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ABSTRACT
Aims: To employ Gendered Organization Theory (GOT) through a Systematic Literature Review (SLR) to synthesize research on drivers of gender equity in male-dominated sectors, especially maritime logistics.
Study design: Systematic Literature Review (SLR)
Methodology: A PRISMA-based methodology was used for the SLR. A structured Scopus database search was performed using keywords related to "Gendered Organization Theory". The search was filtered for journal articles and refined using gender-related keywords. A total of 40 peer-reviewed articles were selected after two phases of title/abstract and full-text screening. Thematic analysis was used to consolidate the diverse findings into a coherent framework.
Results: The review has identified structural constraints, organizational culture, and practices that limit women in their participation in and career development in male-dominated sectors. Thematic analysis revealed that six areas of intervention exist, including institutionalized norms, a challenge to the ideal worker norm, gender-sensitive HR, mentorship, organizational culture, and bias awareness with structural change. The results highlight the necessity of comprehensive interventions, such as leadership training, work-life balance interventions, transparent promotions, and continued bias training.
Conclusion: The findings provide a GOT-grounded framework for advancing equity. They underscore that a holistic, intersectional approach is crucial for addressing the complex, multi-layered barriers women face, moving organizations beyond tokenistic gestures.
Keywords: Gender equity, maritime logistics, gendered organization theory, Systematic Review, Ideal Worker Norm, Work-Life Balance
1. INTRODUCTION
The maritime logistics industry plays a critical role in global trade by managing the majority of cargo worldwide, yet it remains one of the most male-dominated sectors. Despite advances in gender equality globally, women continue to be underrepresented in maritime logistics, particularly in senior management and operational roles (Khan et al., 2025; UNCTAD, 2021). Research from related fields such as healthcare, academia, and manufacturing reveals persistent gender disparities, driven by structural and informal exclusion and unequal access to resources (Mousa et al., 2023; Tran et al., 2024). However, scholarly attention specifically devoted to maritime logistics gender equity is limited, leaving many questions on fostering equity in this demanding sector unanswered.
Gendered Organization Theory (GOT), introduced by Acker (1990), offers a useful framework to understand how organizational structures, routines, and interactions inherently favor men over women. Over the past three decades, GOT has been successfully applied to study gender inequities in education (Tran et al., 2024), healthcare (Mousa et al., 2023), and manufacturing (Shivhare & L, 2025). Nevertheless, its application in maritime logistics remains scarce despite its potential to reveal the impact of institutionalized norms, “ideal worker” assumptions, and organizational culture on sustaining gender inequities in male-dominated workplaces.
Within Asian and developing countries, gender equity research has primarily focused on finance, manufacturing, and education (Khan et al., 2025; Shivhare & L, 2025), with few investigations into how GOT can support equity promotion in shipping and logistics industries characterized by strict hierarchies, operational intensity, and cultural resistance to change.
To address this knowledge gap, this paper employs a Systematic Literature Review (SLR) approach to identify and assess key drivers facilitating gender equity in male-dominated industries through the lens of GOT. Unlike narrative reviews prone to bias, SLRs follow transparent, replicable protocols to rigorously synthesize existing studies. By integrating global and regional research, this review aims to identify drivers applicable to the Sri Lankan maritime logistics sector.
The objectives of this SLR are therefore as follows:
1. To identify the potential drivers that promote gender equity across organizational structures, policies, and cultural practices in the maritime logistics sector.
2. To critically evaluate the potential drivers and highlight the most relevant ones for advancing gender equity in this sector.
In summary, while gender equity is a global research priority, its exploration in maritime logistics remains fragmented. This study contributes by applying Gendered Organization Theory and systematic review methodology to consolidate insights, identify actionable drivers, and provide an evidence-based foundation for addressing gender equity challenges in maritime logistics.
2. CURRENT STATE OF RESEARCH ON GENDER EQUITY IN THE MARITIME LOGISTICS SECTOR
Gender equity has emerged as a critical research area, with structural barriers and interventions extensively documented across healthcare, academia, manufacturing, and finance (Mousa et al., 2023; Shivhare & L, 2025; Islam et al., 2025). Global organizations such as the International Labour Organization (ILO) and International Maritime Organization (IMO) increasingly emphasize women's inclusion in male-dominated industries as both an ethical and economic imperative, yet maritime logistics receives disproportionately limited scholarly attention despite its entrenched gender inequities (UNCTAD, 2021).
Emerging patterns from maritime-related gender equity research highlight institutionalized norms, ideal worker expectations, pay disparities, and occupational segregation (Randev, 2024; Ahmad, 2022). Interventions like mentoring, gender-sensitive HR practices, and bias awareness training demonstrate effectiveness in sectors such as military and academia (Schulz et al., 2024; Möller et al., 2024), but their systematic application in maritime logistics remains inconsistent and underdeveloped. This fragmentation underscores the need for a unified theoretical framework to guide equity promotion in this sector.
Research from Asia and developing contexts remains particularly sparse, with STEM academia and manufacturing studies from India and Pakistan identifying key barriers including workplace bullying, inflexible schedules, and limited leadership pathways (Khan et al., 2025; Shivhare & L, 2025). Maritime logistics, despite its global economic significance and structural complexity, is massively underrepresented, creating a critical knowledge gap regarding how gender equity drivers operate differently in this high-pressure, hierarchical industry compared to others.

2.1.1 What is Gender Equity in the Workplace?
Gender equity refers to the fair and impartial treatment of individuals based on gender, often requiring differential treatment to correct historically embedded structural inequalities in opportunities, pay, recognition, and career progression (Acker, 1990). Unlike gender equality, which emphasizes identical treatment, gender equity aims to redress imbalances by altering organizational practices and norms.
Work organizations have historically embodied patriarchal structures, assigning men to technical and leadership roles while confining women to administrative support functions. Acker's (1990) Gendered Organization Theory illustrates how ostensibly neutral policies and hierarchies perpetuate male dominance, maintaining disparities in power distribution, career pathways, and recognition. Despite global policy initiatives, women remain severely underrepresented in male-dominated fields like engineering, logistics, and maritime sectors (Hindman, 2025; UNCTAD, 2021).
Women frequently encounter harassment, inadequate gender-sensitive HR policies, and resistance to diversity initiatives, fostering exclusionary environments (Coupaud, 2025; Ahmad, 2022). Conversely, evidence demonstrates that inclusive leadership, mentorship programs, and flexible arrangements enhance job satisfaction, reduce turnover, and improve performance (Mousa et al., 2023; Schulz et al., 2024). Equity-focused organizations gain legitimacy, ensure regulatory compliance, and advance UN Sustainable Development Goal 5 (Gender Equality).
Gender equity thus represents both an ethical mandate and strategic advantage, enabling cultural transformation, expanded women's career opportunities, and enhanced organizational resilience in competitive global industries (Acker, 1990; Mousa et al., 2023).
2.1.2 What is Gender Equity in the Maritime and Logistics Sector
The maritime and logistics sector is one of the most male-dominated industries worldwide, characterized by entrenched structural norms that marginalize women’s participation. Globally, women represent only about 2% of the seafaring workforce and remain underrepresented in port operations, logistics management, and maritime engineering (UNCTAD, 2021). The persistence of inequities in this sector reflects deeply rooted workplace cultures, hierarchical career structures, and unsafe working environments.
Institutional norms in maritime logistics value traits linked to traditional masculinity, such as physical strength, assertiveness, and constant availability (Acker, 1990; Williams et al., 2012). Long working hours, lengthy sea trips, and mobility demands reinforce the idea of the “ideal” maritime employee as male, free from family responsibilities and able to handle isolated, tough environments. Women entering the field frequently confront glass ceilings, confining them to administrative or support roles rather than technical or leadership positions (Shivhare & L, 2025).
Promotion pathways are often opaque and shaped by informal male-dominated networks, making career advancement particularly challenging for women (Islam et al., 2025). Safety concerns add further complexity: cases of harassment, gender-based violence, and unfair treatment are frequently reported at sea and in port facilities. Organizational responses to such incidents are often inadequate, reinforcing a culture of silence and undermining women’s psychological safety (Coupaud, 2025; Erwin, 2023).
Mid-career retention crises plague the sector, as women depart due to inflexible schedules, insufficient maternity provisions, and scarce mentorship or leadership pathways (Siegele et al., 2024; Snickare & Wahl, 2024). Cultures resistant to work-life integration further limit sustained female participation.

While bodies like the International Maritime Organization (IMO) advocate gender audits, inclusive recruitment, and leadership programs, implementation remains sporadic and symbolic. Without confronting embedded biases and restructuring policies and cultures, such efforts fail to achieve substantive change (Snickare & Wahl, 2024; UNCTAD, 2021).
2.1.3 Theoretical Lens: Gendered Organization Theory
This study employs Gendered Organization Theory (GOT), developed by Acker (1990), as the primary analytical framework to examine barriers to gender equity in maritime logistics. GOT asserts that organizations are inherently gendered through structures, interactions, symbols, and power dynamics that reproduce male privilege via five interconnected processes: gendered labor divisions, interactions, symbols, structures, and internalized identities.​
The "ideal worker" norm exemplifies this, demanding uninterrupted careers and total availability, which disadvantages women with caregiving roles and reinforces bias (Hindman, 2025; Williams et al., 2012). Recent literature applies GOT to male-dominated sectors, demonstrating how women's presence in leadership roles fosters female-friendly policies and challenges male-centric structures (Allemand et al., 2025).​
Borgkvist et al. (2021) reveal how gender-neutral flexibility policies are undermined by organizational norms that enable male advancement while penalizing women under ideal worker expectations, limiting leadership access. Comparative studies confirm persistent gendered practices globally: Siegele et al. (2024) document biases against mothers in athletics, while Tran et al. (2024) identify systemic hiring barriers for women principals, both illustrating how superficial equality initiatives fail against embedded biases.
​GOT thus illuminates how gender constitutes organizational logic rather than an add-on variable (Acker, 1990), providing a robust lens for dissecting inequities in maritime logistics' hierarchical, high-pressure environment and identifying transformative interventions.
3. METHODOLOGY
3.1 Review Design 
This study employs a Systematic Literature Review (SLR) to identify factors that promote gender equity in the maritime sector. A systematic approach was chosen over a narrative review to ensure rigor, replicability, and transparency in synthesizing evidence across multiple studies following the PRISMA protocol to guide structured study identification, screening, and inclusion/exclusion decisions (Moher et al., 2009). A similar approach has also been adopted in previous systematic literature reviews in related areas (e.g. Chathuranga et al., 2023; De Silva et al., 2025; Dias et al., 2025; Dilhara et al., 2024; Fathima et al., 2024; Galappaththi et al., 2024)
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Figure 1. Article Selection
To ensure methodological rigor and thematic relevance, the inclusion criteria for this systematic literature review were established based on a structured Scopus database search. The primary goal was to identify peer-reviewed journal articles that explicitly engage with Gendered Organization Theory in the context of gender-related workplace dynamics. The search began by using the query TITLE-ABS-KEY ("gendered" AND "organization" AND "theory"), which yielded 725 results. To narrow the focus to peer-reviewed empirical and theoretical contributions, the filter for document type: journal article was applied, reducing the dataset to 556 articles. To further ensure relevance to the study's focus on gender equity, a keyword refinement was implemented. 
This involved selecting only those studies that included at least one of the following gender-related keywords: Gender, Gendered Organizations, Gender Role, Gender Relations, Gender Equality, Gender Disparity, Gender Equity, Gender Identity, Gender Inequality, Gender Theory, Gender Discrimination, Gendered Organization, Gender Roles, or Gendered Organization Theory. 
This refinement produced a final set of 274 journal articles suitable for thematic screening and critical appraisal. The selected articles were reviewed to identify theoretical insights, recurring themes, and organizational-level interventions or factors that influence gender equity, particularly within male dominated sectors such as logistics, maritime, STEM, and industrial domains. This process informed the identification of relevant antecedents for the present study, interpreted through the lens of Gendered Organization Theory.
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The study selection was conducted in two phases. 
Phase 1 – Title and Abstract Screening involved examining each study for explicit reference to gender equity, gendered organizational practices, or women’s participation in male-dominated sectors such as maritime logistics. Studies not addressing gender equity in organizational contexts were excluded. 
Phase 2 – Full-Text Review entailed a detailed assessment to confirm substantial engagement with themes aligned to Gendered Organization Theory. Only studies providing theoretical, conceptual, or empirical insights into workplace or sectoral gender equity were retained. 
This dual-phase process refined the pool of studies, ensuring theoretical relevance and contextual alignment with the research aim of identifying drivers of gender equity in the maritime logistics sector, while minimizing the inclusion of tangential or superficial literature.
3.3.2 Inclusion and Exclusion Criteria
To ensure transparency and rigor, clear inclusion and exclusion criteria were applied. Included studies were peer-reviewed journal articles explicitly engaging with Gendered Organization Theory in workplace gender dynamics, focusing on male-dominated sectors such as the industrial and logistics industries. Studies were required to provide theoretical or empirical insights into gender equity, gendered organizational practices, or women’s participation. Only English-language articles were considered. Excluded were non-peer-reviewed sources, working papers, and Articles unrelated to organizational gender equity or addressing only general societal gender issues without workplace relevance were also removed. These criteria ensured a dataset with robust, relevant contributions directly aligned with the research aim.
3.3.3 Data Extraction
[bookmark: _Hlk208311654]After the process of inclusion criteria, a standardized template was used to systematically remove data out of the sampled studies in order to achieve uniformity. In each study, the information about the title, authors, publication year, country/region, research design, methodology, and context of gender equity in industries dominated by males, which include maritime and logistics, was captured. Data about the application of the Gendered Organization Theory (GOT) or other gender-oriented organizational approaches were also recorded in order to keep the theoretical consistency at a high level. All the found drivers and barriers of gender equity, such as the institutionalized norms, the ideal worker assumptions, the HR practices, mentoring, cultural aspects, and bias awareness, were identified and classified. Such a systematic method helped to make sure that all the necessary data was gathered in a similar way throughout the dataset, allowing for comparison and synthesis of the common themes.
3.4 Data Synthesis & Writeup
As relationships among the extracted factors were explored, distinct sub-themes began to emerge, reflecting recurring patterns across the literature on gender equity in male-dominated sectors such as maritime and logistics. These sub-themes were then systematically grouped into broader overarching themes, each representing a critical dimension of organizational and structural interventions required to promote gender equity.
This iterative process consolidated the diverse findings into a coherent framework of drivers and interventions grounded in Gendered Organization Theory. Thematic synthesis enabled the translation of over 120 extracted factors into 25 sub-themes and 6 overarching themes, ensuring conceptual clarity while retaining the richness of the data.
The final framework is presented in Table 1, which organizes potential interventions into actionable categories. These categories provide a structured foundation for evaluating, prioritizing, and implementing strategies to advance gender equity in the maritime logistics sector.
Table 1-Thematic Synthesis of Gendered Organization Theory Factors in Promoting Gender Equity
	Main Themes
	Sub Themes
	Extracted factors
	Source

	Institutionalized Norms 
	Gendered Organizational Structures
	sex segregation, Power imbalances, accountability, Patriarchal institutions
	Ahmad (2022), Hindman (2025), Randev (2024), Tran et al. (2024), White et al. (2021), Šmídová (2016)

	
	Mechanisms of Inequality
	Informal exclusion networks, performance expectations, Structural framing of inequality
	Balmer et al. (2020), Góral (2023), Tran et al. (2024), Xiu et al. (2024)

	
	Career Advancement Gaps
	pay inequities, Glass ceilings, transparency, reward systems
	Hindman (2025), Islam et al. (2025), Tran et al. (2024), Allemand et al. (2025)

	Challenging the Ideal Worker Norm
	Flexibility & Work-Life Integration
	Work intensity/strain, family support systems, Balancing work & care
	Coupaud (2025), Islam et al. (2025), Šmídová (2016), Góral (2023)

	
	Family-Friendly Policies
	Maternity/paternity leave, Childcare support, Equal use of family benefits,
Acknowledgment of motherhood at work
	Siegele et al. (2024), Ahmad (2022), Coupaud (2025)

	
	Redefining Flexibility
	Adaptive scheduling, Remote/hybrid options, Operational flexibility
	Góral (2023), Idelji-Tehrani & Al-Jawad (2019), Shivhare & L (2025), Balmer et al. (2020)

	Gender-Sensitive HR 
	Transparent Promotion & Advancement
	Promotion transparency, Equitable participation, Redesigning criteria, Addressing glass ceilings
	Tran et al. (2024), Allemand et al. (2025), Siegele et al. (2024), Islam et al. (2025)

	
	Gender-Sensitive HR Policies
	Gender-sensitive recruitment, Diversity audits, HR training interventions
	Coupaud (2025), Erwin (2023), Tran et al. (2024)

	
	Skills and Professional Development
	Upskilling opportunities, Targeted advancement programs, Professional training
	Góral (2023), Islam et al. (2025), Šmídová (2016)

	
	Pay and Policy Equity
	Transparent wage policies, Regulatory compliance
	Islam et al. (2025), Hindman (2025)

	Mentorship 
	Mentorship & Sponsorship Programs
	Formal mentoring, Sponsorship, Inclusive networking
	Schulz et al. (2024), Mousa et al. (2023), Erwin (2023), Tran et al. (2024), Allemand et al. (2025)

	
	Leadership Development
	Inclusive leadership programs, Early exposure to women leaders, Supportive structures from mentors
	Schulz E.V. et al. (2024), Mousa M. et al. (2023), Erwin S.K. & Cseh M. (2023), Tran H. et al. (2024), Allemand I. et al. (2025)

	
	Gender-Diverse Leadership
	Increasing female representation, Reforming mentorship, Challenging masculine leadership norms
	Simon (2019), Xiu et al. (2024)

	Organizational Culture 
	Supportive & Inclusive Culture
	Building credibility, Safe workspaces, Non-judgmental climate, Inclusive team dynamics
	Ahmad (2022), Mousa et al. (2023), Xiu et al. (2024)

	
	Lived Workplace Experiences
	Recognizing women’s experiences, Addressing coworker bias, Harassment prevention
	Baines & Armstrong (2019), Erwin (2023), Xiu et al. (2024)

	
	Cultural Change
	Challenging masculine norms, Promoting diverse leadership styles, Encouraging inclusive social spaces
	Shivhare & L (2025), Tran et al. (2024), Simon (2019)

	Bias Awareness
	Awareness & Sensitization
	Unconscious bias training, Gender sensitization programs, Awareness of barriers
	David et al. (2023), Erwin (2023), Möller et al. (2024), Tran et al. (2024), Shivhare & L (2025)

	
	Anti-Harassment & Safety
	Harassment interventions; Anti-bullying policies, Gender-based violence 
	Coupaud (2025), Soeters et al. (2021)

	
	Structural & Policy Change
	Institutional reforms, Gender-transformative policies, Accountability mechanisms
	Hindman (2025), Soeters et al. (2021)

	
	Intersectionality & Inclusion
	Discrimination, cultural policy sensitivity, holistic identity support
	Ahmad (2022), Soeters et al. (2021), Tran et al. (2024)



This table highlights not only the barriers but also actionable levers such as mentorship programs, flexible work arrangements, bias awareness training, and transparent promotion systems. It thus provides a theory-grounded and evidence-based foundation for designing interventions to promote gender equity in male-dominated sectors.
4. FINDINGS
This section begins with a descriptive overview of the 40 included articles, outlining publication trends, study types, methodologies, and geographic contexts. It then presents the core contribution of this review: six key thematic areas synthesized from the literature to understand and address gender equity in male-dominated organizational sectors, with a focus on maritime logistics.
4.1 Overview of the Included Articles
This systematic literature review included 40 peer-reviewed journal articles published between 2015 and 2025. A gradual increase in scholarly attention was observed, with only a small number of relevant studies before 2018, but accelerating growth from 2020 onward, reflecting increasing recognition of gender equity as both a research priority and a policy concern within organizations.
In terms of study design, qualitative approaches dominated the dataset (n = 26), primarily using semi-structured or in-depth interviews to capture women’s lived experiences in workplaces such as healthcare, academia, police, military, and maritime sectors. Quantitative studies (n = 9) used surveys or secondary datasets to examine pay gaps, occupational segregation, and leadership representation. Mixed-methods research was employed in 3 cases, and 2 studies were integrative/systematic reviews that consolidated broader conceptual insights.
Geographically, the studies covered a wide range of contexts, spanning Asia (Pakistan, India, Bangladesh, China, Indonesia, etc.), Africa (Ethiopia, Kenya, South Africa), Europe (UK, Sweden, Poland, Malta, EU), North America (USA, Canada), and Oceania (Australia, Pacific region). This distribution highlights both the global scope of gender inequities and the sector-specific dynamics of male-dominated industries.
Contextually, the articles examined healthcare (n = 6), academia/STEM (n = 8), finance and manufacturing (n = 5), military and police (n = 5), sports and cultural industries (n = 4), and maritime/logistics (n = 4), among others. While only a handful directly addressed the maritime logistics sector, the broader organizational studies provided transferable insights into gendered norms, workplace cultures, and structural inequities that inform this study’s focus.
In terms of data collection methods, semi-structured interviews (n = 20) and in-depth qualitative narratives (n = 9) were the most common, followed by surveys (n = 7) and secondary data analyses (n = 2). This methodological diversity provides a robust foundation for identifying patterns across both lived experiences and systemic organizational processes.
Overall, the reviewed literature demonstrates a methodologically diverse and globally distributed body of research, unified by the application (explicit or implicit) of Gendered Organization Theory. It offers a strong base for synthesizing the drivers, barriers, and interventions that shape gender equity outcomes in male-dominated sectors such as maritime logistics.
4.2 Institutionalized Norms 
Literature consistently identifies institutionalized norms and structural barriers as primary drivers of gender inequity beyond individual biases. Gendered organizations perpetuate patriarchal structures where male dominance is embedded through subordinating practices (Acker, 1990). This manifests as occupational sex segregation, with women disproportionately confined to administrative roles while excluded from leadership positions (Williams et al., 2012; Ahmad, 2022).​
Gendered accountability mechanisms and absence of formal structural inequality interventions exacerbate power imbalances (Acker, 1990; Randev, 2024). Subtle mechanisms of inequality include informal exclusion networks that restrict women's access to critical opportunities and performance expectations rooted in ideal worker norms, which burden women with disproportionate family responsibilities and impede career advancement (Balmer et al., 2020; Góral, 2023).​
Structural barriers directly generate pay disparities and career stagnation. Women face persistent glass ceilings, opaque promotion practices, wage gaps, and undervaluation of contributions despite advancement (Hindman, 2025; Islam et al., 2025; Tran et al., 2024). These institutionalized patterns in maritime logistics demand comprehensive structural reforms to dismantle entrenched inequities and foster genuine equity
4.3 Challenging the Ideal Worker Norm
Literature identifies challenging the "ideal worker" norm assuming constant availability without family responsibilities as essential for gender equity in high-pressure maritime logistics (Acker, 1990; Williams et al., 2012). This norm creates formidable barriers for women, necessitating interventions in flexibility, supportive policies, and cultural shifts.​
Flexibility and work-life integration emerge as critical. High work intensity and physical demands compel women to balance careers with caregiving, while inadequate family support undermines retention (Coupaud, 2025; Islam et al., 2025). Effective strategies integrate professional and personal roles to enhance well-being and long-term participation (Šmídová, 2016; Góral, 2023).​
Family-friendly policies require substance beyond formalities. Transparent maternity/paternity leave, accessible childcare, equal male uptake, and motherhood recognition prevent career penalties and promote equity (Siegele et al., 2024; Ahmad, 2022; Coupaud, 2025).​
Redefining flexibility proves vital for operational sectors. Beyond remote work, adaptive scheduling, hybrid options for shore-based roles, and operational accommodations enable inclusion (Balmer et al., 2020; Góral, 2023; Shivhare & L, 2025). Dismantling rigid time/location expectations fosters diverse, sustainable workforces in maritime logistics.
4.4 Gender-Sensitive HR 
Literature emphasizes gender-sensitive HR and career development frameworks as essential complements to cultural and flexibility initiatives, requiring formal, transparent policies (Acker, 1990). Transparent promotion and advancement serve as key catalysts for equity in male-dominated sectors like maritime logistics, where opaque processes favor informal networks over merit (Islam et al., 2025; Tran et al., 2024). Organizations must implement objective promotion criteria, equitable decision-making participation, and redesigned evaluation systems to eliminate subjective biases (Allemand et al., 2025; Siegele et al., 2024).​
Gender-sensitive HR policies span the employee lifecycle. Effective strategies include bias-mitigating recruitment targeting female candidates, regular diversity audits, and specialized HR training to address hiring and retention inequities (Coupaud, 2025; Erwin, 2023; Tran et al., 2024). These systemic interventions dismantle barriers at entry and progression stages.​
Equitable skills and professional development access addresses women's persistent opportunity gaps. Targeted upskilling programs and leadership advancement initiatives equip women for senior roles in evolving industries (Góral, 2023; Islam et al., 2025; Šmídová, 2016). Such investments prevent skill obsolescence and promote competitive parity.​
Pay and policy equity demands transparency and compliance to eliminate wage gaps. Organizations must value and fairly compensate "women's work" in administrative/support roles while enforcing clear wage policies (Hindman, 2025; Islam et al., 2025; Farrugia et al., 2024). Comprehensive HR transformation creates equitable career architectures essential for maritime logistics.​
4.5 Mentorship Development
Mentorship, sponsorship, and leadership development emerge as the fourth critical theme, providing targeted interventions that empower women to navigate male-dominated career landscapes beyond policy and cultural reforms (Schulz et al., 2024; Mousa et al., 2023).​
Mentorship and sponsorship programs counter exclusion from informal male networks prevalent in maritime logistics. Sponsorship engages senior leaders to actively advocate for women's advancement, bridging access gaps to key opportunities (Schulz et al., 2024; Tran et al., 2024; Borgkvist et al., 2021). These relationships build visibility and credibility essential for progression.​
Targeted leadership development proves equally vital. Inclusive programs and early exposure to female leaders normalize women in authority roles, providing role models and skill-building (Mousa et al., 2023; Allemand et al., 2025). Supportive structures help women overcome gendered obstacles and cultivate leadership confidence (Erwin, 2023).​
Gender-diverse leadership catalyzes systemic change. Beyond hiring quotas, success requires mentorship reform and challenging masculine norms favoring assertiveness over collaboration (Simon, 2019; Xiu et al., 2024). Diverse leadership representation transforms organizational culture and decision-making paradigms.
4.6 Organizational Culture Shift
The fifth key theme emphasizes organizational culture and climate as pivotal for gender equity, where daily environments and norms either empower or marginalize women beyond formal policies (Ahmad, 2022; Mousa et al., 2023).​
Supportive, inclusive cultures form the foundation. Building credibility, trust, harassment-free safe spaces, non-judgmental climates, and inclusive team dynamics dismantle informal barriers and foster psychological safety where women's contributions are valued (Ahmad, 2022; Mousa et al., 2023; Xiu et al., 2024).​
Validating lived workplace experiences proves essential. Direct interventions addressing coworker bias and robust, enforced harassment prevention acknowledge women's realities, transforming policies into empathetic action that builds belonging (Baines & Armstrong, 2019; Erwin, 2023; Xiu et al., 2024).​
Fundamental cultural transformation challenges masculine leadership standards and ideal worker norms (Shivhare & L, 2025). Promoting diverse leadership styles valuing collaboration alongside assertiveness, plus inclusive social spaces, dismantles male networks and cultivates equitable cohesion (Shivhare & L, 2025; Tran et al., 2024; Simon, 2019). Integrating bias awareness, sensitization, and structural reforms ensures sustained, transformative equity beyond isolated interventions.

4.7 Awareness & Sensitization
Promoting gender equity demands comprehensive awareness initiatives. Unconscious bias training and gender sensitization programs expose covert biases in interactions and decision-making, cultivating critical awareness among leaders about microaggressions, stereotypes, and power dynamics (David et al., 2023; Erwin, 2023; Möller et al., 2024; Shivhare & L, 2025).​
Safe, non-judgmental environments require robust enforcement. Anti-bullying, anti-harassment policies with top-down accountability and retaliation-free reporting systems address women's lived experiences, transforming commitments into secure workplaces (Coupaud, 2025; Soeters et al., 2021).​
Structural reforms complement awareness efforts. Gender-transformative policies challenge embedded assumptions, embedding equity into processes with managerial accountability for monitoring implementation (Acker, 1990; Hindman, 2025).​
Intersectionality proves essential. Policies addressing compounded discrimination based on race, class, and nationality ensure cultural sensitivity for women of color and marginalized groups, creating holistic inclusion (Ahmad, 2022; Soeters et al., 2021; Tran et al., 2024).​
5. DISCUSSION
This section begins with a descriptive overview of the 40 included articles, outlining publication trends, study types, methodologies, and geographic contexts. It then presents the core contribution of this review: six key thematic areas synthesized from the literature to understand and address gender equity in male-dominated organizational sectors, with a focus on maritime logistics.

5.1 Theoretical Implications
This systematic literature review validates Gendered Organization Theory (GOT)'s enduring relevance for dissecting gender inequities in contemporary male-dominated industries, particularly maritime logistics (Acker, 1990; Mousa et al., 2023). Synthesizing 40 diverse sectoral studies extends Acker's foundational framework, demonstrating how gendered structures divisions of labor, interactions, symbols, power hierarchies, and identities persist and evolve across modern organizational contexts (Shivhare & L, 2025; Williams et al., 2012; Balmer et al., 2020).
The findings advance GOT by empirically confirming gender inequality as systematically produced and reproduced through institutionalized mechanisms rather than isolated individual biases. The "ideal worker" schema demanding constant availability, opaque promotion networks, and occupational sex segregation represent concrete manifestations of Acker's abstract processes, enriching theoretical understandings of how gender is actively "performed" and normalized within high-pressure industries (Randev, 2024; Islam et al., 2025; Góral, 2023).
Applying GOT to maritime logistics yields sector-specific theoretical insights, illuminating unique power dynamics in ultra-patriarchal environments. The framework exposes how mobility demands, safety vulnerabilities, and hierarchical command structures amplify gendered barriers beyond generic workplaces, while intersectional factors like nationality and class compound exclusion for women from developing contexts (UNCTAD, 2021; Hindman, 2025; Coupaud, 2025; Ahmad, 2022).
This review bridges GOT's macro-structural focus with micro-level interventions, theorizing how bias awareness training, mentorship networks, and policy reforms interact with entrenched norms to either reinforce or dismantle gender hierarchies (Möller et al., 2024; Schulz et al., 2024). It establishes a dynamic model where organizational culture mediates between structural constraints and equity outcomes, extending theory to explain both persistence and pathways for transformation.
Theoretically, these findings challenge gender-neutral organizational scholarship by demonstrating that "universal" HR practices like flexibility policies reproduce inequities when filtered through gendered logics (Borgkvist et al., 2021). GOT emerges not only as diagnostic but as prescriptive, guiding intersectional, multi-level interventions essential for industries resisting cultural evolution (Tran et al., 2024; Soeters et al., 2021).
Finally, this synthesis positions maritime logistics as a critical test case for GOT's generalizability, validating its transportability from Western healthcare/academia contexts to Global South operational sectors while identifying contextual adaptations needed for high-mobility, safety-critical industries (Khan et al., 2025; Siegele et al., 2024). The review thus contributes a refined, industry-calibrated iteration of GOT equipped to address 21st-century workforce challenges.
5.2 Practical Implications
This review provides maritime logistics leaders, HR practitioners, and policymakers with comprehensive, evidence-based strategies to systematically dismantle gender barriers (UNCTAD, 2021; Islam et al., 2025). Initial workforce planning requires gender audits of current composition followed by targeted recruitment campaigns partnering with maritime academies and women's networks to address the critical 2% female seafarer representation (Coupaud, 2025; Farrugia et al., 2024; UNCTAD, 2021).​
Operational restructuring demands innovative role design, creating shore-based hybrid positions combining oversight with flexible hours for women balancing family responsibilities (Shivhare & L, 2025; Balmer et al., 2020). Rotational shore-sea assignments accommodating maternity cycles enable sustained participation without career interruption (Siegele et al., 2024). Compensation transparency mandates annual gender pay gap reporting with action plans and salary bands tied to objective competencies, while reclassifying administrative roles ensures equitable valuation (Hindman, 2025; Islam et al., 2025; Randev, 2024).
Mentorship and succession planning require formal cross-functional programs pairing operational women with C-suite sponsors, tracked through HR dashboards for accountability (Schulz et al., 2024; Mousa et al., 2023). Promotion panels must achieve 30% female representation with veto authority over biased decisions, countering informal networks (Tran et al., 2024). Safety protocols demand 24/7 anonymous reporting applications with 48-hour investigation mandates, alongside crew-wide bystander intervention training and zero-tolerance disciplinary matrices (Coupaud, 2025; Erwin, 2023; Soeters et al., 2021).
Leadership accountability frameworks tie 20% of executive bonuses to diversity KPIs including hiring, retention, and promotion rates, verified through external audits (Kalev et al., 2006). Annual "gender equity impact assessments" for policy changes, presented to boards, ensure continuous alignment (Möller et al., 2024). Cultural integration embeds GOT case studies in onboarding and leadership training while quarterly recognition of "equity champions" normalizes inclusive behaviors (Acker, 1990; Ahmad, 2022).
These interventions transform maritime logistics from gender-hostile environments to inclusive workplaces, leveraging diverse talent for competitive advantage while advancing UN Sustainable Development Goal 5 (UNCTAD, 2021; Kalev et al., 2006).
6. CONCLUSION
This systematic literature review, guided by Gendered Organization Theory, has consolidated the fragmented scholarly insights on promoting gender equity in male-dominated industries, thereby providing an evidence-based foundation for action within the maritime logistics sector. The key drivers identified are leadership development, mentorship, family-friendly policies, and bias awareness are not standalone solutions but are interconnected mechanisms for systemic change. The review highlights that while policy is a necessary first step, it is insufficient without a parallel focus on creating an inclusive organizational culture and holding leaders accountable for enacting equitable practices. The findings underscore that a holistic, intersectional approach is crucial for addressing the complex, multi-layered barriers women face, ensuring that interventions are tailored to the lived realities of a diverse workforce. By applying these insights, organizations can move beyond tokenistic gestures to foster a genuinely equitable and inclusive environment, ultimately benefiting the entire industry.
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