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Authors' Note

Fairness really is the 
uniting and universal 
value that can benefit all 
those it influences

In her book ‘Significant Sisters’ (1984), Margaret Forster, 
biographer and scholar, recognised that ‘looking at and 
thinking of life for all women…produces a problem: life 
in one place for one woman is not the same as that life 
in another place…’ Who women are and what they want 
‘…changes dramatically from country to country, from 
class to class, and from age to age…’

Despite writing this Guide for games companies, 
studios and businesses in a time far removed from 
Forster’s, when video games are a worldwide, main-
stream phenomenon and technology has changed the 
working landscape, this conundrum is no less relevant 
today. In fact now, a contemporary list of differences 
between women’s lives is longer, features significantly 
more attention to cultural and social nuance and draws 
attention to intersectionality, ethnicity and orientation.

Against this background of complexity, we have 
attempted to address difference by focusing our 

guidance on ethics as the key to fairness. The lesson 
that we have learned in the process, is that fairness 
really is the uniting and universal value that can benefit 
all those it influences. Our thanks go to all of our con-
tributors, whose insights and practical experiences 
have revealed such shining examples of the work of 
Building A Fair Playing Field.

Marie-Claire Isaaman 
Sharon Tolaini-Sage
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Foreword

Buiding a Fair Playing Field

Foreword

Creating the Guide:

This Guide has been produced with support from the 
Interactive Software Federation of Europe (ISFE), which 
became a Women in Games Corporate Ambassador in 
2020, and InGAME, the Research and Development 
Centre for the video games industry.

ISFE represents the interests of the leading video 
games companies in Europe and globally and con-
tributes to the development of smart regulations/
policies. It is a trusted provider of strategic data on 
the economics and demographics of the video games 
ecosystem across Europe.

Simon Little, CEO of ISFE underlines the importance of 
the Guide’s principles and its plans for disseminating 
the Guide:
	
‘To help us with our objective of championing gender 
equality and diversity within the video games industry, 
we are delighted to have had the opportunity this  
year to support this second edition of the Women in 
Games Guide.’

‘We know from research that the video games industry 
employs around 90,000 people across Europe, with 
women accounting for 20% of the  workforce among 
European developers, according to data sourced by 
EGDF1. With 50% of Europe's population and more 
than 2.2 billion people around the world playing video 
games, driving diversity and inclusion in the sector is 

not only commercially imperative, but also the socially 
responsible thing to do. This Guide will be an incredibly 
useful tool for many.’

‘Women in Games deserves a huge thank you for this 
important piece of work, as do our members who 
shared their case studies with the authors. We will 
work with Women in Games to promote the Guide 
across Europe, and we will share it with our European 
network of trade associations, and make it available  
in local languages to companies and studios of 
all sizes around Europe to help inform and inspire 
diversity policies.’ 
	
Support from ISFE and InGAME, combined with that of 
Women in Games’ Corporate, Education and Individual 
Ambassadors, has been invaluable. It has enabled us 
to give voice to a range of distinctive approaches from 
across the games industry and esports sectors in the 
EU, whilst also accessing UK and more global perspec-
tives. Reaching out to our partners from the sector 
enables Women in Games to provide authentic, diverse 
content – accounts of relevant real world experiences 
that we can share. 

The Purpose of the Guide

The Guide highlights good practice in the field of 
gender equality by providing discussion and first 
hand accounts of professional practice, supported by 
practical recommendations that all games sector stake-
holders can adapt and apply to any context. 
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‘Good’ practice is a deliberate focus: It has both ethical 
and professional connotations – good practice can be 
defined by broad principles, and adapted and applied 
to produce local ‘best’ practice, appropriate to different 
local circumstances.  

Regardless of the size of your organisation, the 
examples and advice points in the Guide are intended 
as sources of information, inspiration, advice and 
support. The first hand accounts in Building a Fair 
Playing Field spotlight the valuable work being carried 
out by many stakeholders in games and esports 
to remove gender imbalance – proven to be so 
detrimental to both business success and societal 
progress2 – as well as their work towards creating envi-
ronments and communities free of discrimination. While 
the Guide is very specifically focused on gender, it 
encompasses wider intersectional issues of inclusivity 
and diversity, and can be used to address them at 
every level. 

Why Now?

The world has changed since the 2018 publication of 
the first Women in Games Guide. Covid-19, Brexit, the 
#MeToo and #BlackLivesMatter global movements, 

plus geopolitical instability, have all brought change. 
Despite these dramatic shifts, women remain under-
represented in the games industries, and equality 
of opportunity has still to be achieved. According 
to research from the Association for UK Interactive 
Entertainment (Ukie): ‘...the games workforce has a 
significantly larger percentage of men and lower per-
centage of women than the overall workforce where 
the percentage of women is around 48%.’3 

Continuing well-publicised controversies around dys-
functional working cultures in the games industries add 
to the urgency for change.

Faced with a ‘Covid Crossroads’4, during which global 
working practices and particularly the games industries 
themselves continue to be transformed, this Guide 
sets out to bring new impetus. Covid-19 and its con-
tinuing aftermath brought uncertainties, but have also 
brought huge opportunities for positive change. This 
is a moment when integrating practical steps in every 
area to bring about gender equality is not just fair, it 
is achievable.

The design of the Guide: 
A Mosaic of Ethical Building Blocks.

The Guide advocates taking a Human Centred Design5 
(HCD) approach to issues of fairness, moving beyond 
‘inclusivity’ to ‘belonging’. 

This approach goes back to foundational ideas about 
UX, a component central to successful game design 
itself: People must be the starting point of every inter-
active process for it to be meaningful. 

The user journey impacts directly on the design of 
the Guide: each area of interest has been defined as 
a Sphere of Action, allowing readers to interact with 
the content in a non-linear way, according to their 
own priorities. The Guide is composed of a mosaic 
of focused, human-centred themes – building blocks 
for fairness. 

Regardless of the size 
of your organisation, 
the examples and 
advice points in the 
Guide are intended as 
sources of information, 
inspiration, advice 
and support
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Each Sphere of Action can be downloaded individ-
ually, along with an Executive summary, and a complete 
‘Building a Fair Playing Field Guide’ – a single PDF 
document. 

It is right to be taking this HCD approach, when so 
many societal priorities have been shaken up. In a 2021 
survey of 70 Chief Human Resources Officers (CHROs) 
‘...The vast majority of CHROs said they were eager to 
shift to a model we have come to call ‘back to human’. 
These senior professionals ‘...want to implement more 
flexible, responsive policies: engaging more directly 
and deeply with employees, letting them bring their 
whole person to work…’6 

At the core of the Guide’s ethical design are the UN’s 
Women’s Empowerment Principles:  

	∙ Principle 1: Establish high-level corporate  
leadership for gender equality 

	∙ Principle 2: Treat all women and men fairly at 
work – respect and support human rights and  
non discrimination 

	∙ Principle 3: Ensure the health, safety and  
well-being of all women and men workers 

	∙ Principle 4: Promote education, training and  
professional development for women 

	∙ Principle 5: Implement enterprise development, 
supply chain and marketing practices that 
empower women 

	∙ Principle 6: Promote equality through community 
initiatives and advocacy 

	∙ Principle 7: Measure and publicly report on 
progress to achieve gender equality

 
These principles are the result of collaboration between 
the UN Global Compact and UN Women, and are 
adapted from the Calvert Women's Principles®. They 
are informed by real-life business practices and input 
gathered from across the globe.7 
 
Each Sphere of Action in the Guide takes one or more 
of these principles as the driving direction for prac-
tical recommendations applicable to organisations of 
any size. 
 
The Guide has adopted British spelling throughout. 
Contributions from global sources may have adopted 
American spelling.
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Every part of the Guide provides advice, delivered in 
different ways: 

Use the Contextual Sphere to access reasoned dis-
cussion about the value of the advice offered.

Use the First Hand Accounts from games industry pro-
fessionals to access effective practices that can be 
replicated in a wide variety of contexts. 

Use Women in Games’ Recommendations as a source 
of succinct advice in effective checklists.

Use Resources for Action to locate further valuable 
information relevant to formulating working strategies

Use the Glossary of Terms to access clarity on 
terminology.

Inclusivity Belonging

The Guide advocates 
taking a Human 
Centred Design (HCD) 
approach to issues of 
fairness, moving beyond 
‘inclusivity’ to ‘belonging’

How to Use the Guide
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Founded in 2009, Women in Games is a not-for-profit 
organisation based in the UK, supporting and engaging 
with a global community. The purpose of Women in 
Games is to build and maintain a fair, equal and safe 
environment empowering girls and women in the global 
gaming ecosystem. 

Such an environment will enable full equity of oppor-
tunity, treatment and conditions, empowering all girls 
and women, of any ethnicity, orientation and back-
ground to achieve their full potential in the games and 
esports industries. 

To achieve these objectives, Women in Games’ 
work aligns with the United Nations’ Sustainable 
Development Goals, and is focused particularly on 
Goal 5: ‘Achieve Gender Equality & Empower all Girls 
and Women’.

The organisation supports all women, girls and people 
of diverse gender identities, as well as transgender, 
gender diverse and intersex women. It is committed to 
Five Spaces of Action: Education, Policy, Industry, Com-
munity and Culture, to make gender equality and fairness 
a lasting reality in the games industry, which employs 
significantly fewer women than other industries.1

Women in Games has an established global Ambas-
sador Programme, made up of an ecosystem of 
Individual Ambassadors, Corporate Ambassadors and 
Education Ambassadors – distinctive groups that act in 

concert with Women in Games to achieve its mission 
and objectives. The organisation produces events on 
a global scale to connect its growing community to the 
international gaming sector, promoting the interests of 
women and highlighting their achievements annually 
through the Women in Games Global Awards. 

Women in Games is developing a distinctive research 
portfolio in collaboration with a wide range of aca-

demic research organisations, cultural and government 
innovation agencies. The resulting projects focus on 
creating new platforms, pathways and synergies to 
empower girls and women in the global gaming sector.

Find out more at: www.womeningames.org

Introduction to Women in Games

The purpose of Women 
in Games is to build and 
maintain a fair, equal 
and safe environment 
empowering girls and 
women in the global
gaming ecosystem 

https://www.womeningames.org/
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Executive Summary: 
The Anatomy of a Fair Playing Field

A Fair Playing Field goes beyond ‘level’, where the 
concept originated. Fairness is not ‘sameness’. Struc-
tural, societal inequalities mean that women have 
unequal starting points in the world of work, and the 
challenge for the sector is nothing less than confronting 
these inequalities to achieve fairness.

Leadership: The Driving Force

The most important ingredient in making real, systemic 
change, is leadership. Women in Games recommends 
senior leaders across the games and esports sectors 
to commit to genuine change, by providing the driving 
force behind actions designed to bring about fairness. 
In practical terms, this means being publicly aligned to 
clear goals, and providing visible, high-level leadership 
in the ongoing process of successfully achieving those 
goals. Unless leaders actively plan and set out how they 
are to be achieved, progressive ideas, policies, objec-
tives and required outcomes will gather dust as papers 
in a drawer, or pretexts for box-ticking exercises. 

Taking Positive Actions

Building working environments through positive 
actions that integrate representation for minorities in 
the workplace, and working to bring about increased 
diversity, demonstrate to both current and prospective 
employees a concrete commitment to fairness, as well 
as demonstrating aspirational values to a wider world.  

In a legal context, working towards fairness can also be 

supported by Positive Action, (a specific term used in 
the UK but also in other contexts) enabling women to 
overcome barriers to entry to the games and esports 
sectors, and achieve long-lasting and productive 
careers. Positive Action in this context means mini-
mising disadvantage for women and is permitted under 
the UK 2010 Equality Act, as well as Chapter 3 of the 
EU Charter of Fundamental Rights, distinguishing it 
from Positive Discrimination, which is not. 
 
Belonging

It is not enough to simply increase female representation 
numerically and call this ‘diversity’. A diverse workforce 
can only thrive if fairness is built into every aspect of 
the structure in which it operates. Employing more 
women is the first step, but it should be integrated into 
the creation of a culture of belonging.

‘Belonging’ goes beyond ‘inclusion’ – which may imply 
that individuals must be subsumed into an existing 
system and conform to it. Belonging provides an 
environment in which all employees are valued and 

The most important 
ingredient in making 
real, systemic change, 
is leadership
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supported for who they are and what their abilities can 
contribute – crucially this means that they feel valued 
and supported. This feeling should be reflected in a 
wide spectrum of areas, including: equal pay between 
genders, equal access to parental leave, and working 
environments with overt zero tolerance policies 
towards any form of harassment and bullying. 

A Holistic Planning Approach

Changes to working patterns and practices brought 
about by the pivot to remote working provide an 
increased challenge to creating a culture of belonging. 
Belonging must be at the heart of organisational 
policy design if remote and hybrid systems of working 
are to provide all employees with visibility, acknowl-
edgement, opportunity and fairness. 

Creating a holistic planning approach and considering 
barriers to entry even before the employee lifecycle 
begins can provide on-going processes that are inte-
grated into every aspect of this lifecycle. From the 
design of job roles, to targeted job adverts whose lan-
guage and information have been carefully designed 
to attract women; from transparent pay policies to 
promoting women’s networks and planning for career 
development – positive actions enhance fairness for 
women, and represent a principled approach. 

Commitment To Ethical Principles

Fairness is an ethical goal, based on fundamental prin-
ciples of good practice; it assumes compliance with 
rules and regulations as the minimum, but goes beyond 
this minimum, requiring commitment at every level, 
from everyone, whatever their role. 

Commitment is particularly important at the highest 
levels, where strategy and planning originate, 
to overcome underlying, deep-rooted bias and 

discrimination. This commitment needs to be clearly 
communicated across organisations, to enable 
everyone to actively buy in to changing the status quo.

The Fair Playing Field should also be shaped by univer-
sally relevant, ethical, high-level policy objectives, such 
as those from the EU, whose gender equality mission 
is based on ‘...a vision for a Europe where women and 
men, girls and boys, in all their diversity, are free from 
violence and stereotypes and have the opportunity to 
thrive and to lead.’1
 
The mission includes the ‘Equal Pay For Equal Work 
Proposal’ which calls for pay structures ensuring that 
women and men are paid equally for the same work or 
work of equal value. The proposal:
 
‘...requires Member States to establish tools or meth-
odologies to assess and compare the value of work 
in line with a set of objective criteria which include 
educational, professional and training requirements, 
skills, effort and responsibility, work undertaken and 
the nature of the tasks involved.’2
 
This is a Commission-level incentive, and will therefore 
pave the way for ethical practices in companies across 
the EU. 
 
Designing pay policies to eliminate the gender pay 
gap, promoting the recommendations of internal 
employee resource groups (ERGs), actively promoting 
and implementing policies on wellbeing, career pro-
gression, family-building, work-life balance and flexible 
working practices: These are all ethical goals, and 
alongside protecting women in the digital worlds in 
which they work, and enabling women to access tech-
nical expertise through education, they form the basis 
of a Fair Playing Field. As such, they can be used as 
models for the universal good practice that Women in 
Games recommends.
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Beginning with leadership: Creating the drive for change at the very 
top of organisations, by embracing it as a genuine business goal. Dis-
seminating this drive throughout your organisation and sharing the 
responsibility for achieving goals across teams, beginning with overt lead-
ership, rather than treating this as solely a people management matter.  

Making your values clear: Establishing your mission and values 
with regard to gender equality. Sharing that mission at all levels 
within your organisation and beyond; making your commitment 
to gender equality explicit across all your communications.  

Understanding your working environment by carrying out research and 
analysing your organisational data with regard to gender: Whatever 
the size of your organisation, asking questions rather than making 
assumptions that might take you in irrelevant directions. Who are 
your employees and what are their experiences of the fairness of 
their working environment? Do you have a gender pay gap? How suc-
cessful are you at recruiting, retaining and developing talented women?  

Using your analysis to formulate a plan with targeted objectives and 
built-in checkpoints to measure progress: Sharing the plan and including 
every level of employee to gain their input, understanding and buy-in. 

Adopting positive actions: Considering a range of supportive positive 
measures including at recruitment, development and career progression 
stages in order to diffuse a human centred approach at every level. 

Building an open approach to communication so that everyone in your 
organisation understands the purpose of positive ethical actions and 
can be involved in supporting them.  

Women in Games 
Recommends
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Contextual Sphere:
The State of Play and the Compelling 
Case for Change

The games and esports sectors are innovators. Studios 
and businesses have demonstrated resilience and 
imagination in their responses to changing working 
landscapes. Since the advent of Covid-19, many studios 
pivoted with remarkable imagination and technical skill 
to working remotely. This resilient response played 
an important part in their growth and success during 
the immediate Covid crisis1  with over 50% of games 
companies during the first phases of the pandemic 
reporting that their businesses had grown.2 

Since the height of Covid-19 lockdowns, during a period 
of stabilisation in business conditions, games com-
panies have continued to innovate, adopting a variety 
of mixed, or hybrid approaches. The ability to adjust 
structures and ways of working at such speed is a 
strength, and demonstrates that flexibility and change 
in working practices is achievable when motivation 
is high. 

It is essential therefore, that no-one loses sight of the 
vital goals still to be achieved in the field of gender 
equality. In relation to such dramatic change, McK-
insey’s 2021 report on ‘Women in the Workplace’ points 
out: 

‘What’s unclear is whether companies can capitalize 
on this seismic shift – and the growing cultural focus 
on employee well-being and racial equity – to create a 
better workplace. It will require pushing beyond criti-
cally important but smaller wins in the representation of 
women, and doing the deep cultural work necessary to 

create a workplace where all women, and all employees, 
feel like they belong.’3

Over the past decade, some progress has been 
achieved, but there is still much to do. The 2010 intro-
duction of the Equality Act in the UK and Europe has 
wrought change, but as the Organisation for Economic 
Cooperation and Development (OECD) acknowledged 
in its last Social Institutions and Global Index Report,  
it is: ‘...too slow and uneven, and much more remains 
to be done to increase women’s rights, opportunities 
and participation in public life and senior jobs...’4 It was 
also in 2010 that the UN launched its ‘Women’s Empow-
erment Principles’5 - seven principles that ‘provide a 
set of considerations to help the private sector focus 
on key elements integral to promoting gender equality 
in the workplace, marketplace and community’. These 
are the core principles that we have chosen to drive 
the design and content of the Guide. 

In the games industries, the slow pace of progress in 
the representation of women was illustrated by the 
2021 Game Developer Conference (GDC) Annual 
Report, which showed that only 21% of those working 
in the games studios surveyed presented as women6. 
This negligible rise in the representation of women is 
confirmed by snapshots from the Independent Game 
Developers Association Survey (IGDA) over the period 
from 2005 when it was recorded as 11%, to 22% 
in 2015, to 24% in 2019. As pointed out in a 2021 
Women in Games article7 the rise in the representation 
of women has effectively stalled, meaning that there 
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is a wealth of talent that the industry and sector is 
missing out on.  

This is not just an issue of numerical representation. 
Despite a number of valuable research efforts by Ukie in 
the UK8, ISFE9  and EGDF10 in Europe, granular current 
data on the specific roles occupied by women in the 
sector is lacking. Uncovering the lived experiences 
of women who are integral to the process of making 
games is essential. Without current detailed data, these 
contributions, alongside the way women are rewarded 
and valued, are rendered invisible. 
 
It has been well documented that the pandemic has 
been damaging to women’s careers and prospects for 

advancement, and as a 2021 UNESCO report com-
ments, ‘Those who identify as women or as gender 
diverse are much more likely to suffer from harassment, 
abuse, bullying and a general lack of safety in cul-
tural and creative workplaces, including in the digital 
environment’11.

In the UK, Gender Pay Gap Reporting, introduced in 
2017, was suspended because of Covid-19, for the 
2019/20 reporting year12. While reporting was rein-
troduced for 2020/21, a whole year’s data was lost, 
underlining how vulnerable the question of gender and 
equal pay is to being sidelined as a priority. 

It is crucial that women’s representation in the sector, 
as well as their pay, working conditions and prospects 
are not set back by the pandemic or during the recovery. 

It is essential that no-one loses sight of the vital 
goals still to be achieved in the field of gender 
equality

According to McKinsey’s 2021 report on the regressive 
effects of Covid-19 on the quality of women’s working 
experiences: 

‘...without clear boundaries, flexible work can quickly 
turn into “always on” work. More than a third of 
employees feel like they need to be available for work 
24/7, and almost half believe they need to work long 
hours to get ahead. Employees who feel this way are 
much more likely to be burned out and to consider 
leaving their companies.’13 

High-level incentives addressing the issue of gender 
inequalities are not lacking, however. In 2019, the UK 
government published ‘Gender Equality at Every Stage: 

A Roadmap for Change’ in which it set out its intention 
to pay ‘...particular attention to the inequalities faced 
by women, as this is where there is the greatest need 
for action.’14 

Against the complex backdrop of Brexit and Covid-19, 
the European Union strengthened its focus on gender 
equality by introducing a new Gender Equality 
Strategy 2020-2025 which provides further signif-
icant support for achieving gender equality through 
high-level policy.15

Recovering from the pandemic presents a complex mix 
of challenges and opportunities, in which new models 
of hybrid working will create new working patterns and 
practices.16,17 These new policies can and should have 
fairness woven into their fabric from the very start.
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The human centred design approach advocated in the 
Guide addresses the specific, differing ways in which 
women can be affected by working practices. ‘One 
size fits all’ doesn’t work. A number of critical areas of 
concern, with specific effects on women, have already 
emerged, exacerbated by pre-existing inequalities, 
amongst them are: 

	∙ An ‘always on’ work culture  
	∙ A potential two-tier working culture for those who 

return to working on-site and those who work 
from home

	∙ Poor mental and physical health and wellbeing  

Recurring revelations about working cultures in the 
games sector reveal that there is an urgent need to 
adopt the Fair Playing Field approach in relation to 
gender. This aligns with existing research-based rec-
ommendations from the UK’s Chartered Institute for 
Personnel Development (CIPD):
 
‘Respected and successful companies are questioning 
what makes a ‘good’ business and what their fundamental 
purpose is, asking whether and how they are serving a 
range of stakeholders, including business owners, people, 
economies and communities. They’re doing so because 

they understand that in an uncertain and interconnected 
world, businesses are unlikely to survive in the long term 
if short-term profit persists as the sole end goal’18

From a European perspective, McKinsey’s 2020 report 
on the future of work in Europe, points out the need 
for a clear focus on the advancing pace of change and 
the interconnected need for social responsibility, ele-
ments that have been accelerated by the demands of 
the pandemic:

‘Employers will need to make adept decisions about 
strategy, skills, and social responsibility; their choices 
will need to reflect the skills, occupational mix, and geo-
graphic footprint of their workforces. Helping individuals 
connect with new opportunities and prepare for the jobs 
of tomorrow is a common task for every region across 
the EU’.19

While the games and esports sectors are not predomi-
nantly run on the same principles as social enterprises, 
there is much in the model set out by Deloitte’s 2019 
‘Global Human Capital Trends Survey’20 that will 
produce the Fair Playing Field that Women in Games 
is advocating, whilst enabling business success and 
reputational capital to grow and thrive:

What it means

Giving organizations and individuals a sense of purpose at work; moving beyond profit 
to a focus on doing good things for inviduals, customers, and society

Using data, technology, and systems in an ethical, fair, and trusted way; creating jobs and 
roles to train systems and monitor decisions to make sure they are fair

Designing jobs, work, and organizational missions to nurture passion and a sense of 
personal growth; affording people the opportunity to create and add their own personal 
touch

Building and developing teams, focusing on personal relationships, and beyond digital to 
build human connetions at work

Sharing information openly, discussing challenges and mistakes, and leading and man-
aging with a growth mindset

Human principles for the social enterprise: Benchmarks for reinvention

Source: Deloitte Global Human Capital Trends survey, 2019

Design principle

Purpose and meaning

Ethics and fairness

Growth and passion

Collaboration and
personal relationships

Transparency and openness
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01

Gender Equality Policy
Sphere – Lens One: 
Mandatory Governance 
Policies

UN Empowerment Principles, n. 1.
Establish high-level corporate 
leadership for gender equality
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Brexit, followed swiftly by Covid-19, wrought many 
fast paced changes across every industry and across 
international boundaries. The pandemic in particular 
has been the source of a great deal of innovation and 
flexibility in the games and esports sectors, showing 
how much corporate leadership can radically change 
the industry playing field when motivation is high. 
 
Nevertheless, pay is a fundamentally important example 
area in which high level policies may be in place, but 
practices are slow to respond. Companies can prove 
their determination to put diversity and inclusion efforts 
into practice by going beyond the minimum require-
ments – implementing an equality policy and measuring 
their pay gaps even if they employ fewer than the stat-
utory number of 250 employees, and sharing their 
results as part of a policy of transparency. 
 
Developments in the EU mean that in the European 
context, legislative change is coming, and that 
getting ahead of the game can demonstrate a 

company’s fairness credentials, to its own employees 
and beyond. 
 
While gender equality is a fundamental value in the 
European Union acquis, the European Commission, 
under the presidency of Ursula von der Leyen, has 
placed gender equality high on the priority list. The 
aim is to make significant progress by 2025 towards a 
gender equal Europe. 

In March 2021, the Commission published new pro-
posals to enhance the existing legislation on equal 
pay for work of equal value between men and women, 
which has been a right in the EU since 1957. Despite 
this fundamental right, women in the EU earn less 
than men and the gender pay gap currently stands at 
14.1% across all sectors. Under this proposal, new pay 
transparency measures will be brought in alongside a 
mechanism to better enforce the right to equal pay. 
 
Ultimately, the proposed measures will give more tools 
to companies, employers and workers to tackle pay 
discrimination at work. They will address a number of 
factors contributing to the gender pay gap. For workers, 
the new proposals include information about pay level 
at the point of interview, and for employers, they include 
internal reporting on pay differences among female and 
male workers in the same category. 
 
The need for such clarity was confirmed by recent 
internal research carried out by Women in Games in 
an international setting. The results of this first survey 
from 2021, and those from the forthcoming second 
2022 survey will be released later in 2022 - 2023. 
The survey showed that while 61% of respondents 
reported that their companies implemented diversity 
and inclusion initiatives, 84% said that their salary was 
not advertised when they applied for their current role; 
27% reported that their company had a gender pay 
gap, while 38% did not know. 
 
In the UK, where gender pay gap reporting enforcement 
was suspended entirely for the 2019/20 reporting year 

Policies that go 
beyond statutory 
compliance – that 
set out the features 
of a cultural 
environment 
welcoming to 
women – enable 
them to belong 
and thrive
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(which used a snapshot date of either March 31st 2019 
or April 5th 2019), employers did not have to report their 
gender pay gap information for the 2019/20 year, and 
will not be expected to do so at a later date, meaning 
that a year’s data will have been lost. The requirement 
to report was reintroduced for the subsequent period 
onwards, and the last deadline was in October 2021. 
Gender Pay Gap reporting regulations were reviewed 
by government on April 1st 2022, marking the fifth 
year since regulations were brought in. Given the dis-
ruption to reporting, and the consequent uncertainty 
surrounding any measurable impact, the review might 
consider measures to increase transparency, widen 
the scope of reporting to companies with fewer than 
250 employees, and introduce mandatory action plans 
as well as sanctions for companies who fail to report 
accurately, or at all.1
 
The gender pay gap challenges all employers, whatever 
their location, to move beyond compliance with leg-
islation to report, to doing so as part of a deliberate 
strategy of fairness. It’s a move that requires high level 
corporate leadership in embracing culture change, at 
a time when this is paradoxically becoming the only 
consistent feature of the working landscape.  
 
Flexible Working
 
An important element of this shifting culture has been 
the move to remote or hybrid working. Under UK pro-
posed legislation, requesting flexible working will 
become a right on day one of employment, and this too 
will provide the opportunity to embrace change. If this 
high level policy innovation is reflected in responses at 
corporate leadership level, working culture can change 
to reflect the growing demand for flexibility that can 
offer fairness to all genders. A report by People Man-
agement highlights the way that some companies have 
moved beyond a two dimensional ‘hybrid’ approach, to 
a management style ‘underpinned by trust, flexibility 
and autonomy’.2

 

Proactively Protecting Workers: Whistleblowing
 
A good example of statutory governance policies that 
can be used as the basis for policy design beyond com-
pliance are those relating to whistleblowing. 

In addition to working to eliminate the gender pay gap, 
EU legislation has made strides towards creating a 
proactively protective environment for those who see 
or experience unfair treatment or illegality.

The 2019 EU Whistleblower Directive aims to provide 
common minimum standards of protection across the 
EU to whistleblowers who raise breaches of EU law with 
their employer. The new rules will require the creation 
of safe channels for reporting both within an organi-
sation – private or public – and to public authorities. 
Under the Directive, all those who qualify as workers 
can be whistleblowers, and they may report illegality 
across a wide range of policy areas. ‘All forms of retali-
ation against whistleblowers are prohibited and, in the 
case of an alleged retaliation, the burden of proof falls 
on the employer’ 3

In the UK, risks to health and safety, or the concealment 
of wrongdoing are both considered relevant complaints 
for whistleblowing, and whistleblowers can go to an 
employment tribunal if they have been unfairly treated 
after blowing the whistle.4

In order to proactively protect whistleblowers, it is 
helpful to access support in understanding and pro-
moting a culture of openness: The UK based charity 
Protect works with organisations ‘supporting, advising 
and training teams on improving their speak up 
arrangements’.5 
 
Despite being a very large business indeed, Women in 
Games Corporate Ambassador Embracer Group pro-
vides strong policy guidance on whistleblowing, and 
its published guidelines can be seen through a link 
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‘I think a big part of policy is that its value lies in the 
extent to which it’s implemented, and to which people, 
within the company and outside of it, are aware of this. 
A lot of policies make very overarching generalisa-
tions. However, If you make general statements saying 
‘we’re committed to these values’, then I think, really, 
the understandable expectation is that every aspect 
of the business needs to adhere to and actively work 
towards those values. That’s increasingly difficult, the 
bigger a business becomes. At the same time people 
are very alert to circumstances where a business does 
not entirely follow through on their policies. That’s why, 
it would be better to be more specific in policies about 
concrete things that a business is actually doing and 
start from there and expand – this provides a more 
genuine basis for policy design.’
 
‘Obviously there are minimum standards that the gov-
ernment has laid down in the law, but actually in the 
context of games and the digital space, the discussions 
are, and should also be, ‘what do we do on top of that?’, 
and asking ‘how do we actually make this an attractive 
workplace for all genders?’. In order to get to a place 
where genders are balanced across different positions, 
it’s about giving extra consideration around the types of 
issues that one gender has to deal with more often than 
others, implement practical measures to help and then 
turn that into policy and action across the business.’

An effective policy 
moves beyond lofty 
statements...to real 
world actions

in the endnotes in the Guide6. The Embracer Group 
guidelines provide clear information for those who 
have serious, genuine concerns about any potential 
misconduct, and consequently a model for businesses 
that wish to work to high levels of transparency.
 
In addition to publishing such clear guidelines in a stat-
utory context, it is extremely important to be explicit 
about the relationship between business values and 
voluntary policies. Policies that go beyond statutory 
compliance – that set out the features of a cultural envi-
ronment welcoming to women – enable them to belong 
and thrive. If women can see that the working envi-
ronment that they are considering joining, or already 
work in, is vigilant against any kind of wrongdoing, and 
provides easily accessible processes to address it, they 
will be conscious of being protected. 

Antonia Gold, a games, tech and data lawyer for Sher-
idans, a Women in Games Corporate Ambassador, 
specialises in working with games companies in the 
UK and Germany. She asserts that an effective policy 
moves beyond lofty statements in response to leg-
islation, giving rise to real world actions. Here, she 
provides valuable first hand insights into current 
thinking on the relationship between statutory policies 
and company policies:
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Women in Games Showcase:
A first hand account of Policies
in Practice

Camilla Cutler is an employment lawyer working at 
Sheridans, a Women In Games Corporate Ambas-
sador. Camilla has a wealth of experience in providing 
strategic employment advice to individual and cor-
porate clients across the media and other sectors. 
Here Camilla highlights some of the positive things 
Sheridans’ clients are doing to foster better working 
relationships, bring about cultural changes in their 
organisations and put in place measures to transform 
the playing field in terms of equality and diversity.

How do you see the role of senior leaders in relation to 
policies on gender equality? 

‘The same principles apply as with all policies affecting 
the general culture of a workplace: if you’re in a senior 
position, you’ve got to lead by example. It’s got to be 
top down in some respects: people at the top of an 
organisation have a responsibility to be role models 
for the rest of the organisation – whether that means 
putting in place mentoring schemes, being the face of 
and living the brand, effectively utilising their seniority 
to aid change in an organisation, or just generally being 
approachable and available to the people who work 
for them.  
 
I think people at the top also need to have the con-
fidence to call out any culture problems and/or 
challenges that there might be within an organisation, 
whether that’s on inequality or any other issue.’

What do you think are the most important employment 
policies that games studios should take account of in 
relation to gender and equality?

‘There’s a whole host of policies that an organisation 
can have in place – for example, if you’re a large 
organisation, you’ll need to be looking at gender pay 
gap reporting. You can also introduce remuneration, 
appraisal and promotion policies, disciplinary and 
grievance policies, bullying and harassment policies, 
equality, diversity and inclusion policies, family friendly 
policies, flexible and agile working policies, policies 
on whistleblowing, complaints procedures, and any 
other type of policy that deals with conduct and mis-
conduct issues. 

For me, however, such policies are only the baseline, 
and organisations need to consider their effectiveness 
and suitability in the wider context of the day-to-day 
running of their business. What I often tell clients is 
that the policies themselves are only ever as good 
as the people who implement and utilise them, and 
how they actually work in practice. It’s all very well 
having a 75-page glossy handbook, but if it just sits in a 
drawer/on the organisation’s intranet, it’s not much use 
to anyone. 

If you want to monitor progress and bring about real 
cultural change within your organisation, I believe there 
are much more effective ways to do this than simply 
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putting in place a suite of policies. Organisations need 
to think outside the box a little bit: essentially, it’s a 
question of saying ‘not only do we have these policies 
in place, but we actually have a lot of other initiatives 
in place that are here to cultivate a better working 
environment and culture for everyone’. Thinking about 
some of the positive things that our clients have done 
over the last few years which have been extremely 
helpful in terms of demonstrating their commitment to 
their workforce, here are some initiatives to consider:

Employee Representative Groups: These can be 
effective in enabling people at all levels of an 
organisation to feel they’ve got a voice, and that they’re 
part of the cultural development and ethos of an organ-
isation. Electing representatives would ideally be best, 
but you could also consider allowing people to nom-
inate themselves to be part of such groups. 

Mentoring Schemes: This goes back to the point above 
about role models and the responsibilities of senior 
leadership, but having mentoring schemes in place 
so people feel they’ve got somebody to speak to on a 
confidential basis, without fear of repercussions, can 
be invaluable.  

Career Coaching: We have quite a few clients who 
work with external third parties who coach their 
senior leaders to build up the confidence to tackle 
difficult issues in the workplace and make them 
better managers. 

Diversity and Inclusion Champions: Consider 
appointing somebody/a few specific people within 
your organisation who can be the face of what you 
are trying to achieve – ideally such individuals should 
be approachable people, who staff can go and talk 
to face-to-face, raise their concerns with, and who 
assume overall responsibility for your policies in 
such areas. 

Employee Engagement Surveys: Don’t underestimate 
the effectiveness of periodic check-ins with your 

employees which can, over time, be used to measure 
change in certain areas. Questions should be tailored 
to the specific circumstances at the time of the survey 
but could include, for example, asking employees how 
comfortable they feel within their working environment, 
whether they feel like they are being listened to, 
and would they be happy to raise a complaint without 
fear of repercussions. Don’t be afraid of negative 
feedback from such surveys: if you get a set of slightly 
alarming results, use those to bring about change, and 
consider what actions you might take to address the 
concerns raised. 

Training: Whether it’s training for management, training 
in how your policies work in practice, training on com-
plaints procedures, or bullying and harassment: it’s all 
important and demonstrates that you’re proactively 
bringing your policies to the attention of your work-
force. Feel free to use such training sessions to ask 
for specific feedback on your policies: you might be 
surprised by what you hear. 

Remuneration and Appraisals: Consider looking at how 
your remuneration policies and appraisal systems are 
weighted in terms of conduct, teamwork and perfor-
mance issues. We’re definitely seeing a shift in what’s 
important to organisations when assessing overall 
performance and rewarding people: clients are starting 
to ask themselves: 

‘Do we need to be placing more emphasis on people’s 
behaviours in the workplace and rewarding/penalising 
them for that, rather than just focusing solely on their 
performance and how good they are at their job?’. 

Exit Interviews: Don’t underestimate the power of exit 
interviews. I think a lot of people don’t do them for 
fear of what might be said, but they can actually be 
a hugely beneficial tool for a business to understand 
the reasons why people are leaving. They allow you to 
look at trends and learn from your mistakes. People 
can be quite honest when they’re heading out of the 
door, and that may be when you can get some of your 



Spheres of Action: Gender Equality Policies

Buiding a Fair Playing Field 22

best data and feedback on ways that you can change 
and improve.

Innovative Practices: Working Towards a 
Fair Playing Field.

Something really interesting that some of our 
clients have started looking at in the last few years 
is enhancing their paternity leave or shared parental 
leave packages, so that they are then encouraging all 
new parents to take significant time out of work for 
childcare responsibilities, not just primary carers. Such 
clients hope that, if their employees utilise the time 
off they are offered, it may well level the playing field 
for primary carers returning to work after a period of 
leave. Enhanced maternity packages are a wonderful 
attraction for those wishing to have children at some 
point in the future but, for me, this slightly alternative 

approach to enhancing family-friendly benefits for all is 
another great example of ‘thinking outside the box’ to 
consider other innovative ways to encourage equality 
in the workplace. 

The same goes for working flexibly: the Covid pan-
demic has undoubtedly caused a seismic shift in agile 
and flexible working practices, which organisations 
need to continue to embrace going forward. Work-life 
balance is as important as ever, and if you want to 
attract and retain a diverse workforce, you need to be 

willing to flex the way you operate to accommodate a 
wide variety of desired working patterns. 

However, again the relationship between policy, 
practice and culture is going to be crucial to levelling 
the playing field in respect of any such initiatives you 
put in place: it’s great on paper for an organisation to 
have a suite of enhanced family-friendly policies, or a 
hugely beneficial flexible working policy, but if people 
are discouraged from utilising such policies for fear of 
negative repercussions on their career, then query how 
effective such initiatives are going to be in bringing 
about actual change.  

Finally, Positive Action is a measure that, if applied 
and used correctly and appropriately, allows organisa-
tions to build a more diverse workforce by consciously 
recruiting people who share a particular protected char-

acteristic. I would direct your UK readers to Chapter 12 
of The Equality and Human Rights Commission Statutory 
Code of Practice, which explains what Positive Action 
is in further detail. Organisations need to ensure they 
utilise Positive Action with care, on a case-by-case 
basis, according to the circumstances at the time. 
Where Positive Action is used in recruitment, a careful 
record should be kept of the reasons for this decision. 
Finally, it’s important to note the fine line between 
‘Positive Action’ which can be lawful in the right circum-
stances, and ‘positive discrimination’, which is unlawful.’

Do we need to be placing more emphasis 
on people’s behaviours in the workplace and 
rewarding/penalising them for that, rather than 
just focusing solely on their performance and how 
good they are at their job?
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02

Gender Equality Policy
Sphere – Lens Two: 
Internal Company
Policies – Recruitment

UN Empowerment Principles, n. 1. 
Establish high-level corporate 
leadership for gender equality
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Recruitment
 
A vital area often rightly addressed in some detail, 
both in response to gender equality legislation, and 
as part of efforts to go beyond it, is recruitment. As a 
first step into the industry for junior level women, and 
a way to increase female participation by companies, 
it is a logical place to focus attention and resources. 
Women in Games has found a number of examples 
of companies that have achieved great progress in 
recruiting more women into initial roles, and some of 
them are illustrated in detail in our first hand accounts 
from contributors.
 
Making games and esports sector roles attractive 
to women at the recruitment stage can be relatively 
straightforward when focused policies are in place, and 
when they are communicated with clarity as part of a 
wider on-going strategy to retain female staff members. 

As with all the steps towards Building a Fair Playing 
Field recommended in the Guide, recruitment must be 
part of an integrated high level corporate leadership 
strategy, instituted in order to address business needs 

and employee lifecycle as a whole, rather than repre-
senting a single answer to ‘diversity’. 
 
Recruiting For ‘Fit’
 
An important element to recognise when considering 
the status quo, is that the games industry sector loves 
to recruit for ‘fit’. Sometimes this practice is seen as a 
necessary approach because of the nature of making 
games – it generally involves attempting to locate can-
didates who will fit into a pre-existing ideal; a culture in 

Recruitment must be part of an integrated high 
level corporate leadership strategy

which teams work closely and harmoniously together 
and have mutual understanding. The individuals in 
those teams will have similar life experiences, enthu-
siasms, attitudes, senses of humour, and will often have 
been brought into their teams through recommenda-
tions from the close-knit games community. 

Alternative Strategies
 
The concept of going against this paradigm might seem 
difficult to justify, seen only from the point of view 
of tradition and what has always ‘got things done’. 
But if the sector is to embrace a culture of belonging, 
then moving to recruiting for ‘complementary fit’ – or 
even the more daring option ‘anti-fit’ – is an essential 
policy change. 
 
‘Complementary fit’ widens the scope of searches for 
new recruits to include those who don’t look and sound 
completely familiar, but who bring complementary 
skills, attitudes and interests. When a team is mostly 
or exclusively made up of men, complementary fit will 
bring in women precisely to add value (and values) that 
can enhance the capabilities of that team. 

‘Anti fit’ is the more daring option because it deliber-
ately brings in a team member with contrasting skills, 
experiences and attitudes, possibly from a different, 
non-games background, who simply through bringing 
their difference, can add new impetus and insights, 
and prevent a team from becoming stale. 
 
A culture of belonging is an iterative one, built around 
change and development, enabling every member of 
the team to contribute their best work, not the same 
work, and is valuable precisely for this difference.  
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A first hand account of professional practice: 
Liz Prince, Business Manager of Amiqus Recruitment 
and G into Gaming campaigner, puts forward her 
insights on turning recruitment mindsets on their head.
 
What elements in the recruitment process would bring 
about A Fair Playing Field in the games sector? 

‘Recruitment is such a huge topic – there are many 
things that we will need to try and do to achieve 
equality and fairness in our processes to impact our 
workplaces. If I have one overriding principle that would 
transform recruitment, it would be to turn the current 
recruitment mindset on its head. Shifting the approach 

from the belief that hiring somebody is a challenge to 
be overcome – almost a combative process – testing 
them until they fail – to a new attitude of ‘we want 
to bring out the best in our candidates, to help them 

perform as well as possible, to enable us to expand 
our team with the best people and reward them in the 
best way that we can’.

Another significant and mainly unspoken factor that 
can prolong the unfairness in the recruitment process 
is about female candidates and the future possibility of 
them taking time away from the workplace on maternity 
leave. If parental leave was genuinely shared and 
encouraged by employers then that whole concern, or 
challenge, disappears. It’s something that could really 
benefit women greatly, and certainly contribute to a 
fairer playing field.

Demonstrating Values

Before we come to the phases of active recruitment, 
it’s important to consider a candidate’s first view of a 
company, which is usually through their website. This 
is such an important factor to consider when thinking 
about how you may appeal to potential new hires. 
Imagery is really important to ensure that the diverse 
talent who might be looking at your studio have a 
feeling that they would belong. 

There is an absolute need to see people like oneself, 
to feel that this is a place where you could thrive. So, 
website imagery is important, along with social media 
messaging – really consider how you are presenting 
your company to diverse talent. This should include 
accessibility, making sure that everybody can read 

If I have one overriding 
principle it would be 
to turn the current 
recruitment mindset on 
its head
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or listen to your website content, and extending this 
accessibility to the whole of your talent acquisition 
process, to ensure no one is excluded. 

Games companies spend a great deal of time on social 
media talking to their player community, considering 
player diversity and user experience. Extending this 
consideration to your Employer Brand will enable you 
to include more diverse messaging so that people who 
aren’t necessarily part of your player community can 
see themselves belonging in your team, within your 
environment. 

Making Roles Appealing to Women

Usually the first port of call for somebody when they’re 
thinking about working at an organisation, is to look 
at the careers page, to locate a job and person spec.
There has been a lot of research that has shown how 
important it is to make sure that women in particular 
don’t deselect themselves right up front when looking 
at a job description. 

Very often we find that job descriptions are lengthy and 
contain a wish list of skills and experience that have all 
been included to try to narrow down the best possible 
candidate fit. Men very typically will look at that list 
and, as long as they meet around half of the criteria, will 
feel qualified to apply for the role. Conversely women 
will not apply unless they feel that they can fulfil the 
majority of the requirements. Women will also consider 
the wording used in the spec, wanting to find alignment 
in the character attributes and values outlined. Men, 
in contrast, won’t typically be influenced either way by 
the wording that’s used.  

From my perspective, a great job description has 
minimal mandatories and, if something is a genuine 
‘desirable’ rather than a necessity, then make it clear 
that it’s not essential to encourage people to apply 
without it. Be clear about the day-to-day responsibil-
ities of the role and keep your language focussed on 
women. If in doubt, find a job spec gender bias decoder 

online – something like this one - https://www.totaljobs.
com/insidejob/gender-bias-decoder/ to check your 
spec before you post it out online. 

Studios who take these differences into consideration 
when writing job specs will automatically start the 
process off with the greatest chance of keeping their 
talent pipeline as wide and diverse as possible. 

Another thing to consider when describing the role 
you’re looking to hire is how useful the years of expe-
rience is as the benchmark. It’s not always the most 
reliable source of measuring what someone can do in 
their role. Somebody who has had maybe four years 
in one particular company doing a certain role, might 
have much more experience in different areas than 
someone else who has spent the same amount of time, 
in the same role, but at a different company.

Skills and knowledge are the things to really focus 
on. What has somebody done? What have they been 
responsible for? And thinking about that when you’re 
describing a job really helps – what does the candidate 
need to do in the role? Not just ‘we need another X’. 

Another thing on a job spec is to be really open about 
your commitment to equality and diversity and make 
it stand out. It’s something that genuinely matters to 
diverse candidates. Companies that are really suc-
cessful in attracting diverse candidates make the effort 
to show how much they’re wanted. 

Even if they haven’t got the most diverse organisation 
at the moment, they can demonstrate their inclusivity 
and their commitment to proactive actions to increase 
diversity in their workforce – and why it’s important 
to them. This could include highlighting the benefits 
you offer that might be more relevant to women, ben-
efits that might make them feel that the environment 
and the culture that they’re coming into is going to be 
appropriate and supportive of them and their future 
career. Those are things that you can really call out 
when you’re looking at your job spec.
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I am also a massive advocate of transparency around 
salary bands. I think if we’re going to break down some 
of the issues we have with parity of pay then we really 
need to be more comfortable around salaries. Probably 
one of the biggest questions I get asked is ‘should I put 
a salary on a job spec?’. And my answer is always ‘yes’, 
without question. There’s also a discussion to be had 
about whether the candidate’s existing salary is at all 
relevant to your process. If you have assessed the skills 
and knowledge, you know the market rate for the role 
and you have a fair and equitable salary range within 
your team, what part does the current salary play? 
When we’re considering a fair playing field, it’s about 
transparency and offering a salary commensurate with 
the level of skills that you believe you should get for 
that money. Then the only negotiation should be if the 
individual doesn’t meet that requirement – whether 
that be above or below the level you set out to look for. 

Accessing Talent

Organisations can dramatically improve the diversity of 
their talent pool by challenging their thinking on where 
they advertise their roles. Not so long ago, I heard a 
story of someone who had questioned why their organ-
isation was not employing more people with a certain 
protected characteristic. The response was: ‘They don’t 
apply.’ Instead of blaming the applicants, this organi-
sation should have seriously considered whether they 
were advertising their roles in the wrong place.
 
So how do you widen your applicant base? Now-
adays, you can place your job ads on any number of 
recruitment websites or LinkedIn, but you can also get 
the word out there via promoted social media posts, 
or through the various networking groups and mem-
bership societies that work with under-represented 
groups.

Probably the biggest barrier is the idea that everybody 
who comes into an experienced role in games needs 
to have worked in games. So, if you can, think about 
every role and ask yourself if it could be filled with 

someone from another industry with the right skills 
but not necessarily the experience in games. We know 
from experience that if we can attract career changers 
we can diversify the pipeline significantly. There are 
some roles and industries that really lend themselves 
to games, including sectors like aerospace, as well as 
the likes of film and TV. 

The Application Process

Getting rid of the combative ‘we’re trying to weed the 
weak out of our process’ attitude involves checking 
that messages and instructions all the way through 
your communications should be friendly, inclusive, not 
overly formal, and certainly not punitive. You should 
also design your application process so that it doesn’t 
confuse or frustrate people coming in. 

The next step is making sure that there is equity in CV 
assessment. The basics around avoiding bias are in the 
preparation and thinking about how and why we are 
assessing things, and what they mean to us. 

So, for example, do you need personal information on 
a CV? Do you need details of where they went to uni-
versity, or if they didn’t go to university? Where they’re 
based? Do you need their date of birth? You’ve got to 
be crystal clear about the criteria that you’re measuring 
applicants against, and once you’ve done that upfront 

Set people up for 
success, ask in 
advance whether 
there’s anything that 
would help them in
the interview
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work, then shortlisting should be easy. It’s also really 
good practice to have more than one person short-
listing CVs, perhaps diverse team members, so that 
you can challenge one another’s thinking – and so that 
you don’t necessarily look and see the same things. 

Interviews

Set people up for success, ask in advance whether 
there’s anything that would help them in the interview, 
anything to take into consideration. 

Decide in advance the questions that you – and anyone 
interviewing with you in the process – will be asking, 
how you will score the applicants’ answers and what 
will be important to you, and whether there will be any 
supplementary questions from each of you. I’m a real 
advocate of letting the candidates know what’s going 
to be discussed and the question areas. An interview 
isn’t about tricking the candidate, they can’t Google 
their way through an interview if you’re asking about 
depth of skills and knowledge! Helping them to know 
what to expect will put them more at ease and help 
them to perform at their best. 

This preparation will help you to compare candidates if 

you’re assessing them on the same topics, looking for 
evidence, helping to lessen bias in your decision making. 

I think pre-planning also makes the interview much 
more relaxed for you as an interviewer, giving you the 
space to do what’s important through the interview 
– finding the best means for your candidate to demon-
strate their capability – asking questions, taking notes. 
It gives you that head space because you know what’s 
coming next. 

In terms of online interviews, it’s about making sure – 
asking – if someone has a space that’s quiet. Are they 
comfortable with the technology? Maybe trying to test 
it with them ahead of the interview if possible, checking 
that people can hear you and making any reasonable 
adjustments as with an in-person interview – not just 
making an assumption. 

A Collaborative Mindset is the Key to Fairness 

I think this whole attitude of collaboratively trying to get 
the best from people, trying to find ways to hire them, 
rather than looking for reasons to reject, is probably 
the biggest mindset shift that we can make to create 
a fair and equitable playing field. 
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03

Gender Equality Policy
Sphere – Lens Three: 
Internal Company
Policies – Pay, Career 
Progression, Work-Life 
Balance and Wellbeing

UN Empowerment Principles, n. 1. 
Establish high-level corporate 
leadership for gender equality;
n.3. Ensure the health, safety and 
well-being of all women and 
men workers
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Pay
 
If they are to be effective, internal company policies 
on pay need to go beyond the regulatory frameworks 
set out in mandatory governance policies, referred to 
in pages 18 - 19. Measuring gender pay gaps, whatever 
the size of studio, sharing that data and then  employing 
a strategy for addressing any gender pay gap will 
begin the process of Building A Fair Playing Field for 
all genders. 

In terms of the Gender Pay Gap, the UK’s Government 
Equalities Office provides these advice points related 
to each stage of its map of the employee lifecycle in  
Four steps to developing a Gender Pay Gap Action 
Plan1:
 

1.	 Analyse data and identify actions
2.	 Consult and engage
3.	 Revise, assess and embed your action plan
4.	 Allow enough time for the process

Analysing your data, whatever the size of your studio, 
is a crucial first step. Measuring the number of female 
employees is important, but this number on its own is 

just descriptive, and doesn’t tell you about the ratio 
of women to men in your company, or how they are 
paid relative to one another. It is the ratio of women 
to men at different levels, and how salaries correlate 
to gender that will reveal both a gender pay gap and 
whether the gender balance is increasing, decreasing, 
or remaining the same. 

Bringing in salary bands that enable transparency 
across roles, based on equal pay for work of equal 
value, brings reassurance about fairness to all genders. 
Building an integrated system of appraisal and pro-
gression that uses this as a central pillar, means that 
pay is based on principles, rather than subjective 
considerations. 
 
Career Progression
 
Simply recruiting more women at entry level is not a 
guarantee of retaining or promoting them into more 
senior positions. There is nothing ‘natural’ about career 
progression, it is an engineered process like any other 
designed mechanism. Deliberately creating what has 
been called ‘choice architecture’2 makes it possible 
to address implicit biases present in the recruitment 
process. This phrase, coined by economist Richard 
Thaler and legal scholar Cass Sunstein describes the 
context in which decisions are made, and designing 
this ‘choice architecture’ through removing or mini-
mising the inherent biases behind decision-making 
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Bringing in salary 
bands based on 
equal pay for work  
of equal value brings 
reassurance about 
fairness to all genders
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can transform the fairness levels of the working 
environment for women, and across genders and dis-
advantaged groups. 

Listening to women’s experiences as well as monitoring 
and documenting the number of women who move 
into more senior roles in relation to men, will reveal 
the ratio of those women to men, and provide an evi-
dence-based context for holistic planning. 

 
Recent research regarding the ‘promotion gap’ points 
to the subjective nature of analysis of ‘potential’ when 
applied to women. The pattern it outlines in terms of 
‘substantial attrition in terms of female representation 
as workers climb the career ladder’ is both familiar 
and relevant to games and esports, despite the 
research having been based in a non games context 
in the US. The research finds that ‘subjective assess-
ments of worker potential contribute to gender gaps in 
promotion, and to an inefficient allocation of talent 
across roles’.3 

Deliberately removing subjectivity from assessment 
processes when considering promotions may automat-
ically enable more women to successfully progress and 

achieve long lasting careers in their chosen fields and 
specialisms, rather than leaving their roles and taking 
their experience and expertise to other related cre-
ative industries, which is ultimately a waste of valuable 
investment in talented womens’ potential contributions. 
 
Analysis of practices focused on their subjectivity can 
reveal unexpected disparities, and if this is the case, 
designing new processes for assessment of potential  
female applicants, with fairness at their heart, can 
produce radical change. 

Communicating opportunities for progression differ-
ently can also encourage more women to apply. A focus 
on developing female employees’ potential at stages 
before application, and communicating opportunities 
to them skillfully will provide a more diverse candidate 
pool. Rather than alienating men, changing the design 
of job adverts by using gender neutral language will 
simply encourage women.

Work-Life Balance; Remote Working; Hybrid Working 

The revolution in working practices initially brought 
about by Covid-19, continues to develop in response 
to constantly changing circumstances, and challenges 
all previous assumptions about productivity and every 
aspect of how studios of every size can balance the 
needs of their workforce fairly across all genders. 
 
Remote working can create particular challenges and 
opportunities for women whose living circumstances 
and domestic commitments will vary enormously. 

It is not possible to second-guess the effects of remote 
working or hybrid working on the work-life balance 
of women in such vastly different circumstances.
Both remote working and hybrid working may exag-
gerate existing difficulties, producing isolation or 
anxiety, or these new ways of working may alleviate 
such challenges. The only way to know is to ask 
the right questions and be prepared to act on what 
insights emerge. 

Remote working 
can create particular 
challenges and 
opportunities for 
women whose living 
circumstances and 
domestic commitments 
will vary enormously
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According to recent research: ‘Understanding how to 
interact and manage others remotely will be one of the 
key skills of the coming century’. Dr Helen Fitzhugh, 
Knowledge Exchange Fellow based at the Norwich 
Business School, University of East Anglia, has 
developed a checklist for the pro-active management 
of remote workers, which is an extremely helpful ‘aide 
memoir’ – a huge support setting remote working in a 
safe and fair framework.4  
 
Among the significant questions relating to work-life 
balance in the remote working checklist are:
 

	∙ ‘Have you discussed working/contactable hours?’
	∙ ‘Have you offered the opportunity to supportively 

discuss any home/work boundary issues?’
  
Such questions are particularly relevant to women who 
are remote working, given the potential complexity of 
their work-life balance.
 
Seen in the light of the importance of remote working 
within new and hybrid working models, there can be 
no better time than this to research, design and build 
new systems that have fairness at their heart. 
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Women in Games Showcase:
First Hand Account of applied
research in practice: Outplay

Women in Games caught up with Emma Turner, Head 
of HR at Outplay, in January 2022 to hear her first 
person account of how applied research has informed 
new processes at Outplay:
 
Outplay, a Women in Games Corporate Ambassador 
based in Dundee, Scotland, responded to the chal-
lenges and opportunities presented by Covid-19 by 
embarking on such a programme of change.

 
‘The studio partnered with research and development 
centre InGAME, the UK’s dedicated centre for research 
and innovation in games and immersive technologies. 
Funded by the AHRC’s Creative Industries Clusters 
Programme as part of the Industrial Strategy Challenge 
Fund, InGAME is embedded in Dundee’s vibrant and 

thriving video games cluster. Its purpose is to drive 
growth and innovation within the cluster through 
experimental research and innovative new models of 
collaborative R&D between industry and academia. 
InGAME is led by Abertay University – Europe’s top 
games school – in partnership with the University of 
Dundee and the University of St. Andrews.
 
Outplay’s purposeful engagement with research was 
driven by its Co-Founder and CEO Doug Hare. The aim 
was to go beyond assumptions about the needs of its 
teams and its business, to create new understanding 
based on academic rigour in interpreting their data. 
The idea was to create a desirable model, test and 
refine it going forward, and ultimately make it flexible 
and agile in order to respond to further changes in 
the working landscape. Ultimately, the mission was 
to enable Outplay to realise its aspirations and meet 
future organisational requirements while deliv-
ering a fair, equal and meaningful experience for all 
its employees.
 
Outplay presented a snapshot of its focus on the 
future of work at the Women in Games Careers and 
Networking online event held in March 2021, where it 
outlined a number of the core considerations central 
to establishing a fair and equitable system for team 
members, wherever and however they were working. 
The considerations included:

Ensuring that if someone is working remotely, 
they don’t feel at any disadvantage in comparison 

Outplayers make 
world-class games 
in a hybrid model 
prioritising flexibility, 
inclusion, health and 
enjoyment. We call 
this Flexible Hybrid

https://creativeindustriesclusters.com/
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with someone working in the office. Important in 
this consideration is making equality of access to 
the same information a central principle.		    
 
Ensuring that if someone is working in the office, they 
don’t feel at any disadvantage regarding work-life 
balance, in comparison with someone working remotely.  
 
Wellbeing at work, particularly in relation to hybridity, 
was centrally important to the principles and questions 
considered, such as:
 
	∙ ‘What are the differences in team-members’ 

needs?’
	∙ ‘How can hybrid teams’ wellbeing needs be met?’
	∙ ‘What creates inclusion in hybrid working?’
	∙ ‘Where does hybridity create gaps?’
	∙ ‘What upskilling is needed for leaders and what 

support do they need?’
	∙ ‘How to shape where and how work is carried 

out?’
 
At the core of these research questions was ensuring 
that whatever form the working pattern takes, it should 
relieve domestic pressures, not exacerbate them. 
 
Taking this approach enables decision-making to 
consistently consider research as its basis: moving 
beyond assumptions is essential to fairness and is a 
central principle that enables progression towards a 
fair playing field not only for women, but for all genders. 

A Change of Direction

In March 2021 our plan was much more focused on 
areas we thought were important to embed into the 
hybrid workplace, but the project with InGAME enabled 
us to change emphasis. We moved away from exploring 
set ideas about ‘heads up heads down work’ – what we 
feel needs to happen in the office and what we feel 
needs to be work from home. What we quite quickly 
identified is that it’s more about the benefits of the 
workplace from the wellbeing side, the social side - the 

functions of an office space that suits people.

Timeframe 

The project was based on qualitative research, and 
while the pandemic has meant that the timeframe has 
stretched out a lot further due to all the changes in 
the restrictions back and forth, we’re at the point now 
where we have a working model – a playbook of sorts 
– and we’re just at the final stages of working with our 
employee council, to have their input on it before we 
roll things out further. We pulled everything together 
to make sure it’s really been inclusive of everybody’s 
opinion.

A Condensed Account of Process

The first step was to define OKRs – Objectives and Key 
Results – these are goals set up in a framework that 
enables them to be measured and tracked. The OKRs 
were focused on:

Flexibility, Opportunity, Productivity, Equality, Diversity, 
Inclusion, Wellbeing. 

We went through a series of design sprints; the InGAME 
research and development team met with different 
groups of people, they did initial one-to-one interviews 
to get more depth, they did wider interviews with the 
group and then we kept going through and breaking 
that down into sub-groups. They spoke with people 
that were either new joiners during the pandemic, so 
for them working remotely was a completely new expe-
rience, people that had been with the company prior 
to it, working parents, and lots of others, so we could 
look at it from all those different aspects, which was 
really great. 

This was followed by reviewing and assessment stages, 
where the analysis went to a ‘brainstrust’ made up of 
InGAME, myself, the CEO, VP of Ops and IT from a 
set up point of view as well. At every stage we could 
challenge it, go back and validate as we went. 
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Results

We determined that the concept behind our model is 
‘Flexible Hybrid’, allowing Outplayers to determine what 
and where works best for them. 

We created our Hybrid Manifesto: 

Outplayers make world-class games in a hybrid model 
prioritising flexibility, inclusion, health and enjoyment. 
We call this Flexible Hybrid. 

Principles

We have principles that support the Manifesto, 
explaining why we do things the way we do. They will 
infuse all practices, behaviours and conditions, and 
unite our team. 

An Evolving Toolkit

While this is still very new, and still a work in progress, 
it’s set up practices such as making sure that growth 
opportunities need to be equitable regardless of 
location and other differences; we’ve looked at how 

managers are trained to support people, especially 
returning parents. We’ve taken into consideration 
flexible hours that need to be protected: We have a 
strict policy of not expecting a response out of those 
times, we’ve looked at how to use things like Teams 
and Outlook to be much more conscious of ‘I’m finished 
for the day’ - you know it’s not ‘Oh they’re still at their 
desk I’ll just have a chat’.
 
It’s those sort of seemingly really simple things, but this 
is what our toolkit’s becoming, it’s a really transparent 
way of making sure that the intention is known, it’s 
peppered throughout the playbook, taking into con-
sideration working parents or different backgrounds or 
different set ups or situations that people might have.
We are very much looking at it from a changed angle 
from our starting point. What we have is going to be  
this evolving model that we can keep revisiting as we 

go, because it’s hard for us to say now what has been 
the impact on, say, a graduate’s ability to learn and 
develop in their role, when we’re only really a year or 
so in, you know we don’t know the impact of that yet, 
we don’t want to be trying to define that up front rather 
than explore that as we go.’
  

Hybrid Mindset

Flexible Hybrid working, 
enabling each Outplayer 
to work most effectively, 
is our default.

The office provides 
an optional working/
meeting space for 
those who benefit from 
accessing it.

Flexibilty

Outplayers benefit from 
choice.

Flexible conditions and 
trust lead to productivity, 
inclusion and wellbeing.

Inclusion

The diversity within 
our team creates 
positive and impactful 
experiences.

Enabled locations, 
experiences, gender, and 
other qualities all add 
value.

Productivity

Outplayers do their best 
work with effective tools 
and conditions.

Wellbeing

Our mental and physical 
health matter.

Outplayers balance 
healthy working lives 
with friends, family, play, 
and rest.
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Actively addressing women’s health as part of an all-
genders approach to wellbeing at work is an important 
step towards fostering A Fair Playing Field. The fol-
lowing areas all have a profound effect on women’s 
experience of their workplace: 
 
	∙ Work-life balance
	∙ Family-forming policies for all genders
	∙ Significant health impacts from the menstrual 

cycle and the menopause and its effects  

They are also all areas in the contemporary ‘direction of 
travel’ of enlightened companies. In addition to putting 
in place work-life balance and family-forming policies 
in order to attract and retain women, putting in place 
menopause-focused support for women is an attractive 
offer for experienced, valuable team members who might 

otherwise be tempted to leave their roles and take their 
valuable contributions with them. The Menopause Work-
place Pledge is an intiative aimed at attempting to address 
a perennially ‘taboo’ subject with action and advice. It has 
provided its own guide, via the CIPD in the UK.�5

 
While this advice originates in the UK, it is most defi-
nitely valuable for those in the EU and beyond. Women 
in Games understands that differing cultural norms 
will mean that sensitive subjects concerning women’s 
health may present differing levels of acceptance 
in terms of the ability to openly discuss them. If this 
is problematic in your location, enabling women to 
discuss these issues in Employee Resource Groups 
that then pass their views on to management, may 
provide a safe space and a strong conduit for infor-
mation on well-being issues. 
 
 
 
 
 

Women's Wellbeing
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About Wooga

Founded in 2009, Wooga is a market leader for sto-
ry-driven casual games. Based in Berlin, it has about 
300 employees from 50 different nations and develops 
high quality games with engaging stories at the core 
of the experience. Wooga’s aim is to play a memorable 
and positive part in people’s lives and create joyful 
moments they look forward to playing everyday. Since 
late 2018 Wooga has been part of Playtika. You can 
find out more about Wooga at: www.wooga.com 

Authors’ note: Women in Games is most grateful for 
Wooga’s participation in the guide and for the inval-
uable information and insights they have shared. In 
particular we would like to thank Maike Steinweller, 
Head of Communications, Joon Knapen, Head of 
Global Corporate Business and Lenka Kaciakova, VP 
of Human Resources. Our interview was carried out 
across two occasions in 2021 and has a focus on policy, 
in a variety of different settings. Lenka explained to us 

that Wooga has been on a five year journey focusing 
on gender equality: 

On Prioritising Gender Equality

You mention the 5 year journey that Wooga has been on 
— actively working for gender equality in the company. 
Where did the initial impetus for this strong focus 
come from?

‘Wooga was always very strong when it came to cul-
tural diversity. Our employees came from all around the 
world, today we have over 50 nationalities on board. 
With our games being enjoyed by players from all over 
the world, that was just a natural thing for us to do.
 
The majority of our players however have also always 
been women and when looking at the ratio of females 
working for Wooga we saw a disbalance and decided 
to work on that. 

Prioritising the area of gender equality means de-prior-
itising others, and this has been a brave but necessary 
step. How have you accommodated this emphasis, 
and what policies have you put in place to ensure the 
sustainability of the gender equality focus?

Our HR team regularly checks relevant KPIs to make 
sure our efforts lead to the results we want to see. 
Additionally we try to regularly exchange between the 
HR and Communications team to ensure our focus is 
aligned and we challenge ourselves enough in order 

Wooga was always very 
strong when it came 
to cultural diversity. 
Today we have over 50 
nationalities on board

Women in Games Showcase:
First Hand Account of professional 
practice: Wooga

www.wooga.com
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to keep improving. Each year, our Management Team 
defines strategic priorities for Wooga and in 2021 D&I 
was one of them, which for instance also led to the 
extensive external review we are currently undergoing. 

How did the company set about formulating the initial 
policies that were put in place? Who led that work? Did 
you get external advice or consult your team or studio 
more widely?

The initial kick-off to really take the topic seriously came 
from Top Management. Of course we always had an 
internal Women at Wooga group for informal exchange, 
but in order to really make a change we strongly believe 
having a sponsor on Management level is a must. 
 
We then started by indeed approaching an external 
coach. We wanted to start with unconscious bias 
training for all employees. Since one-off training 
doesn’t do the trick, she also ran in-depth workshops 
with our people managers and consulted HR. Those 
initial internal activations allowed for the topic to rise 
on everyone’s agenda and from that time on became 
more important. 

We worked with a concept called ‘Inclusion Nudges’, 
which for example led to many male colleagues 
becoming more aware of how in meetings women are 
interrupted much more often than men. That nudge 
made them realise their own behaviour or even call 
each other out on it. In parallel we drafted our Code of 
Conduct for everyone who works with and for Wooga. 

Starting to see results in the hiring numbers though, 
takes time, effort and people behind it who are eager 
to drive it forward. Not only in HR but various areas. 
But especially the talent acquisition team naturally 
has a big lever: they word the job descriptions, pick 
the job boards to advertise those jobs, invite people 
to hiring panels and generally are the first face a can-
didate meets. 

Over the course of the years we have learned a lot and 

of course also realised where our weak spots are. It is 
key to keep iterating and also can make sense to shift 
focus eventually. Just right now for example we are 
working with an external D&I consultant to do a large 
review on our overall state of diversity and to figure 
out where we should focus in the near and long term. 

Do you have Objective and Key Results set at a strategic 
level for the policies you have in place?

Yes, if employees feel they are treated fairly (and 
equality strongly contributes to this feeling), they are 
more engaged, more committed to the company and to 
achieving results and it is as well easier to retain them. 
The factors we are measuring therefore are related to 
employee engagement drivers (such as growth, man-
agement support, fair rewards). For all of these we can 
see how they are perceived depending on gender, too.

Some of the more traditional key results are related 
to retention, gender ratios when it comes to fair pay, 
promotions to seniority or leadership positions, and 
hires. Those numbers help us make informed deci-
sions about where to put more work and understand 
where we stand compared to other industry peers. With 
privacy regulations in place there are limits to what we 
can measure of course. 

On Staff Retention

Staff retention has been one specific area that has 
been very positively affected by the policies you have 
put in place, with consequent effects on the bottom 
line. Can you think of other relevant benefits of having 
more women, and more women growing into more 
senior roles?

In addition to helping us to retain talent, having diverse 
talent represented on all levels and a clear plan of 
how we aim to keep improving in terms of diversity 
& inclusion and be transparent about it, also helps 
to attract talent of course. Having visible role models 
that people can relate to and look up to, is extremely 
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powerful when attracting new joiners but also showing 
to students or even young girls that a career in games 
is a path well worth following.

On Training 

You have developed training methods and content inter-
nally, to support your staff, how have you developed 
these areas, and what has proved most useful and 
effective as a result?

In terms of the training or educational methods, the 
already mentioned inclusion nudges brought our 
company ‘from 0 to 1’ so to say. The nudges made the 
non-inclusive behaviours explicit and helped to reflect 
individually and eventually led to behavioral changes.

We also offer formalised training, specifically for 
employees involved in hiring decisions, where we help 
them ask the right questions, be aware of their biases and 
draw more objective conclusions to make fairer decisions.

We have introduced a training called ‘From Unconscious 
Bias to Conscious Inclusion’ where our employees can 
learn about Diversity and Inclusion from a theoretical 
introduction and progress to become better allies to 
employees from under-represented groups.

In our intranet ‘HRWIKI’ we offer access to resources 
about our initiatives, reports, code of conduct, inclusion 
nudges and book recommendations from colleagues 
to learn about D&I topics.

Finally, no matter how much you get done, you have to 
communicate your efforts to your employees. Diversity 
is a regular topic in our internal, company-wide formats. 
Be it the annual sharing of KPI progress, initiatives we 
work on or events we organise or sponsor.

How do you measure effectiveness of training, both 
internally and in terms of the benefits of the education 
budget you provide for staff?

We instantly measure participant feedback on the 
quality of the training. But of course long term, we 
want to see if the training changes our behaviors for 
the better. If we see positive changes to our company 
culture - as already mentioned we can see the 
development through our employees’ engagement 
score, hiring and other KPIs - then the training has 
been successful. 

We as well know how much our employees utilize their 
education budget but in 2021 we initiated a larger 
review of our learning and development approach. 
We want to make sure our investment in learning is 
bringing our Woogas the greatest possible value. 

On Recruitment

Throughout your recruitment process, you mention 
nudges hidden in scorecards, calendar invitations, etc. 
Could you describe this a little more? What kind of 
nudges? What are your scorecards?

At various stages of the recruitment process, we do 
have various nudges reminding us to watch out for 
biases, or to self-educate on our own biases and 
beyond.

Here are some examples for nudges:

	∙ Scorecard anti-bias nudge: reminding inter-
viewers to maintain objectivity when filling out 
their scorecards, and always support their judge-
ments with objective examples.

If employees feel they 
are treated fairly, they 
are more engaged, 
more committed to 
the company
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	∙ Application Review anti-bias nudge: reminding 
recruiters to keep in mind the explicit criteria out-
lined for the role during the review stage.

	∙ When opening a position, recruiters receive 
nudges to use inclusive, neutral language and 
establish objective criteria for the job

	∙ Whenever discussing a position or candidate, we 
communicate our internal materials/reminders to 
go through, i.e. illegal questions, interviewing for 
inclusivity, etc. 

	∙ We share our personal pronouns with all candi-
dates, in order to empower them to share theirs, 
only if they wish.

We do use an external recruiting tool called Green-
house, which has built in functionality that also provides 
some of the named nudges. 

On Communication

Can you describe the ‘Thoughtful Communication’ 
policy you have at Wooga in any detail? Do you have 
specific guidelines that employees are asked to follow?

Thoughtful Communication is our core company value. 
That means, it is deeply ingrained in our company 
culture and shows in various ways. Not only do we 
expect our employees to communicate respectfully 
amongst each other, internal communication is also 
extremely important on Management level. We have 

various different internal formats, where we inform 
and learn from each other and always make sure to 
rehearse any big or small speech before, to ensure the 
key messages are clear and different audience needs 
are considered. 

Especially for external communication we do indeed 
have specific guidelines for employees to follow to 
also make sure that our messaging is aligned across 
the board and we equally communicate respectfully 
to everyone outside. Those guidelines for example 
include a close collaboration with the communica-
tions team for any external speaking engagement 
or rehearsals of presentations in order to give a talk 
that the audience enjoys listening to and can take 
something away from. 

When we initially introduced the Thoughtful Commu-
nication value to the company, we ran team internal 
workshops where we discussed how that relates to 
everyone’s personal daily life but also how each team 
can live up to it. Where they stand today and how they 
can get better. That way, each team formulated their 
very own approach to communicating thoughtfully.’

Would you be happy to include your Code of Conduct 
in the case study for the guide?

Sure - it’s public on:
www.wooga.com/about/code-of-conduct 

www.wooga.com/about/code-of-conduct
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Across All Aspects of Policy:
 
Using data as the basis for decision making: Understanding ratios 
of representation in your business, including at all levels in relation 
to attraction, recruitment and progression from your own internal 
numerical data, but also from talking to your employees about their 
experiences and aspirations. Using exit interviews as part of a strategy 
to gain a clear understanding of how women are being affected by 
the internal working culture in order to make improvements.

Formulating a plan: Where is your organisation in relation to gender 
fairness, and where do you need to be?
 
Implementing your plan, including time-bound goals and checkpoints 
to measure progress.
 
Introducing clarity of communication surrounding all aspects of 
company policies from pay and recruitment to flexible working and 
parental leave policies and safe reporting procedures, enabling pro-
spective employees, existing employees, and managers to understand 
the criteria and processes involved in decision making. 

On Mandatory Governance Policies:
 
Keeping up to date with forthcoming changes by referring to bodies 
that provide reliable sources of high-level information, such as trade 
associations. (See Resources).
 
Using mandatory policies as the minimum starting point for formu-
lating internal policies.  

 

Women in Games 
Recommends
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On Recruitment, Women in Games Recommends: 
 
Attracting more women candidates by reaching out to diverse commu-
nities, researching and reaching out on diverse platforms, establishing 
your presence at diversity focused events. 
 
Consciously formulating job descriptions and adverts to use gender 
neutral language, wherever the roles might sit within your company. 
Encouraging all genders to apply for all positions, whether they are 
in technical or people-related roles.
 
Composing recruitment and interview panels of diverse members, in 
order to attract more diverse candidates and provide diverse input. 
 
Including more than one woman candidate at interview.
 
Using structured interviews; designing relevant interview questions in 
advance, asking candidates the same questions, in the same way, and in 
the same order; scoring responses by referring to objective key points. 
 
Setting up interviews to enable candidates to perform to the best of their 
abilities; particularly when setting up online interviews: testing technology 
in advance, considering accessibility and making reasonable adjustments. 
 
Building task-based assessment into your recruitment processes, 
providing adequate time for candidates to complete tasks, and con-
sidering key transferable competencies that can be illustrated by 
examples if a candidate comes from a background outside games. 
 
Taking a positive stance by encouraging interviewees to ask ques-
tions about policies such as pay, conditions and benefits, rather than 
viewing this interest as a threat or a sign that they won’t be committed.

On Working Policies: Wellbeing, Work-Life Balance, Flexible Working, 
Remote Working, Women in Games Recommends:
 
Actively supporting the physical and psychological health and safety 
of all workers by:  
	∙ Avoiding ‘crunch’.
	∙ Promoting a healthy and human-focused working environment, 

providing every team member with the tools and equipment 
they need, promoting flexibility and enabling team members to 
take breaks when needed. 
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	∙ Adopting a ‘pro-health’ stance that accommodates discussions of: 
	∙ Work-life balance
	∙ Family-forming policies for all genders
	∙ Menopause and its effects 
	∙ Making sure that women see all the efforts your organisation is 

making to reach pay and progression fairness. 
	∙ Providing regular opportunities for socialising within teams but 

also on a wider basis, without pressurising those who might not 
feel able to take part.

	∙ Providing as many opportunities as possible for personal and 
professional development, which has the dual benefits of 
demonstrating commitment and valuing team members, and 
support for wellbeing. 

	∙ Providing as many opportunities and pathways as possible for 
team members to highlight any cultural or behavioural issues 
that are affecting them, confidentially and without jeopardy.

 
Demonstrating your commitment to changing gendered norms by 
promoting and encouraging shared parental leave in addition to 
maternity leave.

Challenging assumptions about work-life balance and fairness across 
all kinds of varied working conditions by researching your studio’s 
status quo using numerical and qualitative data. 
 
Building in flexible working to provide options across roles to 
all genders.
 
Making open discussion about working conditions a regular feature 
of your communications strategy to reflect changes in needs for all 
genders. 
 
Creating specific opportunities for remote workers to be recognised 
and active in your working culture, making sure that no two-tier hier-
archy begins to operate by default when some workers never meet 
colleagues or team leads in person. 
 
Placing more emphasis on people’s positive behaviours and compe-
tence in supporting diverse team members in appraisals and criteria 
for career progression.
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Creating a Fair
Working Culture Sphere
Lens One: Belonging

UN Women’s Empowerment 
Principle n. 2: Treat all women and 
men fairly at work – respect human 
rights and non-discrimination
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Lens One: Belonging 
 
An important aspect of working towards fairness, is 
to see beyond inclusion to belonging. While inclusion 
implies a recognition of the need to welcome difference, 
it may also paradoxically imply a need for those from 
outside a pre-existing structure to be subsumed by it. 
 
Belonging has a different emphasis. It requires struc-
tures to be flexible enough to accommodate all those 
inside them, without requiring individuals to change 
their identity or be subsumed into a dominant, homog-
enous group. In this way, working culture is neither 
static nor fixed, but allows those within it to have 
a voice and influence it, contributing to its diversity 
and richness.  
 
Recruitment policies based on positive actions can 
encourage women to apply, but once they have joined 
your studio or organisation, women’s ability to belong 
will depend on the openness and lack of bias in the 
structures around them. 

Women’s ability to 
belong will depend on 
the openness and lack 
of bias in the structures 
around them
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Women in Games Showcase 

Lisa Opie, Managing Director of Ubisoft Reflections and 
Leamington Spa, gives her perspective on creating a 
culture of belonging. 
 
Lisa, who became the first woman to be Managing 
Director of Ubisoft’s Reflections and Leamington Spa 
studios in 2021, joined Ubisoft from BBC Studios, 
where she had been Managing Director of the Studios’ 
UK production organisation. Here, Lisa provides a first 
hand account of her views on leadership, and its role 
in creating a working culture of belonging: 

‘Creating a culture of belonging has always been 
important to me. I haven’t always felt that I belonged. 
As I’m sure is the case for many people, I’ve suffered 
from classic imposter syndrome. I didn’t have a tradi-
tional education for someone working in television, 
especially in the roles I’ve done. I went to compre-
hensive school and then onto drama school – not a 
‘traditional’ university. In the past that made me feel 
that I shouldn’t even think about working for the likes 
of the BBC or Ubisoft. I thought I was the wrong ‘type’. 
Fortunately, it didn’t put me off trying and, over time, 
I’ve got over that sense (most of the time!). I got over 
it because I was made to feel that I belonged.
 
Belonging is especially important in creative environ-
ments. Fundamentally, if you don’t feel able to be the 
person you really are when you come to work every day, 
then you will not be able to have your very best ideas or 
do your very best work. You will edit yourself constantly – 
and that isn’t how you come up with creative excellence. 

The Role of Leadership in Belonging

I believe that creating an environment where people feel 
they belong requires leaders to live their values. Over 
the years the emphasis on certain values has shifted, 
as our relationship with work, and with leadership, has 
changed: Gen Z and millennials think differently about 
leadership and have different expectations from those 
who were born decades before.
 
For me, authenticity has always been important and 
right now it’s critical. It’s the ability to be your true self: 
if a leader can’t be authentic then how can they expect 
others to be? I’m never afraid of saying ‘I don’t know’. 
I know I don’t know everything, and I like to be highly 
collaborative in the way that I work with people. I don’t 
feel a need to be ‘the boss’. I love to ask for advice and 
support, to debate and to discuss. The decision-making 
may rest with me, but the solutions, almost always, 
come from others. The more you engage with people, 
and people own their own solutions, the better it is for 
that sense of belonging. It means being less hierar-
chical than people were in the past and recognising 

I haven’t always felt that 
I belonged. I got over it 
because I was made to 
feel that I belonged
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the contribution and value of somebody’s opinion, no 
matter how senior or junior they are.  
 
By extension, empathy is critical to creating an envi-
ronment where people feel they belong. The ability to 
put yourself in somebody else’s shoes and look at the 
world from their perspective, to listen and play back – to 
be sure that you understand properly what somebody 
is trying to say to you. Particularly as a leader, when at 
times you feel a weight of responsibility to behave in a 
certain way, or make a decision quickly or know what’s 
best, it can be really easy to jump to conclusions. Taking 
the time to genuinely understand and listen to people’s 
concerns is so important. It might not be the first thing 
they say, it may be something they never, in fact, say at 
all. It means you have to listen in a different way.

 
Clear Actions & Priorities

If we’re to make brilliant games we need to attract and 
retain fresh voices and new perspectives and employ 
people who better reflect all our players. It will enable 
us to continue to innovate, deliver creative excellence 
and maintain relevance. To deliver on that we have to 
create a culture where everyone feels they belong, 
ensure an environment that supports their wellbeing 
and hire differently. 

Belonging: One of the initiatives we’ve introduced is 
to recruit a ‘team advisor’ to sit on our management 
board. It’s a six-month attachment for a more junior 
member of our teams who will act as a full member 
of the board – contributing to debates, challenging 
our ways of thinking and helping to make decisions. 
They will ensure we are hearing different perspectives 
and views. We’re really pushing to be more transparent 
about our shared priorities, key initiatives and how we 
work, and this initiative will, we hope, help to deliver 
that. 
 
Wellbeing: We are especially aware of wellbeing. It’s 
been a key focus even before Covid and continues to 
be, as people once again adjust how they work. We 
have introduced ‘wellbeing champions’, who are trained 
volunteers from across the two studios. They’re a bril-
liant mix of people: junior, senior, from all areas of the 
business and different disciplines. They are all mental 
health first-aiders, and have run several campaigns, 
reaching out and working proactively to normalise the 
conversation about mental health. 
 
Hiring differently: We want to bring a different mix of 
people into our organisation, so diversity and inclusion 
is a key focus. With the support of our teams in Reflec-
tions and in Leamington, we’re beginning to track 
the data that will enable us to better understand the 
makeup of the teams that we already have. We have 
26 different nationalities, which is extraordinary, and 
of course that brings with it a rich mix of cultural inputs 
and opinions, but we still don’t have enough women. 
I should say that the ones we do have, in Reflections 
and Leamington, are brilliant! Their contribution to 
our studios is significant and the balance they bring is 
hugely important going forward. But our gender mix 
is not what it could be and it’s something we really 
want to shift.
 
We’re beginning to think about how we can better 
recruit. We’re changing our job adverts for example 
to better reflect the full range of our game portfolio. We 
want to make sure that when we first put out those calls 

We’re making a 
conscious effort to
focus on key 
competencies, moving 
away from gender-
coded traits like ‘drive’ 
and ‘courage’
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for people to join us, we’re not inadvertently putting 
people off. You know the old statistic – men will apply 
for a role when they meet 60% of the qualifications, 
but women apply only if they meet 100% of them. 
So, we’re making a conscious effort to focus on key 
competencies, moving away from gender-coded traits 
like ‘drive’ and ‘courage’.  

We’re also working hard on making sure we tap into the 
right networks. I think the arrogance of an employer 
who sits there and expects people to come to them 
belongs to another time. We know that we need to 
work hard to attract the right kind of people to come 

and work with us and we need to make sure that we’re 
talking directly to them. 

We have a brilliant graduate scheme: we bring in about 
25 graduates every year, and keep roughly 80% of 
them, demonstrating, I believe, that they’ve come to 
an environment where they continue to learn, grow 
and develop. 

I’m very excited to have partnered with BBC Hub to 
take two software developer apprentices in Leamington 
this autumn. It’s brilliant to be able to tap into young 
local talent within our own community and we know 
they’ll bring fresh perspectives and insight. 
 
We also offer an accredited leadership programme. 
It’s very much focused on how we create a culture of 
belonging, equipping our leaders with the ability to 
give feedback, empathise and enable people to do 
their best work. 
 
Finally, we’re looking at people from different indus-
tries – like me! We want to attract people who bring 
a different view of the world and a different way of 
doing things. These are just some of the practical ways 
in which we’re hoping to shift the dial in terms of the 
makeup of our teams, enabling everybody to feel that 
they belong, and enabling us to grow creatively.’

We're looking at 
people from different 
industries...We want 
to attract people who 
bring a different view of 
the world and a different 
way of doing things
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49 Spheres of Action: Creating a Fair Working Culture

Adopting strategies at senior management level that provide lead-
ership through authentically connecting with members of your 
organisation; listening closely to spoken and unspoken cues. 

Clearly demonstrating gender equality based values at senior lead-
ership level by explicitly adopting those values and sponsoring policies 
promoting positive actions.   
 
Adopting mechanisms designed to create environments fit to belong to: 
Designing-in opportunities for genuine two-way communication, cele-
brating women’s contributions, collaborating and gathering data from 
team members to understand their experience at work, making it clear 
that women have equal opportunities in terms of career advancement 
by putting appropriate processes in place.  
 
Considering bringing in expertise from outside your organisation to 
inform policy: If you currently have a very gender imbalanced profile, 
or find it difficult to know how to develop policies that will address 
gender equality and belonging, consult with specialists across a wide 
range of areas, from recruitment to representation in creative content. 
 
Enabling women’s representatives access to decision-making struc-
tures to provide insights and input into the way that business initiatives 
are arrived at and carried out. 
 
Bringing in fair hiring practices based around competencies rather 
than ‘traditional’ hard to measure factors like gender-coded traits. 
Extending these fair practices into career progression opportunities 
by introducing competencies into performance assessments.
 
Looking to recruit women from outside the industry who will bring 
complementary skills, knowledge and competencies.

On Creating a Culture 
of Belonging, Women in 
Games Recommends
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Building in leadership schemes and opportunities for mentoring or in 
smaller organisations, providing opportunities for discussion around 
what’s needed to enable empathetic leadership. 
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Creating a Fair Working 
Culture Sphere
Lens Two: Clarity, Bias 
and Communication

UN Women’s Empowerment 
Principle n. 2: Treat all women and 
men fairly at work – respect human 
rights and non-discrimination



52

Spheres of Action: Creating a Fair Working Culture

Buiding a Fair Playing Field

Clarity on behavioural standards
 
Creating a culture of belonging means providing 
clarity to everyone in the working community about 
all aspects of company values, culture, opportunities 
for progression, benefits and protections. Clarity is 
particularly important in relation to what is and is not 
acceptable behaviour. 
 
Modeling positive company values and emphasising 
fairness whenever possible demonstrates an active 
commitment to an ethical approach, and cannot 
be underestimated as a way of fostering a culture 
of belonging. These values and convictions can be 
demonstrated regularly, during meetings, through 
internal channels, through setting up social connec-

tions and events – going beyond setting such values 
out in a handbook, these kinds of practical demonstra-
tions create conventions and workplace mores through 
repetition and familiarity. 
 
If difficult, challenging, or sensitive situations arise, 
everyone working in a team has the right to be pro-
tected. Knowing that this protection is readily available, 
particularly from disrespectful, biased behaviour, or 
gender-based bullying and harassment, provides 
essential reassurance. 
 
To be clear: gender-based bullying and harassment 
– including ‘banter’ – is behaviour that is of an 
unwelcome, suggestive, inappropriate, or even sex-
ually explicit, predatory nature. Revelations over an 
extended period, repeated in 2021 in the dramatic and 

damaging exposure of a ‘frat boy’ culture at a very 
large and influential game company, show the kind 
of behaviour that women, who are in a minority in the 
games and esports industries, are subjected to in cul-
tures that show little evidence of supporting them or 
treating them fairly. 
 
While this is not exclusive to the games industry, and 
many companies do not tolerate such a culture, these 
repeated revelations mean that it is nevertheless a 
source of grave concern.
 
For companies, large and small, who wish to disasso-
ciate themselves from such discriminatory cultures, 
simply being very clear both internally and beyond that 
they are alert to such behaviours and ready to prevent 

and sanction them, offers a great foundation for culti-
vating and demonstrating a culture of belonging. 
 
Openness and clarity prevent situations developing in 
which women feel unable to speak up for fear of neg-
ative repercussions. Such openness can enable women 
to challenge behaviours such as ‘microaggressions’ 
– seemingly small attritional dismissals or sarcasms 
that have a belittling or humiliating effect, particularly 
cumulatively. 
 
Making everyone within an organisation aware of 
behavioural norms that are both mutually respectful 
and protective, and that crucially, enable everyone to 
demonstrate these norms in their day to day interac-
tions, provides a clear framework – an essential step 
in enabling women to belong, fearlessly. 

Modeling positive company values and 
emphasising fairness whenever possible 
demonstrates an active commitment to an 
ethical approach
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A culture of belonging is supported by having a 
specific, clear, anti-harassment policy in place that is 
explicit about:
 
	∙ A zero tolerance of gender-based bullying and 

harassment 
	∙ How women can report any inappropriate 

behaviour in a way that they are comfortable with, 
wholly confidentially.

	∙ What unambiguous action to expect in response 
to a complaint, including clearly outlining the 
steps in terms of investigation and potential 
consequences, as well as protections for the  
complainant from repercussions.   

 
Bias
 
For some organisations across business sectors and 
even, for example, at governmental level in the UK, 
anti-bias training has not delivered the long-term 
desired change in behaviour that was its goal. This 
can be for a variety of reasons, including the quality of 
the training itself, its use as a one off ‘tick-box’ exercise 
rather than as part of an ongoing coordinated strategy, 
and the perception that such training is condescending, 
producing an inadvertently alienating result in those 
taking part. 
 
Designing an architecture of rational choice-making to 
wrap around all those within an organisation, whatever 
its size, can enable those in it to follow clear steps, 
ultimately providing protection from bias. 
 
As part of the design strategy, adopting a mechanism 
as simple as a checklist can provide checks and bal-
ances, as described by Atul Gawande in his 2010 book 
‘The Checklist Manifesto’. Jessica Nordell, in her 2021 
book ‘The End of Bias’, describes the process of using 
checklists as acting: ‘...like a prism, reverse-engineering 
a holistic judgement into its constituent parts, the way 
a prism separates white light into its rainbow colors.’1
We should be clear: checklists are not ‘tick-box exer-
cises’ to be summarily dismissed, but have been shown 

to reduce fallibility and bias across numerous, diverse 
working environments, from medicine to music. 
 
A checklist can be an extremely helpful tool in cre-
ating the architecture of a working culture that enables 
everyone in it to belong. If, across an organisation, from 
the top management through to team leads and those 
within teams, assumptions and preconceptions can 
be eliminated from decision making by using carefully 
established criteria, then harmful stereotypes can be 
eliminated or at the very least reduced. 

Removing bias from processes rather than depending 
solely on convincing individuals that they have biases, 
provides a clear, fail-safe method for Building A Fair 
Playing Field. It is a Human Centred Approach, because 
it removes some of the potential for blame and guilt 
from individuals, and enables them to feel confident in 
the processes that they employ. Designing processes in 
diverse teams whose focus is very squarely on fairness 

Designing processes in 
diverse teams whose 
focus is very squarely 
on fairness takes 
advantage of collective 
intelligence, differing 
perspectives and, 
crucially, invites critical 
scrutiny that can detect 
bias and actively 
remove it
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takes advantage of collective intelligence, differing 
perspectives and, crucially, invites critical scrutiny 
that can detect bias and actively remove it. Going on 
to stress test processes iteratively provides checks 
and balances.

Communication
 
In a healthy working culture, everyone is worthy of a 
conversation. Everyone’s voice is heard and valued. 
This does not mean that every suggestion or idea is 
taken up and acted on, but it does mean that sug-
gestions challenging the status quo are genuinely 
considered through a process based on clarity 
and rigour. 
 
It also means that there is two-way dialogue rather 
than one-way information, with built-in procedures 

for acknowledging and celebrating achievements, 
whilst enabling confidential reporting of unacceptable 
behaviour without jeopardy. 

The European Centre for Development Policy Man-
agement, an independent organisation working for 
inclusive and sustainable development (ECDPM) 
has advocated ‘a move towards a mutual creation of 
meaning…moving away from the denial of cultural dif-
ferences and towards a conscious mutual adaptation 
and integration’2. When games studios, companies 
and businesses work increasingly across boundaries in 
Europe and beyond, providing opportunities for inter-
cultural understanding is clearly an essential element 
of effective communication. Through meet-ups, infor-
mation sharing and celebration of difference, working 
culture can develop in order to enable every team 
member to belong.
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Women in Games Showcase:
A First Hand Account of 
Communication Practices in Action

In an interview with Women in Games, Gemma 
Johnson-Brown, COO of Dovetail Games, focuses on 
communication as a key to overcoming barriers to 
fairness:
 
‘Communication is key to creating a workplace where 
first and foremost everyone involved can make informed 
decisions. Diversity is a central pillar for us, it’s about 

getting behind why the business is working towards it, 
first of all – ‘what’s the benefit for the business, what’s 
the benefit to me?’. 
 
If a company doesn’t have a dedicated people man-
agement function, there are good resources available 
that provide support out there - ACAS [The UK-based 
Advisory, Conciliation and Arbitration Service – a 

non-departmental public body] provides information 
and guidance, and we have a subscription to HR inform, 
which is also a helpline, run by the CIPD, the Chartered 
Institute of Personnel Development. It has templates 
of letters, policy guidelines, and if any updates come 
through, they will appear there. In terms of staying up 
to date, a lot of law firms offer free legal employment 
updates. Half an hour out of your day on a Zoom call 
has to be helpful.

We have a variety of routes for internal communication, 
including surveys, regular 121s, weekly company 
meetings including a Q&A utilising sli.do where 
employees can submit anonymous questions if they 
wish, and a female employee resource group. 
 
Our employee portal gives everyone access to the 
company handbook and policies, including key policies 
on diversity and recruitment, which are also included 
on our website. We produce a specific onboarding pack 
as well, and then in our probation period we have a 
check-list for every new employee to check that they’ve 
read it and they’ve understood; in contracts, all the key 
privacy and GDPR considerations that would really 
impact you are included –but it’s important to us to take 
proactive steps towards interactive communication.
 
We use Officevibe, a digital survey sent out every other 
week. Participants can provide feedback and scores 
anonymously if they wish, and all feedback is read and 
acted on where possible. 

For me it’s the culture 
of seeing and being 
seen, and hearing 
and being heard, 
that builds a culture 
of belonging
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For me it’s the culture of seeing and being seen, and 
hearing and being heard, that builds a culture of 
belonging.

Unconscious bias training may reveal that we all have 
biases, but the next step is to work towards change; 
it’s important to ask ‘what are the things that I can do 
to change things?’. 
 
The most important thing is to talk – to ‘grasp the 
nettle’, just to have open, honest conversation, be 
open to others’ opinions and views, and allow them 
to have those opinions and views, even if they differ 
from yours. At the end of the day the games industry 
is a creative industry that provides entertainment for 

the globe – which is diverse. Having different con-
versations, different opinions, sparks different ideas. 
Only through constructive dialogue will we understand 
where the real barriers are.’

 
 
 
 
 
 
 

Only through 
constructive dialogue
will we understand 
where the real
barriers are
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Clarity in setting out behavioural expectations about every aspect 
of company culture, by putting in place a clearly set-out company 
handbook. It should include clear information including an anti-har-
assment policy, that outlines how women are protected from 
gender-based discrimination, bullying and harassment, and how they 
can go about reporting unacceptable behaviour wholly confidentially, 
without fear of negative repercussions.

Clearly demonstrating the positive values set out in the handbook 
throughout interactions in the workplace.
 
Clarity in setting out the penalties for not abiding by any policies in 
the handbook, including the anti-harassment policy.
 
Creating and using checklists in order to design out bias from all 
stages of the employee lifecycle, including but not limited to: creating 
codes of conduct, forming interview panels, designing interview 
content and format, assessing candidates, considering the potential 
for candidates’ career progression.

Modelling mutual respect in clearly defined communication codes 
of conduct, including composing style and tone guides, applicable 
at all levels to both company management and team members alike. 
Sharing these codes of conduct regularly with all team members. 
 
Providing clear mechanisms for safe, confidential reporting of 
behaviour that does not meet the values outlined in codes of conduct 
around communication.
 
Providing a clear understanding of the consequences of contravening  
codes of conduct around communication.

On Clarity, Bias and 
Communication, Women in 
Games Recommends
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Adopting varied approaches and methods of communication aimed 
at providing universally available, plentiful information to everyone, 
regardless of how or where they work, providing A Fair Playing Field 
for remote and in-person team members.
 
Providing accessible arenas for open dialogue, emphasising the 
achievements and positive contributions of team members, whether 
these are directly linked to their work, or to their contributions to the 
working culture.
 
Developing and iterating on new strategies aimed at creating cultures 
of belonging across remote, hybrid and in-person settings.
 
Structuring communications so that every team member is encouraged 
to, for example:

	∙ Contribute effectively to shared communications, including 
meetings, as a matter of course, without fear of interruption

	∙ Creating a bespoke approach to cultural ‘norms’ of 
communication, incorporating cultural differences by offering 
information in different formats, and providing opportunities 
for teams to understand each other’s cultural environments, 
adopting a ‘mutual listening and learning’ approach

	∙ Publicly credit the originators of work
	∙ Demonstrate awareness of appropriate language guidelines 

in considerate communication
	∙ Consider adding pronouns to email signatures as a respectful 

way to show recognition of gender differences 
	∙ Avoid comments based on gendered assumptions or ageism
	∙ Understand what ‘micro-agressions’ are, how to deal with 

them and how to access support 
	∙ Provide and receive regular, thoughtful, informative and 

constructive feedback 
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01

Community Sphere: 
Lens One: External 
Communities of Play

UN Women’s Empowerment
Principle n. 6: Promote equality 
through community initiatives 
and advocacy
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A Model Community of Play

External communities of play provide a great many 
social benefits and sources of enjoyment that promote 
‘belonging’. A healthy community will demonstrate 
fundamentally ethical qualities: mutual support, 
acknowledgement of achievement, opportunities for 
learning and knowledge-sharing, and all of these will 
be achieved through respectful standards in communi-
cation. Crucially, such a community will provide A Fair 
Playing Field for every member. 

In order for companies to create and maintain such a 
healthy and safe digital space for players, it is important 
to adopt a range of general strategies to provide safe-
guards against disruptive behaviours that impinge on 
community values, thereby creating a virtual space 
founded on digital civility.
 
Digital Civility
 
The industry created PEGI (Pan European Game Infor-
mation) in 2003 in response to a call from the Council 
of the European Union for a harmonised age rating 
system. 

The resulting system is a hugely successful,  best-in-
class, self and co-regulatory system, to inform parents 

and consumers and create guidelines for the industry. 
Today, 38 countries in Europe use the PEGI system. 
An important aspect of the PEGI system is the Code of 
Conduct, which has provisions in its Article 9 on how to 
keep online game play environments free of illegal and 
harmful content. These elements include behaviour or 
content that is offensive, racist, degrading, corrupting, 
threatening, obscene or that might permanently impair 
the development of minors. To do so, video game 
companies deploy mechanisms such as age rating, 
reporting tools, filtering software, moderation and 
muting tools. In addition, industry developed parental 
control tools also allow for communication with others 
in a game to be restricted and are a safeguard against 
minors being exposed to inappropriate content that 
might be introduced by other players. 

All of these measures are highly desirable components 
of a coordinated strategy to keep adults and children 
safe from online disruption, to foster digital civility; they 
are all extremely valuable tools to use in response to 
unacceptable behaviour or content, and can be found 
on the PEGI public site1.
 
Highlighting a Gendered Problem in Need of 
Focused Attention
 
In addition to these targeted and effective strat-
egies, it is important to highlight that disruptive and 
unacceptable behaviour in online communities has a 
particularly gendered aspect, creating the need for 
special emphasis on measures to prevent bullying and 
harassment targeted at women and girls – so-called 
‘toxicity’ – in online communities. 
 
Terminology
 
Toxicity is a term that has been adopted to stand for 
abusive, bullying and harassing behaviour experienced 
online, and often for the specific kinds of harassment 
experienced by women. Although it is widely used, 
a definitive consensus on the definition of ‘toxicity’  
is lacking. 

All of these measures 
are highly desirable 
components of a 
coordinated strategy 
to keep adults and 
children safe from
online disruption
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During the Women in Games 2021 Conference, Maria 
Oliveira Tamellini, Co-Founder and COO of Gamer 
Safer (a company whose goal is to explore how to ‘stop 
negative and harmful interactions from happening in 
the first place’)2 pointed out that in the absence of con-
sensus around the term, it’s important to differentiate 
between different kinds of behaviours – those that 
might be conversations between friends, and those 
that are ‘sustained, severe’ behaviours that are ‘com-
promising gaming experiences’. Women in Games is 
using ‘toxicity’ here to describe such sustained and 
severe behaviours. 
 
In addition to highlighting the importance of pre-
vention, Maria pointed out that while anonymity may be 
part of the gaming experience, : ‘...anonymity without 
accountability… has the potential to ruin the gaming 
experience for everyone.’  

‘...anonymity without 
accountability… has 
the potential to ruin the 
gaming experience for 
everyone’ 
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Women in Games Showcase:
Research into Women’s Online 
Gaming Experiences 

There is currently a dearth of research into experiences 
of play based on gender, an area that is crying out for 
close scrutiny.
 
Nevertheless, Jenny McBean, a Research Director at 
Bryter, an independent market research agency, has 
conducted research since 2018 to provide insights 
based on the sex of those taking part3. 
 
This longitudinal research shows that abuse and dis-
crimination against those identifying as female in 
multiplayer online games is increasing. In 2020, Bryter 
surveyed 2,000 male and female gamers across the UK 
(and the US). Respondents were over 16, and played 
video games on a PC or a Console at least monthly. 
 
The statistics show that while the percentage of players 
of different sexes who experienced abuse very reg-
ularly was close (29% of male players and 28% of 
female players), those identifying as female are sig-
nificantly more likely to experience being excluded 
from games because of their sex, receive inappropriate 
content, be subjected to sexist comments or stereo-
types, or be sexually harassed. In granular analysis of 
the kinds of abuse and harassment they were experi-
encing, they described deeply threatening behaviours 
such as violent threats of rape and stalking on other 
platforms and even offline. 
 
One in four female players said that they had been 
deterred from playing again; one in three hid their 
identity or avoided speaking in online multiplayers. 

Even when they performed well, they were quizzed 
and asked to prove their authenticity. 
 
In an interview with Women in Games, Jenny shared 
her insights on the complexity of online player culture 
shifts: 

‘While there was significant reluctance on their part 
to participate in online gaming spaces because of a 
high awareness of toxicity, ‘the slow increase in female 
streamers and ‘professional’ players is helping to 
encourage more female gamers to participate online… 
although on the flip side, sometimes the negativity 
they see these streamers being subjected to works as 
a renewed barrier’.  

This longitudinal 
research shows
that abuse
and discrimination
in multiplayer
online games
is increasing
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In terms of positive, progressive company strategies, 
Jenny pointed out: 

The fact that companies are recognising that their 
player base is not made up of one type of player is the 
first positive step. Many are also aware of the toxicity 
issue and are trying different solutions. As it’s a long 
term goal of a cultural shift, it requires a combination 
of strategies and tools; proactive, as well as reactive.  
 
Having a clear company stance on toxicity, a code 
of conduct etc. is the start, but there are also more 
indirect ways to encourage positive behaviours. Some 
of the examples are positive messaging before a game; 
for example, on the loading screen, a tip about pos-
itivity and encouragement towards teammates being 
more likely to lead to success or a win. Or rewarding 
players for positive behaviour; for example, being rated 
by your opponent, and when reaching a certain high 
score, receiving an in-game reward.’

Having a clear company 
stance on toxicity, a 
code of conduct etc. is 
the start, but there are 
also more indirect ways 
to encourage positive 
behaviours
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Women in Games Showcase:
A First Hand Account of 
Community Management

Nat Dodd is a Women in Games Discord Server Com-
munity Manager who works for Dovetail Games as a 
producer, based in the UK. Nat provided insights into 
her approach to managing a community designed to 
provide a safe space:
 
‘All communities are different, and you never come 
across two the same. I think it’s important to design 
a space considering your own values, and tailor that 
space to what you want from it. Asking questions is 
useful in the design strategy: What do you want the 
community to do in this space? Do you want them to 
talk? Do you want them to play together? Do you want 

them to learn from each other? Do you want people to 
share pictures, videos? Based on these criteria, you 
need to decide for yourself which platform is best to 
grow your community and what will help it to flourish. It’s 
important to use the tools that each platform allows, to 
really make your community a safe space – it can be a 
real challenge to get everything set up, but once you’ve 
got it under control, the trolls don’t win. 

Let’s use Discord as an example. In my opinion it’s 
excellent if you’re trying to create a community - any 

size community – and I’ve had a lot of success using it 
to grow my own spaces. 

At Women in Games we set out to create a professional 
space for other women in the games industry to connect 
and share our experience. To ensure that we are keeping 
the server as safe as we can, we’ve set up a verification 
process: To do this we are using a Discord bot, which 
allows us to verify anybody who joins the server before 
they get access to any of the channels or public spaces. 

I’m not a fan of anonymity, I find that it often gives 
people an avenue to do really nasty things without being 

held accountable, so we request that people use their 
real names.

Discord has excellent tools to help resolve challenging 
situations. For a while we had individuals joining the 
server simply to try and disrupt our verification process 
by spamming inappropriate content. Discord allowed 
us to control this, by restricting who could see the 
channels they were posting in, and also enabling a 
‘time out’ feature that means they were only able to 
post one message an hour.

I’m not a fan of anonymity, I find that it often gives 
people an avenue to do really nasty things without 
being held accountable
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Although we use a Bot in our server it’s not the only 
way to secure your community, and in the past year, the 
security settings have been really enhanced on Discord 
as they are committed to their zero tolerance approach 
to online harassment. It’s a lot easier to manage than 
it was.

If we have unwelcome comments or behaviour, we log 
it, we take Discord ID details and we report it to Discord, 
so that those accounts get removed. When deciding 
what platform you want to create your community on, 
it’s worthwhile looking into how each platform deals 
with reports of abuse and harassment and decide if 
the tools available will suit your needs.
 
With any kind of community space, I think it’s really 
vital to have a clear set of rules, and be prepared to 
change them. You may start off with say five, and by 
the end of the month you might have ten. You’ll always 
find people who want to challenge, and bend a rule 
or test the limits of your boundaries; even people 
who are legitimate members of your community can 
get creative if a rule isn’t black or white. All com-
munities will push you and test you as a community 
manager; you will need to think of how to be one step 
ahead and ensure you aren’t leaving any room for 
misinterpretation. 
 
I find it useful to imagine the worst case scenario and 
plan for what actions to take to remedy it: what is the 
worst that could happen?
 
I find it useful to categorise issues, to define them: 
What is a low-level issue? Is it somebody that just 
needs educating a bit more and they will be able to 
learn? In that case a warning if someone’s crossed the 
line will let them know what wasn’t acceptable. Then 
you have the mid-range example, where someone’s 
really quite resistant to changing their behaviour, but 
after some persuasion they do. And then you have a 
third level, where people are determined to disrupt 
and behave unacceptably. It is usually very clear when 
someone belongs in the third level.

If someone is being a troll, or is targeting women on a 
social page, I don’t react to it publicly, because as soon 
as you do that, you’ve given them a platform, and the 
attention they crave. Sometimes public warnings can 
do more harm than good and I don’t think it encourages 
them to actually change their behaviour. After a while 
running a community you will start to recognise the 
signs of someone who only joins to antagonise, and 
you will be able to handle them very quickly.
 
Removing people who contribute nothing but trouble 
to a community is a preferable option. I always log 
disruptive, antagonistic, bullying type behaviour.  Doc-
uments and screenshots are your friend. I created an 
LGBT+ space, and one of our most helpful documents 
was a warning spreadsheet. It’s something so simple, 
yet it allowed us to know who’d been given a warning, 
how many times and what they had been warned about, 
with screenshots to provide evidence. This meant if 
anyone ever needed removing we had solid, backed-up 
reasons as to why. 

Something I keep in mind about building a community 
is to make safety not just one person’s responsibility, 
which is why I have a very large moderation team. It can 
be disheartening when people try to ruin your space, 
and trying to resolve it alone can become tiresome. If 
you don’t have the right support network it can be a 
real struggle.

With any kind of 
community space, 
I think it’s really vital to 
have a clear set of rules, 
and be prepared to 
change them
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When I first started my own very small community, 
I grew my moderation team by reaching out to members 
of the community who I could see had really good 
qualities. I’ve found that from a gaming point of view, 
appealing to your touchstone community members 
is a really good way to develop a moderation system. 

Building a community should be fun, and watching it grow 
from its infant stages into something well established is 
an incredible feeling. When you have a strong moderation 
team as well, you can build really strong friendships.

You will make mistakes along the way, but it’s important 
not to dwell on them for too long. I can say with con-
fidence that I’ve made plenty of mistakes myself over 
the years growing communities, and I’ve made sure 
I’ve learnt from them.

Every woman who is in a gaming space, or managing 
a space, has to deal with these problems. We are 
often subjected to targeted harassment for no other 
reason than creating these spaces: I have found it 
can sometimes be reassuring knowing that you’re not 
the only person dealing with it. You aren’t alone, 
and there are so many Community Managers who 
understand the difficulties you can face when growing 
a safe space.

I have found that a diverse management team has 
allowed my spaces to thrive, with varying members of 
different ages, genders, countries and backgrounds 
who all have the same core values, enabling everybody 
to advocate for exactly the same thing as a united 
front. So if they see rule-breaking, they can challenge 
it effectively.’
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Taking closely thought-through design decisions about the key values 
that your community will need to uphold, and what purpose the com-
munity should serve.

Creating a clear code of conduct that emphasises your key values 
unambiguously. Make the kinds of behaviour that are valued and 
those that are unacceptable explicit by formulating succinct rules.

Using an iterative user-focused design process for the development 
of your code of conduct, including input from a diverse selection of 
stakeholders: Getting input from your team and from those who 
manage your community, as well as community members themselves 
will add extra insights. Ask the women players in your community: 
what would they like to see in the code that would encourage them 
to feel valued, protected and reassured?
 
Tailoring your community guidelines to achieve your desired outcomes.
 
Avoiding anonymity by asking community members to provide veri-
fiable identifying information when they join. 
 
Encouraging women and girls to report unacceptable behaviour 
wherever they experience it. 
 
Including clear information about the consequences of unacceptable 
behaviour that breaches the code of conduct.
 
Using all the tools available to you on your chosen platform to protect 
women in your community.
 

On Creating Fair External 
Communities of Play, Women 
in Games Recommends
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Distributing responsibility for management across a diverse selection 
of team members: Appealing to touchstone members of your com-
munity as it grows to take management and advocate roles. 
 
Incorporating rewards for players who stand up for others in the 
community, particularly if they see toxic behaviour aimed at women.
 
Ensuring that all members of the management team share the same 
‘script’ and use a universal system to document behaviour that might 
lead to community members’ removal. 
 
Including relatable positive messaging: Emphasising the specific 
values that you want to see, why they are important to you and the 
creators of the game, and how these behaviours enhance the quality 
of play experiences.
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‘For ten years, players have relied on Star Stable Online 
to help them make friends. Over and over, we hear them 
tell us the game changed their life. It’s the playground 
of a new generation, a safe place to connect, discover 
and explore difference, share foundational experi-
ences, and navigate life’s complexities - all online.

Like many in the games industry, we moderate our com-
munities according to a short rulebook. It starts with 
soft preventative measures, discouraging bullying, har-
assment, and predatory behaviours. Then it introduces 
hard corrective measures, threatening transgressors 
with censorship, punishment and exclusion. With that, 
the rulebook protects communities by reducing toxicity. 
What it doesn't do, however, is build community. 

In 2021, Star Stable Entertainment endeavoured to 
move moderation beyond policing and punishment with 
an innovative pilot project. It reduced toxicity in our 
flagship game through positive behavioural nudging, a 
new approach that aims to protect players and enrich 
the community.

Change Fuelled by a Collective Commitment
to Community 

To contextualise our motivations for the pilot, it's 
worth outlining the structure of our community and 
engagement teams. Without their curiosity, knowledge 
of industry trends and a deeply rooted connection to 
players, innovation wouldn’t be possible. Innovation 
also relies on leadership willing to empower these 

teams with the resources and autonomy needed to 
pursue new and better ways of working.

First-line customer service is a closely managed out-
sourced team tasked with quickly resolving direct, 
low-level queries from players. 

Matters that demand more engagement are esca-
lated to our in-house Customer Happiness Team. Their 
express purpose is to go the extra mile to ensure we 
resolve player concerns happily. 

The Community Experience Team sits in the com-
munity, moderating conversations on social media 
and answering player questions directly. They are also 
dedicated liaisons for our highly-valued international 
ambassadors and Game Masters.

The Player Safety Team ensures Star Stable Enter-
tainment exceeds all compliance obligations for an 
online space that’s safe for everyone. 

And finally, the Translation and Localization Team 

Positive behavioural 
nudging aims to protect 
players and enrich 
the community

Women in Games Showcase:
Cultivating Digital Civility in 
Star Stable Online - A Case Study
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prevents us from making lazy assumptions about 
people who will have quite different perspectives on 
what we do by ensuring that content is appropriate 
and relevant in each market. 

Community building is part of everyone’s role across 
the company, not just these teams. Further, commu-
nity-building through enrichment is a shared value. 
That’s evident in this pilot. It relied on the creativity and 
ambition of the backend teams, though it demanded 
serious and challenging conversations to reshuffle 
operational priorities and negotiate the added pressure 
on these already busy people. But their buy-in reflects 
our collective commitment to enhancing community 
welfare. 

At the helm of this project were Executive and Tech-
nical Producer Jane Skullman, Director of Customer 
Experience Cecilia Munthe, and the former Director 
of Community, Content and Channels, Jane Billet. All 
three senior women shared the belief that moderation 
can and should take a new direction. Together, they 
steered various teams through complex processes 
involving external partners. 

Innovating with AI and Behavioural Psychology 

Our pilot project aimed to use technology to identify 
players behaving in a potentially hurtful way in our 
chat (the flashpoint for toxicity on our platform) and 
intervene with a gentle nudge toward positive action. 

The pilot’s first innovation was to transform our chat 
filter with cutting-edge machine-learning techniques 
introduced by Oterlu, specialists in custom artificial 
intelligence (AI) solutions. The AI acquired a native 
grasp of the language used by our players, giving the 
filter unprecedented nuance. 

With total proficiency, the filter didn't just block for-
bidden words and phrases. The AI extrapolated and 
inferred meaning, allowing it to censor messages 
designed to manipulate the system (e.g. misspelt or 

incomplete words) and distinguish between appro-
priate and inappropriate uses of vetted words and 
phrases. Most importantly, it unlocked an opportunity 
for us to make an intervention where players demon-
strated undesirable behaviour.

This intervention was the pilot’s second innovation. 
It was a message designed to nudge players in vio-
lation of our guidance away from the potentially 
harmful action they wanted to take toward a positive 
one. The text drew on pioneering social and emotional 
(SEL) principles. Briefly, SEL pivots around five pillars: 
self-management, self-awareness, social awareness, 
relationship skills, and responsible decision-making. 

Led by SEL experts Peppy Agency, we engaged players 
screened by the enhanced filter with this message: 
"Hey! It seems you've sent an unkind message. Stop 
and think, how would you feel if someone said that to 
you? Remember, being a good friend can also get you 
lots of new friends!"

Dissecting the statement makes it possible to identify 
the three-step process Peppy Agency developed to 
encourage behaviour change online: 

1.	 Help the player identify the behaviour SSO wants 
to change (i.e. ‘Hey! It seems you've sent an 
unkind message.’)

2.	 Encourage empathy by allowing the player to 
reflect how that behaviour would feel (i.e. ‘Stop 
and think, how would you feel if someone said 
that to you?’)

3.	 Offer support and examples of more positive 
behaviour (i.e. ‘Remember, being a good friend 
can also get you lots of new friends!’)

The positive impact of 
the intervention was 
immediate
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After rigorous testing, the AI and the intervention went 
live on UK servers. Engineered as an A/B test, half of 
the users writing flagged messages were prevented 
from publishing their text. The other half had their 
message stopped before seeing the carefully cali-
brated nudge. Over four weeks, Oterlu monitored the 
results in real-time. 

Compelling Results at Scale 

The positive impact of the intervention was immediate. 
More users in the group that had no intervention sent 
more toxic messages more of the time. Toxicity in the 
group who saw the message was reduced by five per cent 
by the end of the pilot. Had the project continued, Oterlu 
predicts the decline would have continued uninterrupted.

Five per cent may seem modest, but consider it at 
scale. Based on historical data, five per cent would 
translate to a reduction of over 5,000 toxic messages 
annually in the SSO chat. When talking about thou-
sands of messages each day and tens of thousands on 
some platforms, a five per cent reduction brings tan-
gible benefits to player welfare, even in communities 
with moderate levels of toxicity. 

We find the result persuasive even though only four 
per cent of the thousands of texts published in the 
chat every day are deemed problematic, and this 
figure includes spam and links. Still, four per cent is 
our high-water mark because we have long felt that 
new approaches can take the rate much lower. Now 
we know how to do it. 

Toward Next Generation Chat Moderation 

The pilot represents a paradigm shift in community 
building for us, while the results offer a compelling 
glimpse of what's possible when moderation doesn't 
stop at punitive measures, but actively cultivates digital 
civility.   

We’re highly motivated by this early pilot project on 
another level. The initiative affirms our collective com-
mitment to the community and the momentum we 
can build in this area when teams are empowered to 
innovate. To move forward, we’ll need to revisit delicate 
discussions about business priorities, privacy, data 
usage and team management, but our shared ambition 
to do things differently will foster alignment to deliver 
next generation moderation in Star Stable Online.’
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02

Community Sphere: 
Lens Two: Internal 
Communities of Collaboration

UN Women’s Empowerment 
Principle n. 6: Promote 
equality through community 
initiatives and advocacy
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The Imperative to Foster Internal Communities
of Collaboration
 
Every aspect of making and marketing games is based 
on intense collaboration, as is every aspect of esports. 
As with many aspects of games industry practices, 
how this collaboration works in practice depends to a 
great extent on the size and structure of organisations. 
Specialisation and focus, in terms of roles, can be seen 
as increasing exponentially in a curve that follows 
this spectrum of scale. If your studio is small, then 
the tendency will be towards multi-skilled members of 
teams working across their competencies. The more 
a studio grows its capacity, the more specialised roles 
may become. For these reasons, both smaller scale 
studios and large global concerns share an overriding 
imperative to foster communities of collaboration. 
 
Visibility and Voice: Creating a Role for Internal 
Groups in Collaborative Workspaces
 
As part of fostering a community of collaboration, 
setting up internal networks, sometimes known as 
Employee Resource Groups (ERGs) can bring visibility 
and voice where women are in a minority.
 
Whatever the size of an organisation, setting up an 
internal network can enable women to raise awareness 
of issues that particularly affect them in the wider 
working community. They can then propose changes 
aimed at bringing about a fairer playing field – pro-
posals that can be championed by advocates from 
beyond the network, bringing them to the attention of 
the community at large and acting on the community’s 
understanding of itself and its direction of travel – influ-
encing culture. 
 
The network can be as simple as a Slack or Discord 
channel, or as elaborate as a much wider formal network 
across sites. To make internal networks effective, they 
need to be part of an integrated plan to work towards 
fairness – ideally sponsored at a very senior level – 
rather than solely providing a forum for discussion. 

As such, effective networks will have a mission, and 
a structure of varying formality, dictated by the indi-
vidual needs of the working community and the scale 
of organisation. 
 
Openness and Opportunity
 
While this kind of forum can provide mutual support, if 
the issues discussed within the group are not taken up 
beyond it, then it cannot make an effective contribution 
to a working community. 

Such a contribution means active engagement with 
the rest of the community – regularly communicating 
and providing feedback in order to maintain a focus 
on fairness. This networking function therefore allows:
 
	∙ Open communication within a dedicated group
	∙ Open communication beyond the group to the 

wider community
	∙ Opportunities for sponsorship from top 

management
	∙ Opportunities for allies and advocates to 

champion and support their colleagues in the 
interests of fairness

Mentoring as Part of an Integrated Approach

Whether through a relatively informal buddie scheme, 
or through a more formalised mentoring system, sup-
porting women, both when they begin in their role and 
as they move ahead to consider career progression, can 
be a very effective way of demonstrating commitment 
to creating a culture of collaboration and belonging. 

Beyond just a demonstration, it can actively help 
provide integration between team members that can 
achieve such a culture. Mentoring is often very effective 

It falls to all genders to 
advocate for fairness
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when it is a two-way process, in which both parties can 
benefit from the input of the other, and is sometimes 
framed as ‘reciprocal mentoring’. Senior level, experi-
enced team members can provide insights into ways of 
working beyond technical skills, to enable more junior 
women just beginning their careers to learn to nego-
tiate the working landscape with communications skills 
and assurance. In turn, those starting out can bring 
with them insights from their own experiences that 
may surprise and refresh the understanding of those 
who have been in their role for some time. 

Harnessing the Power of Role Models

Highlighting the work and achievements of women 
within an organisation by drawing attention to their 
roles and contributions, both internally and externally, 
can be effective in attracting more women through the 
recruitment process. It can also reinforce the values 
of the organisation, to encourage women within it to 
feel that they belong and are valued.  

The Importance of Advocates

Advocates for women within organisations are crucial 
to creating cultural conventions that enable them to 
fully belong and achieve their potential. It falls to all 
genders to advocate for fairness, and taking on the role 
of an advocate can make a huge contribution to estab-
lishing norms of collaboration and mutual support. 

Senior leaders are essential as advocates across all 
aspects of making abstract policies into integrated 
practical processes. If a senior leader publicly demon-
strates their active commitment to fairness for women 
in their working environment, this provides impetus and 
legitimacy for every initiative that follows.  

Across organisations, advocacy does not have to be a 
formally established ‘position’, but can be as informal as 
simply adhering to a set of universally accepted behav-
iours that keep fairness at the forefront of everyday 
interactions. In communications, meetings, presentations, 

appraisals, recruitment processes, actively supporting 
women colleagues brings about a collaborative culture, 
and contributes to community values.

Research-Based Support for 
Organisational-Level Inclusion

Long-standing research by Shore et al.1, subsequently 
cited in the UK’s Chartered Institute for Professional 
Development (CIPD) 2019 research report ‘Building 
Inclusive Workplaces’ confirms the importance of 
‘organisational-level inclusion’2. 

In discussing collaboration and interconnectivity, 
the CIPD research highlights significant benefits. In 
addition to adopting an ethical standpoint, recognising 
organisational-level inclusion as the ‘right thing to do’, 
the CIPD cites a number of concrete positive outcomes 
based around:

	∙ Motivation through recognition
	∙ Shared identity reached through consensus
	∙ Trust leading to a culture of ‘wholeness’
	∙ An intercultural point of view

According to this research, positive benefits through 
organisational-level inclusion include :

	∙ Innovation and Creativity: Cohesion and 
community can create a safe space in which 
innovation and creativity can thrive.

	∙ Enhanced Knowledge Sharing in diverse teams. 
	∙ Job Commitment and Performance: Going beyond 

policies on diversity to actively promote inclusive 
practices is effective in creating a 
committed working community.

	∙ Minimising Barriers for Underrepresented groups: 
Valuing team members provides them with a 
source of professional confidence.  

Creating ERGs to provide visibility and voice for women 
where they are a minority, is clearly a beneficial tool in 
reaching such structural cohesion and collaboration. 
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Chanel Ward, Director of Global Diversity, Equity and 
Inclusion at Take-Two Interactive Software reflects on 
the benefits of ERGs in an overarching Diversity, Equity 
and Inclusion strategy:
 
‘It is my belief that community building is integral to 
any Diversity, Equity and Inclusion strategy. 

Our ERG members are individuals that come together 
over a shared identity, a shared interest, so having 
these communities form is a great privilege. Having 
ERGs at the heart of our wider community allows us 
to have access, and to learn a little bit more about our 
own work as it relates to inclusion.

It allows us to get genuine answers to important ques-
tions: What will continue to keep them happy and thrive 

within our organisation? What adjustments can we 
make to our systems that would allow for greater equity 
or accessibility across the board?
 
In many ways, in relation to a larger global DEI strategy, 
our ERG community members have the potential to 
be incredible thought leaders for us as we move into 
our future – a future which will be increasingly diverse 
and globalised.
 
There are so many benefits! As part of an overarching 
strategy, ERGs really anchor us in the stories, narra-
tives and experiences of the people we’re working with. 
They enable us to build environments and communities 
that will continue to be competitive through a lens of 
equity and inclusion.

In specific areas ERGs enable us to attract talent, to 
retain talent, they allow us to really understand why 
our community is thriving in particular ways, or where 
we need to strengthen. 
 
Folks are able to do their best work when they feel 
like they can be their true selves and when they feel 
like they can be valued for who they are. And ERGs 
certainly help individuals feel that they can be their full 
authentic selves.’

Our ERG community 
members have the 
potential to be incredible 
thought leaders for us

Women in Games Showcase:
A First Hand Account of Employee 
Resource Groups in Practice
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2K’s Holly Macintosh, Margaux Duval and Sara Bayley 
discuss their first hand experiences of ERGs in their 
professional practice.
 
Holly Macintosh, Chief of Staff, Technology, at 2K, 
begins by providing a definition of an ERG and how it 
functions within the company’s working culture:
 
‘Our ‘Women in Gaming’ Employee Resource Group for 
2K is an open forum for employees to share a common 
identity, to meet and support one another in building 
their community and a sense of belonging. 

In terms of how that functions within our culture, 
it’s a hugely successful platform for promoting and 
supporting women across our global locations. It is 
really driven by women of all backgrounds, allies, and 
sponsorship from our executive leadership team, so 
promoting Women in Gaming isn’t just the responsi-
bility of women, we see it as everyone’s responsibility 
within 2K’s culture. 
 
Involvement starts at the top and we’ve made great 
strides with syncing up with our President, COO and 
CMO as it ensures that there’s a space to talk about 
Women in Gaming. That may be in our town halls, or 
within our communication, but we really need that 
investment and sponsorship at the top level, to dis-
seminate into other teams and other SVPs across 
publishing and studios.
 
It shouldn’t just be women driving the WIG ERG, just as 

it shouldn’t just be black people only leading the Black 
at 2K ERG. It’s really everyone’s responsibility.  I share 
this sentiment with potential candidates, new hires 
during onboarding and new members as part of Women 
in Gaming. We’ve partnered with allies as well, as we 
want men to understand and walk that path with us.’

Margaux Duval, Senior UK/IE Product Manager, 2K, 
talks about the need for specific Diversity groups 
and why they are useful at 2K:
 
‘The need for diversity and inclusion at 2K came of 
the fact that we have games that are representative of 
multiple communities; we have a lot of LGBTQ+ char-
acters in our games, and we are seeking a lot from the 
black community when it comes to games like NBA, for 
example. It was just natural for us to have diversity and 
inclusion as a key point within our company, because 
it’s part of everything that we do on a daily basis. 
Rather than this being an ‘add-on’, it was a necessity 
in terms of our products and culture. 
 
I am personally very involved in the LGBTQ+ group, 
which I created with three other people, and I could 

We want men to 
understand and walk 
that path with us

Women in Games Showcase:
Establishing Employee 
Resource Groups
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have been involved in pretty much all of the ERGs that 
we created! I think it’s really important to encourage 
the company through all the awesome things that we 
bring from the different communities.
 
Holly Macintosh outlines a range of practical 
steps involved in setting up the 2K ‘Women in 
Gaming’ ERG:
 
‘I’m going to say we’re very proud of this story – when 
our D&I Director, Toni Ligons, joined back in 2020, some 
of us co-leading Women in Gaming didn’t even know 

each other. We reached out to Toni with ideas around 
what that ERG would look like and how she could offer 
support for us, and vice versa. 2K announced that we 
were going to create ERGs and we threw our hats into 
the ring. 
 
In terms of next steps we created a global Women 
in Gaming Slack channel, and communicated across 
all of 2K, encouraging all members, any individuals, 
individuals who identified as women, and allies as well, 
asking for their support to step up for a planning team. 
We required support with communication, with social 
media, with programme management, and adminis-
trative support, and we really had women stepping up 
immediately saying that they had experience in these 
different departments.
 
We moved to setting up bi-weekly planning team 
meetings, we advertised our group wherever we could 
in town halls and our slack channel, it was growing by 
the day. We started with 40 members in the first month, 
and now we’re just on the cusp of 300, nine months 
later, which is amazing. 

 We encouraged all new members to join. We created a 
slide deck that highlighted our mission statement, our 
shared goals of the team, meet the team, membership 
and how we were going to communicate across 2K. 
And then the ERG was just established organically, it 
was a new space for 2K, so it was defining new tem-
plates, guidelines, events – it was challenging, to say 
the least, but the support was really incredible. 
 
And then we were able to cement a calendar of events 
after really using our Slack channel and putting out 
polls of ‘what would you like to see?’, ‘how would you 

like to be involved?’. We were able to get approval from 
our executive sponsor and really start from there.’
 
Sara Bayley, Senior Manager, Marketing Data Science, 
2K, points out some of the aspects of joining the Women 
in Gaming ERG that have been especially valuable:
 
‘I think one of the things that I really enjoyed being 
involved in was a ‘lean in’ session, a kind of listening 
circle where the President of 2K was involved. It was 
something that really showed me a side of 2K where 
people from all levels of the company can be very open 
and very transparent about their feelings – everyone 
has things that are difficult for them, and people are 
aware of those differences and are keeping them in 
mind. It showed that we are focused on the right things, 
creating the right environment.

I started out in a company where we had zero diversity 
of any sort, and it’s something I really started thinking 
about more once I left. Now I’d say, diversity and 
inclusion is probably one of the most important things 
for a company to be focused on.

With 2K, the decision was made from an executive 
perspective to hire someone who’s specifically 
focused on diversity and inclusion
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With 2K, the decision was made from an executive per-
spective to hire someone who’s specifically focused on 
diversity and inclusion, so there was that clear decision 
to make an investment in this, and the ‘why’ behind it.’ 
 
Holly Macintosh outlines three concrete benefits that 
the new ERGs have brought to the 2K community:
 
‘The first benefit that comes to mind is, when I joined 
a year and a half ago, we only had five women in the 
technology organization. Through Women in Gaming 
and its promoting, we have hired 10 women as of last 
year, which I think is a huge achievement.

Ensuring we have a diverse panel during the interview 
process, applicants are not just seeing men, they’re 
seeing more women!

I describe my role as Chief of Staff, and in addition, my 
role as co-lead of Women in Gaming. It gets us talking 
about D&I, ERGs and how we partner with talent acqui-
sition and what we’re doing externally. 
 
The second benefit was our inaugural partnership with 
AnitaB.org as we sponsored and facilitated the Grace 
Hopper Celebration. It was an honor to be part of that 
amazing experience, and to meet such talented women 
from all over the world. 

And last but not least, our ability to influence 
decisions around internal exposure for our ERGs 
with the executive leadership team. We received 
approval to carve out space in our town halls to 
celebrate our D&I efforts, which has provided trans-
parency across our entire organization.’ 
 
Margaux Duval agrees that ERGs can create a pos-
itive bridge from inside 2K to a wider public:
 
‘I think the Women in Gaming group was the first one 
to be launched at 2K and it really paved the way for 
all of the other ERGs. They were also the first ones 
to put themselves forward externally and have those 
little highlights on some of the members, and I think 
that this is awesome for representation and for people 
who want to work in the industry. If they’re not quite 
sure – there’s still a bit of a vision that gaming for 
women is not necessarily welcoming – having all of 
those great examples of women within our company 
that are successful and brilliant; saying that out in the 
world is just great. 

We work together across multiple territories but we’re 
mindful of really tailoring our activations to suit dif-
ferent needs. It could be just one or two key global 
activations that are going to work.’

https://anitab.org/
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Encouraging and enabling women in your organisation to set up an 
ERG (Employee Resource Group): Bringing to the fore the skills 
and commitment of women team members who can provide signif-
icant insights and inputs to company culture, whatever the scale of 
the organisation.

Supporting women’s groups from the very top: Making it clear that 
senior management supports women in the organisation, by pro-
viding an arena for voicing their views regularly, demonstrating that 
these views will drive an integrated and clearly outlined gender 
equality policy.
 
Setting up a mentoring scheme: Enabling team members to use  
reciprocal mentoring to provide sources of learning, focused on 
enhancing belonging and increasing opportunities for women to 
progress their careers. 
 
Giving role models a forum: Encouraging women to highlight their 
achievements both internally and to the outside world, by providing 
them with recognition from colleagues within the organisation 
and beyond.
 
Encouraging and empowering advocates: Allowing all genders to 
support women’s equality efforts by providing them with opportunities 
to speak out in support of their colleagues. 

On Creating Fair Internal 
Communities of Collaboration, 
Women in Games Recommends
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Culturalisation is an important strategy that any 
studio can employ as part of an ethical game design 
process. Based on research, it ensures that what is 
represented in games is accurate, relevant, consistent 
and respectful. 

Among the commonly listed aspects of games that 
can benefit from a process of culturalisation are the 
following:

	∙ History and Origins
	∙ Religion and Beliefs
	∙ Ethnic Stereotypes
	∙ Geopolitical Positions
	∙ Item Design
	∙ Character Design
	∙ Colour Scheme
	∙ Sound and Music

While character design is listed, there is no explicit 
mention of gender representation, which given the 
strength of the spotlight on games characters, seems 
a significant omission, and should be rectified. 

Culturalisation ensures 
that what is represented 
in games is accurate, 
relevant, consistent 
and respectful
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Women in Games Showcase: 
Culturalisation

Our contributor on culturalisation is Kate Edwards, 
Women in Games Hall of Fame Winner 2021. Kate 
brings her expertise and her extensive experience as 
a pioneer in the field of culturalisation; after her early 
years at Microsoft, she went on to be Director of the 
International Game Developers’ Association (IGDA) 
from 2012 - 2017. She is an award-winning advocate, 
geographer, writer and corporate strategist. Until 
2022 she was the Executive Director of the Global 
Game Jam, and is the CEO and principal consultant 
of Geogrify, a consultancy which pioneered content 
culturalisation.

In this first hand account, Kate defines and explores 
culturalisation as a means to both address content 
creation and ethical practices in game development. 
She begins by defining the special characteristics 
of culturalisation:

‘Culturalisation is about adapting content to be com-
patible with the cultural expectations in markets around 
the world. Often in software and in games, that process 
is perceived as being localisation, but one of the key 
differences is that culturalisation goes far beyond lan-
guage or text.

All of the key questions you ask about the world being 
built, who’s in it and how the player interacts with them, 
must be asked early, versus localisation, which typically 
has to wait until later in the product cycle, when text 
has been finalised to do the translation, making cul-
turalisation actually a very different process. 

So we’re talking about the adaptation of environments, 
character design, narrative, and all of these other 
things that exist in the game world beyond language 
that can potentially influence the player’s experience. 
Or, at worst, if there’s something in the environment, for 
example a symbol being used or a certain folk object 

from a specific culture that is used out of context or 
is logically inconsistent with the environment – those 
kinds of things kick the player out of the intended 
experience. So rather than enjoying the game as we 
intended them to do, now they’re thinking ‘why did I just 
see something that should not be there that’s related 
to my culture’? 

So the real goal of culturalisation is to look at the fun-
damental assumptions about world building and around 
the player experience in any world that we create and 
understand what do we need to do – if anything – to 
make sure that this game is going to be as appealing 
as possible to as many cultures as possible. 

Culturalisation is about 
adapting content to 
be compatible with 
expectations around 
the world
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The reason this is important is because most of the 
growth in gameplay around the world is not happening 
in what many consider to be traditional markets like 
North America, Europe and East Asia.  Most of the 
tremendous growth is in new, emerging markets which 
means that if developers really want to make their 
game appealing, and to make it potentially even more 
successful financially, they need to be thinking about 
all the other cultures who are vigorously playing games 
today, compared to what are perceived as traditional 
markets.  

Why is culturalisation useful in relation to, for example, 
improving female character design?

Part of it is in avoiding assumptions in terms of a 
game’s main demographic. The developer might think 
that their main demographic is a male, and it might 
actually be. But if you automatically assume it’s a male 
who wants all the stereotypes that you see in a lot 
of female characters, you blatantly overlook the fact 
that women make up about 50% of the player base in 
most countries around the world. So if you’re creating 
your character just to appeal to a certain demographic, 
you’re losing potentially 50% of your market. 

A good example is work that I did on a medieval fighting 
game. The game was made in the West, and the female 
characters were very exaggerated, very stereotyped. 
They were supposed to be fighting characters and yet 

their cleavage was very clear they had bare midriff 
and bikini armour. When it came to marketing the 
game in the Middle East, where the developers had 
some interest, the cultural values there are based on 
Islam, and you can’t portray women in that way. So I 
worked with the developer to create the characters 
fully clothed, and in fact the versions that were created 
for the Middle Eastern market were amazing. They look 
like they’re truly ready for battle, they really look like 
strong female warrior types. Unfortunately though, 
these more authentic, viable female fighter characters 
weren’t used in the Western version of the game. The 
original, less-clothed versions appeared in the game, 
which is a lost opportunity I think. They could have 
attracted a lot more players, especially female players, 
had they changed the design of the female characters 
in the Western version. 

Do you think that there is an intersection between 
the working landscape of the games industry and the 
products and experiences that are produced?

There’s absolutely a relationship between the gendered 
ratio on the game developers’ side and what we’re 
seeing in terms of content representation of gender 
in games. And that also goes for any underrepresented 
group in the games industry. When we have on average 
about 20% women working in the games industry from 
market to market that is certainly going to affect the 
representation of women in games and the prevalence 
of women being shown in games.

An example I often have cited is the longevity of a char-
acter like Lara Croft from the Tomb Raider franchise. 
The most recent iteration of Lara Croft, I would say in 
large part is successful not just because of the way they 
physically re-designed the character to make her more 
realistic, but a lot of the character’s authenticity is built 
on the fact that Rhianna Pratchett wrote the character; 
she brought a whole emotional depth and life to this 
character that did not exist before. Before she was basi-
cally just this ‘eye candy’ on the screen, and thanks to 
Rhianna and her approach to the character, she really 

if you’re creating 
your character just 
to appeal to a certain 
demographic, you’re 
losing potentially 50%
of your market



84

Spheres of Action: Ethical Game Design and Development

Buiding a Fair Playing Field

gave a lot of depth that made this character very real-
istic. So it’s kind of an amazing way to take what used 
to be an icon of sexism in the industry and now evolve 
her into what I would consider as one of the better rep-
resentations of women characters – and that was driven, 
of course, by having a woman behind that process. 

You have recently been involved in working on ethics, 
with the organisation Ethical Games. Why is this an 
important topic to consider, in terms of game design, 
particularly now?

I think that ethics are always important, they always have 
been, but now we’re getting into a time when there are 
basically divergent realities in terms of how people view 
the world. We’ve all been seeing how that’s been affecting 
us from politics, to social policy, to health policy and many 

other things. There’s a need for a discussion around 
ethics – I think it’s more important now than ever for us to 
have that conversation, as we’re on the verge of dealing 
with more virtual reality and augmented reality and 
the metaverse. 

Even though we’re far from the metaverse, those kinds 
of technologies will give people divergent realities and, 
if we are divergent in our ethical approach to these 
things, it’s going to be a very complex world – far more 
complex than it already is. 

And so I think we really have to think about the ethics 
of some of the choices that we make as an industry 
– are we doing our best work to represent the people 

who are going to be in this game?  To me that is an 
ethical choice that we make – to use the stereotype or 
not use the stereotype is an ethical choice. Is it ethical 
to show a female character more appropriately, and I 
would argue yes it is, it’s more ethical to do so, because 
you’re taking a stance on the way things should be, 
and it is a value judgement. 

People in the creative media might be uncomfortable 
with the idea that ‘every choice I’m making is an ethical 
choice’ but in a way it is. The way you choose to rep-
resent people is going to affect the way they view 
themselves, and if they feel seen or not seen. And if 
they are seen, are they being represented in a way that 
is consistent with their view of themselves as a gender 
or as a race versus what you’re putting forth. So to me 
there’s an ethical responsibility on us to do the best 

we can when we’re managing human representation 
during the development process. 

What do you see as the overarching benefits to the 
industry of incorporating such ethical considerations 
in both employment practices and game design?

To me one of the biggest benefits is that we’re showing 
that the game industry is mature. Other creative indus-
tries have been around a lot longer than we have; film 
certainly has been around about a hundred years or 
so, literature for centuries, music and so on. They’ve 
all been around a long time, but games are relatively 
recent and I think we’re still struggling to feel like we 
have a place in culture. 

I think we really have to think about the ethics of 
some of the choices that we make as an industry – 
are we doing our best work to represent the people 
who are going to be in this game?
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Having said that, we can no longer act like a start-up 
industry, because we’ve been around for at least 50 
years now – we are also the fastest growing form of 
entertainment in the world and we are the most prof-
itable form of entertainment in the world, and we have 
been for years.

Embracing these kind of really important considera-
tions in how we employ people, how we run our work 
environments and how we create our games, reflects 
our responsibilities, demonstrating that we want to get 
better and do better at how we create our games – and 
be an example of how you can balance ethical consid-
erations of hiring practices, workplace environments, 
and creative choices. All of that can be done in a way 
that is not going to negatively affect anything about 
the current process.

From my perspective, embracing this approach is 
nothing but positive for the industry, especially from the 
standpoint of maturity, to show that we are a serious, 
viable industry that knows how to treat its talent well 
and how to create content that is going to be respectful 
and appealing to a global market.’

From my perspective, 
embracing this approach 
is nothing but positive for 
the industry
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Adopting an Ethical Approach

Video games by their very nature are contentious 
spaces. The now elderly academic debate about 
whether games should or should not be spaces for 
narrative has been, to some extent, sidelined by the 
fact that many games tell stories while simultaneously 
being the arena for (sometimes fierce) competition. 
They are therefore rarely ‘neutral’ spaces: Combining 
the power of stories and the dynamics of competition 
means that players need to take sides, eliminate oppo-
nents, work towards goals, and win.

Given these conditions, the most important questions 
that arise about the design, content and reception of 
games, from story driven to abstract puzzle play spaces, 
are ethical questions. They have been rehearsed over 
many years, and are all the more urgent for that. In 
direct relation to women’s involvement in games, 
among the most telling of questions are: Should women 
be represented as sexualised stereotypes in games? 
Should they be subjected to harassment and sexist 
bullying in the communities that arise around games 
and their creation? 

As research published by the Geena Davis Institute 
in collaboration with Oak Institute and Promundo in 
spring 2021 showed, statistics on what boys and young 
men are seeing and experiencing in the online com-
munity paint a stark picture of the normalisation of 
brutality for all genders1.

There are, however, existing, growing efforts to make 
ethical questions a central feature of game design, 
and such efforts can provide valuable support for 
any company that wishes to take the ethical route, 

promoting designs and processes that empower 
women. In a business environment in which Corporate 
Social Responsibility (CSR) is growing as an influential 
consideration, ethics hold the key. 

Organisations Working Towards New Ethical Game 
Design Goals 

Ethical Games2 is an organisation that has been 
formed in response to the need to address such 
ethical questions, and its mission is to collaboratively 
formulate a code of ethics for the games industry, in 
order to improve ethics in video games, communities 
and workplaces. The code is an evolving document, 
and a collective effort, inviting input from all stake-
holders, whether they are from the games industry 
ecosystem, the scholarly and academic community, 
the player community, or the community of interested 
parents. 

The Fair Play Alliance3 is an organisation with global 
reach that aligns with Women in Games’ vision of 
games ‘free of harassment, discrimination and abuse, 
and where players can express themselves through 
play’. The principles at the heart of their mission include 
the human centred approach to design, where user 
experience dictates what good practice means. Among 
the resources that the Fair Play Alliance provides, is a 
framework through which to promote player wellbeing 
and a fairer play environment. The framework includes 
advice on the following important areas:

	∙ Assessing the Behaviour Landscape
	∙ Planning a Penalty and Reporting System
	∙ Building a Penalty and Reporting System
	∙ Community Management Guidelines 
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Building in cultural awareness early in the design process in order to 
provide economies, accuracy and fairness, while reflecting market 
trends and contemporary attitudes to Corporate Social Responsibility. 

Adopting a culturally aware approach to character and world design 
to reflect a more authentic approach to the representation of women 
– avoiding reproducing stereotypes aimed at single demographics. 
Making space for the discussion of ethics at all stages.

Taking advantage of diverse team member input at the design stage: 
if you have no women or underrepresented minority members in 
your design team, reach out to representatives of women’s groups 
and organisations that can provide expertise. Research is essential 
in breaking down stereotypes and giving characters and fictitious 
worlds depth and authenticity. 

Demonstrating ethical business practices across all areas of game 
creation and marketing. 

On Adopting culturalisation 
and an ethical approach to 
Design Strategy, Women in 
Games Recommends
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The Essential Question

Trailblazing work is taking place in the education 
sphere, powering us towards change. We illustrate a 
wide spectrum of examples here, showcasing some of 
the most innovative projects from across the industry 
and education, along with products of play that actively 
seek to engage diverse communities, girls and women. 
All of this provokes the essential question: How do we 
harness the effectiveness of these efforts to build A 
Fair Playing Field?

The Gaming Sector: A Kaleidoscope of Opportunity

Video games, which arise from a historical lineage of 
play, performance, illusion, visual arts, mathematics 
and storytelling, are brought to life through a creative 
blend of Art & Design, Science and Technology. All 
these components offer a rich tapestry of core career 
specialisms for games development, which are further 

enriched by the multitude of other roles and career pos-
sibilities within the industry, such as testing, publishing, 
distribution, community, business development, mar-
keting and other tertiary roles.1

Within the growing field of esports another distinctive 
set of career opportunities has emerged from player 
to agent through to legal and branding.2

 
Research in the Field 

According to a wide range of researchers, the gender 
gap in science, technology, engineering and maths 
begins in school and continues through women’s edu-
cation and into the workforce.

Key messages and findings from Bridging The Digital 
Gender Divide: include, upskill, innovate report by the 
Organisation for Economic Co-operation and Devel-
opment (2018) suggest that gender-based digital 
exclusion has many causes3. Hurdles to access, 
lack of affordability, education, skills and techno-
logical literacy, alongside inherent gender biases and 
socio-cultural norms, are at the root of gender-based 
digital exclusion. Raising awareness about educational 
opportunities is key for girls and women.
 
A lack of science, technology, engineering and maths 
(STEM) subject expertise in girls and women has 
been cited as a major reason for the games industry’s 
gender imbalance. Multiple stakeholders have been 
working on changing perceptions to encourage girls to 
engage in these subject areas, while recent research 
suggests that integrating the arts in STEAM (science, 
technology, engineering, arts and maths) is of great 
benefit to marginalised groups in society, such as girls 
and young women, students of colour, and non-binary 
students.

In this Sphere we consider both areas through key 
insights from two significant pieces of research on 
STEM and STEAM. We also provide a Women in Games 
Showcase of inspirational initiatives and programmes, 
products and services from games studios through to 
grassroots community groups.
 
STEM

Why Europe’s girls aren’t studying STEM is a ground-
breaking piece of research commissioned by Microsoft 
and delivered by Professor Martin W Bauer from 
the Department of Psychological and Behavioural 
Science at the London School of Economics (LSE) 
in 20174. It investigates and addresses the causes 
of the gender gap in STEM (Science, Technology, 
Engineering and Maths) careers, identifying the age 
at which girls opt out of these subjects, and why 
they do so. 

Trailblazing work is 
taking place in the 
education sphere
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Qualitative data and analysis was garnered from a 
series of focus groups of 54 girls in nine countries 
– the UK, Ireland, France, Germany, Finland, the Neth-
erlands, Italy, Poland, and Russia – who shared their 
views on STEM-related subjects, in addition to a quan-
titative survey of 11,500 girls within 12 countries. 
The results revealed that:
 
‘... girls and boys are equally touched by the wonders 
of science, technology and engineering. But as adoles-
cents move from primary to secondary schools, things 
begin to change; girls become much less interested 
in these topics. A few years later, as large numbers 
enter university, again these subjects are more popular 
among boys than girls concluding that most young 
European women become attracted to science, tech-
nology, engineering and maths between the ages of 11 
and 12. But that interest then drops off significantly 
between 15 and 16, with limited recovery.’
 
The findings provide us with a concrete and tangible 
base to act on, whose implications are stark. Bauer 
states:
 
‘... governments, teachers and parents only have four or 
five years to nurture girls’ passion before they turn their 
backs on these areas, potentially for good. With such 
a small window of opportunity before interest starts 
to wane, it’s vital for teachers and parents to actively 
encourage any girl with an early interest in STEM’. 
 
STEAM

In her doctoral research paper ‘The Future is Female: 
STEAM Education Analysis’5, Diana Krajewski Lockwood 
examines the impact of a STEAM programme on young 
women’s engagement and participation in STEAM 
education. She states that she selected STEAM over 
STEM because the arts in STEAM provide another lens 
to learning and engage a wider variety of students, 
specifically, girls and students of colour (Jamalian, 
2018; Quigley et al., 2020). The people who benefit 
the most from arts integration into STEM (STEAM) 

were marginalised groups in society, such as girls and 
young women, students of color, and non-binary stu-
dents (Heinecke, 2018; Killerman, 2017; Perignat & 
Katz-Buonincontro, 2019; Pitrone, 2019; Quigley & 
Herro, 2019).

Wider research suggests that STEAM encourages 
collaboration, a broad interpretation of the arts, 
and an increase in young women’s participation and 
engagement (Mace, 2018). STEAM education incre-
mentally impacted the gender equity gap in the STEM 
workforce by changing the way women perceive sub-
jects such as science, technology, engineering, art, 
and maths (Mace, 2018). 

Role Models

It is clear from both Bauer’s work on STEM and Lock-
wood’s work on STEAM that a focused drive to engage 
with girls and women at core moments in their educa-
tional development is the key to shifting the needle, 
which seems perpetually stuck. Both researchers 
provide excellent data, examples and clarity on what 
is needed to address the digital divide and gender gap. 

Both pieces of research also conclude that role models 
are crucial. 

The ‘How Role Models are Changing The Face of Stem’ 
presentation by Microsoft6 demonstrates that girls are 
more interested in STEM subjects when they have a 
role model. According to their findings the number of 
girls interested in STEM almost doubles when they 
have role models, compared to those who do not (26% 

Governments, teachers 
and parents only have 
four or five years to 
nurture girls’ passion
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of girls without a role model report an interest in STEM 
subjects, versus 41% with role models). 

What About the Boys?

When aspiring to fairness and gender-inclusivity, what 
about the boys? 

Lockwood states that: ‘... the STEAM-based cur-
riculum was integrated into schools because it strove 
to encourage all students to learn in engaging ways 
and to become creative risk-takers.’ (Barack, 2018; 
Bulls, 2018; Jamalian, 2018; Mukherjee, 2018; Quigley 
et al., 2020). Supporting girls in STEAM was not at 
the expense of boys. Rather, the movement to close 
the gender equity gap in STEAM education  benefited 
all learners (Bulls, 2018). A STEAM-based curriculum 
‘fostered a level playing field for students of all genders 
and backgrounds’. (Bulls, 2018; Venditto, 2018). The 
misconception that helping the females meant the 

males were being ignored was a myth that needed to 
be debunked. ‘Educating all students about gender 
equity benefits all sexes.’ (Grant & Patterson, 2016)”.

The people who 
benefit the most from 
arts integration into 
STEM (STEAM) were 
marginalised groups in 
society, such as girls and 
young women
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Women in Games 
Education Showcase

Our showcase provides examples of inspirational 
initiatives and programmes, products and services 
from games studios through to grassroots community 
groups. They all represent groundbreaking work in the 
quest to engage talented girls and women into the edu-
cation options and the bountiful career opportunities 
within the games and esports industry. 

Amazon Web Services GetIT 

AWS GetIT is an initiative designed by Amazon Web 
Services (AWS) to encourage girls aged 12-13 to con-
sider a career in tech.7 It challenges long standing 
gender stereotypes by inviting teams from different 
schools to an app-building competition to solve real 
issues faced by their school or community. The pro-
gramme is fully funded, with AWS GetIT teaming up 
with Future Foundations to offer this programme to 
schools across the UK, Ireland, and Germany. AWS 
GetIT launched in 2018, and by the end of 2020 over 
23,000 students from 136 schools had taken part. 
Participants learn digital and IT skills, experience team 
working, and gain self-confidence through the oppor-
tunity to present their ideas to wider audiences. 

The programme brief is to design an ‘app for good’ that 
makes real, tangible social change within their school 
and community. App concepts reflect the varied issues 
and pressures facing young people today and range 
from managing stress and mental health, helping teen-
agers come out about their sexuality, to encouraging 
consumption of recyclable products.

After completing a launch session and bootcamp, the app 
ideas students created are considered for submission 
into AWS GetIT’s inter-school app design competition. 
Each school can submit two teams’ app ideas to the 
competition. All submissions are then judged and the top 
10 selected for the semi-finals where teams will present 
their ideas to a group of judges from AWS. The school’s 
AWS GetIT Ambassador will work with the school to 
provide support and feedback to the students as they 
continue working on their app ideas leading up to the 
competition submission deadline. The breadth of skills 
introduced and experiences gained from engagement 
from this one programme are extensive. 

Sarah Calveley, Commercial Lead for the UKI AWS Game 
Tech business stresses the programme’s significance: 

‘As an Advisory Board Member of Women in Games 
and as the Commercial Lead for the UKI AWS Game 
Tech business, this initiative is so important to me as I 
believe it can make such a difference to help redress the 
imbalance of women working in tech and in the games 
industry (currently around 19% of tech roles are held by 
women in the UK.) I believe that early exposure to the 
industry – and for the girls to see role models working in 
these careers who they can aspire to become – is funda-
mental to challenge long-standing gender stereotypes.’

Black Girl Gamers

Inclusive online gaming community Black Girl Gamers 
(BGG)8 is age and LGBTQIA+ inclusive and houses 
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the largest safe gaming space for black women in the 
world, with a community of over 8000.

It was founded in 2015, by CEO Jay-Ann Lopez9, a 
popular UK-based presenter for GTV, beauty influencer, 
games consultant and public speaker. Partnering with 
brands to change gaming from the inside out, across 
content, events, education, consulting and talent, 
BGG partners with endemic and non-endemic brands 
throughout the gaming space (Google, Facebook, 
Netflix, etc.) and gaming communities to grow the 
influence, representation, equity and experience of 
black women in gaming.

Jay-Ann Lopez is a role model to thousands of girls 
and women and an influential agent of change10. 
She is not a conventional educator nor does she 
utilise conventional educational paths, but she has 
nonetheless educated our entire sector! In a Wired 
interview by Laura Cameron11, Lopez states that even 
if gaming isn’t the most welcoming place for black 
women, she wants to urge young girls, especially 
black girls, to make those spaces for themselves, 
regardless of what anyone says or thinks. “Do it 
anyway,” she says.

Codam

Codam is a new education initiative based in the Neth-
erlands founded in 2018 and funded by the Sofronie 
Foundation12. Founder Corinne Vigreux set up the foun-
dation motivated by the desire to see young people, 
irrespective of their educational, economic or financial 
background, have a better chance of maximising their 
potential in the fields of  innovation and technology.
Codam asserts that traditional education is not 
equipped to solve the growing shortages of software 
engineers around the world. They estimate that 
500,000 professionals are needed in Europe, of which 
55,000 are required in the Netherlands. Its response 
was to create Codam and offer a unique and accessible 
model that educates a diverse group of people in an 
effective and scalable way. 

Whilst this programme does not specifically target 
women, its aim is to reach students from different back-
grounds, ages, and genders, including individuals who 
have never imagined that programming could be some-
thing for them and those for whom programming was 
previously inaccessible. There are no pre-admission 
requirements, no tuition fees, no teachers, no class-
rooms, and no semesters. Codam uses peer learning 
to promote collaboration and teamwork to enable 
knowledge acquisition. It is the learners who, beginning 
with a concept and relevant information, must answer 
a problem with no intervention from a teacher or 
trainer. Each learner is both a recipient and donor 
of knowledge. Codam has found that this approach 
encourages critical thinking, problem-solving, and 
innovation. Students learn how to find solutions to 
new problems as they arise, instead of being taught 
how to resolve specific predetermined problems.

Creative Assembly

Outreach, learning environments and scholarship are 
the key to the impactful initiatives created by the UK’s 
largest games studio. 
 
Outreach: ‘The Creative Assembly Legacy Project 
- From Playground to Industry’ is an award-winning 
social responsibility programme working to give people 
the skills and information to enable them to become 
games development talent of the future. The core pillar 
of this programme is education, with a focus on schools 
and colleges in local communities, and outreach is a 
core tenet of the project, actioned through CA Ambas-
sadors. Creative Assembly believes that whilst outreach 
is a big time commitment for the studio, the long-term 
benefits of outreach activities are very positive, not 
only for the students, but also for staff who hone their 
skills as mentors, as leaders and educators, who bring 
back these experiences for their team to benefit from, 
creating a ‘learning loop’ for all involved.
 
Games Lab: A further aspect of Creative Assembly’s 
commitment to actively supporting underrepresented 
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groups, can be seen in its partnership with the East London 
Arts and Music Academy (ELAM)13. Since its beginnings 
in 2017, the partnership has developed an ‘industry-led’ 
further education video games design course.

The Academy, established in 2014, teaches students 
between the ages of 16-19, and covers education 
before university level (or higher education in the 
UK). ELAM was rated Outstanding by the UK’s Office 
for Standards in Education, Children’s Services and 
Skills (OFSTED) in 2017, and it has received three nom-
inations for British Academy of Film and Television 
Arts (BAFTA) awards in the Young Games Designer 
Awards category. Over 70% of its students are from a 
black, Asian and minority ethnic (BAME) background. 
This demographic is very under-represented in the 
industry and this industry-led partnership will hopefully 
encourage that to change. The development is espe-
cially significant due to the fact that as many as 34% 
of ELAM students come from low income households 
and do not have access to computers and equipment 
outside of the academy. 

A new games lab has been built as part of this long-term 
partnership, and Creative Assembly’s involvement also 
includes creating the course, and donating original 
game art to adorn its walls. The course encompasses 
game art, mechanics and storytelling, providing mas-
terclasses and workshops from Creative Assembly, all 
aimed at making its students industry-ready.  

Scholarships: Creative Assembly has recently teamed 
up with Teesside University in the UK to launch two 
brand-new scholarships in support of its Computer 
Game Design degree course. The scholarships help 
support under-represented groups by providing 
financial support and expert mentorship throughout 
the successful students’ time at Teesside University. It 
is specifically designed to support under-represented 
or disadvantaged individuals, by addressing existing 
cultural and socio-economical barriers to their chances 
of success.

The criteria for application for the scholarships at 
Teesside, which have a value of £9,000 each, are that 
the successful applicants come from a background 
where the household income is below £25,000 a year 
and/or identify as a woman and/or black ethnic minority. 
 
Emma Smith, Head of Talent at Creative Assembly 
emphasises the commitment that the studio has to 
taking positive actions to change the status-quo:
 
‘We want to contribute to long-lasting change in the 
games industry; to bring more diverse voices into devel-
opment teams and boardrooms. Our award-winning 
education work benefits students across the lifespan 
of their studies and this scholarship represents the 
next step at giving potentially disadvantaged students 
a real chance to fulfil their potential.’
 
Digital Schoolhouse (DSH) Junior and Senior 
Esports Programme

This specific esports-focused Digital Schoolhouse Pro-
gramme, piloted and run in partnership with Nintendo 
UK and Outright Games, is part of the wider Digital 
Schoolhouse Programme, created and run by Ukie in 
the UK. 

In her role as Head of Education and Director of the 
Digital Schoolhouse Programme, Shahneila Saeed has 
produced a Pilot Evaluation Report14 providing infor-
mation on what is now the largest UK schools-based 
esports tournament, with over 1,100 teams and 10,000 
students participating from over 69 schools in 2020. 
Among its key findings, 100% of teachers reported 
that pupils were more motivated to learn computing 
as a result of participating in the pilot.

It allows aspiring learners to take part in real job roles 
within the video games industry through a range of 
lessons and activities mapped to subjects on the cur-
riculum such as Computing, English, Maths, Design 
& Technology (DT) and Personal, Social, Health and 
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Economic Education (PSHE). While this programme 
is not specifically targeted at young women and girls, 
its value is clear in providing insight and engagement. 
It is an immersive careers experience for pupils aged 
8 to 11 years that brings industry careers to life in the 
classroom with the help of competitive games on Nin-
tendo Switch.

The Pilot Evaluation Report states that, when com-
paring across genders, there was no significant 
difference between the number of boys and girls that 
either did not want more lessons similar to the tour-
nament experience or were unsure. However, when 
answering 'yes' the number of boys was significantly 
higher (89%) than girls (79%). When asked to elab-
orate on their response further – along with talking 
about the fun of playing games – girls appear to be 
more likely to mention elements of learning about job 
roles. 31% of pupils were not aware of the different 
types of jobs available in the video games and esports 
industries. 50% knew a little bit, and only 18% of 
pupils felt like they knew a lot about the different types 
of job roles available. 

Girls were significantly less aware of roles within the 
industry prior to taking part in the tournament; 41% 
of girls said they did not know anything, compared to 
14% of boys.

The tournament had a significant impact on improving 
awareness and knowledge of job opportunities within 
the sector, particularly amongst the girls. A signifi-
cantly higher number of girls answered that they learnt 
at least 'a little bit' (42%), compared to boys (30%). 
Overall, this saw a 40% increase in the number of girls 
who now feel they know at least a little bit about job 
opportunities (94%), compared to a 10% increase 
for boys (92%).

The programme demonstrates a gendered lack of 
knowledge about job roles and careers in the sector, 
highlighting a need for focused incentives to bring 
about more awareness in girls. 

Dziewczyny w Grze! (Girls Join the Game!)

Poland is among global leaders in terms of women’s 
representation as employees in the industry at 25%, 
but there is acknowledgement that more can be done. 
Dr Dominika Urbańska-Galanciak Director of SPIDOR 	
(Stowarzyszenie Producentów i Dystrybutorów Opro-
gramowania Rozrywkowego) and Agnieszka Szamalek 
- Michalska, Internal Communication Manager at CD 
PROJEKT RED, contributed to our showcase with infor-
mation about its initiative Dziewczyny w Grze! (Girls 
Join the Game!) programme, aimed at talented high 
school girls, initiated and organised by CD PROJEKT 
RED in cooperation with Education Foundation Pers-
pektywy (Women in Tech).

Agnieszka describes the goal of the program and 
its focus:

‘...various data show that on average only about 
24-30% of game developers are female. In CD 
PROJEKT it’s 20% and we believe that these numbers 
are definitely too low. We started to think about ways 
to attract female developers into CD PROJEKT and the 
industry as well. After many discussions, we came to 
the conclusion that the gap is getting bigger for girls 
at the stage of school when boys are encouraged more 
to go on tech faculties and the majority of girls give up 
as they usually hear that tech studies are not for them.  
 
Our goal is to give girls this power and the oppor-
tunity to see that they can do whatever they want, 
including spreading their wings in the field of game 
development. We especially wanted to focus on 
girls from smaller towns who are usually in more 
disadvantaged positions and don’t have the same 
opportunities as their friends in bigger cities. 
 
So basically with this program, we want to show girls 
that game dev is a potential career path for them. 
During a year-long program, 20 girls will be receiving 
a scholarship and the opportunity to learn about the 
practical aspects of working in the industry through 
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substantive workshops and during meetings with a 
mentor from CD PROJEKT RED. Promotional activ-
ities were mostly focused on direct contact with girls 
through meetings in school. We had a network of 
internal ambassadors from CDPR who were visiting 
their schools, as well as beingvisible on social media 
such as Instagram and Facebook. Girls could apply 
via a dedicated website where we aggregated all the 
info about the program alongside bios of the mentors.  
 
As it was our first edition, our main KPI was a number 
of entries – we hoped for at least 200. However, the 
final number went far beyond our expectations as we 
had over 1,500 applications from many talented girls 
from all around Poland. It was really challenging to 
select the final 20.” 

Pioneering the introduction to video games and game 
design principles in the curriculum at all levels of edu-
cation, to fully reflect the importance of the  ‘play’ 
element of culture and society is vital for  the pedagogic 
progression for all. Gaming and games technologies 
are embedded components in every digital interaction 
within our society.

Poland's government has become the first in Europe 
to formally add video games as part of a school's 
curriculum. The game ‘This War Of Mine’15 was an 
educational tool for high school students as part of 
the 2020/2021 academic school year. Lessons in the 
game, which is a wartime scenario that flips the script 
on typical war-theme video games, placing the user in 
the role of a civilian, rather than frontline combatant, 
have applications in sociology, ethics, philosophy and 
history. Inspired by a conflict in the Balkans, the 2014 
game, which was developed by Warsaw-based 11 Bit 
Studios16, is based around morality and difficult situa-
tions where decisions must be made in order to secure 
basic necessities such as food, medicine and shelter. 
‘For the first time in history, a video game has been 
included on the recommended reading list for schools,’ 
said Dr. Dominika Urbanska-Galanciak, Head of Spidor, 
adding, ‘This is a great example of how video games 

can support education by telling stories and raising 
important ethical issues.’

This initiative is a wonderful start, demonstrating the 
power of games and play to influence and educate. 
With careful design of curriculum which is inclusive 
and inspirational we can ignite the interest of girls and 
women into careers within the gaming sector. 

Games in Schools Handbook: The fifth edition of 
the Games in Schools Handbook is aimed at training 
teachers across Europe in the use of commercial video 
games as pedagogical support in their classroom. 
The ISFE  teamed up with European Schoolnet17 (the 
network of 34 Ministries of Education) to launch the 
fifth edition of Games in Schools18 in 2019.

Whilst it does not specifically target girls, the Games 
in Schools Handbook offers excellent opportunities 
for teachers to consider a range of diverse material 
for inclusion in the curriculum, and provides specific 
video game examples to work with. The handbook is 
inspirational and includes comprehensive advice and 
lesson plans. 

The curated list of games contains a wide range 
of content which is clearly labelled. For example, 
A Normal Lost Phone and its sequel Another Lost 
Phone: Laura’s Story are puzzle games developed by 
Accidental Queens, programmed by Diane Landais 
and focused on inclusion, sexuality and gender. The 
game, along with the sequel, explores LGBTQ themes 
and addresses domestic abuse by challenging the 
player to investigate the phone of a stranger. It has 
been nominated for numerous awards and has received 
excellent feedback from critics and the player com-
munity. It has been described as ‘emotional, alluring, 
wonderful, making me grow as a person, teaching you 
about tolerance, experimental, It's the kind of game 
that lingers with you’.19 

Providing students with poignant and thought-pro-
voking content through using video games in the 
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classroom can increase student curiosity, engagement 
and learning outcomes. Video games encourage 
teamwork, strategic thinking, and  can reconnect stu-
dents who have difficulties in school, especially when 
more traditional approaches have failed to unlock their 
full potential. 

Recent research by Dr Anesa Hosein20 states that girls 
(13-14 years old) who played over nine hours of video 
games a week were 3.3 times more likely to study STEM 
than those who do not play video games. This was the 
case even after accounting for their socio-economic 
background, their ethnicity, past performance and how 
good at their chosen subject they felt they were. 

Globally, 50% of players are girls, therefore there is 
enormous potential in nurturing that interest in the 
classroom between the ages of  11 to 16. Progressive 
curriculum design is a crucial element in encouraging 
girls into subjects for careers in the games sector.

Girls Make Games

This groundbreaking initiative was created by CEO 
Laila Shabir,  MIT graduate and the co-founder of 
LearnDistrict21. Girls Make Games (GMG) is a series 
of summer camps, workshops and game jams all 
designed to inspire the next generation of designers, 
creators, and engineers. It was launched in 2014, and 
has reached over 6,000 girls through workshops and 
camps, and over 20,000 through tutorials, games 
and resources. The summer camps run with a virtual 
program reaching a global community and in-person 
workshops expanding to 100 cities worldwide. 

Girls Make Games continues to develop, and Laila 
Shabir is working with big names such as Google, Play-
station and Xbox to take GMG to the next level which 
includes supporting the development of camp demos 
into published games for selected teams. 

In March 2022 Find Me, a game idea developed 
by Team Invenio (Katie Arnold, Avalon Brevik, 

Audrey Douglas, and Maeve Rust), the winners at 
Camp Demo Day in 2017, launched on Playstation. 
Katie Arnold commented: ‘By being a part of Girls 
Make Games, it’s given me a clear view of what I want 
as a career, and how far I want to go into making 
games myself.’

CEO Laila Shabir is very clear about the benefits of 
opening new pathways through Girls Make Games:

‘In education, we need an all-around approach to 
providing diversity and inclusion, let us all wrap 
our arms around widening the aperture, so that [no 
matter] your demographics, where you live, where 
you were born, your economic circumstances, we 
provide portals, gateways, pathways, and corridors 
for those scientifically inclined, or those who just 
need the exposure and that spark of genius to get 
engaged to have access.’

Laila’s journey, programme, mission, background, 
and impact, can be viewed in the award-winning doc-
umentary ‘Girls Level Up’22

I-WIG Incubator

In 2021, Women in Games France Association, ran a 
third season of its I-WIG incubator23. This third season 
enabled women to apply for this latest iteration of the 
programme from 2021 on Rainbow Six: Siege, League 
of Legends, or VALORANT.

The Incubator was originally set up by Servane Fischer, 
Senior Esports Legal Counsel Ubisoft in 2019 in part-
nership with Riot Games and Ubisoft France. It was 
created in order to integrate and evolve the esports 
scene in response to factors impeding women’s access 
to competition. Traditionally, these include the diffi-
culty women face in being able to practice, and to join 
professional teams made up exclusively of men. As a 
result, only 6% of competitive women participate in 
tournaments, according to the French esports study 
Baromètre France Esports24. 
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The programme supports women by offering:

	∙ Personalised individual coaching
	∙ Media training
	∙ Partnerships with esports structures
	∙ Meetings with professionals of the esports 

industry 
	∙ Training and participation in mixed-team 

tournaments
	∙ Physical events, if health measures allow 

The Incubator’s strong emphasis on coaching and 
training enables women to overcome the barriers to 
competition, plus the obstacles preventing them from 
joining communities whilst developing a sense of 
belonging. They have been shown by the programme 
to benefit in terms of an increased level of competitive 
skills and drive. 

JewelBots

Sara Chipps, Brooke Moreland, and Maria Paula Saba 
founded Jewelbots25 in 2014 with a goal to ignite girls’ 
curiosity about coding. They asked questions around 
the contemporary lack of equality in science and 
technology - Is it hard to get your daughter excited 
about the world of science and technology? Do you 
get annoyed that even ‘gender neutral’ STEM educa-
tional products can be very masculine? Their response 
was to launch a product they designed – a wearable 
friendship bracelet which you can collect and swap 
straps and charms, as well as code secret messages 
and connect with friends in a digital way.
 
Jewelbots is specifically targeted at girls, but the 
design appeals to boys too. The team has subsequently 
added Jewelbits Science Kits to its range and products 
are used at home and at school with a set of inte-
grated teaching materials. The products have reached 
tens of thousands of girls in over 30 countries who 
have become coders, chemists, and creators through 
Jewelbots. 

 
Jewelbots’ work shows that it is breaking stereotypes 
by showing girls that their interests aren’t just ‘for boys’ 
and that integrating their interests in jewellery doesn’t 
mean they can’t also have an interest in code. This 
innovative product clearly demonstrates where the 
act of ‘play’ can spark girls’ imagination and interest 
in coding. 
 
The LEGO Foundation and Unicef

Scientific research over the past 30 years has indicated 
that the most important period of human development 
is from birth to eight years old26. During these years, 
the development of cognitive skills, emotional well-
being, social competence and sound physical and 
mental health builds a strong foundation for success 
well into adulthood. Learning takes place throughout 
life, but in early childhood, learning  takes place at a 
high speed. Preschool (or pre-primary) education falls 
in the middle of the early childhood period and lays the 
groundwork for success in school and beyond. So why 
is learning through play not more deeply integrated in 
many countries’ pre-primary programmes? And why 
are video games not at the core of progressive learning 
techniques? How do we remove societal stereotyping 
for girls during this vital period? LEGO and the Geena 
Davis Institute have begun a campaign to do just that.
 
LEGO Ready for Girls Campaign 

In 2021 LEGO launched a ‘Ready for Girls’ campaign 
based on research from the Geena Davis Institute on 
gender norms in play. Researchers surveyed almost 
7,000 children between the ages of 6 and 14 and 
parents around the world. 
 
The findings showed that girls feel increasingly con-
fident to engage in a variety of play and creative 
activities, but are held back by societal stereotypes 
as they age. The survey concluded that ‘girls are ready 
for the world but society isn’t quite ready to support 
their growth through play’. 
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LEGO has cited some statistics from the research, 
including the revelation that 74% of boys and 62% 
of girls believe that some activities are meant only for 
girls and some are meant only for boys. 
 
LEGO Group also surveyed respondents about the 
toys, finding that LEGO is still considered more rel-
evant to boys than to girls. Of those who were surveyed, 
76% said they would encourage their son to play with 
LEGO, but only 24% said they would encourage their 
daughter. Further insights indicate that girls are typi-
cally encouraged into activities that are more cognitive, 
artistic and related to performance, compared to boys 
who are more likely to be pushed into physical and 
STEM-like activities (digital, science, building, tools). 
Parents from this study are almost five times as likely 

to encourage girls over boys to engage in dance (81% 
vs. 19%) and dress-up (83% vs. 17%) activities, and 
over three times as likely to do the same for cooking/
baking (80% vs. 20%). Adversely, they are almost four 
times as likely to encourage boys over girls to engage 
in program games (80% vs. 20%) and sports (76% 
vs. 24%) and over twice as likely to do the same when 
it comes to coding toys (71% vs. 29%).
 
The ‘Ready for Girls’ campaign aims to help girls rebuild 
the story and welcome more girls to LEGO building, 
ensuring they aren’t losing out on the benefits of LEGO 
play due to societal expectations. The company will 
ensure any child, regardless of gender identity, feels 
they can build anything they like, playing in a way that 
will help them develop and realise their unique talent.
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Fully utilising key age-sensitive insights on gender from existing 
research on STEM and STEAM to inform and develop impactful pro-
grammes and initiatives. 
 
Fully including games, their history and play into the core school 
curriculum at all levels – working to influence curriculum design at 
the highest policy level.

Providing professional role models when engaging with educators 
and the educational community.
 
Educating students and educators alike regardless of their gender, 
at all levels across the curriculum about both the gendered nature of 
play and the importance and universal benefits of gender equality.
 
Developing a variety of conventional and non-conventional educational 
initiatives to appeal to the widest possible audience of young people. 
 
Funding and supporting scholarship programmes specifically aimed at 
girls and young women, in partnership with educational institutions.
 
Making job roles and professional functions within industry settings 
transparent; developing materials in partnership with educational pro-
viders and organisations such as Women in Games to communicate 
the rich career opportunities available in the sector. 
 
Encouraging greater participation from women across the games and 
esports sectors through enabling positive role models to engage with 
young girls and women. 

On harnessing the 
trailblazing education work 
taking place to Build a Fair 
Playing Field, Women in 
Games Recommends
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Contextual Sphere – The State of Play

Social Institutions & Gender Index
The OECD Development Centre’s Social Institutions and Gender Index (SIGI) 
measures discrimination against women in social institutions across 180 coun-
tries. By taking into account laws, social norms and practices, the SIGI captures 
the underlying drivers of gender inequality with the aim to provide the data nec-
essary for transformative policy-change.
Read more

Chartered Institute for Personnel Development (CIPD) 
The professional body for HR and people development in the UK.
Read more

McKinsey & Company 
McKinsey & Company is the trusted advisor and counsellor to many of the 
world's most influential businesses and institutions.
Read more

Deloitte
Deloitte is a leading global provider of audit and assurance, consulting, financial 
advisory, risk advisory, tax, and related services.
Read more

ISFE - Diversity Pledges Across Europe
The video games industry employs over 86,000 employees in Europe. ISFE’s 
national associations engage in local initiatives to inspire and improve diversity 
and inclusion in the games industry.
Read more

2019 European Video Games Industry Insights Report – European Games 
Developer Federation (EGDF)
Collaborative report from the EGDF and ISFE on the digital single market for 
games, European game developers and publishers. 
Read more

EGDF Data and Studies repository
Collated data and studies from video games organisations and trade associa-
tions across Europe. Find annual games industry reports, market analysis and 
data from European countries.
Read more

https://www.genderindex.org/
https://www.cipd.co.uk/
https://www.mckinsey.com/
https://www2.deloitte.com/global/en/insights/deloitte-insights-magazine.html?icid=wn_deloitte-insights-magazine
https://www.isfe.eu/games-in-society/diversity-commitment/
https://aepdv.pt/wp-content/uploads/2021/11/EGDF_report2021.pdf
https://www.egdf.eu/data-and-studies/
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Asociación Española de Videojuegos - Spanish Association of Videogames
AEVI brings together all the agents involved in the video games value chain – 
developers, publishers, marketers, etc. – in a common association that has the 
firm purpose of strengthening and defending the interests of one of the techno-
logical industries with the highest profile in its country. 
Studies and Analysis
2020 Yearbook - Annual Report PDF

AEVI Report: 'Women play, consume, participate’ (in Spanish)
The report ‘Women play, consume, participate’, prepared by the Spanish Asso-
ciation of Video Games (AEVI), together with the European Federation of 
Interactive Software (ISFE) and Ipsos Mori, analyses the contribution of women 
to the video games industry, as players, consumers and creators, and addresses 
the main recommendations to attract more female audiences to the industry.
Read more

Associação das Empresas Produtoras e Distribuidoras de Videojogos – Portu-
guese Association of Video Game Producers and Distributors
The Association of Video Game Producers and Distributors (AEPDV) is the Portu-
guese association exclusively dedicated to the representation of companies that 
produce and distribute video games for consoles, computers, mobile and online 
platforms.
Read more

ANGI Nordic
ANGI is the trade association for publishers and distributors of computer and 
video games entertainment in the Nordic region. It exists to champion the 
interests, needs and positive image of the video games and interactive enter-
tainment industry.
Read more

game – Verband der deutschen Games-Branche
The association of the German games industry. Members are developers, pub-
lishers and many other players in the games industry such as esports organisers, 
educational institutions and service providers. As a co-organiser of gamescom, it 
is responsible for the world's largest event for video games. 
game - Diversity Guide
game - Facts and Figures Resources
Annual Report on the German Games Industry (in German)

http://www.aevi.org.es/documentacion/estudios-y-analisis/
http://www.aevi.org.es/web/wp-content/uploads/2021/04/AEVI_Anuario_2020.pdf
http://www.aevi.org.es/web/wp-content/uploads/2021/07/Las-mujeres-juegan-consumen-participan-Informe-Ipsos-Mori.pdf
https://aepdv.pt/dados-aepdv-isfe/
https://angi-nordic.com/
https://www.game.de/guides/diversity-guide/
https://www.game.de/marktdaten/#Zahlen%20und%20Fakten
https://www.game.de/wp-content/uploads/2021/08/game_Jahresreport-der-deutschen-Games-Branche-2021_Deutsch.pdf
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IIDEA – Italian Interactive Digital Entertainment Association
The Italian Association represents the national video games industry and fosters 
the development and evolution of the sector in Italy.
Read more
Game to Women - Highlighting Women's contribution to Games in Italy 
2021 Italian Game Developers Census
2020 Essential Facts about Video Games in Italy

Women in Games Italia
Women in Games Italia is a non-profit organisation that works for diversity in the 
video games sector in Italy. Its goal is to double the number of female profes-
sionals in the sector in 10 years.
Read more

ÖVUS – The Austrian Association for Entertainment Software
The Austrian Association for Entertainment Software (ÖVUS) is the interest 
group and industry representative of the video games industry in the country. 
Read more
Seven out of ten Austrians play video games - study - OVUS.AT

Syndicat des Éditeurs de Logiciels de Loisirs – SELL
French Video Games Association
The Syndicate of Leisure Software Publishers is a professional association 
created in 1995 and made up of companies in the video games sector.
Read more
2021 Report - The Video Game Industry in France
Player Demographics Report (in French)
Women in Games France - A member of SELL

Swiss Interactive Entertainment Association – SIEA
The Swiss Interactive Entertainment Association (SIEA) is the association of the 
Swiss video games industry. Its goal is to establish video games as the leading 
entertainment medium of the 21st century. 
Read more
Visit Swiss Gaming

https://en.iideassociation.com/
https://iideassociation.com/notizie/game2women/game-to-women.kl
https://en.iideassociation.com/reports/industry.kl
https://en.iideassociation.com/reports/market-and-consumer.kl
https://www.womeningamesitalia.org/
https://www.ovus.at/
https://www.ovus.at/news/sieben-von-zehn-oesterreicherinnen-und-oesterreicher-spielen-videospiele/
https://sell.fr/
https://sell.fr/lindustrie
https://www.sell.fr/sites/default/files/essentiel-jeu-video/lessentiel_du_jeu_video_novembre_2021.pdf
https://womeningamesfrance.org/
https://www.siea.ch/
https://swissgaming.org/
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Stowarzyszenie Producentów i Dystrybutorów Oprogramowania Rozrywkowego 
(SPIDOR) – Polish Video Games Association 
The Association of Producers and Distributors of Entertainment Software 
(SPIDOR) conducts educational activities, publishes training materials, training 
materials, newsletters, periodicals and other materials, organises conferences, 
seminars and meetings for the Polish video games market. It also collabo-
rates with the Interactive Software Federation of Europe and related foreign 
associations. 
Read more

UK Games Industry Census 2022 – UKIE
The census, which was conducted by the University of Sheffield and was com-
pleted by over 3,600 industry workers (15% of estimated total games industry 
workforce) in Autumn 2021, asked respondents about their personal character-
istics and background – such as race, gender identity and sexuality – as well as 
about their working practices.
Read more

VGFB – Video Games Federation Belgium
(VGFB) acts as the voice of the video games sector towards the government, 
advisory bodies and professional associations. In addition, VGFB provides 
advice to its members in various fields and acts as a source of information for its 
members, the media and the public. VGFB is a part of BelgianGames.
Read more

VGFN – Dutch Video Games Industry 
VGFN is the group association that represents the interests of Dutch publishers 
of video games and other interactive software.
Read more

UN Generation Equality Forum
The Generation Equality Forum took place in Mexico City in March and in Paris 
from 30 June – 2 July 2021. The Forum launched a five-year action journey to 
achieve irreversible progress towards gender equality, founded on a series of 
concrete, ambitious and transformative actions, including $40 Billion in financial 
commitments.
Read more

https://www.spidor.pl/
https://ukie.org.uk/resources/uk-games-industry-census-2022
https://vgfb.be/
https://nvpi.nl/nvpi-interactief/
https://forum.generationequality.org/
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ISFE Key Facts 2021 Report – The Year We Played Together
Report from ISFE reviewing the game player data from the years 2020 and 2021, 
when many people turned to video games for connecting with their loved ones 
as much as for entertainment. Data used in this publication is extracted from 
GameTrack, GSD and the EGDF-ISFE European Video Games Industry Insights 
reports.
Read more

Women in Digital Scoreboard 2020
Women across Europe are less likely to have specialist digital skills and work 
in this field compared to men. According to the Commission’s 2020 Women in 
Digital (WiD) Scoreboard, only 18% of ICT specialists are women and the gender 
gap is present in all 12 indicators measured.
Read more

Gender Equality Policies

Mandatory Governance Policies

Interactive Software Federation of Europe - Key Facts of the European 
Games Sector
Facts and Figures on the European Games Sector, report available via this link.
Read more

EU Fact Sheet on gender equality and legislation
Fact sheet highlighting information on the legislation in place in the European 
Union to work towards gender equality.
Read more

Children's In-Game Spending – GameTrack Survey 2020
A report by Ipsos Mori for the Interactive Software Federation of Europe (ISFE) 
on children’s in-game spending for the year 2020.
Read more

EPSRC Expectations for Equality, Diversity and Inclusion
Report and guidance produced by the UK Research and Innovation's Engi-
neering and Physical Sciences Research Council (EPSRC)
Read more

https://www.isfe.eu/wp-content/uploads/2021/10/2021-ISFE-EGDF-Key-Facts-European-video-games-sector-FINAL.pdf
https://digital-strategy.ec.europa.eu/en/library/women-digital-scoreboard-2020
https://www.isfe.eu/data-key-facts/key-facts-about-europe-s-video-games-sector/
https://www.europarl.europa.eu/factsheets/en/sheet/59/equality-between-men-and-women
https://www.isfe.eu/wp-content/uploads/2021/12/GameTrack-In-Game-Spending-2020.pdf.pdf
https://www.ukri.org/wp-content/uploads/2022/03/EPSRC-240322-EPSRC-EDI-ExpectationsTable-FullVersion.pdf
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2021 EU Report on Gender Equality
This report sets out a framework for the next five years on how to advance 
gender equality in Europe and beyond. The strategy is based on a vision for a 
Europe where women and men, girls and boys, in all their diversity, are free from 
violence and stereotypes, and have the opportunity to thrive and to lead.
Read more

McKinsey & Company – Closing the gender gap in Central and Eastern Europe
Research report focused on how empowering women in the workplace could 
unlock significant economic growth in the region.
Read more

Global Gender Gap Report 2021 – The World Economic Forum
Another generation of women will have to wait for gender parity, according to 
the World Economic Forum’s Global Gender Gap Report 2021. As the impact of 
the Covid-19 pandemic continues to be felt, closing the global gender gap has 
increased by a generation from 99.5 years to 135.6 years.
Read more

Women’s situation in the labour market – European Commission
Even if employment rates for women have risen, they are still lagging behind 
those of men. Women work more part time, are paid less and often still carry out 
the bulk of private domestic and care responsibilities.
Read more

EDGE – Economic Dividends for Gender Equality
EDGE is the leading global assessment methodology and business certification 
standard for gender and intersectional equity. It measures where organisations 
stand in terms of representation, pay equity, effectiveness of policies and prac-
tices to ensure equitable career flows as well as inclusiveness of their culture.
Read more

Chapter 12 of The Equality and Human Rights Commission Statutory Code
of Practice
The Equality Act 2010 represents the culmination of years of debate about
how to improve British equality law. It offers individuals stronger protection
against discrimination. It gives employers and businesses greater clarity about 
their responsibilities. It sets a new expectation that public services must treat 
everyone with dignity and respect. 
Read more

https://ec.europa.eu/info/sites/default/files/aid_development_cooperation_fundamental_rights/annual_report_ge_2021_en.pdf
https://www.mckinsey.com/featured-insights/europe/closing-the-gender-gap-in-central-and-eastern-europe
https://www.weforum.org/reports/global-gender-gap-report-2021
https://ec.europa.eu/info/policies/justice-and-fundamental-rights/gender-equality/women-labour-market-work-life-balance/womens-situation-labour-market_en
https://edge-cert.org/article/gender-equality-index-2020-key-findings-for-the-eu/
https://www.equalityhumanrights.com/sites/default/files/employercode.pdf
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Flexible Working

The Right to Disconnect – The Future World of Work
As the barrier between work and personal time erodes, a new global campaign to 
help workers reclaim their right to disconnect from their jobs is launched.
Read more

Flex Appeal Campaign – Report
This report shows how 1,420 employers used flexible working through Covid-19, 
and how to make flex work for decades to come. 
Read more

Flexonomics Report – The economic and fiscal value of flexible working
Report produced by Pragmatix Advisory for Mother Pukka and Sir Robert 
McAlpine. 
Read more

4 Day Week – UK Campaign
Campaign for the UK to adopt a four-day working week across the country. Cur-
rently 32 companies will be piloting the scheme in June 2022.
Read more
Reports and other resources: Read more

Work-Life Balance Initiative – European Commission 
One of the deliverables of the European Pillar of Social Rights is the Work-Life 
Balance Initiative, which addresses the work-life balance challenges faced by 
working parents and carers.
Read more

The four-day week: The pandemic and the evolution of flexible working
This report explores the benefits of working fewer days to both organisations 
and workers, including improved quality of work (64%), the ability to attract 
and retain the right talent (68%), and employees feeling less stressed at work 
(78%).
Read more

Belgian Government approved four-day week
The reform package agreed by the country's multi-party coalition government 
means workers in Belgium will soon be able to choose a four-day week. The 
labour market reforms will also give workers the right to turn off work devices 
and ignore work-related messages after hours without fear of reprisal.
Read more

http://www.thefutureworldofwork.org/stories/uni-global/right-to-disconnect-uni-campaign/
https://www.motherpukka.co.uk/wp-content/uploads/2020/11/Forever_Flex_report_FINAL-03.11.20.pdf
https://www.motherpukka.co.uk/wp-content/uploads/2021/12/2021-11-12-CONFIDENTIAL-Flexonomics-a-report-by-Pragmatix-Advisory-for-Sir-Robert-McAlpine-and-Mother-Pukka-2.pdf
https://www.4dayweek.co.uk/
https://www.4dayweek.co.uk/research
https://ec.europa.eu/social/main.jsp?catId=1311&langId=en
https://www.henley.ac.uk/news/2022/the-pandemic-has-made-a-four-day-working-week-more-attractive-to-workers-and-businesses-study-finds
https://www.euronews.com/next/2022/02/15/belgium-approves-four-day-week-and-gives-employees-the-right-to-ignore-their-bosses
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Countries which are piloting / using the four day work week
List of the countries that have announced that they’ll implement a four-day work 
week as a trial or permanently (as of March 2022)
Read more

Proactively Protecting Workers: Whistleblowing

IWGB – Game Workers
The Game Workers branch of the IWGB is a worker-led, democratic trade union 
that represents and advocates for UK game workers' rights.
Read more

Whistleblowing for Employees – UK GOV
Guidance from the UK Government on your Protections as a whistleblower in
the UK. 
Read more

EU Whistleblower Directive – UK context
Guidance on how the Whistleblower Directive fits with existing and newly pro-
posed legislation in the UK to protect whistleblowers.
Read more

Embracer Group Whistleblowing Policy
Embracer relies on the collaboration of its employees in the event that they 
witness serious violations. Embracer explicitly encourages employees to 
approach supervisors and/or compliance officers if they detect any conduct in 
violation of the Code of Conduct.
Read more

Mentoring

International Game Developer Association Foundation – Next Gen Leaders
The Next Gen Leaders program supports under-represented mid-career games 
industry professionals as they transition to leadership roles. Recipients will build 
on their current skill set and learn how to be more effective leaders through 
self-advocacy.
Read more

Limit Break Mentorship
Limit Break is a mentorship program aimed at under-represented people working 
in the UK games industry. Participants are paired with a mentor who is an estab-
lished professional in their field.
Read more

https://buildremote.co/four-day-week/4-day-work-week-countries/
https://www.gameworkers.co.uk/
https://www.gov.uk/whistleblowing
https://www.simmons-simmons.com/en/publications/ckoe7lplh1aha0907s09l7xkg/eu-whistleblowing-directive-uk
https://embracer.com/sustainability/whistleblowing/
https://igdafoundation.org/scholarships/igda-foundation-next-gen-leaders-program/
https://www.limitbreak.co.uk/
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Queer Women of Esports Mentorship Programme
This programme seeks to better prepare queer individuals and people of mar-
ginalised genders for their careers. Through mentorship, its aim is to create 
effective relationships, develop industry-relevant skills, and build diversity and 
inclusion in esports.
Read more

Pay, Career Progression, Work-Life Balance and Wellbeing 

Pay

ACAS Advisory, Conciliation and Arbitration Service – Equal Pay and the Law
Information on the rights of workers in the UK for equal pay for equal work. Who 
the law applies to and how to approach the situation.
Read more

European Union’s Equal Pay Day
November 10th marks the EU’s Equal Pay Day. 12 EU countries have also estab-
lished a national Equal Pay Day.
Read more

InGameJob and Values Value Salary Report – 2021
Salaries in the games development industry are always an interesting topic for 
both candidates and companies. The Big Salary Survey is held annually so that 
game developers can find out what's going on in the industry and share the 
information with all interested parties.
Salaries in game development industry
PDF of Game Industry Salary Report 2021

UK Government Gender Pay Gap – Search and Compare Gender Pay Gap Data
Employers with 250 or more employees have published their figures comparing 
men and women’s average pay across the organisation. This website allows vis-
itors to browse information or search and compare data.
Read more

Career Progression

The Pipeline – Women Count Reports
The Women Count series is the only study which reviews the role, value and 
number of women executives in the FTSE 350. The data was gathered through 
a mixed-methods approach examining company websites, annual and other 
reports and direct contact with companies.
Read more

https://www.queeresports.org/mentorship
https://www.acas.org.uk/equal-pay
https://ec.europa.eu/info/policies/justice-and-fundamental-rights/gender-equality/equal-pay/equal-pay-day_en
https://ru.ingamejob.com/en/salaries
https://drive.google.com/file/d/1Ob1NkVS87FxJETbtuYJrSNOVcALAea5s/view
https://gender-pay-gap.service.gov.uk/
https://execpipeline.com/research-publications/
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FCDO's Work and Opportunities for Women Programme
The objective of WOW is that women have access to improved economic 
opportunities through business interventions in supply chains and economic 
development programmes.
Read more

Accelerating Women-Led Startups Report – Global Accelerator Learning Initiative
This report focuses on how to increase the support for and application rate of 
women-led startups to accelerator programmes, the gender finance gap and 
other related factors.
Read more

Bridging the Digital Gender Divide – OECD Report
Report identifying areas to focus on in inclusion, upskilling and innovation for 
greater gender equality in the digital sectors and digital world. 
Read more

Game Boost Sweden
Woman-founded organisation connecting and supporting independent game 
developers in Sweden with work opportunities and options for finance.
Read more

Tentacle Zone
Games incubator programme in central London for early stage founders from 
under-represented groups in the industry, created by Payload Studios.
Read more

Decision making processes; Richard Thaler and ‘choice architecture’
Report on how ‘Decision makers do not make choices in a vacuum. They make 
them in an environment where many features, noticed and unnoticed, can 
influence their decisions. The person who creates that environment is, in our 
terminology, a choice architect’.
Read more

The Gender Promotion Gap: Evidence from Central Banking
Report which examines gender differences in career progression and promotions 
in central banking, a stereotypical male-dominated occupation.
Read more

https://www.gov.uk/guidance/work-and-opportunities-for-women
https://www.galidata.org/assets/report/pdf/accelarating_women_led_startups_final.pdf
https://www.oecd.org/digital/bridging-the-digital-gender-divide.pdf
https://www.gameboost.se/
https://tentacle.zone/
https://www.sas.upenn.edu/~baron/475/choice.architecture.pdf
https://docs.iza.org/dp12306.pdf
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A Checklist for The Pro-Active Management of Remote Workers
Dr Helen Fitzhugh and Professor Kevin Daniels, Norwich Business School 
developed an evidence-based checklist approach to ensuring that remote 
workers are supported and managed proactively.
Read more
Download Checklist 

Recruitment

Total Jobs Gender Bias Decoder
The Totaljobs Gender Bias Decoder reveals hidden gender-specific words and 
offers alternatives to make your text less biased.
Read more

If Women Don't Apply to Your Company, This Is Probably Why – Harvard Business 
Review
‘Why is my organisation not attractive to women?’ Research shows that the 
answer might lie in the signals your company sends about its culture during the 
recruiting process.
Read more

Guidance for attracting diverse candidates – Forbes
Forbes asked 15 members of its Forbes Coaches Council to share their best 
advice for attracting a more diverse talent pool.
Read more

Level up on diversity: Three changes to get more women into games
King's Frances Light looks into the ways games companies can improve their 
gender balance
Read more

Insights about diversity and inclusion from Take-Two's E3 2021 panel 
Jim Huntley, Susanna Pollack, Gordon Bellamy, and Laila Shabir on making 
diversity, equity and inclusion a business goal and the importance of diverse role 
models
Read more

Visible Role Models – The Video Game Ambassadors Programme
The Video Games Ambassadors is the UK’s largest network of games industry 
professionals volunteering their time to provide support for educational institu-
tions across the country. 
Read more

https://propelhub.b-cdn.net/wp-content/uploads/2020/10/Systematic-review-of-reviews-of-working-in-IC-conditions.pdf
https://propelhub.b-cdn.net/wp-content/uploads/2020/11/A-checklist-for-the-proactive-management-of-remote-workers-v2.pdf
https://www.totaljobs.com/insidejob/gender-bias-decoder/
https://hbr.org/2019/10/if-women-dont-apply-to-your-company-this-is-probably-why
https://www.forbes.com/sites/forbescoachescouncil/2017/08/29/want-diversity-15-recruiting-tactics-to-attract-a-wider-range-of-candidates/#6ae416cb2144
https://www.gamesindustry.biz/articles/2020-09-14-level-up-on-diversity-three-changes-to-get-more-women-into-games
https://www.gamesindustry.biz/articles/2021-06-17-insights-about-diversity-and-inclusion-from-take-twos-e3-2021-panel
https://gamesambassadors.org.uk/
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Visible Women Experts – She is an Expert – Project from Heinrich Boll Foundation
Database/directory of women experts in a number of fields to help provide 
greater visibility to women.
Read more

Code of Conduct Example: Wooga
This code of conduct outlines Wooga's expectations for all those who work at or 
with the company, as well as the consequences for unacceptable behaviour.
Read more

Asking The Right Questions About Diversity And Inclusion At Your Interview 
Employers want the competitive advantage provided by a team that reflects the 
diversity of their customers and brings a wide variety of viewpoints to the table. 
They also need candidates who will help rather than hinder their efforts to foster 
a welcoming and supportive environment – no matter what the job.
Read more

Creating a Fair Working Culture

Belonging

Women in Games Corporate Ambassadors
Established in 2018 the Women in Games Corporate Ambassador Programme 
consists of a worldwide network of studios, companies and organisations who 
are aligned and engaged with our agenda to support, empower and celebrate 
talented women in the games industry and esports. This programme exists to 
provide studios and companies with opportunities to engage with multiple initi-
atives, activities, events, research opportunities, awards and showcasing talent. 
They can connect directly with our Education and Individual Ambassadors as 
well as our wider community.
Read more

Bryter X Women in Games – Diversity Guide
Through Bryter’s annual Female Gamers Survey, Bryter & Women in Games work 
together to try and educate about toxicity and harassment in gaming and the 
games industry, particularly towards females, with the aim to help make gaming 
a safer space for all.
Read more

Four takeaways from the GI 100 Game Changers
Brendan Sinclair comments on the patterns discovered when highlighting those 
working to make the games industry a better place.
Read more

https://she-expert.org/
https://www.wooga.com/this-is-us
https://www.themuse.com/advice/diversity-inclusion-interview-questions-answers-examples
http://womeningames.org/ambassadors/corporate/
https://www.womeningames.org/project/diversity-guide/
https://www.gamesindustry.biz/articles/2020-12-22-four-takeaways-from-the-gi-100-game-changers-opinion
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We're Not Pegs – Laralyn McWilliams on ‘fitting in’ in the games industry
‘I’ve been a game developer for half my life. I realised recently that more than 
years have changed me: I became aware of how much I’ve changed because I’m 
a game developer. I became aware of just how narrowly we define what a game 
developer ‘should be’.’
Read more

Diversity is key to our industry's success
The EGDF and ISFE share their commitment to keep doing better in this Game-
sindustry.biz
Read more

Women in Games France – Esports Incubator Programme
Individual support including coaching and professional development and partic-
ipation to tournaments and tryouts with teams, in order to introduce them to the 
competitive scene for women players (including cis and trans).
Read more

1,000 Dreams Fund (1DF) and the BroadcastHER Academy Challenge
1,000 Dreams Fund, a not-for-profit organisation that supports the dreams of 
talented young women with scholarships, mentorship and other resources, has 
announced the return of the BroadcastHER Academy, an esports and gaming 
fellowship program for women interested in pursuing careers in the esports 
industry.
Read more
Academy Challenge 2022

Women of the Portuguese Games Industry – WPGI
WPGI is an initiative to bring together the women that make up the Portuguese 
games industry in order to network and increase representation, empower 
current and aspiring professionals, and fight the loss of female talent due 
to toxic environments from inside and outside of the games development 
community.
Read more

My Game, My Name – Ending Online Harassment
Campaign to support women and girls playing online games to feel safe from 
harassment. “Everyday millions of girls suffer sexual harassment and bullying 
when playing games online. A lot of them hide themselves behind male nick-
names to avoid this issue.”
Read more

https://www.gamedeveloper.com/business/we-re-not-pegs
https://www.gamesindustry.biz/articles/2021-04-07-diversity-is-key-to-our-industrys-success-opinion
https://womeningamesfrance.org/incubateurs-s3-english/
https://1000dreamsfund.org/
https://1000dreamsfund.org/broadcasther-academy-challenge-2022/
https://pt.linkedin.com/company/wpgi?trk=similar-pages
http://www.mygamemyname.com/en
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Ukie’s Raise The Game Pledge – 2020 Report
#RaiseTheGame is designed to inspire meaningful, cultural and behavioural 
change in all games businesses, companies and organisations – whatever your 
size and wherever you are in your equality, diversity and inclusion (EDI) journey.
Read more

Supporting Employees with Imposter Syndrome – Zynga
Zynga's Phuong Phillips explains what companies can do to help their staff suf-
fering from impostor syndrome, and gives tips for those who constantly fear they 
are a fraud.
Read more

Mental health first aid training – MHFA England
A social enterprise to improve the mental health of the nation. In partnership with 
St John’s Ambulance Service, MHFA offers training for supporting mental health 
in the workplace to professionals in any industry or sector.
Read more

Safe in Our World – Charity registered in the UK
The main goal of Safe In Our World is to create and foster worldwide mental 
health awareness within the video games industry; to eliminate the stigma sur-
rounding mental health, to make it a natural topic of discussion, and to promote 
the dialogue surrounding mental health so people are not afraid to reach out for 
help if they need it.
Read more

Take This – Non Profit registered in the USA
The mission of Take This is to decrease the stigma, and increase the support for, 
mental health in the games enthusiast community and inside the games industry.
The vision for Take This is a games community that welcomes and supports 
people experiencing mental health challenges, and that recognises the humanity 
and mental health of game creators.
Read more

Games and Online Harassment Hotline – USA Only
The Games and Online Harassment Hotline is a free, text message-based, confi-
dential emotional support hotline. Read more
Good Tips for Hard Days is a video series with people working in the industry 
sharing their advice for how to get through the harder days. 
Read more

https://raisethegame.com/media/Website%20Content/RaiseTheGame%20Guidance%20Report%20Feb%202020.pdf
https://www.gamesindustry.biz/articles/2021-04-14-coping-with-impostor-syndrome
https://mhfaengland.org/
https://safeinourworld.org/
https://www.takethis.org/
https://gameshotline.org/
https://gameshotline.org/goodtips/
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ONSIDE Gaming – ONSIDE Fund
ONSIDE Gaming is looking to support feminist organising and hyper local solu-
tions. Eligible groups will be asked to describe how their work contributes to the 
vision and mission of ONSIDE. Applications are currently closed but more infor-
mation can be found from ONSIDE:
Read more

G into Gaming – UK based Organisation
Putting the G into Gaming is a campaign to build more gender diverse and 
inclusive workplaces in games with actionable steps.
Read more

NextGen Skills Academy
NextGen Skills Academy brings industry and education together. NextGen 
courses are available at industry selected colleges across England and, along 
with the industry written curriculum, students receive industry masterclasses, 
live streams and more. (Qualifications provided by AIM, see below)
Read more

AIM Qualifications – Games, Animation and VFX Skills
Level 3 Qualification in Games, Animation and VFX which is for anyone inter-
ested in a career in a wide range of jobs in creative and digital media roles or to 
move into an apprenticeship or higher education.
Read more

Clarity, Bias and Communication

Gender bias in the workplace – Why does it still happen? – Headstart
Of all the forms of workplace discrimination, gender bias may be the most talked 
about. This article from Headstart provides valuable insights:
Read more

Guidance on Inclusive Communication – UK Government
How to produce communications that include, accurately portray, and are acces-
sible to disabled people.
Read more

Human Rights Campaign – Guidance on Pronouns
Guidance produced by the Human Rights Campaign Foundation on the use of, 
and communication of, pronouns.
Read more

https://www.onsidefund.org/onside-gaming
http://www.g-intogaming.co.uk/
https://www.nextgenskillsacademy.com/
https://www.aim-group.org.uk/services/aim-qualifications/qualifications/games-animation-vfx/
https://www.headstart.io/insights/gender-bias-in-the-workplace-why-does-it-still-happen/
https://www.gov.uk/government/publications/inclusive-communication
https://www.hrc.org/resources/why-we-ask-each-other-our-pronouns
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Gendered Intelligence
Gendered Intelligence is a registered charity that works to increase under-
standing of gender diversity and improve the lives of trans people. It has a wealth 
of resources for professionals, families, educators and allies, as well as a Ther-
apist & Counsellor Directory.
Read more

National Bullying Helpline (UK) – Covert Recording – Recording conversations and 
meetings at work
Advice from the National Bullying Helpline on the rights and situational consider-
ations of covertly recording meetings or colleagues at work who are bullying you 
or others.
Read more

McKinsey on Covid regressive effects on gender equality
Exploration of the regressive effects of the pandemic on gender equality both in 
the workplace and homelife for women.
Read more

OfficeVibe
A single platform to engage with your team members and cultivate trust. Tackle 
challenges and build strengths so your team can do its best work.
Read more

Using big data to highlight the creative industries’ gender imbalance
New research comparing how men and women in the creative industries are 
reported in the media offers a fresh look at the gender gap in fields from fashion 
to art and design.
Read more

Community

External Communities of Play

Women in Games Annual Festival
The Women in Games Global Festival is a first of its kind, inviting women in 
games and their allies from across the world to gather in the digital Women in 
Games space for a collaboration of community and industry partners that pro-
vides information, entertainment and inspiration.
Read more

https://genderedintelligence.co.uk/about-us/our-aims.html
https://www.nationalbullyinghelpline.co.uk/covert-recording.html
https://www.mckinsey.com/featured-insights/future-of-work/covid-19-and-gender-equality-countering-the-regressive-effects#
https://officevibe.com/home
https://www.creativereview.co.uk/using-big-data-to-highlight-the-creative-industries-gender-imbalance/
https://www.womeningames.org/annual-festival/
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Women in Games Speaker Directory
Women in Games has launched a new directory, designed to put conference 
organisers in touch with the best speakers in games and esports who also 
happen to be a woman, or identify as a woman.
Read more

Organising Inclusive Informal Events in the Games Industry 
A report by Ukie and the University of York, backed by Women in Games, ana-
lysing the experiences of people from the games sector directly or indirectly 
engaged in the organisation of industry events through 22 in-depth interviews. 
Read more

10 Community ‘Netiquette’ – The German Games Industry Association
The German Games Industry Association teamed up with the USK (age ratings) 
to put together this section on how to draft community standards that do justice 
to the diversity of players.
Read more

Protecting Women and Girls from Violence in the Digital Age
Report from the Council of Europe. The relevance of the Istanbul Convention 
and the Budapest Convention on Cybercrime in addressing online and technolo-
gy-facilitated violence against women.
Read more

ISFE Statement on Responsible Gameplay
Many ISFE member organisations and associations are working to protect young 
people in games and gaming and educate the industry and parents on the 
dangers to avoid. Below are resource links for this work:
Responsible Gameplay - ISFE
5 tips for parents to manage video gameplay - ISFE

Online Gaming: Survivor Privacy Risks & Strategies
Guidance and advice on staying safe online from the National Network to End 
Domestic Violence - Safety Net Project
Read more

WomensLaw – Guidance on Abuse Using Technology (USA)
Abusers often misuse technology as a way to control, monitor, and harass 
victims. This guidance addresses all forms of abuse using technology as well as 
how you can use the laws and courts to protect yourself.
Read more

https://www.womeningames.org/introducing-the-women-in-games-speaker-directory/
https://ukie.org.uk/resources/diversity-and-inclusion-in-informal-learning-spaces
https://www.game.de/en/guides/diversity-guide/10-community-netiquette-usk/
https://rm.coe.int/prems-153621-gbr-2574-study-online-a4-bat-web/1680a4cc44
https://www.isfe.eu/responsible-gameplay/
https://www.isfe.eu/5-tips-for-parents/
https://www.techsafety.org/onlinegaming
https://www.womenslaw.org/about-abuse/abuse-using-technology/ways-abusers-misuse-technology/cyberstalking-and-online-0
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The Double-Edged Sword of Online Gaming: An Analysis of Masculinity in Video 
Games and the Gaming Community – Geena Davis Institute on Gender in Media
This groundbreaking study examines masculinity and representations of dif-
ferent identities (gender, race, LGBTQIA+ individuals, disability, age, and body 
size) in the most popular video games and in the online gaming community. 
Report from The Oak Foundation, Geena Davis Institute on Gender in Media, 
Promundo
Read more

ISFE – Universal esports principles for fun & fair play
These core principles were developed in a collaborative effort and form a set of 
values applicable in all aspects of the global esports environments: safety and 
wellbeing, integrity and fair play, respect and diversity, and positive and enriching 
gameplay.
Read more

The*gameHERs Community
The*gameHERs is a women-led community dedicated to amplifying and 
centering the voices of women gamers and gamers of marginalised genders, pro-
viding comfortable spaces that centre women. 
Read more

The*gameHERs App – A women-led social networking experience
(only available in some territories)
App for those who identify as a woman, femme, trans, nonbinary, man, masc, 
or another gender, allowing them to connect with other like-minded people who 
prioritise geeking out about video games in an inclusive way. 
Read more

Women in Esports Initiative – British Esports Association
The Women in Esports initiative aims to create a welcoming community which 
encourages more women (including trans and cis women) and femme identi-
fying/femme presenting non-binary players to take part in esports tournaments 
at any level.
Read more

Brown Girl Gamer Code
Brown Girl Gamer Code was created to be a digital safe space for Black Women 
and Women of Colour to share their love and passion for gaming and tech.
Read more

https://seejane.org/research-informs-empowers/double-edged-sword-of-online-gaming/
https://www.isfe.eu/news/video-game-industry-establishes-universal-esports-principles-for-fun-fair-play/
https://thegamehers.com/
https://www.thegamehersapp.com/
https://britishesports.org/women-in-esports-campaign/
https://www.browngirlgamercode.com/
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Black Girl Gamers
A thriving collective of 8,000+ black women around the globe, all with a shared 
passion for gaming and a shared ambition to make an impact on it.
Read more

Black Girls Code
Black Girls Code is a global organisation which builds pathways for young 
women of colour to embrace the current tech marketplace as builders and cre-
ators by introducing them to skills in computer programming and technology.
Read more

Discord’s Community Management Guidance 
Guidance written by Discord’s team on tools and approaches a community 
manager can use to support an inclusive community on their platform.
Developing Server Rules - Discord
Facilitating Positive Environments - Content Warning; the article contains sen-
sitive terms.
Fostering Healthy Communities

Twitch Guidance on Moderation and Safety
Guidance written by Twitch highlighting the tools and features available to keep 
content creators safe on their platform.
Chat Tools
Combating Targeted Attacks
Managing Harassment

Internal Communities of Collaboration

Women in Games Ambassador Programme Powered by Keywords
Established in 2016, the Women in Games Individual Ambassador Programme 
consists of a worldwide network of individuals engaged with our agenda to 
support, empower and celebrate talented women in the games industry and 
esports. This programme exists to empower individuals to take action through 
collaborative, connected, diverse networks.
Read more

Women in Games Global Awards
The Women in Games Global Awards focus on organisations and individuals 
championing diversity in the games and esports sectors and women working in 
games across the world.
Read more

https://www.theblackgirlgamers.com/
https://www.blackgirlscode.com/about-us/
https://discord.com/moderation/1500000176081-203:-Developing-Server-Rules
https://discord.com/moderation/1500000178101-303:-Facilitating-Positive-Environmentshttp://
https://discord.com/moderation/1500000178942-332:-Fostering-Healthy-Communities
https://safety.twitch.tv/s/article/Chat-Tools?language=en_US
https://safety.twitch.tv/s/article/Combating-Targeted-Attacks?language=en_US
https://safety.twitch.tv/s/article/Managing-Harassment?language=en_US
https://www.womeningames.org/ambassadors/about-individual-ambassadors/
https://www.womeningames.org/what-we-do/awards/
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Creative Assembly – The Legacy Project
What began as a corporate social responsibility project evolved into a movement 
to give back to the games community. The project focused on education through 
visiting schools and colleges, providing opportunities for young people and, 
more recently, internships and placements. The link below shares learnings from 
the programme and their identified best practices.
Read more

She Plays Games – SPG 100 Awards
This list includes 100 of the video game industry’s most inspiring women who are 
having a positive impact and pushing boundaries.
Read more

Star Stable Entertainment
Star Stable is continuously working to improve, grow and fulfil what’s at the 
heart of its mission – to inspire, to celebrate the power of sisterhood and to have 
a meaningful global impact, transforming the gaming industry into a more open-
minded and inclusive environment.
Read more

Charming your Community
Community Director Victoria Tran explores how game communities can expe-
rience positive, joyful moments.
Read more

Peppy Agency
Peppy Agency is ‘Fostering a future generation of kids that are self-confident, 
caring and resilient’ through brand strategy, content creation, app development 
and employee training.
Read more

Use of AI in Online Content Moderation – OFCOM
Report on how (AI) technologies are meeting the challenges of moderating 
online content and how this content can be analysed and moderated in real time.
Read more

Top 10 Principles for ethical AI - UNI Global Union
Report exploring the ethical considerations of AI and how best to design and 
manage these in the evolution of the working world.
Read more

https://www.creative-assembly.com/blog/legacy-project-2020-update
https://www.sheplaysgames.co/spg-100
https://starstableentertainment.com/
https://thevtran.medium.com/charm-your-communities-147af91885b
https://www.peppyagency.com/
https://www.ofcom.org.uk/__data/assets/pdf_file/0028/157249/cambridge-consultants-ai-content-moderation.pdf
http://www.thefutureworldofwork.org/media/35420/uni_ethical_ai.pdf
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Ethical Game Design and Development
Culturalisation and Adopting an Ethical Approach

Geogrify – Culturalisation of Game Content
Localisation is about making content accessible to local markets through trans-
lation. Culturalisation is about adapting content to the critical expectations of 
local consumers, while accounting for current geopolitical and cultural climates. 
While localisation strives to make content legible, culturalisation aims to make 
content relevant.
Read more

Ethical Games Organisation – A Code of Conduct for Games Content
The organisation’s  hope is to collectively define a code of ethics for the game 
industry, serving as a guideline that all can follow. Their ultimate goal is for actors 
of the industry to agree to pledge to respect this code.
Read more

EGDF Game Accessibility Guidelines
These guidelines are in three categories – basic, intermediate and advanced. 
These levels are based on a balance of three things: Reach (number of people 
who benefit) Impact (the difference made to those people) and Value (cost to 
implement).
Read more

The Fair Play Alliance
The Fair Play Alliance comprises over 200 gaming companies today, all united in 
a mission to identify, define, and enable awesome player interactions, fair play, 
and healthy communities in online games by design.
Read more

The Bechdel Test for Movies 
Online resource listing how the latest movie releases measure up to the Bechdel 
Test, The Bechdel Test is a simple test which names the following three criteria: 
(1) it has to have at least two women in it, who (2) who talk to each other, about 
(3) something besides a man. 
Read more

Creating a Bechdel Test for Video Games
The challenge of applying the Bechdel Test to video games is that some games 
will not feature any dialogue between characters, or indeed any female char-
acters (such as puzzle games). This article explores this.
Read more

http://www.geogrify.com/
http://www.geogrify.com/
https://gameaccessibilityguidelines.com/full-list/
https://fairplayalliance.org/
https://bechdeltest.com/
https://venturebeat.com/2010/06/11/all-the-missing-ladies-creating-a-bechdel-test-for-video-games/
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Education

Women in Games Educational Ambassador Programme
Established in 2020, the Women in Games Education Ambassador Programme 
consists of leading educational institutions, colleges, training providers and 
awarding bodies aligned and engaged with our agenda to support, empower and 
celebrate talented women in the games industry and esports. This programme 
exists to provide educational organisations committed to diverse and inclusive 
learning cultures with support in developing inclusive teaching environments, 
along with access to unique opportunities to get involved with our initiatives, 
research, events, awards and to connect directly with our growing community.
Read more

ISFE - Games In Schools
Led by European Schoolnet on behalf of ISFE, Games in Schools is a project 
designed to train teachers and educators across Europe on how to use video 
games as pedagogical support in the classroom.
About Games in Schools - ISFE
Games in Schools - Handbook for Teachers
European Schoolnet - Transforming Education in Europe

IT Princess Academy
Academy of Creative Technologies for girls aged 7-17 years old in Belarus 
focusing on preparing young women for the digital workplace, encouraging col-
laboration through a multi-disciplinary programme. 
Read more

Ukie’s Digital Schoolhouse
Ukie's Digital Schoolhouse is a not-for-profit programme which enables primary 
schools to experience free creative computing workshops from their local 
Schoolhouse. 
Read more

Codam Coding College
Codam Coding College is offering a unique approach to education in pro-
gramming, with the curriculum involving peer-to-peer support and individually 
led projects as a core pillar. Find out more about their curriculum here:
Read more

Microsoft’s female-focused programs in STEM
Microsoft is playing its part by running female-focused programs across the 
world aimed at increasing interest in STEM and building skills.
Read more

https://www.womeningames.org/ambassadors/education/
https://www.isfe.eu/games-in-society/education/about-games-in-schools/
https://www.isfe.eu/wp-content/uploads/2020/10/2020-GiS-handbook-for-teachers-FINAL.pdf
http://www.eun.org/
https://itpa.by/
https://www.digitalschoolhouse.org.uk/about
https://www.codam.nl/studying-at-codam
https://news.microsoft.com/europe/features/dont-european-girls-like-science-technology/
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Microsoft DigiGirlz
The Microsoft DigiGirlz programs give middle and high school girls* opportu-
nities to learn about careers in technology, connect with Microsoft employees, 
and participate in hands-on. *Although this program’s focus is girls, all are 
welcome to attend regardless of gender identity.
Read more

Codess – Microsoft programme focused on women in technology
Through the Microsoft Codess community, Microsoft regularly hosts networking 
events and provides mentorship opportunities as women navigate their career
in tech. 
Read more

Gender, Computing and Identity
Dr. Matthew Holt explores the relationship between gender identity and Com-
puting Education in schools, and offers some tips to get teachers thinking about 
this complex topic. 
Read more

Further Resources in Europe:

France: SELL and SNJV, representing the French video games sector, signed a 
Diversity Charter alongside Women in Games, France to promote diversity within 
the French games industry.
	∙ Diversity Charter Read more

Germany: Over 400 companies and more than 1,000 individuals have already 
signed ‘game’, the German video games association’s joint declaration to actively 
support diversity and inclusion in the video games industry, and became part of 
#TeamDiversity in Germany.
	∙ Join the declaration of the German Games Industry for more diversity  

Read more
	∙ Read the game Diversity Guide Read more 

 
Spain: On March 1st, coinciding with Zero Discrimination Day, AEVI, representing 
the Spanish video games industry, launched its #PlayEquall initiative, created 
to materialise the video game industry's commitment to the values of equality, 
diversity and inclusion. More than 120 video games companies (including AEVI's 
members) and more than 40 industry professionals have signed on to the effort. 
	∙ PlayEquall initiative Read more

 

https://www.microsoft.com/en-us/diversity/programs/digigirlz/default.aspx
https://careers.microsoft.com/us/en/codess
https://blog.teachcomputing.org/gender-computing-and-identity/
https://www.sell.fr/news/charte-de-promotion-de-la-diversite
https://hier-spielt-vielfalt.de/en/
https://www.game.de/guides/diversity-guide/
https://playequall.es/
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Sweden: Dataspelsbranschen, representing the Swedish games industry, 
engages in a number of initiatives aimed at improving diversity in the Swedish 
video games industry. Dataspelsbranchen hosts networking events at Nordic 
Game, scholarships for female game students to attend Game Developers 
Conference, job fairs, Kvarvaro study, and much more with the goal of encour-
aging more women to study game development, and creating an industry where 
women want to stay and make a career. Read more
 
United Kingdom: #RaiseTheGame is a collaborative, high-impact and indus-
try-wide pledge initiative, managed and facilitated by Ukie. With more than 200 
organisations involved, #RaiseTheGame strives to inspire meaningful, cultural 
and behavioural change in all games businesses, companies and organisations, 
regardless of size or stage of their equality, diversity and inclusion (EDI) journey.
	∙ RaiseTheGame Read more

 

https://dataspelsbranschen.se/
https://raisethegame.com/


126

Resources

Buiding a Fair Playing Field

Know your rights in the EU: A synthesis provided by ISFE
In the EU, the Treaty of the Functioning of the EU includes important provisions 
on gender equality, and so does the EU Charter of Fundamental Rights. There 
are also a number of Directives that set out how Member States must implement 
these provisions at a national level, covering equal pay for equal work, parental 
leave, harassment in the workplace.  Below you will find the EU Treaty Provisions 
as well as the specific EU directives dealing with gender equality:

Articles in the EU Treaty Content

Articles 2 and 3(3) 
TFEU and Article 23 of 
the Charter of Funda-
mental Rights, make 
gender equality a core 
value and aim of the 
Union and its Member 
States

Article 2: The Union is founded on the values of 
respect for human dignity, freedom, democracy, 
equality, the rule of law and respect for human rights, 
including the rights of persons belonging to minor-
ities. These values are common to the Member States 
in a society in which pluralism, non-discrimination, 
tolerance, justice, solidarity and equality between 
women and men prevail.

Article 3 (3) : It shall combat social exclusion and 
discrimination, and shall promote social justice and 
protection, equality between women and men, sol-
idarity between generations and protection of the 
rights of the child.

Article 23 Charter of Fundamental Rights: Equality 
between men and women must be ensured in all 
areas, including employment, work and pay. The prin-
ciple of equality shall not prevent the maintenance or 
adoption of measures providing for specific advan-
tages in favour of the under-represented sex.

Article 8 TFEU 
empowers the EU to 
introduce measures 
eliminating inequalities 
and urges it to promote 
equality between men 
and women through all 
its policies

The Treaty of the Functioning of the European Union 
Article 8: In all its activities, the Union shall aim to elim-
inate inequalities, and to promote equality, between 
men and women.

https://eur-lex.europa.eu/legal-content/en/TXT/?uri=CELEX%3A12012M%2FTXT
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016E008&from=EN
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Articles in the EU Treaty Content

Article 19 TFEU grants 
the EU the compe-
tence to combat 
discrimination based 
on sex, racial or ethnic 
origin, religion or 
belief, disability, age or 
sexual orientation

Article 19

1.	 Without prejudice to the other provisions of the 
Treaties and within the limits of the powers con-
ferred by them upon the Union, the Council, acting 
unanimously in accordance with a special legis-
lative procedure and after obtaining the consent 
of the European Parliament, may take appropriate 
action to combat discrimination based on sex, 
racial or ethnic origin, religion or belief, disability, 
age or sexual orientation. 

2.	 By way of derogation from paragraph 1, the 
European Parliament and the Council, acting 
in accordance with the ordinary legislative pro-
cedure, may adopt the basic principles of Union 
incentive measures, excluding any harmonisation 
of the laws and regulations of the Member States, 
to support action taken by the Member States 
in order to contribute to the achievement of the 
objectives referred to in paragraph 1.

https://eur-lex.europa.eu/legal-content/EN/AUTO/?uri=celex:12016E019
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:12016E019&from=EN
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Articles in the EU Treaty Content

Article 157 TFEU 
establishing the prin-
ciple of equal pay 
for work of equal 
value and giving the 
EU a legal basis for 
gender equality law 
in employment; Equal 
Pay for Equal Work 
was first introduced 
in the Treaty of Rome 
In 1957.  One of the 
EU’s founding prin-
ciples now enshrined 
in Article 157 of 
the Treaty on the 
Functioning of the 
European Union 
(TFUE), EU countries 
must eliminate discrim-
ination on grounds of 
sex with regard to all 
aspects and conditions 
of remuneration for the 
same work or for work 
of equal value

Article 157: Each Member State shall ensure that the 
principle of equal pay for male and female workers for 
equal work or work of equal value is applied.

	∙ 2. For the purpose of this Article, ‘pay’ means 
the ordinary basic or minimum wage or salary 
and any other consideration, whether in cash 
or in kind, which the worker receives directly or 
indirectly, in respect of his employment, from his 
employer.

	∙ Equal pay without discrimination based on sex 
means:

a that pay for the same work at piece rates shall 
be calculated on the basis of the same unit of 
measurement;

b that pay for work at time rates shall be the same for 
the same job.

	∙ 3. The European Parliament and the Council, 
acting in accordance with the ordinary legislative 
procedure, and after consulting the Economic and 
Social Committee, shall adopt measures to ensure 
the application of the principle of equal opportu-
nities and equal treatment of men and women in 
matters of employment and occupation, including 
the principle of equal pay for equal work or work of 
equal value.

	∙ 4. With a view to ensuring full equality in practice 
between men and women in working life, the 
principle of equal treatment shall not prevent 
any Member State from maintaining or adopting 
measures providing for specific advantages in 
order to make it easier for the underrepresented 
sex to pursue a vocational activity or to prevent 
or compensate for disadvantages in professional 
careers.
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Further information on what EU law says about implementing the Treaty’s 
principles:
	∙ Equal pay for equal work: The EU Directive from 2006 on the implementation 

of the principle of equal opportunities and equal treatment of men and women 
in matters of employment and occupation, established the conditions for 
equal pay for equal work. A new proposal on equal pay for equal work was 
published in 2021 and is currently under discussion. It aims at introducing 
further transparency limiting any inequalities and covers on-demand workers, 
intermittent workers, voucher based-workers, platform workers, trainees and 
apprentices. It introduces transparency as regards pay setting and career pro-
gression, and will require companies of a certain size to report on pay gaps. 
It introduces specific rules on enforcement and right to compensation in the 
case of an infringement of the principle of the Directive.  

	∙ Self employed workers: The Directive 2010/41 gives the right to equal 
treatment between men and women engaged in an activity in a self-employed 
capacity. It establishes the right to maternity allowances for at least 14 weeks. 
This Directive also gives access to any services supplying temporary replace-
ments existing at national level.

	∙ Work-life balance/parental leave: In 2017, the EU adopted a Directive on work 
life balance for working parents and carers. This Directive replaces the pre-
vious Maternity leave Directive and:

	∙ Strengthening of the existing right to 4 months of parental leave, by 
making 2 out of the 4 months non-transferable from a parent to another, 
and compensated at a level to be set by Member States. Parents will 
also have the right to request to take the leave in a flexible way (e.g. 
part-time or in a piecemeal way).

	∙ Introduction of carers' leave for workers providing personal care or 
support to a relative or person living in the same household. Working 
carers will be able to take 5 days per year.

	∙ Extension of the existing right to request flexible working arrangements 
(reduced working hours, flexible working hours and flexibility in place of 
work) to all working parents of children up to at least 8 years old, and all 
carers.

	∙ It also introduces paternity leave. Fathers/equivalent second parents 
will be able to take at least 10 working days of paternity leave around 
the time of birth of the child, compensated at least at the level of sick 
pay

	∙ Women on Boards: The European Commission published the Women on 
Boards proposal in November 2012. It aims to improve the gender balance 
among non-executive directors of companies listed on stock exchanges. It is 
at the moment of writing this guide, in negotiation.

https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:32006L0054&from=EN
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52021PC0093
https://eur-lex.europa.eu/legal-content/FR/TXT/?uri=CELEX%3A32010L0041
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex%3A32019L1158#PP4Contents
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex%3A32019L1158#PP4Contents
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52012PC0614
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX%3A52012PC0614
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	∙ Harassment in the workplace: The 2019 International Labour Organization 
Convention No. 190 on combating violence and harassment in the world of 
work, prohibits harassment in the workplace. While the ratification is still 
pending in the EU Council of Ministers, a proposal for a Directive on violence 
against women and domestic violence contains provisions to prevent and 
appropriately address instances of sexual harassment at work. The proposal – 
which is not yet adopted – states that

	∙ Member States must provide dedicated support for victims of sexual 
harassment at work;

	∙ Managers in the public and private sectors must receive training on how 
to detect sexual harassment at work, provide support to victims and 
respond in an adequate manner;

	∙ That sexual harassment at work is addressed in relevant national 
policies;

	∙ This is not limited to sexual harassment of a physical nature, but covers 
all forms of unwanted verbal, non-verbal or physical conduct of a  
sexual nature.

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
https://ec.europa.eu/info/sites/default/files/aid_development_cooperation_fundamental_rights/com_2022_105_1_en.pdf
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Bias
An unfair prejudice or inclination for or against one person or group of people. 

Bullying
Using strength, privilege or power to intimidate, harm or coerce those in a 
position of comparative disadvantage.

Corporate Social Responsibility (CSR) 
The demonstration of proactive practices designed to enhance societal condi-
tions on the part of businesses that consider ethical goals alongside profit. 

Diverse (diversity)
A cohort of people from a range of different social, ethnic, gender and sexual 
orientation groups.

Employee Resource Group (ERG)
Groups of employees defined by their common interests that support their 
members in contributing to business strategies. They provide opportunities to 
network and may provide mutual mentorship, as well as highlighting the achieve-
ments of employees in minority groups to the wider working community. 

Ethnicity
A quality shared by a group of people referring to, for example, culture, tradition, 
language, history. 

Ethics
A system of moral values that provide benefits for individuals and society. 

Gender Diverse
Gender identity that incorporates those identities that do not conform to binary 
expressions of gender. 

Gender Pay Gap
An equality measure that shows the difference in average earnings between 
women and men.

Harassment 
Unwanted contacts that cause threat, physical, emotional or mental suffering 
through intimidation or humiliation. Harassment is illegal under the UK Equality 
Act 2010 and the EU Charter of Fundamental Rights, if it is because of or con-
nected to: age, disability, gender reassignment, race, religion or belief, sex, 
sexual orientation. 
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Inclusion (inclusivity)
Practice or policy designed to provide equal access to opportunities and 
resources for people who might otherwise be excluded or marginalised, such as 
those in a minority. 

Intersectional (intersectionality)
The quality created by overlapping aspects of social identities such as gender, 
race, ethnicity and disability, meaning that individuals may face a range of dis-
crimination, amalgamated to produce more powerful barriers to their ability to 
freely participate in society or business. 

Intersex
A category denoting biological variations in individuals that do not fit conven-
tionally recognised binary definitions of ‘female’ or ‘male’. 

Key Performance Indicator
A quantifiable measure of performance over time for a specific objective. KPIs 
provide targets for teams to shoot for, milestones to gauge progress, and 
insights that help people across an organisation make better decisions.

Orientation 
The basic preferences or beliefs of an individual, for example sexual orientation. 

Positive Action
Action taken to minimise disadvantage for underrepresented or minority groups, 
legal under the Equality Act 2010. In recruitment, this may include choosing a 
candidate from a minority group over another candidate, where the organisation 
is gender imbalanced and both candidates share entirely equal qualifications for 
the role.    

Positive Discrimination
Action taken to discriminate against one group or individual in favour of another 
on the basis of their characteristics rather than their abilities, illegal under the 
Equality Act 2010. In recruitment this would mean employing one candidate 
for a role that they might not be qualified for, In recruitment this would mean 
employing a candidate for a role that they might not be equally qualified for, in 
order to privilege a particular group.

Transgender 
A person may define themselves as transgender if the way that they identify 
differs from the gender that they were assigned at birth. Transgender people are 
diverse in their expressions of their gender, and their orientation. 
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