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1. Executive Summary

Whilst the presence of females in the 
supply chain functions of Petrochemical 
and Chemicals companies across the GCC 
(“GCC P&C companies”) has increased in 
the past decade, this still remains a “work 
in progress”.

Women now account for up to a third of the staff in 
supply chain functions in some GCC P&C companies, 
but most have a limited female presence in these 
functions, and especially in the more senior / 
leadership positions.

However our research suggests that those companies 
with low participation levels of women in their supply 
chain functions may be missing out on significant 
benefits.

According to a recent report1, there are a number of 
clear benefits to companies through having higher 
participation levels of women in their workforce. For 
example, companies that include more women at the 
top levels of leadership tend to outperform those that 
don’t.

In addition our research for this paper has highlighted 
other benefits from employment of women in supply 
chain functions. They are perceived to often perform 
better than men in customer-facing roles (e.g. 
Customer Service). In addition women working in 
supply chain positions in the GCC are also perceived 
as being more loyal to their employers, having a lower 
turnover, being more reliable in meeting deadlines 
and also as being more efficient for certain types of 
activities which require more attention to detail.

Finally women represent a significant pool of personnel 
that is not being fully utilized by GCC P&C companies 
for their supply chain functions, and which could 
mitigate the recruitment issues faced by companies in 
attracting and retaining suitably qualified personnel.

However there are a number of challenges that 
GCC P&C companies must address if they are to 
successfully increase the level of female personnel in 
the Supply Chain functions. This is around

• The need to focus on specific functions and roles 
within their Supply Chain (rather than all areas of 
the Supply Chain)

• Improving the availability of training to grow and 
develop Supply Chain skills amongst the female 
workforce in the GCC

• Improving female’s access to higher education / 
university degree courses tailored to careers in 
Supply Chain and

• Improving the perceived attractiveness of the 
Supply Chain as a career choice for female 
personnel.

This report includes a number of recommendations to 
address these challenges.
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1 The Global Gender Gap, World Economic Forum, 2014

2. Summary of research carried out  

This joint study between the Gulf 
Petrochemicals and Chemicals 
Association (GPCA) and Accenture 
has been undertaken to understand 
the challenges to increased female 
participation in the Supply Chain functions 
of GCC P&C companies.
Over the last decade a substantial amount of research 
has been developed to evaluate the impact of the job 
creation policies implemented by GCC governments, 
including those aiming to increase the level of 
participation of females in the job market. However, 
there has been much less research on what the private 
sector can do to close this gap, and very little, if any, 
have looked at the current situation within specific 
industries and what they need to do to improve their 
ability to attract, develop and retain female talent.

This study, developed in partnership between the Gulf 
Petrochemicals and Chemicals Association (GPCA) 
and Accenture, has been undertaken to understand the 
challenges related to female participation in the Supply 
Chain functions of GCC P&C companies and define the 
actions required to increase the utilization of women 
within the workforce in this region.

The research undertaken for this study included a 
survey of GCC P&A companies to assess the current 
situation regarding employment of females within their 
Supply Chain functions and the actions being taken by 
such companies to increase the proportion of female 
staff in this area of their company. The survey collected 
the views of 28 organizations, accounting for just under 
half of GPCA’s member companies. The analysis of the 
contributing companies split by country of origin and 
size of supply chain operation is shown below (figures 1 
and 2).

The survey was supported by in-depth interviews 
conducted with representatives of 8 companies, 
including members from all GCC countries.

We have used the above research and findings, 
together with other data available from international 
organizations and our own internal research, to develop 
this report. This report

• Analyzes the current presence of women in the 
different areas of GCC P&C companies’ supply 
chain organizations;

• Identifies the key challenges to increasing the 
proportion of females in GCC P&C companies’ 
supply chain functions and 

• Presents a set of recommendations for the actions 
required to drive increased participation of females 
in the workforce of these functions.

Figure 1: Distribution of survey respondents by 
country of origin
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Source: GPCA-Accenture survey, Feb. 2015
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Source: GPCA-Accenture survey, Feb. 2015

Figure 2: Distribution of survey respondents by 
number of employees in supply chain function
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3. Female participation in the global  
    workforce

The last few decades have seen a general 
increase globally in the level of female 
participation in the workforce, with the 
developed countries now seeing more 
than half of women of working age having 
a job. 

This has had the beneficial effect of boosting the 
economies of these countries (through increasing the 
size of the available workforce and the proportion of 
the population that is economically active) and also 
being both enabled by, and at the same time, driving 
changes in both the perception, and the role of women 
in society.

This is illustrated in Figure 3 below which shows the 
female labor force participation rate over the last two 
decades. The data includes developed countries, 
GCC countries and other Arab countries.

This increase in female participation in the workforce 
is also evident in the GCC countries, which all show a 
steady increase over the last two decades.

From 1990 to 2013 the number of women of working 
age employed in all the GCC countries increased, 
with UAE showing the highest increase in female 
participation (of 22 percentage points), followed by 
Oman (12 p.p.) and Bahrain (11 p.p.). Other countries’ 
growth was less striking, with Saudi Arabia recording 
an increase of 6 percentage points in this period.

Figure 3: Female labor force participation rate (%) in the GCC and other selected countries (1990-2013)

Country 1990 1995 2000 2005 2010 2013 p.p. increase 
(2013/1990)

GCC Qatar 42 42 38 45 51 51 +9

UAE 25 31 34 37 46 47 +22

Kuwait 35 41 44 44 43 44 +9

Bahrain 28 32 35 36 39 39 +11

Oman 17 20 23 26 28 29 +12

KSA 14 16 16 18 18 20 +6

Developed UK 53 52 54 55 56 56 +3

US 56 58 59 58 58 56 0

Germany 43 48 49 51 53 54 +11

Arab Egypt 26 21 19 20 23 24 -2

Lebanon 17 18 19 20 22 23 +6

Morocco 26 28 29 28 26 27 +1

Note: Labor force participation rate is the proportion of the population ages 15 and older that is economically active: all people who supply labor for the 
production of goods and services during a specified period
Source: International Labor Organization, key indicators of the Labor Market Database
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On face value these figures seem to suggest that 
countries such as Qatar and the UAE now have 
female labor participation levels that are on a par with 
developed countries (and well above those of other 
Arab countries). However a closer analysis of the data 
shows that this is not the case. For countries such as 
Qatar and the UAE, their high figures are to a large 
degree due to those countries’ strategy of attracting 
a large foreign labor force – including female workers 
- which now comprises the majority of the local 
population.

Once these factors are allowed for, a more consistent 
picture emerges of a level of female participation in the 
workforce that, whilst it has increased over the last two 
decades, is still substantially below that of developed 
countries.

Another key measure of the success of a country’s 
promotion of female participation in the workforce is 
the wage gap between males and females doing the 
same work, with the target being wage parity. Figure 
4 below for the GCC countries shows a mixed picture, 
with some (Qatar and UAE) being ranked amongst the 
top ten in the world for wage parity based on gender, 
whilst others such as Saudi Arabia rank rather lower in 
the scale compared to other countries. However again 
it seems likely that these scores are heavily influenced 
by the high proportion of guest workers (including 
females) in these countries, though the direction of this 
influence is not clear from the available data.

Figure 4: Ranking of gender gap in wage equality for similar work - 2014
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Source: The Global Gender Gap Report, World Economic Forum, 2014
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The world map in Figure 5 shows the percentage of 
the total number of females of working age that are 
active in the workforce. This shows that most of the 
Arab world, including some GCC countries such as 
Saudi Arabia, is lagging the rest of the world in regard 
to the proportion of their female population that are 
active in the workforce.

Closing this gap in the coming years will require a 
joint effort between the national governments and 
the private sector. This will require a series of pro-
active measures and initiatives to drive up the levels 
of female participation in the workforce, as has been 
the case in developed countries. Such countries have 
found it necessary to implement specific programs 
of work to drive changes to female workforce 
participation, typically employing a “carrot and stick” 
approach, through a combination of incentives 
combined with legislative changes / penalties.

Organizations in the energy value chain, including the 
GCC P&C companies which are the subject of this 
report, are particularly well positioned to help on this 
effort, given their roles as engines of growth in the 
region, their global perspective and their rapid growth 
plans with the associated need for increasing levels of 
skilled and capable personnel. The rest of the report 
will focus on the specific characteristics of female 
participation in the GCC P&C companies’ supply chain 
operations and the challenges, and initiatives required, 
to increase this.

Figure 5: World map with female labor force participation rate

88% No data13%

Labor force participation rate, female (% of female population ages 15+) - modeled ILO estimate

Note: Labor force participation rate is the proportion of the population ages 15 and older that is economically active: all people who supply labor for the 
production of goods and services during a specified period 

Source: World bank, World Development Indicators
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4. Female presence in supply chain  
    functions in the GCC

Our research identified differing views as 
to what the involvement of females should 
be in the Supply Chain functions of GCC 
P&C companies, with clear differences 
between countries and the companies 
within those countries.
The heat map below (Figure 6) shows the views of a 
selection of companies in each country (columns) and 
within that, of each function within that company (rows) 
as to the ability / ease of employing female personnel 
within each supply chain function in that company. 
Given the small number of companies surveyed the 
results shown should be treated with caution.

At a country level the UAE and Kuwait overall have a 
higher openness to women employment in the Supply 
Chain function, with this being broadly consistent 
across the companies surveyed. Bahrain and Oman 
have a lower perception as to the ability to employ 
females in the supply chain function.

The results for Saudi Arabia and Qatar show 
substantial variations between individual companies in 
the same country. This is particularly pronounced for 
Saudi Arabia, with some companies indicating it was 
comparatively easy to employ women in some supply 
chain functions and moderately so in others, whilst 

other companies viewed it as being very difficult to 
employ females in any supply chain functions. This is 
believed to be due to a combination of the prevailing 
culture and practice of each company as well as the 
geographic location of the supply chain function (e.g. 
located on a production site).

The heat map also shows the supply chain functions 
and the ease of employing women in each of these. 
Further details  are given below.

Functions with high suitability
This category consists of supply chain functions in 
which women already have a significant presence, or 
in which the respondents thought it would be easy to 
increase their participation. 

Customer Service was not part of the list included 
in the survey, but it was mentioned repeatedly and 
consistently in the interviews as the area within supply 
chain with the greatest potential for increasing the 
employment levels of women in the short to medium 
term.

This is supported by the fact that this area has the 
highest proportion of women amongst the supply chain 
functions, according to the interviewees. It also has 
the highest number of women in leadership positions. 
Furthermore it was seen by most of the interviewees 

Figure 6: Heat map of the level of difficulty to employ women in supply chain functions 

Source: GPCA-Accenture survey, Feb. 2015
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as being an area for which women in the Gulf already 
have the skillset required for operational as well as 
leadership positions (communications skills, etc.), and 
it’s office-based nature and ability to manage face-to-
face interaction with males also addresses many of 
the cultural and social issues associated with female 
participation in the workforce.

Within this function our research showed that women 
currently work in the following roles in a number of 
companies:

• Customer Service Head
• Senior Customer Service Representative
• Customer Service Representative Assistant

Functions with moderate suitability

Demand Planning, Supplier Relationship Management 
(SRM), Purchasing, Supply Chain Systems, Sourcing, 
Materials Management and Logistics were consistently 
assessed as being functions where it was moderately 
easy to employ women versus some other supply 
chain functions. In other words, whilst there were 
challenges to be overcome, these were felt in a 
number of cases to be manageable. These are all 
functions which can be operated for the most part from 
within an office, making them easier to be undertaken 
by women. However they do typically require a greater 
level of interaction with males, as well as specialist 
supply chain skills, which represent social challenges  
to increasing female participation in these areas. 

Out of these functions the following have a moderate 
number of women working in them: Sourcing & 
Procurement, Materials Management, Planning, 
and Logistics. Our research showed that women 
currently work in the following positions in some of the 
companies we surveyed:

• Procurement Officers
• Sourcing Specialists

• Contract Engineers
• Buyers

Functions with low suitability
Positions in Warehousing, Supply Chain Strategy 
and Performance Management are seen as the most 
difficult to be filled by females. This is not altogether 
surprising  
as it mirrors the progression of women across supply 
chain roles seen in  
developed countries.

For Supply Chain Strategy and Performance 
Management, this is due to the highly skilled nature 
of these roles. These require deep Supply Chain 
skills and, as discussed later in this report, there are 
issues with women getting access to the required 
higher education (supply chain-focused/relevant 
degrees, etc.) and hence the experience to be able 
to undertake these roles. These roles are typically 
filled by more senior and experienced supply chain 
professionals. The challenges around women gaining 
this experience and academic qualification gives rise 
to the absence of female participation in these roles in 
GCC P&C companies.

Female presence in those functions is now well 
established in developed countries, because they 
have ready access to the supply chain-focused 
degrees and other training required to develop the 
skills for these roles and have been able to develop 
the required experience needed for these roles. 

For warehousing, as well as for customs and port 
related positions, this is due to the environment. The 
work involved is physical in nature, and traditionally 
seen as a “male” role, requires extensive interaction 
with males and involves working outside / in an 
industrial location. In developed countries it is typically 
one of the last Supply Chain roles to be taken on by 
women and we would expect the same to be true in 
the GCC, especially given the social concerns around 
extensive interaction with males.

Figure 7: Share of female participation by level in respondents companies’ workforce (% of responses)

0% 20% 40% 60% 80% 100%

Source: GPCA-Accenture survey, Feb. 2015
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Females in leadership positions

As female participation in the supply chain function 
is relatively new in the region, there are still 
comparatively few women with enough experience 
to qualify them for leadership roles within the supply 
chain function (Figure 7). As a result, there are 
currently very few women in these positions in the 
companies surveyed. The one exception, as already 
mentioned, is the Customer Service section, where 
some of the surveyed companies do already have 
females holding mid-management and managerial 
positions. This is a reflection of the length of time 
women have been working in this function, allowing 
them to gain the experience needed to qualify them 
for the leadership roles. A similar gradual progression 
would be expected to occur in other functions within 
the supply chain as more women start working there 
and over time gain the experience required to allow 
them to move into leadership positions.

Female performance 

According to the survey respondents, females 
working in supply chain functions within the GCC 
P&C companies perform in general at the same level 
as their male counterparts within the same positions. 
Furthermore, some of the interviewees commented 
that females have better skills than males for activities 
related to customer service, because of better 
communication skills, improved responsiveness to 
requests and a greater attention to detail.

This again reflects the experience seen in developed 
countries, where companies have found that moving 
from a male-dominated to a mixed female-male 
workforce allows the company to capitalize on the 
respective skills of males and females, resulting in a 
broader skills base and more flexible workforce.

Female vs male cost of employment 

Most respondents (60-77% depending on the position) 
indicated that there are no differences between 
females and males in regards to compensation (Figure 
8). According to them, both genders receive the 
same compensation package (salary, allowances, 
incentives, etc.). The key difference identified is that, 
in accordance to government regulations in some 
countries, only males receive a family allowance where 
they are married or have children.

A small number of respondents indicated that males’ 
cost to the organization is higher (15-30%) or that 
females cost is higher (8-10%). However the overall 
message here is that the compensation packages for 
males and females (i.e. cost to the organization) are 
typically the same.

Figure 8: Female vs male employee cost to the organization by level (% of responses)

0% 20% 40% 60% 80% 100%

Source: GPCA-Accenture survey, Feb. 2015
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5. Attracting and developing the   
    female workforce

Whilst companies are successfully 
attracting some females into their Supply 
Chain functions, our research identified 
a number of challenges to increasing the 
level, scale and extent of their participation 
in the workforce.

Education levels

The required educational level for each type of position 
in GPCA member companies responding to the survey 
is shown below (Figure 9).

According to the majority (85%) of the survey 
respondents, males and females working in 
equivalent roles in supply chain functions within their 
organizations have a similar level of education. This 
would seem to suggest that there is no education 
barrier to greater participation of women in Supply 
Chain functions in GCC P&C companies. However, 
further analysis shows this not to be the case.

Training courses and programs

Most of the organizations involved in the study provide 
their male and female employees with the same 
level of professional training and access to courses 
supplied by external providers. The top three sources 
of training are the following: 

• External / 3rd party training courses (mentioned by 
100% of the respondents)

• Internal courses (61%)
• Subsidized higher education  

(degrees, etc.) (39%)

In addition, some organizations also allow their supply 
chain employees to attend supply chain training 
abroad (e.g. one company is sponsoring students from 
high school to attend local or foreign universities to get 
their engineering degrees). However, not all of these 
training programs are open to both males and females, 
with some being only for males. 

This would not be an issue for females seeking 
employment in Supply Chain roles in GCC P&C 
companies provided they have ready access to 
degree and other courses related to Supply Chain 
skills outside work.

Figure 9: Required level of education by type of position (% of responses)
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Source: GPCA-Accenture survey, Feb. 2015
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Training institutions

According to the interviewees only a few universities 
and training institutions currently provide professional 
supply chain courses in the GCC. Some organizations 
do therefore send their employees abroad to 
get supply chain degrees and/or attend other 
professionally recognized training courses. However 
social implications can limit this option for females.

In addition, getting a Supply Chain or a relevant 
Supply Chain engineering degree is a requirement for 
employment in certain supply chain jobs. However, 
more than half of the females in GCC countries do 
not have Supply Chain/engineering courses available 
to them in their home country, limiting their ability to 
gain this qualification and as a result, challenges their 
ability to pursue these supply chain jobs. In sharp 
contrast to this one of the companies interviewed 
does currently sponsor females to attend Chemical 
Engineering courses abroad.

In addition, the interviewees pointed out that there 
is no recognized supply chain certification available 
within most GCC countries. As a result, where they 
wish their personnel to gain internationally recognized 
supply chain certification, their only option is to send 
these employees abroad to gain the certification. 

This lack of access to local supply chain-focused 
training, degree courses and certification in certain 
countries, and the requirement therefore to travel 
abroad to gain this, places females at a significant 
disadvantage to males in being able to pursue careers 
in supply chain due to the social challenges around 
females attending training in other countries.

Recruitment 

The survey respondents reported that their 
organizations are using multiple different recruitment 
channels to attract male and female supply chain 
candidates. The main channels are shown below 
Figure 10) and are:

• External Recruitment Firms
• Internal Sourcing (from other areas  

of the companies)
• Advertisements (newspaper, social media)

The two “traditional” channels of Recruitment Agencies 
and Internal Sourcing are able to meet their needs in 
most cases, with support from Advertisements almost 
half the time. Other recruitment channels are of much 
less importance.
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However, to attract female candidates the picture 
is somewhat different. Organizations reported that 
for females they found that they used a number of 
channels and that several had similar success levels 
(as shown below in Figure 11). It is evident that the 
traditional channels are far less successful in attracting 
female candidates. This is likely to be because

• For Internal Sourcing, there are far  
less women within the organization, therefore 
reducing the effectiveness of this channel, and

• For Recruitment Companies, they have fewer 
women on their books as many women do not see 
Supply Chain as a career option for them / do not 
find it attractive. 

As a result, the other channels become more important 
to attract female candidates

• Advertisements to highlight the availability of supply 
chain jobs for women and encourage them to apply

• Social Media, where women learn about the 
availability of these roles from their networks and

• Employee Referral, where women are encouraged 
to apply by friends and relatives already working at 
the company.

To ensure they are effectively targeting the potential 
female workforce for new job opportunities, one of the 
companies has set up an equal opportunity committee 
which, among other responsibilities, also ensures 
the equality of job opportunities for both genders by 
making sure new job opportunities are effectively 
“marketed” to the potential female workforce.

Turnover
Surveys of companies continually highlight retention 
of their good personnel as being a challenge, with this 
being a particular problem in the GCC, given the rapid 
economic growth and the associated rising demand 
for skilled personnel.

Given this, our survey highlighted the employment of 
women as clearly being beneficial to companies in 
this area. Over 55% of our survey respondents agreed 
that females working in supply chain functions of 
their companies have a lower turnover rate than their 
male peers, while 40% see no difference in turnover 
between genders, and only 5% believe females have a 
higher turnover rate.

Given the significant cost of recruiting staff, and the 
associated disruption when skilled staff leave the 
company, this lower turnover rate for female staff 
provides clear financial benefits for those companies 
with higher levels of female staff in their supply chain 
functions.

Outsourcing
Outsourcing of business activities to a female-
only shared service center can also help create 
opportunities for females willing to work in supply 
chain, but who do not feel comfortable in a mixed 
male and female environment. One third of the 
people interviewed said that their organizations 
would consider that option, and indicated that the 
following functions would have a higher potential to be 
outsourced to a female shared services center:

• Supply Chain systems 
• Sourcing
• Customer services

Figure 10: Recruitment channels used for supply chain candidates (% of responses)
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Figure 11: Recruitment channels used for female supply chain candidates (% of responses) 
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6. Strategies and best practices to  
    attract, develop and retain female  
    talent

The present level of gender equality 
varies significantly across the GCC and 
from one organization to another within 
the same country. As a consequence, the 
appropriate strategy to be used by each 
GCC P&C company member will need to 
be adapted to its specific circumstances.

Our previous report2 included a number of 
recommended initiatives to increase the extent of 
female participation in the workforce. Whilst that report 
was focused on Saudi Arabia and covered all business 
sectors, most (if not all) of the recommendations made 
there apply here. These were grouped under a number  
of categories

• Recruitment. Initiatives to address the social and 
cultural challenges to attracting women into the 
workforce

• Workplace. Ensuring the workplace is “female-
friendly”

• Harassment. In mixed male and female workplaces 
ensuring that female harassment (whether 
intentional or not) is not tolerated 

• Training and Internship. Implementing measures to 
ensure that women have the same opportunities as 
men in this area

• Social environment. Ensuring that the work 
environment is supportive and welcoming for 
females

• Transportation. Addressing the challenges women 
face in commuting to and from the workplace

• Benefits and Childcare. Providing support to 
women in areas such as healthcare and child 
support in recognition of the family-focused role of 
women

These initiatives should not be seen as being a set of 
initiatives focused on females. Instead, they should be 
seen as introducing more equality into the workplace 
by addressing the current unconscious but inherent 
bias towards males that exists.

In addition, our research for this report has identified a 
number of initiatives specific to GCC P&C companies 
that need to be implemented to increase the 
participation of women in the supply chain functions in 
these companies.

Promote supply chain as a career option 
for females

Many women do not currently consider working in 
the Supply Chain functions of GCC P&C companies 
as either a career option open to them or one that 
will provide them with a long-term career. Whilst 
companies have a role to play here, this also requires 
an industry-wide effort to promote Supply Chain roles 
within GCC P&C companies as an attractive career 
option for females. This should include

• Raising the visibility of successful women in Supply 
Chain roles in GCC P&C companies e.g. via social 
media

• Highlighting the GCC P&C industry as a highly 
successful industry with a long-term future 
and rapidly growing, mixed gender and skilled 
workforce (e.g. advertising)

• Attendance at careers fairs at women-only 
universities to highlight this as an option for women

• Offering internships to females to allow them to 
learn more about the career opportunities and work 
within GCC P&C companies’ supply chain functions

2 Finding, Developing and Retaining Supply Chain Talent in the Arabian Gulf, GPCA-Accenture, 2013
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Focus on specific roles

As explained earlier in our report, some supply chain 
roles are more attractive to women than others. 
Companies should approach the recruitment of 
women into their supply chain function as a multi-year 
campaign and should focus on specific roles

• Where companies are just starting the process of 
bringing women into their supply chain, the starting 
point should be Customer Service roles within the 
Supply Chain function

• Where companies already have some women in 
their supply chain then the focus should be on 
the office-based professional roles in the Supply 
Chain (Demand Planning, Supplier Relationship 
Management (SRM), Purchasing, etc.).

We recommend that companies seek to recruit multiple 
women into specific functions so they can provide 
mutual support to each other. Whilst there are some 
qualified and experienced females in the Supply Chain 
workforce, these are relatively limited in number and it 
is more likely that the company will have to hire women 
into more junior roles based on their experience and 
then grow and develop their skills over time to allow 
them to move into more senior positions.

Recruitment

Ensure that all Supply Chain recruitment campaigns 
are adapted to make contact with the female potential 
workforce. Specific actions include

• Including specific initiatives as part of the 
recruitment effort targeted at women, such as 
careers fairs at female-only universities

• Using female employees to participate in the 
recruiting process of women candidates to 
allow those to perceive a supply chain job as an 
attractive career for women

• Leveraging multiple recruitment channels (rather 
than just the “traditional” ones such as Recruitment 
Agencies) to ensure that the potential female 
workforce learns of the recruitment opportunities.

Training and certification

The lack of a formal Supply Chain certification program 
in some GCC countries is a significant barrier to 
women. The industry should consider establishing 
supply chain certification programs within the GCC 
that are open to both men and women.

This would require an industry-level initiative to

• Partner with an internationally-recognized Supply 
Chain certification body to provide this within the 
GCC and

• Establish agreements with local and international 
universities / training organizations to provide the 
supporting training courses locally, for both men 
and women.

Availability of technical degrees locally

Limitations to the ability of females to gain the required 
technical educational background was identified by 
our research as a significant limiting factor to the 
specific opportunities open to them within GCC P&C 
companies’ supply chain functions within some GCC 
countries. To address this, a number of initiatives are 
recommended:

• Partnering with universities and training centers to 
develop supply chain courses for women. Whilst 
this could be undertaken by individual companies, 
an industry-wide approach is more appropriate, 
e.g. handled by GPCA and involving all members 
interested in offering their females employees  
such a course.

• Offering their female employees the same type of 
university sponsorship as those being offered to 
their male employees, to gain specialist educational 
qualifications tailored to Supply Chain roles, with 
such offers recognizing the social challenges faced 
by women in attending course at mixed institutions 
overseas and responding to them.

• Encouraging local universities to offer such 
courses, including engineering degrees. This may 
include encouraging female-only universities to 
offer such degrees.
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Transportation

Whilst transportation to and from the  
work location is a challenge in certain countries, 
especially in Saudi Arabia, this is a specific issue for 
Petrochemical and Chemical companies.

Their plants (and hence the worksite) are often in 
locations relatively distant from where people live. 
As a result, options typically used by women in other 
industries (taxis, transportation by friends or family, 
etc.) are less practical in such situations.

GCC P&C companies looking to grow their female 
employment levels in their supply chain functions in 
such countries and locations should implement actions 
to address these challenges including

• Provision of either 3rd party transportation for their 
female employees or an allowance to compensate 
for the additional transportation costs incurred by 
females

• Considering the use of transportation solutions 
shared with other local employers, to reduce the 
costs and inconvenience involved and 

• Considering the use of teleworking for business 
processes that can be  performed remotely.

Companies should also consider the option of 
transferring business functions that they wish to be 
provided by females to a female-only outsourced 
shared service e.g. for services such as customer 
service, thereby removing the requirement for 
transportation. This could be done by individual 
companies or jointly by multiple GPCA members.
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7. Conclusion

Females are already working in the 
supply chain functions of a number of 
GCC P&C companies. But to date their 
level of representation is relatively low 
(especially in comparison to developed 
countries), with substantial variations 
between individual companies. In addition, 
their presence is concentrated in certain 
parts of the supply chain function, with 
little or no presence in a number of other 
functions.

However, our research has shown that companies 
with women working in their supply functions realize 
a number of business benefits including improved 
retention and increased performance in certain roles.

There are a number of significant obstacles to 
increasing the number of women working in GCC P&C 
supply chain functions.

Some of these can be dealt with at the company level, 
whilst others will require industry-wide coordination.

An effective strategy for attracting and developing 
female talent should include

• Marketing the Supply chain Functions of GCC P&C 
companies as an attractive and viable career option 
for females

• Focusing on specific functions within the Supply 
Chain to increase the proportion of females in the 
workforce

• Tailoring the recruitment effort to ensure it reaches 
the potential female workforce

• Addressing issues around the availability of 
Training and Certification and Technical Degree 
qualifications to women and

• Working around issues impacting the attractiveness 
of the GCC P&C work environment such as 
transportation.
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The Gulf Petrochemicals and Chemicals Association (GPCA) represents the downstream hydrocarbon industry 
in the Arabian Gulf. Established in 2006, the association voices the common interests of more than 240 member 
companies from the chemical and allied industries, accounting for over 95% of chemical output in the Gulf region. 
The industry makes up the second largest manufacturing sector in the region, producing up to $US 102 billion 
worth of products a year.

The association supports the region’s petrochemical and chemical industry through advocacy, networking 
and thought leadership initiatives that help member companies to connect, to share and advance knowledge, 
to contribute to international dialogue, and to become prime influencers in shaping the future of the global 
petrochemicals industry. 

Committed to providing a regional platform for stakeholders from across the industry, the GPCA manages six 
working committees - Plastics, Supply Chain, Fertilizers, International Trade, Research and Innovation and 
Responsible Care - and organizes six world-class events each year. The association also publishes an annual 
report, regular newsletters and reports.

For more information, please visit www.gpca.org.ae

Gulf Petrochemicals & Chemicals Association (GPCA) 
PO Box 123055 
1601, 1602
Vision Tower, Business Bay
Dubai, United Arab Emirates 
T +971 4 451 0666
F +971 4 451 0777
Email: info@gpca.org.ae
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