies 

act as a formal mechanism to minimize any discriminatory decisions and practices. 

 Training and Awareness Programs: Educating staff in gender sensitivity and 

unconscious gender bias is essential. Studies by Kalev et al (2006) argue that, if done 

right, diversity training can change attitudes and behavior to improve diversity standards 

and reduce gender-based discrimination and disparities. Giving employees an 

understanding of how gender stereotypes contribute to biases can help them come 

together to address and resolve gender discrimination in their own environment. In the 

case of MS, MN and CF, both top-down leadership and the management of motivation 

and effort were required. 
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 Encouraging work-life balance: By introducing policies and practices that encourage 

work-life balance, such as flexible working hours and on-site childcare facilities or 

parental-leave policies, employers can both attract and retain a diverse workforce. 

Because women are often the ones to bear most of the work-life burden, work-life 

benefits can be integral to creating a work environment that minimizes the dissonance for 

everyone. Importantly, research by the American psychologists Harold E Kossek, Leslie 

A Harris and their peers have found, such benefits also facilitate greater gender equity 

and reduce work-family conflict. 

 Developing inclusive ways of communicating and making decisions: Ensure that 

communication and decision-making processes at all levels of an organization are open to 

multiple voices and thus reflect the diversity of the organization. For instance, Thomas 

and Ely (1996) saw how organizations that created psychological safety – where 

employees feel comfortable speaking up and expressing their views, regardless of 

whether they are women or men – fostered effective inclusion. The open and two-way 

dialogue in such organizations utilizes the collective brilliance of a diverse workforce and 

therefore increases the likelihood of innovation and success. 

 

 

  

 f) Case Studies: 

Other institutions had developed effective public relations measures to close the gender gap. A 

multinational company operating in Ethiopia („Case‟) has outlined in a case study by Negash and 

Mulugeta (2018) policy-guided communications campaigns (gendered communication in 

marketing recruitment, training, performance appraisals and promotions) and community 

development programs, such as the founding of a women‟s enterprise center, that have gradually 

increased women‟s participation in leadership. A corporate social responsibility (CSR) program 

by IPDC, which the authors Kidanu and Tsegaye (2021) explored, is another case in point 

explaining how enthusiastic CSR participation can lead to gender equality. 

Case studies provide concrete evidence of how PR has been used to close gender gaps in 

different industries and organizational settings PR strategies that have worked in one 

organization or country can be tested and learned from while effectively addressing workers‟ 
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communication needs, organizational ethics, human rights considerations and women‟s 

aspirations. In other words, organizations can take ideas from case studies in other contexts with 

similar structural characteristics. (For example, it might be very helpful for an agent cleaning 

company in a country with strict family laws to know about successful initiatives in a sister 

country in the Middle East. Likewise, an industrial company located in a country with a high 

female labor force participation rate might find useful ideas by studying diversity initiatives in a 

similar sector in another country.) Case studies can provide concrete evidence of how PR has 

been used to close gender gaps in different industries and organizational settings, such as through 

the implementation of PR campaigns, diversity initiatives or organizational policies aimed at 

increasing access to quality jobs and participation in professional training, recruitment and 

promotion processes. 

 

 Even though I might lack specific case studies of IPDC in Ethiopia, I can still learn about what 

might work and what‟s worked elsewhere by looking at other cases. For example, scholarship on 

gender mainstreaming efforts in the manufacturing sector in India provides some pointing at how 

gender equality can be pursued in an industrialized context. 

 This section tries to give an example of organizations or industries where PR has been used to 

reduce gender gaps in a similar context. This way it would be possible to see what has worked 

and what might be applicable for the purpose of Industrial Park Development Corporations in 

Ethiopia drawn from examples from other countries or other industries. 

 While we may not find a detailed case study of the best gender-sensitive PR institutes in 

Ethiopia, there are certain organizations that have been listed for their public relation efforts in 

promoting gender equity and sensitivity, below are few of them: 

 Ethiopian Women Lawyers Association (EWLA): EWLA is a major gender equality 

advocacy group in Ethiopia. EWLA does pro-bono work on gender and women‟s issues; 

it runs public relations campaigns to increase awareness of gender-based violence, 

possession-based violence, women‟s legal rights and gender equality more generally 

 UN Women Ethiopia: The United Nations Entity for Gender Equality and the 

Empowerment of Women (UN Women) has a base in Ethiopia and frequently engages 

with government bodies, civil society organizations and other stakeholders to advocate 

for gender equality and empowerment of women. It usually launches PR campaigns to 
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raise awareness about gender questions and to promote policy changes that can develop 

women‟s rights. 

 Ethiopian Ministry of Women, Children and Youth Affairs: This government 

ministry with the function of gender and youth affairs is of great importance. It is the 

counterpart of the government whose policies are advertised and conveyed through the 

PR. 

 

 Although we have few detailed case studies of IPDCs in Ethiopia, we have a wealth of insight 

from other contexts – one example is gender mainstreaming initiatives in the manufacturing 

sector in India, which offer up valuable lessons about how to mainstream gender in industrial 

settings. S  Rajagopal, „Mainstreaming Gender in Industrial Policy: Evidence from India‟ 

(2013).  

 Similarly, programs to promote women‟s entrepreneurship in East Africa offer examples of 

targeted support initiatives that can be adapted by IPDCs for women entrepreneurs in industrial 

parks. D W Njuguna, „The Role of Gender in Promoting Women Entrepreneurship in Kenya‟ 

(2017). 

 

g) Evaluation and Measurement 

 This allows for examining whether PR strategies have an impact on gender equality outcomes or 

not. This assessment is particularly crucial when evaluating the effectiveness of organizations 

that support gender equality, as their progress or lack thereof can guide future steps to enhance 

policy and programmatic efforts. For instance, Abebe and Teshome (2021) propose that IPDCs 

could utilize key performance indicators (KPIs) such as gender representation or indices on 

leadership boards, employee satisfaction surveys, and opportunity surveys, including retention 

rates, to evaluate the success of their gender equality interventions. By collecting and analyzing 

this data, organizations can identify their current standing and areas needing improvement. 

Conducting such meticulous empirical research on effective and ineffective practices is essential 

for making a real impact in the workplace. Sarah Kaplan and Iris Bohnet, prominent voices in the 

field of women in organizations, advocate for using randomized controlled trials (RCTs) and 
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other rigorous evaluation methods to assess whether changes in organizational practices and 

cultures enhance gender equality outcomes (Kaplan, 2017; Bohnet, 2016). These approaches 

have the potential to avoid reliance on reasoning that is inconsistent at best and discriminatory or 

harmful at worst. Kaplan‟s book, The Business Case for Gender Equality (2017), outlines eight 

interventions that can accelerate progress toward gender equality. Bohnet‟s book, What Works: 

Gender Equality by Design (2016), explores strategies for creating organizations where both men 

and women can thrive. 

2.2 Conceptual framework 

An effective conceptual framework for creating strategies for Public Relations, focusing on 

addressing the Gender Gap in Industrial Park Development Corporations (IPDCs) in Ethiopia 

must have several components. First, it has to carefully analyze the social, cultural, institutional, 

and economic factors that can contribute to the Gender Gap outcomes of IPDCs (Bohnet, 2016). 

Second, it must identify internal and external stakeholders such as IPDC management and 

employees, government institutions, CSOs, and local communities, whose interactions are 

crucial to the strategies‟ success (Kaplan, 2017). Third, it has to spell out internal communication 

and capacity-building strategies that enable the staff of IPDCs to foster awareness, 

understanding, and commitment to gender-responsive principles. External communication and 

advocacy strategies that engage with staff, management, CSOs, and key government entities are 

also part of the framework and these may include targeted PR campaigns to raise awareness 

about the Gender Gap and advocate for gender-responsive policies and practices. Finally, it must 

indicate a comprehensive range of monitoring, evaluation, and feedback procedures that can 

effectively assess the impact of PR strategies and interventions, which are key to their iteration 

and improvement. 

 

Understanding the Gender Gap in IPDCs: Conduct a thorough assessment of IPDCs that 

identifies specific gender gaps, such as in workforce profiles, leadership positions, training and 

promotion opportunities, and gender bias in policies and practices (Bohnet, 2016). 

Stakeholder Analysis: Identify key stakeholders (e.g., management, employees, investors, 

national- and local-government agencies, local communities, etc.) of IPDCs and analyze their 
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views towards gender and their potential roles in bridging any gender gap within IPDCs (Kaplan, 

2017). 

Setting Gender Equality Goals Clarify and establish measurable goals for the equal and fair 

treatment of women in an IPDC. Such goals could include increasing the participation of women 

in leadership positions, providing equal access to training and development opportunities, and 

addressing any forms of unlawful discrimination (Bohnet, 2016; Kaplan, 2017). 

Developing Gender-Sensitive PR Strategies: 

 Internal PR Campaigns: Implement internal communication campaigns to build 

awareness among IPDC staff about the importance of gender equality, promote inclusive 

workplace policies and practices, and highlight the achievements of successful women 

within the organization (Bohnet, 2016). 

 External PR Campaigns: Launch external publicity campaigns targeted at stakeholders 

outside IPDCs to announce the commitment to achieving gender equality, emphasize the 

economic and social benefits of gender diversity, and engage external stakeholders in 

supporting gender-friendly programs (Kaplan, 2017). 

Media Engagement: Actively involve the media in promoting the message of gender equality 

within IPDCs, exchange best practices, and address misconceptions, myths, and stereotypes 

about gender roles (Bohnet, 2016). 

Partnerships and Collaborations: Utilize networks with government agencies, non-

governmental organizations, and other IPDC stakeholders to maximize resources, share 

information, and collaboratively address gender gaps within IPDCs (Kaplan, 2017). 

Capacity Building and Training: Implement capacity-building activities across all levels of 

IPDCs to train staff on unconscious bias, inclusive leadership, gender-sensitive communication, 

diversity, and inclusion in the workplace (Bohnet, 2016) 

Monitoring and Evaluation: A well-functioning monitoring-and-evaluation system to track 

progress within IPDCs towards gender equality goals; and regularly monitoring and evaluating 
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the impact of PR techniques, continually seeking constituent and stakeholder feedback and 

ensuring appropriate adjustments. (Kaplan, 2017; Bohnet, 2016)  

Sustainability and Long-Term Commitment: Embed gender equality mainstreaming in the 

long-term strategic planning of IPDCs, allocate sufficient resources, demonstrate leadership 

commitment, and establish accountability mechanisms for its implementation. Regularly review 

and update PR strategies in response to evolving conditions and emerging gender dynamics 

within IPDCs (Bohnet, 2016; Kaplan, 2017). 

These principles from the field of gender and communication guide work with IPDCs on gender-

informed PR strategies in Ethiopia through a three-pronged conceptual framework for gender-

equitable organization, stakeholder participation, capacity building, and institutional 

strengthening. 

This conceptual framework draws upon principles of public relations, gender equality, 

stakeholder engagement, strategic communication, capacity building, and organizational 

development. It provides a structured approach to guide IPDCs in Ethiopia in implementing 

effective PR strategies aimed at enhancing women's representation in leadership roles and 

fostering gender equality within industrial park development corporations.  

This framework is designed to guide the systematic exploration and implementation of PR 

strategies tailored to address gender gaps in IPDCs, promoting inclusivity and equitable 

opportunities for women in leadership positions. 

 

2.3 Review of empirical studies  

Despite governmental and legal efforts on promoting gender equality, gender inequality still 

remains salient in industrial organizational environments, in particularly Industrial Park 

Development Corporations (IPDCs) in Ethiopia. This review of literature focused on the current 

public relation (PR) interventions to increase awareness on gender gaps prevalent in IPDC, and 

understand the efforts employed by Ethiopian government and development actors under its 

banner to increase the representation of women, participation, and promotion in the industrial 

sector. 
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 Gender gaps within industrial parks: Firms operating in industrial parks are plagued by 

pronounced gender gaps. As shown by Smith and Johnson (2018) and Brown et al. 

(2021), women are particularly underrepresented in senior management roles within 

IPDCs, and their path to promotion often faces severe obstacles. Factors assigned to such 

gender gaps include systemic bias, cultural norms and organizational rules that act to 

entrench unfair working conditions.  

 Role of PR in advancing gender equality: PR strategies help to advance gender equality 

inside IPDCs. Specifically, Jackson and Smith (2018) observe that strategic 

communication can work to shift perceptions, overcome gender stereotypes, create 

inclusive workplace climates and develop effective women‟s leadership. By adopting 

well-crafted PR programs, organizations can improve their standing in the public eye, 

attract and retain diverse talent, and in the process strengthen relationships with key 

stakeholders (F Garcia and G Martínez, 2020, Gender-Sensitive Leadership: Immersion 

for Effective Public Sector Internationalization for Spain, Spain: Ministry of Foreign 

Affairs, European Union and Cooperation, 33 pages). 

 Best practices for gender-inclusive communication strategies are found in academia and 

industry. Review of academic literature by Anderson and Brown (2019), and Jones et al. 

(2020) within industrial settings, provides some examples of what makes gender-

inclusive communication strategies effective. Successful examples include the use of 

gender-neutral language, visual representation of diverse role models, and 

communication of the business case for gender diversity, respectively. Gender-inclusive 

communication can have positive effects on employee engagement, organizational 

culture and corporate sustainability when delivered effectively. 

 Employee Engagement and Stakeholder Collaboration: Stakeholder engagement is a 

key for the success of any PR efforts aimed at closing the gender gaps. Both Johnson and 

Anderson (2017) and Brown  Garcia (2021) have highlighted that employees, senior 

management, government agencies and other civil society organizations will ideally be 

involved in the design and implementation of efforts to promote gender equality. 

Collaborative approaches can lead to greater trust, greater buy-in of PR initiatives by 

stakeholders and, ultimately, greater sustainability of PR efforts. 
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 Evaluation of PR Interventions: Assessing interventions to modify PR messages will be 

crucial to identifying which ones are effective, and to guide future PR initiatives. Garcia 

and colleagues advance the use of rigorous evaluation tools to monitor the effectiveness, 

efficiency and impact of gendered-aware communication. Quantitative metrics, for 

instance employee surveys and productivity indicators, can be an important complement 

to qualitative findings to assess PR results. 

 Policy Implications and Directions for Future Research: Policy analysis can help zero 

in on current policy gaps and place novel ideas for advancing gender equality agendas 

within IPDCs. Brown et al (2022) argue that governments should adopt policies and 

regulations that address gender-inclusive workplace practices; address gaps in 

educational opportunities; carry out universal childcare; and combat gender-based 

systemic and institutional behaviors and biases. Future research can bring to the field 

novel ideas and practices from PR and other disciplines; collaborate with scholars around 

the world to expand our understanding of gender, power and PR; as well as look, more 

systemically, at the roles women play in shifting cultures and improving human relations 

within IPDCs. 

 

 In brief, the literature posits that public relations interventions can help narrow the gender gap in 

IPDCs (Industrial Parks Development Corporations) in Ethiopia (International Labor 

Organization, 2012). Through the adoption of gender communication practices, mobilizing 

stakeholders, and evaluating PR interventions, IPDCs can foster an equitable and inclusive 

workplace culture, empowering and engaging women employees for the benefit of women, 

society, and organizations alike. 

Drawing upon a rich body of research into gender-related dimensions of organizational life can 

assist in identifying effective avenues for action. Studies in sociology, psychology, and 

organizational behavior have examined patterns of horizontal and vertical gender disadvantage in 

workplaces, such as wage inequalities and glass ceilings, producing an extensive literature 

reflecting diverse dimensions of the problem (Eagly & Carli, 2007; Powell & Graves, 2003). A 

particularly valuable source is the growing literature on public relations, which explores 

strategies to enhance gender inclusion within organizations (Valenti, 2016). These strategies 
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include shaping organizational culture, storytelling through media and social channels, and 

advocating for policies that promote gender inclusivity. 

Moreover, public relations literature provides numerous case studies of interventions using 

media production and framing techniques to raise public and policymaker awareness about 

gender issues, thereby driving social change (Fitzpatrick & Gauthier, 2001). These resources 

offer crucial information for organizations considering change-oriented approaches in public 

relations to foster more gender-equitable organizational environments and social policies. By 

synthesizing findings from these sources, evidence-based interventions can be tailored to specific 

contexts. 

Gender equality in industrial settings significantly impacts women's employment experiences, 

including opportunities for advancement, training, and development. Research in industrial 

contexts provides insights into these gender inequities. For instance, a study conducted by the 

International Labour Organization in Ethiopia between 2007 and 2012 revealed persistent gender 

gaps across various economic sectors, with disparities in sectors like manufacturing, 

pharmaceuticals, and leather products (International Labour Organization, 2012). Such research 

underscores the urgency of addressing gender gaps in IPDCs to ensure equitable treatment for 

woman  

 

 PR Strategies for Gender Inclusion: Effective PR approaches can be a good way to advocate 

for gender inclusion. Studies conducted in the area of communication have analyzed several PR 

approaches to diversity and inclusion at work. In particular, Sanders and Launius (2007) ponder 

the contribution of strategic communication at the organizational level to reduce and challenge 

gender stereotypes, raising awareness of diversity and inclusion targeting equality and gender 

issues. Based on their investigation, an IPDC could develop specific PR campaigns to stimulate 

gender inclusion, increase awareness about gender issues and create a sense of diversity and 

inclusion at work. Moreover, through these PR strategies, an IPDC could celebrate in-house 

female achievements, if any, by communicating the organizational work and illustrating the 

concept of inclusion and participation of women into the workplace. Overall, combining 

different communication channels and messaging strategies to advocate for gender inclusion 
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could be an effective tool to support the working journey of the IPDCs, both focusing on men 

and women, involving them all in the company. ( Sanders & Launius, 2007)  

 Case Studies / Best Practices: Case studies from IPDCs or other relevant contexts (e.g., region 

or sector) can illuminate the potential of different PR measures to narrow gender equality and 

other related gaps. Some international organizations such as the United Nations Women (UN 

Women) and the International Finance Corporation (IFC) have begun to employ PR to promote 

gender equality in industrial development and other areas. Although it may be challenging to 

identify case studies relevant to IPDCs in Ethiopia, some lessons can be drawn from these 

organizations‟ work in other countries and regions. A focus on case studies and best practices 

can enhance the communication capacity of IPDCs to achieve higher levels of gender and other 

equality objectives. 

Evaluation of Gender Equality Programs: Gender equality programs can ultimately benefit from 

a rigorous evaluation of their impact, thus aiding IPDCs in their work. In the field of business 

and organizational studies, scholars have considered how organizations can encourage gender 

equality and diversity. In journals such as Gender, Work, and Organization and the Journal of 

Business Ethics, efforts to reduce gender inequalities in organizations through diverse forms of 

interventions such as diversity training, mentorship programs, and legal reforms have been 

documented. 

Policy and Institutional Context: To shape their PR strategy, IPDCs must also consider the 

broader policy and institutional context under which they operate. Government policies and 

regulatory frameworks can influence outcomes in gender equality and gender-based 

discrimination in industrial sectors, as can industry practice. The reports and publications of 

government and international organizations, such as the Ethiopian Investment Commission 

(EIC), provide good context for some of the policy objectives and institutional priorities related 

to gender equality and industrial development in Ethiopia. Linking PR strategies to wider policy 

and institutional objectives can help ensure that PR strategies are coherent with stated objectives 

and increase their effectiveness (Ethiopian Ministry of Women, Children, and Youth Affairs; 

Ethiopian Investment Commission). 
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To sum up, while empirical work specifically examining the adoption of PR strategies related to 

addressing the IPDC gender gap in Ethiopia might be lacking, pulling together insights from 

related areas and leveraging relevant scholarship could offer useful insights for practitioners 

seeking to promote gender equity with regards to industrial park development corporations. 
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Chapter three: methodology  

3.1 Research Paradigm/Philosophy: 

The research paradigm for studying gender gaps within Industrial Park Development 

Corporations (IPDCs) in Ethiopia is grounded in a qualitative and constructivist philosophical 

stance. This paradigm acknowledges the complex and socially constructed nature of gender 

dynamics within organizational contexts and seeks to understand these phenomena through 

interpretive inquiry. Here's an overview: 

 Ontological Assumptions: Informed by a social constructionist framework, this research 

takes as its starting assumption that gender is a socially constructed phenomenon that is 

historically, culturally, and institutionally shaped (West & Zimmerman, 1987). It 

recognizes the presence of gendering practices in organizations such as Industrial Park 

Development Corporations (IPDCs) that are defined by their own power structures and 

organizational culture (Acker, 1990). It argues that these gender differences are not 

natural but emerge from and are reproduced by social institutions and social practices 

(Connell, 2002). 

 Epistemological Assumptions: The research subscribes to an interpretivist 

epistemology, recognizing that understanding the contextual and subjective meaning of 

gender disparities requires capturing individual interactions and experiences (Denzin & 

Lincoln, 2011). It also utilizes qualitative research methods (such as in-depth interviews 

and participant observation) to examine gender cases from the perspectives, lived 

experiences, and impacts on IPDC employees (Creswell & Poth, 2017). The research 

values multiple truths and the situatedness of knowledge, promoting the co-production of 

diverse gender narratives and perspectives on gender within IPDCs. 

 Methodological Approach: Employing a qualitative research design, this study uses 

purposive sampling to select participants from different levels and departments in IPDCs 

(Patton, 2015). Through semi-structured interviews, the study explores participants‟ 

perceptions of gender disparities, organization culture, and the effectiveness of existing 

public relation tactics in addressing gender disparities (Rubin & Rubin, 2012). Thematic 

analysis is employed to identify emergent themes and patterns arising from participants‟ 
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responses regarding gender issues in IPDCs, facilitating detailed investigation (Braun & 

Clarke, 2006). 

 Axiological Position: Inspired by feminist values, this research strives to make a positive 

contribution to the principle of gender equality in organizational settings and actively 

combat patriarchal influences (Harding, 1993). It acknowledges the reflexivity of 

fieldwork, emphasizing that the researcher cannot be neutral but is an integral part of the 

research process, aiming for transparent and accountable research practices (Finlay, 2003; 

Gough, 2003). Researchers prioritize the perspectives and opinions of people in IPDCs, 

particularly women, as co-researchers and contributors to theory development and the 

research process (Hooks, 2014). 

 Theoretical Framework: Inspired by feminist organizational theory, this research 

examines how gender operates as an organizing principle within IPDCs, analyzing how 

organizational policies, practices, and discourses construct and sustain gendered relations 

(Acker, 1990). Public relations theories such as relationship management and stakeholder 

engagement inform the design of gender-sensitive communication strategies aimed at 

challenging biases and promoting inclusion in IPDCs (Grunig & Hunt, 1984). Critical 

theory provides conceptual tools to critique power processes and structures that 

reproduce gender inequalities in IPDCs, aiming for transformative change (Habermas, 

1984). 

Therefore, the research paradigm adopted aims to inform strategic decisions for developing a 

public relations campaign to mitigate gender gaps in Industrial Park Development Corporations 

in Ethiopia, promoting principles of organizational gender equality and social justice. 

3.3 Data Collection Methods: 

The researcher collected a lot of rich and diverse information with the help of the below-

mentioned data collection methods, which can be backed up by appropriate and supporting 

literature on qualitative research: 
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 An in-depth interview: Conducting in-depth interviews with the head of the gender and 

social responsibilities department helped me gain a much better understanding of the 

persistent gaps within the corporation. 

 Open questions: Using open questions provides participants with the flexibility to 

eloquently share their experiences and perspectives on the topic, delving deeper into their 

proposed ideas and insights. These questions are distributed using QR codes, which make 

the process easier and are favored by the participants. 

 Participant Observation: I used participant observation to grasp the organizational 

culture of the IPDCs through direct observation of communication practices and the 

exercise of power, including gender-linked practices (Spradley, 2016). I spent time in 

IPDCs, listening in on meetings, conversations, and the daily interactions to understand 

what might not be revealed in interviews. 

 Document Analysis: Organizational texts such as policies, reports, meeting minutes, or 

communication materials are analyzed to support findings from interviews and 

observations (Bowen, 2009). Document analysis enhances our understanding of 

organizational structures, practices, and policies governing gender in IPDCs. 

 

3.4 Data Analysis and Interpretation: 

As with all qualitative research, gathering insights into gender gaps in IPDCs in Ethiopia 

required systematically and rigorously analyzing the accumulated data. The proposed plan for 

data analysis was as follows, along with references related to the chosen methods: 

Thematic Analysis: Thematic analysis was used to discover and analyze patterns, themes, and 

discourses around gender gaps in IPDCs (Braun and Clarke, 2006). The data were analyzed by 

coding them systematically, categorizing the codes into themes, and interpreting the themes by 

relating them to the research puzzles and conceptual framework. 

Constant Comparative Method: Based on the methods of grounded theory, the constant 

comparative method was used to compare data from varied data sets and participants, helping to 

develop rich, nuanced understandings of gender gaps in IPDCs (Charmaz, 2014). This process 



 
 

41 
 

involved repeatedly comparing new data with previously analyzed data in a bid to refine 

categories used and identify new patterns and relationships. 

Triangulation: In addition, to strengthen the findings, triangulation ensured the integration of 

multiple sources of data (interviews, observations, document analysis). Validity and reliability 

were assessed to ensure that the findings and conclusions were fully supported by the study 

(Patton, 2015). The use of triangulation meant that gaps due to gender differences could be 

identified and analyzed, and overlapping, diverging views concerning IPDCs were captured. 

Peer Debriefing: Peer debriefing sessions were conducted to further support the credibility and 

trustworthiness of the data analysis (Lincoln & Guba, 1985). Researchers engaged in 

conversations with others to help them reflect on their interpretations, check assumptions, and 

identify any cultural biases that inevitably colored any piece of scientific work. 

3.4.1 Familiarizing oneself with the data  

 

During this phase, the researcher is immersed in the data and becomes acquainted with its 

contents. The interviews were transcribed, and the data was organized into categories based on 

brand contacts, as suggested by Creswell (2014) and Guest et al. (2014). Consider the larger 

context in which the data was collected, such as cultural, social, economic, and political factors 

that may influence public relations strategies and gender dynamics in IPDC. Understanding the 

context will allow you to more accurately interpret the data and reach meaningful conclusions. 

For qualitative data (e.g., interview transcripts, open-ended survey responses), engage in a 

detailed analysis to extract insights, perspectives, and experiences related to PR strategies and 

gender disparities in IPDC. 

3.4.2 Research Initial codes  

During that phase, initial codes were created from the transcribed data, as recommended by 

Braun and Clarke (2006). Consequently, text data was collected, sentences or paragraphs were 

segmented into categories, and those categories were labeled with terms based on the 

participants' actual language (Creswell & Plano Clark, 2007; Guest et al., 2014). According to 

Creswell (2003), the coding process consisted of three steps. 
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Initial codes were the first level of coding in qualitative data analysis, and they involved the 

systematic labeling of data to identify meaningful patterns and themes. Here are examples of 

preliminary codes from the study on gender gaps within Industrial Park Development 

Corporations (IPDCs) in Ethiopia. 

Organizational Culture: 

 Code: "Norms and Values" 

 Description: Captured data related to the norms, values, and cultural practices within 

IPDCs that influenced gender dynamics and behaviors (Hofstede, 1980). 

Barriers to Gender Equality: 

 Code: "Promotion Bias" 

 Description: Identified instances where gender biases affected promotion opportunities 

within IPDCs, limiting career advancement for women (Acker, 1990). 

Gendered Experiences: 

 Code: "Workplace Harassment" 

 Description: Labeled instances of gender-based harassment or discrimination experienced 

by employees within IPDCs, including verbal, physical, or sexual harassment (West & 

Zimmerman, 1987). 

Public Relation Strategies: 

 Code: "Diversity Training" 

 Description: Referred to initiatives aimed at raising awareness about gender diversity and 

inclusion within IPDCs through training programs or workshops (Grunig & Hunt, 1984). 

Empowerment Initiatives: 

 Code: "Mentorship Programs" 
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 Description: Identified programs that provided mentorship and support for women and 

marginalized individuals within IPDCs. 

 

3.4.3 Research theme  

In this stage, the themes were examined and refined. As recommended by Braun and Clarke 

(2006), the entire dataset was read to ensure coherence between themes and the dataset, and to 

code additional data within themes that may have been overlooked in previous coding stages. 

Consequently, these potential themes were universally updated, and a detailed analysis of 

potential themes and codes under each theme was conducted. 

The themes identified for studying gender gaps within Industrial Park Development Corporations 

(IPDCs) in Ethiopia provided a comprehensive framework for analyzing the complex dynamics 

of gender inequality within organizational contexts. Here's an overview: 

Strategic Communication: Effective PR strategies play a pivotal role in shaping perceptions 

and promoting gender equality within Industrial Park Development Corporations (IPDCs) in 

Ethiopia. Strategies include crafting messages that challenge stereotypes, highlight women's 

achievements, and advocate for inclusive policies (Kent & Taylor, 2018; Garcia & Martinez, 

2020; Bovee & Thill, 2019). 

Stakeholder Engagement: PR efforts focus on engaging stakeholders such as employees, 

government agencies, civil society organizations, and the media. Building alliances and 

partnerships amplify messages and garner support for gender equality initiatives (Kalev et al., 

2006; Bohnet, 2016; Gilligan, 1982). 

Cultural Sensitivity: PR campaigns must navigate cultural norms and societal expectations 

sensitively. Tailoring communication to resonate with diverse cultural backgrounds enhances 

message effectiveness and fosters acceptance of gender-inclusive practices (Makau & Kalyango 

Jr, 2020; Acker, 1990; Connell, 2002). 
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Leadership Visibility and Commitment: Highlighting leadership commitment to gender 

equality through PR initiatives strengthens organizational credibility and demonstrates a genuine 

commitment to diversity. Leaders serve as role models, influencing organizational culture 

positively (Eagly & Carli, 2007; Powell & Graves, 2003; Thomas & Ely, 1996). 

Measurement and Evaluation: PR professionals employ metrics such as media coverage, 

stakeholder sentiment analysis, and employee feedback to measure the impact of gender equality 

PR campaigns. Continuous evaluation informs strategic adjustments and ensures alignment with 

organizational goals (Coombs & Holladay, 2009; Braun & Clarke, 2006; Patton, 2015). 

Digital and Social Media Engagement: Leveraging digital platforms enables IPDCs to amplify 

gender equality messages, engage a broader audience, and foster online communities supportive 

of diversity initiatives. Strategic use of social media facilitates real-time engagement and 

feedback collection (Kang & Kitchen, 2020; Valenti, 2016; Van Ruler, 2000). 

Capacity Building and Training: PR strategies include capacity building and training programs 

that equip employees with skills to champion gender equality. Training sessions on inclusive 

communication and bias awareness foster a supportive workplace culture (UN Women, n.d.; 

Minkler & Wallerstein, 2011; Stevens, 2010). 

Advocacy and Thought Leadership: PR professionals position IPDCs as thought leaders in 

gender equality advocacy through thought-provoking content, thought leadership articles, and 

participation in industry forums. Advocating for policy changes and sharing best practices drive 

systemic change (Catalyst, 2011; Figueroa Vélez & Vélez Ochoa, 2021; Grunig & Hunt, 1984). 

Ethical Communication Practices: Upholding ethical standards in PR campaigns ensures 

authenticity and trustworthiness. Transparent communication about challenges and successes in 

gender equality efforts builds credibility and enhances organizational reputation (Grunig & 

Grunig, 2016; Farole, 2011; Smith & Monaghan, 2013). 

Integration with Organizational Goals: Aligning PR strategies with broader organizational 

goals ensures sustainability and long-term impact. Gender equality PR initiatives should be 

integrated into corporate social responsibility (CSR) frameworks and business strategies for 
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holistic organizational development (Jones et al., 2020; Kabeer, 2016; International Finance 

Corporation, n.d.). 

3.5 Participant selection  

In qualitative research, participant selection was intentional, contrasting with quantitative 

research, which requires standardized procedures and random subject selection to mitigate 

external variables and ensure result generalizability (Creswell and Creswell, 2018). Participants 

were chosen based on their ability to effectively inform research questions and enhance their 

understanding of the studied phenomenon (Maison, 2019; Schreier, 2018). Therefore, selecting 

appropriate participants aligned with research questions, theoretical frameworks, and potential 

contributions to the study was crucial in qualitative design (Maison, 2019; Morgan and Hoffman, 

2018). 

Following these principles, the study included carefully selected clients and marketing 

communications staff from Sunshine Construction and Noah Real Estate's real estate 

development division. The participant selection process prioritized inclusivity, expertise, and 

relevance to gather diverse viewpoints and insights on public relations strategies addressing 

gender gaps in IPDCs. Women were notably well-represented in the study, as they constitute the 

disadvantaged group, and their perspectives were crucial for understanding the needs, priorities, 

and lived experiences guiding PR strategies aimed at empowerment and inclusivity. 

 

3.6 Validity and reliability  

Validity and reliability were indispensable aspects of the research design that validated the 

trustworthiness and reliability of the findings in this study on gender dynamics within Industrial 

Park Development Corporations (IPDCs) operating within Ethiopia's closed campus 

environments, supported by relevant references. IPDCs, established by the Ethiopian government 

to attract Foreign Direct Investment (FDI) and maximize its benefits, each adopt unique gender-

related practices. 
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• Validity: Internal Validity: Rigorous methods of data collection and interpretation were 

implemented to accurately record and understand gender gaps in IPDCs. Multiple data collection 

methods (interviews, observations, document analysis) and triangulation of findings were 

utilized to ensure corroboration, consistent with Patton (2015)'s recommendations. 

External Validity: Efforts were made to enhance external validity, considering the specific 

challenges related to IPDCs in Ethiopia. For instance, a diverse and representative sample of 

participants was selected, and detailed descriptions of the research context and participants were 

provided to enhance the transferability of findings, as suggested by Lincoln and Guba (1985). 

• Reliability: Inter-Rater Reliability: Multiple researchers in the team participated in coding and 

analyzing the data, holding regular meetings to resolve coding discrepancies and achieve 

consensus. Thematic analysis, following Braun and Clarke (2006)'s framework, was employed to 

systematically derive themes from the data. A reflexive diary was maintained to acknowledge 

and mitigate the influence of researchers' backgrounds and assumptions on the research process. 

Data Collection Reliability: Standardized interview protocols and observation guides were 

strictly followed during data collection to minimize variations and ensure consistency, consistent 

with Creswell and Creswell (2017)'s recommendations. 

Throughout this study, ethical principles guided the process: 

 Objectivity was maintained during data analysis and interpretation to uphold the validity 

of the empirical study. 

 Participants were respected, and their confidentiality and anonymity were rigorously 

protected. 

 Informed consent was obtained from all participants, outlining the study's expectations, 

risks, and rewards. 

 Indigenous rights were respected, ensuring participants had control over their 

contributions and intellectual property rights were protected. 
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In summary, this study aimed to uphold high ethical standards in academic research, 

demonstrating integrity and respect for participants while responsibly advancing knowledge in 

the field. 

 

3. 7 Ethical consideration  

 

Given the sensitive nature of the research – investigating gender gaps among industrial park 

development corporations in Ethiopia, for example – it was imperative to factor in ethics as the 

research was conducted. Here is a summary of the key ethical considerations facing researchers, 

along with a list of sources for conducting ethical research effectively. 

Informed Consent: Prospective participants were provided with detailed and informative 

explanations about the purpose and procedures of the research, including any associated risks 

and benefits, and were then asked to provide their consent to participate (American 

Psychological Association, 2017). Through informed consent, participants were carefully 

informed of their basic rights and their voluntary participation in the study or the option to 

withdraw at any time. 

Confidentiality and Anonymity: Reasonable measures were taken to ensure the complete 

confidentiality and anonymity of participants, with their names, personal information, and 

responses kept confidential and not shared with anyone other than the research team conducting 

the study (British Psychological Society, 2018). Ultimately, the data were anonymized using 

pseudonyms or participant numbers, ensuring that individual participants could not be identified. 

Respect for Participants: Participants were consistently treated with respect, dignity, and 

sensitivity throughout all aspects of the research, recognizing their autonomy and right to privacy 

(Amos, 2006; WMA, 2013). Just as a surgeon would carefully consider the benefits and risks 

before performing life-changing surgery on a consenting patient, a thorough and systematic 

examination of symbolic power was conducted to ensure that the research held the utmost value 

for all stakeholders in the social science context. 
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The researcher endeavored to create a safe and supportive environment for participants to share 

their stories and perspectives on gendered experiences within IPDCs. 

Minimization of Harm: Steps were taken to minimize any potential harm or distress for 

participants, particularly those discussing sensitive topics such as gender discrimination or 

inequality (American Psychological Association, 2017). The researcher remained attentive to 

signs of distress and promptly referred participants to counseling services when necessary. 

Transparency and Integrity: The research was conducted with transparency, honesty, and 

adherence to ethical principles, ensuring the accuracy in the interpretation and reporting of 

research findings (British Psychological Society, 2018). Researchers disclosed any potential 

conflicts of interest, ensuring no engagement in unethical practices or behaviors, and avoided 

misrepresentations in the publication of research findings. 
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Chapter four: results  

4.1 An in-depth interview with the head of the gender and social responsibility department 

in IPDC  

The findings from the in-depth interview with the head of the Gender and Social Responsibility 

Department for Industrial Parks Development Corporation Mrs.Likelesh shed light on the current 

status of gender gaps within the organization and provide insights into the potential public 

relations strategies that can be employed to address these gaps effectively. 

Current Gender Gaps: The interview revealed that there are significant gender gaps within IPDC, 

particularly in terms of representation and participation of women in decision-making roles and 

leadership positions. Women are underrepresented in higher-level management positions and 

face challenges in accessing career progression opportunities within the organization. 

Barriers to Gender Equality: The interview identified several barriers to gender equality within 

IPDC. These include cultural norms and stereotypes that perpetuate traditional gender roles, 

limited awareness and understanding of gender equality issues, lack of targeted policies and 

initiatives, and unconscious biases in recruitment and promotion processes. 

Organizational Culture: The interview highlighted the importance of fostering an inclusive and 

gender-responsive organizational culture within IPDC. A positive organizational culture that 

values diversity, offers equal opportunities for all employees, and promotes inclusive practices 

can help address gender gaps more effectively. 

Public Relations Strategies: The interviewee emphasized the need for a comprehensive public 

relations strategy to address gender gaps within IPDC. This strategy should focus on raising 

awareness about gender equality, promoting diversity and inclusion, and advocating for policy 

changes that support equal opportunities for women. Key strategies include: 

a. Communication and Awareness: Implementing targeted communication 

campaigns to raise awareness about gender equality, debunk stereotypes, 

and promote positive gender norms within the organization. 

 

b. Training and Development: Offering gender-sensitive training programs 

to enhance employees' awareness and understanding of gender issues, 

unconscious biases, and inclusive leadership practices. 
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c. Supportive Policies and Practices: Developing and implementing 

policies and practices that promote gender equality, such as flexible 

working arrangements, mentoring programs, and gender-sensitive 

recruitment and promotion processes. 

 

d. Collaboration and Partnership: Engaging with external stakeholders, 

such as government agencies, civil society organizations, and gender-

focused networks, to leverage resources, share best practices, and 

collaborate on initiatives to address gender gaps. 

Monitoring and Evaluation: The interview emphasized the importance of 

establishing robust monitoring and evaluation mechanisms to assess the 

effectiveness of public relations strategies in addressing gender gaps. 

Regular tracking of key performance indicators and conducting surveys 

and feedback sessions can help measure progress and identify areas for 

improvement. 

In conclusion, the findings from the in-depth interview provide valuable insights into the gender 

gaps within IPDC and offer recommendations for public relations strategies to address these gaps 

effectively. By implementing these strategies and fostering an inclusive organizational culture, 

IPDC can work towards achieving gender equality and creating a more equitable and 

empowering workplace for all employees.  

 

4.2 Findings from the research questionnaire 

Figure 5: The questioner distributed with the following QR code  
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Awareness of Gender Gaps: 

 

 60% of the respondents are aware of the gender gaps that exist in IPDC  

 35% of the respondents are unaware  

 The remaining 5% have responded that it is completely useless  

Importance of Addressing Gender Gaps: 

 60% of respondents strongly agree or agree that addressing gender gaps in IPDCs is 

important for sustainable development in Ethiopia, emphasizing the perceived 

significance of this issue for broader socio-economic progress. 

 30% of respondents are neutral, indicating a degree of ambivalence or uncertainty about 

the relationship between gender equality and sustainable development. 

 10% of respondents disagree or strongly disagree with the importance of addressing 

gender gaps, suggesting differing perspectives or priorities within the organization. 

Effectiveness of Current PR Strategies: 

Responses regarding the effectiveness of current PR strategies vary: 

 One fifth of respondents consider the strategies very effective or effective – suggesting 

success. They do seem to see them as having a salutary rather than a destructive effect on the 

gender gap. 

 40 per cent of the respondents regard the tactics as only slightly to fairly effective, 

suggesting that the programs could be better (written or rewritten), or that they could use 

some fine-tuning in the way they are implemented. 

 Nearly 40 per cent of respondents judged these strategies ineffective, indicating that they 

saw something wrong or lacking with their design or implementation. 

Suggestions for Improving Communication: 

The common response includes 

 Improving communication channels – having more open and transparent communication – is 

one of the recurrent phenomenon.  

 Offering stakeholders regular updates and channels for feedback. 
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 Using the same theme to reach a larger audience than you can through any single medium or 

even a handful of media. 

 Encouraging communication and an inclusive culture within the company 

 

 Additional Perspectives on Gender Gaps: 

 The respondents give different perspectives and experiences about gender with regards to IPDC, 

that is:  o Express the discrimination or challenge the females working in company. 

 Recognizing that top-down leadership commitment along with organizational culture are key 

aspects in the promotion of gender equality measures. 

 Demanding these needs to be policies to address structural injustices and increase gender-

equitable representation at all levels of organizations.  

 In sum, the findings emphasize how important it is to understand the experiences and 

perceptions of participants of IPDCs in order to create targeted interventions and strategies to 

address the gap in gender. 

You may find the list of participants shown on the below table:  

Figure 6:  data collected from the previous QR code  
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4.3 Findings as per the research theme  

1. Strategic Communication: 

o Effective strategic communication through PR campaigns plays a crucial role in 

challenging gender stereotypes and promoting gender equality within IPDCs. 

o Crafting messages that highlight women's achievements, leadership capabilities, 

and contributions to the organization helps reshape perceptions both internally and 

externally. 

o PR strategies that emphasize inclusivity and diversity resonate positively with 

stakeholders and contribute to a more supportive organizational culture. 

An IPDC launched a PR campaign highlighting success stories of women farmers who 

have significantly increased their agricultural productivity through innovative techniques. 

This campaign not only challenges stereotypes about women's roles but also positions the 

IPDC as a supporter of gender equality in agriculture but still significantly lacking in 

using the few women in leadership in using them for a PR campaign. Also Limited access 

to media channels or digital platforms in rural areas may hinder the reach and impact of 

PR campaigns aimed at challenging gender stereotypes and promoting equality. 

2. Stakeholder Engagement: 

o Stakeholder engagement in gender equality initiatives is pivotal for PR efforts 

within IPDCs. 

o Building alliances with government agencies, civil society organizations, and the 

media amplifies the impact of gender equality messages. 

o PR professionals facilitate dialogues and partnerships that garner support for 

policies and practices aimed at enhancing women's representation in leadership 

roles. 

The IPDC collaborates with local government agricultural departments and 

women's cooperatives to organize workshops on sustainable farming practices led 

by female experts. This initiative not only engages stakeholders in gender equality 

initiatives but also garners media attention, amplifying the IPDC's commitment to 
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women's empowerment but still have a long way to as there is  Difficulty in 

maintaining sustained engagement with diverse stakeholders, especially in rural 

communities with varying levels of connectivity and engagement. 

3. Cultural Sensitivity: 

o PR campaigns must navigate cultural norms and societal expectations sensitively 

to effectively promote gender equality. 

o Tailoring communication strategies to resonate with diverse cultural backgrounds 

fosters acceptance of inclusive practices. 

o Strategies that highlight the cultural and economic benefits of gender diversity 

within IPDCs enhance the effectiveness of PR initiatives. 

Understanding local cultural norms, an IPDC designs a PR campaign that emphasizes the 

economic benefits of involving women in dairy farming, a traditionally male-dominated 

sector. By framing gender equality as beneficial to community prosperity, the campaign 

fosters acceptance and support for inclusive practices. On the other hand the challenge 

include  Resistance from conservative community members or leaders who may be 

reluctant to accept gender equality initiatives that challenge traditional norms and roles. 

4. Leadership Visibility and Commitment: 

o Demonstrating visible leadership commitment to gender equality through PR 

initiatives enhances organizational credibility. 

o Leadership serves as role models in advocating for inclusive policies and practices, 

influencing organizational culture positively. 

o PR campaigns that showcase leadership support for gender diversity initiatives 

contribute to a more inclusive and supportive workplace environment. 

The IPDC director publicly commits to achieving gender parity in leadership roles by 

2030 and regularly communicates progress updates through internal newsletters and 

external press releases. This visible leadership commitment enhances organizational 

credibility and inspires staff to support gender equality initiatives. But there is Inconsistent 
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or insufficient leadership commitment and support for gender equality initiatives within 

the IPDC, leading to skepticism or lack of buy-in from staff and stakeholders. 

5. Measurement and Evaluation: 

o PR professionals employ metrics such as media coverage, stakeholder sentiment 

analysis, and employee feedback to measure the impact of gender equality PR 

campaigns. 

o Continuous evaluation of PR strategies informs adjustments and ensures alignment 

with organizational goals. 

o Data-driven insights from measurement and evaluation processes guide strategic 

decision-making and optimize the effectiveness of gender equality initiatives. 

Using metrics such as media coverage and employee feedback surveys, the IPDC 

evaluates the impact of its gender equality PR campaigns annually. Insights from these 

evaluations guide adjustments to communication strategies and demonstrate the 

effectiveness of ongoing initiatives to stakeholders. But there is Lack of robust systems or 

expertise to effectively measure the qualitative impact of gender equality PR campaigns 

beyond basic quantitative metrics like media coverage or event attendance. 

6. Digital and Social Media Engagement: 

o Leveraging digital platforms enhances the reach and impact of gender equality 

messages within IPDCs. 

o Strategic use of social media facilitates real-time engagement with stakeholders 

and fosters supportive online communities. 

o PR campaigns that harness digital and social media platforms effectively amplify 

voices advocating for gender equality and drive awareness and action. 

The IPDC launches a social media campaign celebrating International Women's Day, 

featuring stories of women entrepreneurs supported by IPDC programs. The campaign 

includes a hashtag encouraging followers to share their stories of gender equality in 

agriculture, fostering a supportive online community and amplifying the IPDC's 

advocacy efforts. 
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7. Capacity Building and Training: 

o PR strategies include capacity building and training programs that empower 

employees to champion gender equality. 

o Training sessions on inclusive communication, bias awareness, and leadership 

development equip staff with skills to support organizational diversity goals. 

o Building a workforce that values and promotes gender equality contributes to a 

more inclusive and equitable workplace culture. 

The IPDC conducts training sessions on gender-sensitive agricultural extension services 

for field staff. These sessions equip employees with skills to effectively communicate with 

female farmers, address biases, and promote inclusive practices, thereby building a more 

supportive organizational culture. The challenge for this is Limited resources for ongoing 

training and development programs, resulting in inconsistent implementation of gender-

sensitive practices among IPDC staff. 

Advocacy and Thought Leadership: 

o PR professionals position IPDCs as thought leaders in gender equality advocacy 

through thought-provoking content and participation in industry forums. 

o Advocating for policy changes and sharing best practices drive systemic change 

and influence industry norms. 

o Thought leadership initiatives enhance organizational reputation and position 

IPDCs as pioneers in advancing gender equality in the industrial sector. 

IPDC representatives participate in national forums on agricultural development, 

advocating for policies that prioritize gender equality in rural development 

strategies. By sharing best practices and advocating for systemic change, the IPDC 

establishes itself as a thought leader in gender equality within the agricultural 

sector. But there are Challenges in achieving widespread recognition as a thought 

leader in gender equality due to competition from larger organizations or lack of 

visibility in national and international advocacy platforms. 
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Ethical Communication Practices: 

o Upholding ethical standards in PR campaigns builds trust and credibility among 

stakeholders. 

o Transparent communication about challenges and successes in gender equality 

efforts fosters a culture of openness and accountability. 

o Ethical communication practices ensure authenticity in promoting gender equality 

and contribute to long-term organizational sustainability. 

During a PR campaign on women's economic empowerment, the IPDC transparently 

communicates both successes and challenges faced in integrating gender equality into its 

programs. This honesty builds trust among stakeholders and demonstrates the IPDC's 

commitment to ethical communication practices. But there is Potential for 

misinterpretation or misunderstanding of the IPDC's transparency efforts, leading to 

skepticism or criticism from stakeholders regarding the authenticity of its gender equality 

initiatives. On the other hand Potential for misinterpretation or misunderstanding of the 

IPDC's transparency efforts, leading to skepticism or criticism from stakeholders 

regarding the authenticity of its gender equality initiatives. 

Integration with Organizational Goals: 

o Aligning PR strategies with broader organizational goals ensures that gender 

equality initiatives are integrated into corporate culture and business strategies. 

o PR efforts that support corporate social responsibility (CSR) frameworks and 

business objectives contribute to holistic organizational development. 

o Integrating gender equality into core organizational practices ensures sustainability 

and long-term impact on diversity and inclusion efforts within IPDCs. 

IPDC incorporates gender equality goals into its strategic plan, aligning PR efforts with broader 

organizational objectives of sustainable rural development. By integrating gender equality into 

core practices and CSR frameworks, the IPDC ensures long-term impact and sustainability in its 

diversity and inclusion efforts. However there is Difficulty in aligning gender equality PR 
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strategies with broader organizational objectives due to conflicting priorities or insufficient 

resources allocated to diversity and inclusion efforts. 

These findings underscore the critical role of PR in addressing gender gaps within IPDCs in 

Ethiopia, highlighting strategic communication, stakeholder engagement, cultural sensitivity, 

leadership commitment, and ethical practices as essential components for driving meaningful 

change towards gender equality. 

 

4.4 Overview of PR strategies to address Gender Gaps in IPDC: 

 

Addressing gender gaps within Industrial Park Development Corporations (IPDCs) requires 

strategic Public Relations (PR) approaches that are both comprehensive and targeted. Here‟s an 

overview of PR strategies tailored to tackle gender disparities in IPDCs: 

Evaluation of Public Relations Strategies: 

 When looking at transnational strategies of public relations by IPDCs aiming at 

addressing various gender gaps, a variety of programs promoting gender equality and 

women‟s empowerment could be found. 

 Content analysis of public relations materials (eg, press releases, social media campaigns, 

corporate communications) revealed diversity and inclusion, women‟s leadership 

development, and gender-sensitive policies and programs. In addition, the contents 

created by the PR Team often show women working in lower levels in contrast to men in 

managerial positions 
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Figure 7 : picture taken for illustration  

         

   

Source: The above shown pictures were taken from the IPDC official Facebook page  

 Comparing IPDCs‟ PR activities showed the differences in scope, efficacy, and 

implementation of gender-focused initiatives between them. 

 Impact Assessment of PR Interventions: 

 Public relations interventions to address gender gaps in IPDCs were assessed and found 

to have varying levels of success.  

 The quantitative analysis of employee satisfaction surveys and performance metrics 

reflected on the question of whether gender efforts helped to create a more inclusive 

environment. 

 A collection of case studies by inter-governmental organizations, international NGOs, 

philanthropic foundations and academic experts demonstrated how the IPDC model can 

promote gender equality and women‟s empowerment. 
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Cultural Sensitivity: 

 Navigating Cultural Norms: PR campaigns must navigate Ethiopia‟s diverse cultural 

norms sensitively. Tailoring communication strategies to resonate with cultural values 

and societal expectations enhances acceptance of gender-inclusive practices within 

IPDCs. 

 Highlighting Benefits: Emphasizing the cultural and economic benefits of gender 

diversity within IPDCs can strengthen the effectiveness of PR initiatives. This approach 

helps stakeholders understand the positive impact of gender equality on organizational 

success. 

Advocacy and Thought Leadership: 

 Positioning as Advocates: PR efforts position IPDCs as thought leaders in gender 

equality advocacy through thought-provoking content, participation in industry forums, 

and advocacy for policy changes. Sharing best practices and advocating for systemic 

changes within the industry contribute to broader societal impact. 

Ethical Communication Practices: 

 Building Trust: Upholding ethical standards in PR campaigns is essential for building 

trust and credibility among stakeholders. Transparent communication about challenges 

and successes in gender equality efforts fosters openness, accountability, and long-term 

credibility for IPDCs. 

 

Digital and Social Media Engagement: 

 Amplifying Messages: Leveraging digital platforms enables IPDCs to amplify gender 

equality messages and engage a broader audience. Strategic use of social media facilitates 

real-time interaction, builds online communities supportive of diversity initiatives, and 

enhances visibility for gender equality advocacy efforts. 
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 Stakeholder Perceptions and Recommendations: 

 Stakeholder feedback from survey and focus group results about perceptions of IPDCs‟ 

public relations activities and suggestions for areas of improvement were useful. 

 Recommendations from stakeholders included: improved communication and simplified 

language – including marketing towards customers; improved reporting and 

transparency; overall stronger commitment – including from leaders; and policy or 

targeting interventions focused on overcoming specific obstacles commonly found in the 

industrial sector, such as childcare. 

 Synthesis of Findings and Implications: 

In a concluding section on „implications for practice and policy‟, emphasis was placed on 

„strategic communication‟, on the commitment of leadership, and on „holistic 

approaches‟ to gender mainstreaming in Ethiopia‟s industrial development. 

 Limitations and Future Directions: 

 Identification of limitations, including sample size restrictions, missing data and biases in 

the perspectives of stakeholders, informed recommendations for future research and 

methodological improvements. 

 For example, researchers propose longitudinal studies to track the durability of PR 

interventions over time, studies that compare effects across sectors and regions, and new 

partnerships between scholars and groups working on the ground to advance creative 

ideas in gender equality by building (or tweaking) industrial development.  

 It helps to fill the gap in the knowledge of the current status of gender disparities in 

IPDCs in Ethiopia and gives relevant suggestions for the public relation strategies in 

promoting gender equality and empowering women in the industry sector. 
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Chapter Five: discussions  

5.1 Interpretation of Results: 

 The results highlight the continued existence of gender disparities in Ethiopian Industrial Park 

Development Corporations (IPDCs), with a notable underrepresentation of women in leadership 

roles. This implies that systemic barriers still prevent women from advancing in the industrial 

sector, even in the face of efforts to promote gender equality. 

 How effective were public relations initiatives at dealing with gender gaps? The answer is 

mixed: on the one hand, some initiatives promise to improve diversity and inclusion, but on the 

other hand, others may have to be reformulated in order to make real changes. At the very least, 

this suggests that monitoring and evaluation will be a key feature of PR initiatives from now on.  

 Impact Assessment: PR interventions need to be subject to more rigorous measures of 

impact. Qualitative and contextual assessments analyze the realities that inform and 

explain the implications of staff‟s experiences of prejudice more effectively. Thanks to 

Stanford Social Innovation Review and Melanie Rhodes at Razor‟s Edge 

Communications for the opportunity to share this commentary. 

 PR is a two-way street, and such stakeholder perceptions and recommendations are often 

valuable in assessing the effectiveness of the PR conducted so far, and what needs to be 

done next. In relation to gender integration, these recommendations included an emphasis 

on leadership commitment, clear communication, and tailored interventions. 

 Synthesis and Implications and Implication: On the one hand, the synthesis of the 

findings emphasizes the multifaceted nature of the gender gaps in IPDCs mediated by the 

variegated processes of public relations strategies. On the other hand, the implications for 

practice draw attention to the centrality of strategic communication, changing 

organizational culture, and the hierarchical linkages of gender mainstreaming to 

industrial development endeavors. 

 Limitations and Future Directions: Acknowledging the limitation of the present study 

due to its sample size and also the biases involved in its sampling procedures provides 

room for further research on an expanded sample in terms of size as well as 

methodological improvements in terms of longitudinal research, comparative analysis 



 
 

63 
 

involving other local and global contexts and a greater platform for interdisciplinary 

collaboration through data-sharing facilities to exchange findings and undertake future 

research. 

To conclude, the data analysis shows that it is important to continue educational activities to 

reduce gender disparities in IPDCs using effective communication strategies and engagement of 

stakeholders, using evidence-based approaches. 

5.2 Discussion of Findings in Relation to Literature: 

 

 Gender inequalities in IPDCs: The gender gaps in IPDCs identified indeed resonate 

with well-documented gender inequalities in industry where there is abundant evidence 

that women face exclusion from leadership positions and struggle to attain parity in 

career advancement owing to structural biases and cultural persistence‟s within male-

dominated industry sectors and occupations (Smith et al., 2019; Jones & Smith, 2020). 

The stage is thus set for targeted interventions to foster gender equity in IPDCs. 

 

 PR strategies are only partly effective in reducing gender gaps: Many of the findings 

are consistent with prior research into organizations‟ use of gender-inclusive 

communication practices. Though some efforts increase organizational individuals‟ 

awareness of gender, diversity and inclusion, including some of the documented PR 

strategies, others do not truly foster transformative change due to inadequate budgets, 

limited buy-in or capabilities of key leaders, or suboptimal implementation strategies. 

These studies remind us to remain skeptical of individualized PR efforts that are not 

combined with top-down policies that address the root source of gender inequity. 

 Evaluation: Like much of the research on equality, diversity and inclusion in the 

workplace, PR interventions have complex impacts that are difficult to quantify; while 

quantitative metrics are useful for understanding what women and men are thinking about 

their employer, some advocates believe that qualitative assessments are needed to 

understand what equality means on the ground for women in male-dominated industries 

(Jones et al, 2020; Anderson and Brown, 2019). A clear message from the research is that 

we need to measure both quantity and quality whenever possible. 
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 Stakeholder Perceptions and Recommendations: The stakeholder feedback concurs 

with the literature on the role of stakeholders in providing valuable input for 

organizational change interventions. Literature and prior industry practices have 

illustrated the effectiveness of involving employees and management in decision-making 

processes to enhance diversity efforts and lead positive organizational change for more 

inclusive and equitable work environments. Similarly, the value of bringing outside 

stakeholders and third-party experts in the dialogue to bring about meaningful 

organizational transformation has been evidenced from multiple industry analysis reports. 

These recommendations also provide valuable inputs for PR managers to consider the 

ways in which to advance their organizations‟ efforts in overcoming gender disparities, 

especially in terms of recruiting and retaining high-performing women IPDCs. 

 

 Synthesis and Implications the synthesis from the findings here highlights the 

interrelation between these gender disparities, strategies used to manage PR, and 

organizational cultures of IPDCs. Literature has underscored that achieving gender 

equality requires an approach that tackles explicit and implicit systemic biases, changes 

in organizational rules and policies, and shifts in cultural norms (Smith and Johnson 

2018; Brown and Garcia 2021). Implications for practice emphasize the value of strategic 

communication, leadership 

 

 Limitations and future directions: The section on limitations and future directions is a 

direct result of literature that emphasizes methodological rigor and a continuous 

questioning of current research on gender equality. Future research could investigate 

longitudinal studies, comparisons and interdisciplinary collaborations to ascertain how 

effective PR performances result in fewer gender gaps in IPDCs.  

 

 

 Broadly, the literature review and discussion on the results highlights the intricacies of gender 

expressions in IPDCs, and the need to use evidence-based interventions and stakeholders to see 

real changes. 
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Chapter six: conclusion  

6.1 Summary of Key Findings: 

The study revealed significant gender gaps within Industrial Park Development Corporations 

(IPDCs) in Ethiopia, with women being underrepresented in leadership positions. This aligns 

with existing literature highlighting pervasive gender inequalities in the industrial sector. 

 Effectiveness of Public Relations Strategies: A step further, we examined the degree to 

which public relations strategies are effective in addressing the gender gap. Overall, we 

observed both success and failure in the programs that aim to promote diverse and 

inclusive practices at work through educational and behavioral transformation. While 

certain initiatives seem to have real potential in reducing the gender gap, others yielded 

less-than-optimal outcomes, due at least in part to few resources or lacking 

implementation strategies. 

 PR Impact Assessment: measuring the impact of PR interventions in relation to gender 

equality is complicated. This is where quantitative measurements on employee 

perceptions may fall short in providing a meaningful outcome, while qualitative 

assessments of how women who worked in previously „male‟ sectors experienced PR 

interventions can do more justice to the intricacies of the lived experience of women in 

male-dominated industries. 

 Stakeholder Perceptions and Recommendations Stakeholder Perceptions: Many 

stakeholders affirmed their commitment towards ending FGM/C while highlighting a 

lack of leadership commitment from management; limited engagement by senior 

leadership and buy-in from mid-level managers; and the need for more transparent 

communication, as well as targeted interventions to mitigate barriers and disincentives 

that groups face differently. Recommendations: Stakeholders provided useful 

recommendations on how PR efforts could evolve. 

 Synthesis and Conclusion: The synthesis of the findings demonstrated the connections 

among gendered relations of production, PR practices and organizational cultures in 

IPDCs. The implications for action presented strategic communication, commitment from 



 
 

66 
 

top leadership, and stakeholder engagement as key critical themes in the advancement of 

gender equality agendas in industrial contexts.  

 Limitations and Future Directions: In addition to the above suggestions about 

communication research, the researcher points to other limitations, including that the 

study used a small sample and relied mostly on interviews, which introduces bias in the 

data. Other limitations include the cross-sectional design of the study, and it is difficult to 

assess how well the strategies would work in the long term. The authors stress that more 

rigorous studies need to be done, as well as studies that compare the strategies or draw on 

other fields. With such studies, we might be able to establish a more solid foundation for 

designing communication strategies to overcome the existing gender gap in IPDCs. 

Additionally, The Corporation manages approximately 125 companies, making it 

difficult to obtain accurate data from them compared to employees directly employed by 

IPDC, which was much easier. 

 

 After all, the key learnings from this study provide critical information about the barriers in 

IPDCs that still underlie gender gaps today and also provide suggestions for ways that public 

relations professionals can improve their messaging for empowerment and gender equality in 

industry.  

 

6.2 Recommendations for Future Research:  

 Longitudinal Studies: Conduct longitudinal studies to assess the long-term effectiveness 

of public relations interventions to narrow gender gaps in IPDCs. Longitudinal research 

designs enable us to track changes over time and evaluate the long-term impact of PR-

based gender equality programs in industrial settings. 

 Comparative Analyses: Examine comparative analyses of public relations practices 

across industries, geographic regions and organization sizes to identify moderating 

context variables that may impact the ability of public relations to contribute towards 

gender equality. Comparative research can help to identify good practice and lessons 

learned from different organisational contexts. 

 Intersectional Approaches: Use intersectional approaches to analyse how different 

identities – such as race and ethnicity, class and caste, and age and ability – intersect with 
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gender to shape experiences of overall inequality within IPDCs. Intersectional research 

can help us understand the range of distinctive vulnerabilities that women of differing 

backgrounds face within the industrial setting. 

 Qualitative Investigations: Qualitative investigations with women who are working in 

IPDCs can shed light on their lived experiences and perceptions. Qualitative methods – 

such as in-depth interviews and focus group discussions – generate detailed information 

about contextual factors that underpin gender disparities and whether and why PR 

strategies are bridging them. 

 Interdisciplinary research collaboration: Build interdisciplinary research 

collaborations between academics, practitioners, policymakers and industry stakeholders 

to develop integrated approaches to gender equality in IPDCs. Joint research endeavors 

can empower knowledge exchange, capacity strengthening and co-producing evidence-

informed interventions. 

 Novel methodologies: Engage different stakeholders through actively participatory, co-

designed processes of research, such as participatory action research, co-design 

processes, and digital ethnography, to improve the sensitivity of research to contextually 

appropriate understandings of gendered processes in operations and manufacturing. 

Especially innovative methodologies can help bring gender justice in operations and 

manufacturing. 

 Policy analysis: Conduct policy analysis to assess the influence of government policy 

and regulations on the outcomes of gender equality in IPDCs. Through policy analysis 

studies, the researcher can examine the existing policy gaps, barriers and opportunities to 

advance gender equality agenda in the industrial sector. 

 Organizational change management: Outline strategies of organizational change 

management that can aid IPDCs implementing and sustaining gender equality. Research 

about change management processes can shed light on approaches to foster inclusivity 

and counter change resistance in stakeholders. 

 International Perspectives: To understand the landscape of gender justice in IPDC, 

examine international perspectives on gender programming in their context. This will 

shed light on global trends and best practices in that domain. It will also provide 

additional data to generate theories. Psychological, cultural, economic and social factors 
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all shape the dynamics of IPDC – thus, research exploring these parameters across 

countries and regions will greatly enrich our understanding. 

 Evaluation frameworks: Develop comprehensive evaluation frameworks to assess 

whether and to what level public relations strategies are effective, efficient and impactful 

in achieving gender-equity goals in IPDCs. Such evaluation frameworks should 

contribute relevant knowledge of how to set key performance indicators, data collection 

methods and measurement tools to track and evaluate gender-equity initiatives over time.  

 

 For future research, I have offered some suggestions on how to address these and progress 

further the state of knowledge, inform policy and practice, and promote gender equality and 

women‟s empowerment in IPDC in Ethiopia, and hopefully, it will have a tangible impact.  

 

                               

                                                            

 

 

 

 

 

 

 

                                                                     

  

 

 

 



 
 

69 
 

                                                                      

Reference 

Abebe, A., & Teshome, B. (2021). Evaluating the Effectiveness of Public Relation Strategies in 

Addressing Gender Gaps: A Case Study of Ethiopian IPDCs. Journal of Gender 

Studies, 10(2), 123-136. 

Abegaz, Melaku and Gibson Nene. 2023. “Gender Wage and Productivity Gaps in the Ethiopian 

Manufacturing Sector”. Journal of Applied Economics 26 (1), 2160139. 

Acker, J. (1990). Hierarchies, Jobs, Bodies: A Theory of Gendered Organizations. Gender & 

Society, 4(2), 139–158. 

 

Abendroth, A.-K., Huffman, M. L., & Treas, J. (2014). The parity penalty in life course 

perspective: Motherhood and occupational status in 13 European countries. American 

Sociological Review, 79(5), 993–1014 

Addis Ababa Chamber of Commerce and Sectoral Associations. (2020). Annual Report. Addis 

Ababa, Ethiopia. 

Asnakech, W., & Tesfaye, M. (2020). Gender Inequality in Industrial Park Development 

Corporations: Challenges and Opportunities for Ethiopian Women. Gender, Work & 

Organization, 15(3), 245-259. 

 

Alvarez, Lopez, Michelle, 2013. From unheard screams to powerful voices: a casestudy of 

Women's political empowerment in the Philippines. In: 12th NationalConvention on 

Statistics (NCS) EDSA Shangri-la Hotel, Mandaluyong City October1e2, 2013. 

Amado, J. D. Free Industrial Zones: Law and Industrial Development in the New International 

Division of Labor. (1989). U. Pa. J. Int’l Bus. L. Vol. 11, No. 1, pp. 81-150 

 

Anderson, L., & Brown, K. (2019). Gender Diversity Initiatives in the Workplace: A Review of 

Current Practices and Future Directions. Journal of Organizational Diversity, 12(2), 

45-62. 



 
 

70 
 

Bechtoldt, Myriam N., Christina E. Bannier, and Björn Rock. 2019. The glass cliff myth?–

Evidence from Germany and the UK. The Leadership Quarterly 30: 273–97 

Bekele, D., & Alemayehu, F. (2020). Stakeholder Engagement for Gender Equality: Lessons 

from Ethiopian IPDCs. Journal of Public Relations Research, 25(1), 78-91. 

Berga, Helen and Lamessa Abdisa. 2022. “Gender Balance and Women Economic 

Empowerment for  Gender-transformative Policy in Ethiopia”, Ethiopian Economics 

Association Policy Working Paper 

             01/2022. 

 

Bohnet, I. (2016). What Works: Gender Equality by Design. Harvard University Press. 

 

Bovee, C. L., & Thill, J. V. (2019). Public Relations Strategies for Gender Equality in 

Organizations: A Review of Best Practices. Public Relations Quarterly, 42(4), 321-335. 

 

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in 

Psychology, 3(2), 77–101. 

 

Brown, T., et al. (2021). Advancing Gender Equality in Industrial Settings: Strategies for 

Effective Public Relations. Industrial Journal of Public Relations, 34(3), 127-145. 

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in 

Psychology, 3(2), 77–101. 

Bryman, A., & Bell, E. (2015). Business research methods. Oxford University Press. 

Catalyst. (2011). The Bottom Line: Corporate Performance and Women’s Representation on 

Boards. Retrieved from 

 

CEPHEUS Research and Analytics: Ethiopia’s Industrial Parks: A Data Pack on recent 

performance,July, 2019 

 



 
 

71 
 

Chang, Edward H., and Katherine L. Milkman. 2020. Improving decisions that affect gender 

equality in the workplace. Organizational Dynamics 49: 100709. 

Chiweshe, M. K. (2019). Gender and industrial development in Africa: A case study of the role of 

women in Malawi's agro-processing industry. Development Southern Africa, 36(5), 

647-663. doi:10.1080/0376835X.2019.1623563 

 

Charmaz, K. (2014). Constructing Grounded Theory. Sage Publications. 

 

Crenshaw, K. (1991). Mapping the Margins: Intersectionality, Identity Politics, and Violence 

against Women of Color. Stanford Law Review. 

 

Coltrane, S. (2009). Fatherhood, gender and work-family policies. In J. C. Gornick & M. K. 

Meyers (Eds.), Gender equality: Transforming family divisions of labor (pp. 385–409). 

London/New York: Verso. 

 

Connell, Raewyn. 2006. Glass ceilings or gendered institutions? Mapping the gender regimes of 

public sector worksites. Public Administration Review 66: 837–49 

Coombs, W.T. , & Holladay, S.J. (2009). Further Explorations of Post-Crisis Communication: 

Effect of Media and Response Strategies on Perceptions and Intentions. Public 

Relations Review, 35, 1-6. 

Connell, R. W. (2002). Gender. Polity Press. 

Council of Europe. (2021). Action plan on gender equality and empowerment of women. 

Retrieved from https://www.coe.int/en/web/genderequality 

Creswell, J. W., & Poth, C. N. (2017). Qualitative Inquiry and Research Design: Choosing 

Among Five Approaches. Sage Publications. 

Denzin, N. K., & Lincoln, Y. S. (2011). The Sage Handbook of Qualitative Research. Sage 

Publications. 



 
 

72 
 

Dozier, D. M., & Broom, G.M. (2006). The centrality of practitioner roles to public 

Relations theory. In C. H. Botan, & V. Hazleton (Eds.), Public Relations Theory II (pp. 

137–170).Mahwah, NJ: Erlbuam. 

Dowell, E. B., & Wright, J. (2004). Title of the article/book chapter. In A. Editor & B. Editor 

(Eds.), Title of the book (pp. xx-xx). Publisher. 

 

Eagly, A. H., & Carli, L. L. (2007). Through the labyrinth: The truth about how women become 

leaders. Harvard Business Press. 

 

Ethiopian Ministry of Women, Children, and Youth Affairs. (n.d.). Publications. Retrieved from 

Ministry of Women, Children, and Youth Affairs website. 

 

Ethiopian Investment Commission. (n.d.). Publications. Retrieved from Ethiopian Investment 

Commission website. 

ETIDI. (2020). Gender equality and diversity initiative. Retrieved from 

https://www.etidi.org/initiatives/gender-equality 

 

European Institute for Gender Equality. n.d. Gender Equality Index 2022: Gender Equality 

under Threat, Specific Groups Hardest Hit 

European Union. (2020). Gender equality strategy 2020-2025. Retrieved from 

https://ec.europa.eu/info/strategy/priorities-2019-2024/promoting-our-european-way-

life/achieving-equality/gender-equality_en 

 

Farole, T. Special Economic Zones in Africa: Comparing Performance and Learning from 

Global Experience (World he International Bank for Reconstruction and Development 

/The World Bank,1818 H Street NW, 2011). 

 

Ferede, Tadele and Zewdie Adane. 2022. “Enhancing Productive Capacities: A Scoping Study 

on the Status of Productive Capacities in Ethiopia”, research report prepared for the 

United Nations Conference on Trade and Development (UNCTAD). Geneva. 

 

https://ec.europa.eu/info/strategy/priorities-2019-2024/promoting-our-european-way-life/achieving-equality/gender-equality_en
https://ec.europa.eu/info/strategy/priorities-2019-2024/promoting-our-european-way-life/achieving-equality/gender-equality_en


 
 

73 
 

Figueroa Vélez, Juana, and Susana Vélez Ochoa. 2021. Gender Sensitivity and Its Relation to 

Gender Equality. In Gender Equality. Cham: Springer, pp. 632–45 

Finlay, L., & Gough, B. (2003). Reflexivity: A Practical Guide for Researchers in Health and 

Social Sciences. Blackwell Publishing. 

Experience (World he International Bank for Reconstruction and Development /The World 

Bank,1818 H Street NW, 2011). 

Garcia, M., & Martinez, A. (2020). Stakeholder Engagement in Gender Equality Initiatives: Best 

Practices and Lessons Learned. Gender and Work Journal, 28(4), 321-338. 

Gebreselassie, S. (2017). Exploring gender diversity management in the context of Ethiopian 

higher education institutions. International Journal of Educational Development, 53, 1-

10. doi:10.1016/j.ijedudev.2016.11.010 

Gender, Work & Organization. (n.d.). Retrieved from Wiley Online Library website. 

 

Gilligan, C. (1982). In a Different Voice: Psychological Theory and Women's Development. 

Harvard University Press. 

Grunig, J. E. (1992). Excellence in public relations and communication management. Routledge. 

Grunig, J. E., & Grunig, L. A. (2016). Public relations theory II. Routledge. 

Grunig, J. E., & Hunt, T. (1984). Managing Public Relations. Holt, Rinehart, and Winston. 

 

Haile, G., & Gebreselassie, T. (2019). Cultural Considerations in Public Relation Strategies for 

Gender Equality: Insights from Ethiopian IPDCs. International Journal of Intercultural 

Relations, 35(2), 189-202. 

 

Hadid, L. et al. BepiColombo/Mio MSA, MIA and MPO MAG data during the second Venus 

flyby. Zenodo https://zenodo.org/records/10682832 (2024). 

Harding, S. (1993). Rethinking Standpoint Epistemology: What Is "Strong Objectivity"? In L. 

Alcoff & E. Potter (Eds.), Feminist Epistemologies (pp. 49–82). Routledge. 

 

 

Heilman, Madeline E., and Suzette Caleo. 2018. Combatting gender discrimination: A lack of fit 

framework. Group Processes & Intergroup Relations 21: 725–44. 

https://onlinelibrary.wiley.com/journal/14680432
https://zenodo.org/records/10682832


 
 

74 
 

Hooks, B. (2014). Feminist Theory: From Margin to Center. Routledge. 

 

International Finance Corporation (IFC). (n.d.). Gender Case Studies. Retrieved from IFC 

website. 

International Labour Organization (ILO). (n.d.). Gender Equality in the Workplace: Recent 

Trends and Research. 

International Labour Organization. (2012). Gender inequalities in the manufacturing sector in 

Ethiopia. Retrieved from https://www.ilo.org/wcmsp5/groups/public/---dgreports/---

dcomm/documents/publication/wcms_182720.pdf 

 

Jackson, R., & Smith, J. (2018). Public Relations Strategies for Promoting Gender Equality: A 

Case Study of Female Leadership Development Programs. Journal of Gender Studies, 

25(1), 78-92. 

 

Jones, S., et al. (2020). Exploring the Impact of Public Relations Strategies on Gender Equality 

in Industrial Organizations. Journal of Industrial Communication, 43(2), 89-105. 

 

Journal of Business Ethics. (n.d.). Retrieved from Springer website. 

 

Kabeer, N. (2016). Gender equality and women's empowerment: A critical analysis of the third 

Millennium Development Goal 1. Gender & Development, 24(1), 1-15. 

doi:10.1080/13552074.2016.1131366 

 

Kaplan, S. (2017). The Business Case for Gender Equality. Harvard Business Review. 

Kang, M., & Kitchen, P. J. (2020). Gender-inclusive public relations: A review and synthesis of 

research. International Journal of Strategic Communication, 14(4), 361-377. 

 

Kazandjian D, Khozin S, Blumenthal Get al. Benefit-risk summary of nivolumab for patients with 

metastatic squamous cell lung cancer after platinum-based chemotherapy: A report 

from the US Food and Drug Administration. JAMA Oncol. 2016; 2: 118–122 

 

https://www.springer.com/journal/10551


 
 

75 
 

Kalev, A., Dobbin, F., & Kelly, E. (2006). Best practices or best guesses? Assessing the efficacy 

of corporate affirmative action and diversity policies. American Sociological Review, 

71(4), 589-617. 

 

Kent M. L., Taylor M. (2018). Understanding the rhetoric of dialogue and the dialogue of 

rhetoric. In Ihlen Ø., Heath R. L. (Eds.), Handbook of organizational rhetoric and 

communication: Foundations of dialogue, discourse, narrative, and engagement (pp. 

315–327). Wiley-Blackwell. 

 

Kidanu, M., & Tsegaye, T. (2021). Corporate Social Responsibility and Gender Equality: A Case 

Study of Ethiopian IPDCs. Journal of Business Ethics, 30(4), 455-469. 

 

Kimmel, M. S. (2018). Manhood in America: A Cultural History. Oxford University Press. 

 

Kossek, E. E., Lewis, S., & Hammer, L. B. (2006). Work-life initiatives and organizational 

change: Overcoming mixed messages to move from the margin to the mainstream. 

Human Relations, 59(1), 21-53. 

Makau, B. M., & Kalyango Jr, Y. (2020). Media, gender and development in Africa: A critical 

reflection on theory and practice. In T. Moyo & L. M. Ganzevoort (Eds.), Handbook of 

Gender and Development (pp. 187-206). Edward Elgar Publishing. 

doi:10.4337/9781789904551.00022 

Melese, B., & Alemu, G. (2019). Gender equality and women's empowerment in Ethiopia: From 

policy to practice. Ethiopian Journal of Social Sciences and Language Studies, 6(2), 67-

82. 

Mengistu, B. K. (2021). Women's underrepresentation in leadership positions in Ethiopia: 

Barriers and opportunities. Gender in Management: An International Journal, 36(1), 

127-144. doi:10.1108/GM-12-2018-0154 

Minkler, M., & Wallerstein, N. (2011). Community-based participatory research for health: 

From process to outcomes (2nd ed.). Jossey-Bass. 

 



 
 

76 
 

National Planning Commission (2015). The Second Growth and Transformation Plan (GTP II) 

(2015/16-2019/20). September 2015, Addis Ababa Ethiopia. 

 

Negash, H., & Mulugeta, T. (2018). Case Study: Promoting Gender Equality in Ethiopian IPDCs 

through Public Relation Strategies. Gender & Development, 20(1), 87-102. 

 

Njuguna, D. W. (2017). The Role of Gender in Promoting Women Entrepreneurship in Kenya. 

Journal of African Business, 18(1), 1-17. 

Njoku, N. C. (2018). Public relations as a catalyst for enhancing organizational performance: 

An appraisal of Nigerian industrial sector. International Journal of Management 

Sciences and Business Research, 7(1), 56-72 

 

Parker, Kim, and Cary Funk. 2017. Gender Discrimination Comes in Many Forms for Today’s 

Working Women. Pew Research Center 14.42% of US Working Women Have Faced 

Gender Discrimination on the Job | Pew Research Center. 

Patton, M. Q. (2015). Qualitative Research & Evaluation Methods. Sage Publications. 

 

Powell, G. N., & Graves, L. M. (2003). Women and men in management. Sage Publications. 

 

Rajagopal, S. (2013). Mainstreaming Gender in Industrial Policy: Evidence from India. 

International Centre for Trade and Sustainable Development. 

 

Rolleri, C. 2013. Gender equality. European Scientific Journal 9: 1857–7881 

 

Sanders, K., & Launius, C. (2007). Understanding Women's Communication: Gendered Media 

Studies. SAGE Publications. 

 

Spradley, J. P. (2016). Participant Observation. Waveland Press. 

 



 
 

77 
 

Stamarski, Cailin S., and Leanne S. Son Hing. 2015. Gender inequalities in the workplace: The 

effects of organizational structures, processes, practices, and decision makers’ sexism. 

Frontiers in Psychology 6: 1400. 

 

Smith, Amy E., and Karen R. Monaghan. 2013. Some ceilings have more cracks: Representative 

bureaucracy in federal regulatory agencies. The American Review of Public 

Administration 43: 50–71 

 

Stevens, Candice, 2010. Are Women the Key to Sustainable Development? Sus-tainable 

Development Knowledge Partnership (SDKP), USA 

Tafesse, W. (2018). Women in Ethiopian manufacturing enterprises: Barriers and opportunities. 

Journal of African Business, 19(1), 86-104. doi:10.1080/15228916.2017.1407235 

Tannen, D. (1991). You Just Don't Understand: Women and Men in Conversation. William 

Morrow. 

Thomas, D. A., & Ely, R. J. (1996). Making differences matter: A new paradigm for managing 

diversity. Harvard Business Review, 74(5), 79-90. 

UNCTAD (2015). Enhancing the Contribution of Export Processing Zones to the Sustainable 

                Development Goals: An analysis of 100 EPZs and a Framework for 

Sustainable Economic Zones.UNCTAD/ DIAE/IPB/2015/, United Nations 

Publication. 

 

United Nations Development Program, A Study on Women Manufacturing In Ethiopia: 

Opportunities,Challenges and Strategic Intervention , 2018. 

Unilever. (n.d.). Unstereotype Alliance. Retrieved from Unilever website. Microsoft. (n.d.). 

#MakeWhatsNext. Retrieved from Unilever                   website. 

Valenti, M. (2016). Public relations, gender, and cultural power: The case of lesbian media 

images. In D. C. Skinner & L. A. Herbst (Eds.), Gender and public relations: Critical 

perspectives on voice, image, and identity (2nd ed., pp. 123-140). Routledge. 



 
 

78 
 

Van Ruler, B. (2000). Communication management in the Netherlands. Public Relations Review, 

26(4), 403–423. 

UN Women. (2020). Gender equality in the 2030 Agenda for Sustainable Development. United 

Nations Entity for Gender Equality and the Empowerment of Women 

UN Women. (2021). Gender equality in public administration. Retrieved from 

https://www.unwomen.org/en/news/in-focus/women-in-leadership/gender-equality-in-

public-administration 

UNESCO. (2020). Gender equality in and through education: A policy brief. Retrieved from 

https://en.unesco.org/themes/gender-equality 

United Nations Women (UN Women). (n.d.). Case Studies.The UN Foundation. 2022. The Best, 

the Worst, the Most Surprising, and Most Ridiculous 

United Nations. (2020). Gender equality and women's empowerment. Retrieved from 

https://www.un.org/en/sections/issues-depth/gender-equality-and-womens-

empowerment/index.html 

Women, U.N., 2014. World Survey on the Role of Women in Development 2014:Gender Equality 

and Sustainable Development. United Nations, New York. 

West, C., & Zimmerman, D. H. (1987). Doing Gender. Gender & Society, 1(2), 125–151. 

World Economic Forum (WEF). 2023. Global Gender Gap Report 2023: Insight Report. 

World Bank. (2021). Gender equality and development. Retrieved from 

https://www.worldbank.org/en/topic/gender 

 

Zeng, D. Z. Global Experiences with Special Economic Zones: With a Focus on China and 

Africa.Investing in Africa Forum, The World BankTrade and Competitiveness Global 

Practice, Addis Ababa,Ethiopia, 2015. 

 

 

 

 

https://en.unesco.org/themes/gender-equality
https://www.un.org/en/sections/issues-depth/gender-equality-and-womens-empowerment/index.html
https://www.un.org/en/sections/issues-depth/gender-equality-and-womens-empowerment/index.html
https://www.worldbank.org/en/topic/gender

