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	This study aims to be able to deepen and analyze related to gender equality and its impact on sustainability in companies dominated by male workers. Gender equality faces challenges in its implementation. In 2023, Indonesia is recorded to rise to rank 87 in the world ranking of gender equality. The acquisition of this ranking was not very good because behind the ranking, the value of Indonesia's gender implementation turned out to be stagnant at 0.697 points. Indonesia is fortunate because of the decline in the value of gender equality implementation around the world. One of the challenges in implementing gender equality is the opportunity for women to be able to get the opportunity to work and at the same time develop careers. In the world of work, there are two industry groups based on data donated by men. The two industries are mining and manufacturing. Realizing this, several companies in both industries began to implement their gender equality programs. As for being able to achieve the objectives of the research, the research method used is qualitative. Data collection techniques include in-depth interviews, observations, and documentation studies. The results of this study state that gender equality in the company can be reviewed in several parts such as policies, governance, challenges in implementation, employee perceptions, and of course employee commitment to attitudes to implement gender equality. This research also includes suggestions for seeking program development in the company and opens up further research related to gender equality in the future.



INTRODUCTION
Based on the Global Gender Gap Report 2023 released by the World Economic Forum (WEF) (Forum, 2016), Indonesia ranks 87th gender equality out of 156 countries, up 10 places compared to 2020. This ranking number can be said to increase, but if you look deeper, the value of Indonesia is 0.697 or stagnant. So it can be said that globally there is a decrease in the value of gender equality, but this benefits Indonesia because the same value as the previous year causes Indonesia's ranking to increase by 5 ranks compared to 2022 (Forum, 2023). This stagnant value is proof that gender equality in Indonesia is not only a big challenge, but also an indicator of the problem is also still ignored. According to Members of the Board of Trustees of IBCWE (Indonesia Business Coalition for Women Empowerment), women's economic participation and opportunities are latent indicators that hinder Indonesia's progress in achieving gender equality (Suharti, 2022).
Of course, the challenge of advancing gender equality is not unique to Indonesia. The urgency of gender equality has been recognized globally, and is included in the 2030 International Agenda for Sustainable Development agreed by 193 countries that are members of the United Nations (UN), including Indonesia. The placement of gender equality in the Sustainable Development Goals (SDGs) shows that achieving gender equality requires long-term and sustainable efforts.
However, the country's sustainable development program tends to have a short period of between 4-5 years, and often clashes with the dynamics of government policies and the country's political agenda. Therefore, the 2030 SDGs Agenda also emphasizes aspects of multistakeholder involvement or participatory process that encourages inclusion space for all elements of society to express aspirations, carry out strategic planning, and implement initiatives. 
The above perspective is carried out in the 'no one left behind' campaign with the understanding that 'governments, international organizations, the business sector, non-state actors and individuals must contribute' to the pursuit of sustainable development – and business entities, especially multinational companies, have a large share in the overall process (Nations, 2015). In addition to the goal of community welfare, sustainable development also provides great profit potential for business entities. 
According to the Business and Sustainable Development Commission (BSDC), the achievement of SDGs can open up market opportunities with a value of up to 12 trillion US dollars for four major business sectors such as energy and raw materials, agriculture, cities, and health which are active actors driving the economy, and then have a critical role in achieving sustainable development progress (Chipanta et al., 2022). 
In Indonesia, the energy and raw materials industries can be said to have a significant tandem role in the difficulty of achieving gender equality, in this case the mining and manufacturing industries. Its existence is attached to masculinity not only in the aspect of presentation, but also in the management of operations and the representation of workers, despite its great contribution to the progress of the country's economy. Mining resources in Indonesia are categorized as the 6th largest in the world, based on data from the Ministry of Energy and Mineral Resources in 2020. Indonesia's main mineral mining commodities include nickel, copper, bauxite, iron, gold, and silver. This wealth is spread from Sabang to Merauke, around the ring of fire zone that extends from Sumatra Island to Java, Sulawesi and Papua. 
The existence of abundant geological resources then contributes greatly in supporting the progress and resilience of the country, ranging from increasing export income and the national economy, regional and central development, as well as opening jobs and increasing human resource capacity. According to data from the Realization of Non-Tax State Revenue (PNBP) in 2019, the contribution of the mineral mining sector industry itself to state revenue reached 46.6 trillion Rupiah. But in addition to its large role in the pace of the country's economy, the mining industry also has many other negative impacts besides gender equality issues, especially for the environment. The legacy of former mining pits, soil erosion, and global warming are examples of the many negative impacts of mining on the environment. In addition, mining activities also often trigger community conflicts due to inequality in social structure, as well as gender welfare gaps.
Citing the Delve report in 2020, from the mining industry sector, Indonesia ranks 3rd as the country with the highest number of mining sector workers in the world, with a total of 3.6 million people.  However, the mining industry is also the employment sector with the lowest number of female workers in Indonesia. Based on the National Labor Force Survey as of August 2021, in the last three years, the proportion of female workers in the Indonesian mining industry has continued to decline. The total number of workers in the mining sector is said to be less than 10 percent.
The ability of mineral supply chains and production to fuel economic growth and development is recognized on a global scale. However, a growing body of research suggests that if gender issues are not adequately accounted for, current mining policies and practices can actually exacerbate gender inequality. Every aspect of the mining industry affects and benefits women and men in different ways, despite the fact that each location, community and context is unique. This gender gap can be observed throughout the mineral supply chain, from mine sites and households to government offices and corporate boardrooms, and at all levels, including production sites, mining-affected communities, local and national economies, and all institutions.
Gender inequality in the mining sector and not only in terms of numbers, but also discrimination in the placement of workers. Women in the mining sector industry are more positioned only in informal, part-time, seasonal, and small-scale jobs such as panning and sieving workers. As a result, the wages received by female workers are very low, as revealed by the Deputy for Gender Equality of the Ministry of Women's Empowerment and Child Protection (PPPA), Leny Nurhayati. 
Based on BPS data as of February 2019 (Wazari & Agustiarini, 2022), The average salary received by women workers in the mining sector is 4.26 million rupiah, while men are around 5.12 million rupiah. Meanwhile, the Chairman of Komnas Perempuan, Andy Yentriyani, said there were 64 cases of violence against women in the work environment in 2020, and 100 cases of violence in 2021, including in the industrial sector of mining companies. This also explains the significant correlation between the company's management capacity and gender mainstreaming, as well as its interconnection with the company's progress, and the country's sustainable development (Utami et al., 2022).
Then in this case, the gender perspective becomes an important lens in looking at the conditions and practices of anti-gender discrimination efforts that occur in the mining industry. For a long time, the mining industry has been identified with dangerous, dirty and heavy work tasks. In some countries, women used to be banned from working in mines, such as in South Africa, Russia, and India. Although there is no longer a ban, the understanding that mining is not a suitable or uncomfortable job for women is still strong (Mayes & Pini, 2014; Reed & Davidson, 2011; Tallichet, 2000). 
In addition to energy and raw materials, one industry that also has significant challenges for achieving gender equality is manufacturing. Where men dominate in total from the number of workers. The latest data for the manufacturing industry in 2022 shows that the percentage of female workers in fields where the formal labor force only reaches 35.57%, this is clearly very far when compared to men who according to data in the same year reached 43.97%, this data is certainly one illustration of the workforce in the manufacturing sector which reached a total employment of 23 million workers (Syafiyah et al., 2022). 
Currently, the growth of Indonesia's manufacturing industry is quite good, but the absorption of labor between women and men is still not balanced. The manufacturing industry has proven to provide its own challenges for women to survive. One of the significant differences is related to wages. Where the results of the study stated that there was a significant relationship between wages and gender discrimination (Ekaningtyas, 2020). The discrimination that occurs between women and men is also evident from the number of women who are able to achieve strategic positions in the manufacturing industry. 
This bias in gender perspectives also negates the role of women in managerial, leadership, and decision-making jobs. As noted in the results of the 2018 Responsible Mining Index (RMI) research, most of the 30 large-scale mining companies have no ambition to improve gender equality at the managerial and/or leadership level. Furthermore, the report also said that women who hold executive level positions in mining companies are often ostracized and even harassed in the early years of their employment. Meanwhile, basic necessities such as protective gear, and changing room facilities and safe and comfortable toilets for women are rarely available. Therefore, the issue of gender equality should be a priority task for company management, especially multinational and large-scale mining companies. (La Plonge, 2018). Furthermore, according to a report issued by the World Economic Forum in 2020, it describes that there is gender inequality, especially for the composition of women, especially in manufacturing and production, where in general the participation rate of women only reaches 20% and there is also a wage gap between genders of 32% or women's salaries are 32% lower when compared to male workers (Sharma et al., 2021). Based on these two data, it is obtained that the condition of gender equality is still a major challenge for the mining and manufacturing world, where not only about the quantity of gender composition, especially for women, which is quite low, but also when viewed from the quality aspect in the form of salary which has a large enough gap between women and men. 
In addition to aspects of corporate management, the mechanism for encouraging sustainable development and gender equality in the business sector is known in the Corporate Social Responsibility (CSR) program which requires companies to incorporate aspects of social welfare and environment in carrying out operational strategies and business communication. CSR is also a corporate business management concept that pays attention to the moral and ethical practices of the company, as well as evaluating the balance and how the company has an impact on society and the environment, in order to achieve sustainable development. 
In conclusion, sustainable development is an inseparable aspect of a company's business management process. Furthermore, CSR also has relevance to the dynamics of workers or human resources. According to CONE Communications research in 2016, for example, it was stated that at least 64% of millennial youth are reluctant to work in companies that do not reflect high social responsibility. While the workforce of the millennial generation is expected to occupy three-quarters of labor needs (Atkins, 2022). 
Prno & Slocombe's 2012 research on Corporate Social Responsibility (CSR) in the mining industry also confirms a strong link between investment and the development of the economic, social, and political situation of a company's community. In the principle of sustainable development in an effort to achieve corporate social justice, CSR must be prioritized for the internal interests of the company first, in this case the welfare of workers. The unworthiness of work space and the low welfare of workers in a company are important factors considered by investors (Radyati, 2014). 
The United Nations (UN), through the idea of Sustainable Development Goals, also continues to promote the principle of sustainable development through various lines and means, including encouraging management and governance of companies, states, and other stakeholders to achieve gender equality. The results of the International Labor Organization (ILO) report in 2020 also stated that gender diversity has many positive impacts on the progress of the company's business. Gender diversity is considered capable of increasing profitability, productivity, creativity and innovation, as well as greater openness for investors to invest. 
To better measure the company's CSR performance, you can use indicators from ESG (Environmental, Social and Governance). ESG will explain the determinants of performance and corporate social responsibility (CSR) (Dang et al. 2021;. Prof. Roy Sembel, Professor of IPMI, International Business School, in a webinar entitled "Building a Sustainable Corporate Business With ESG" stated that ESG is important in the business world whose direction is to achieve Sustainable Development Goals (SDGs). In today's era, intelligence in business with the right ESG mindset needs to be socialized so that everyone is more aware and can empower society.
In some research results, it is stated that gender equality has a significant impact in providing benefits to companies. As in the first study which states that the inclusion of gender equality programs in the work environment, especially those that have contradictory dominance such as mining, can increase the chances of creating sustainable development (Pimpa, 2019). The next research is an effort to be able to carry out gender equality to be able to increase the productivity of the company (Wu & Cheng, 2016). The third study states that development that only focuses on certain groups causes the caused group to be the main source of challenges or obstacles to development itself (Ringblom & Johansson, 2020).
However, it is quite ironic because in some cases the benefits of gender equality are still poorly understood, important enough, even women are still considered as parties who have not been prioritized, as happened in the mining sector, where based on the results of research stated that many women finally decided to leave their jobs because of an uninclusive culture, causing prospective career development (Ellix et al., 2021). Therefore, in an effort to be able to solve the problem of this condition, there is a need for joint commitment from parties, especially the government, companies, mining rooms, and employees to ensure a gender-inclusive mining industry (Kansake et al., 2021). 
In general, based on the results of the research above, it is found that gender equality that is sought can actually have a positive impact collectively for companies that carry out gender equality. However, it is quite ironic because the benefits of gender equality have not been fully understood and practiced in some sectors, such as in the mining and manufacturing sectors. This then provides a significant reason why gender equality is currently one of the priority issues that are being sought to be advocated. At an event initiated by Kompas entitled Kompas 100 CEO Forum: CEO on Stage at the Faculty of Engineering UI Building, Depok, Jakarta, Monday (11/21/2022), it was narrowed to the conclusion that the global economy is increasingly focusing on a green and sustainable economy. Companies that practice Environmental, Social and Governance (ESG) principles are the priority choice of investors. Based on previous background conditions, it provides motivation for researchers to be able to conduct a deeper analysis of how gender equality analysis and its impact on companies that are dominated by male workers. To facilitate the study and analysis process of this research, the research will focus on PT. Vale Indonesia and PT BMI Monier are case in point. The choice of these two company locations is because both companies are companies engaged in mining and manufacturing, where both industries are industries that until now are still industries dominated by men but, further realizing these conditions, the two companies decided to take affirmative action to open opportunities for women to further enlarge the composition in careers in both industries, especially at PT Vale Indonesia and PT BMI Monier Indonesia are members of the Indonesia Business Coalition for Women Empowerment, which certainly provides evidence that there has been awareness internally about the benefits of gender equality and the need for further understanding regarding affirmative action from both companies.

METHOD
As an effort to support the purpose of this study, this research method uses qualitative with the type of research used in this study is descriptive research. Qualitative is research that aims to be able to find out the phenomena found in society (Fadli, 2021). As for descriptive research, it aims to provide an overview by using words and numbers and present profiles (problems / problems), classification of types or outlines of research stages (Fadli, 2021). Related to this, the type of descriptive research is able to describe the situation, social arrangement and relationship of the purpose of this study. Descriptive research studies begin with a well-defined problem or question and explain it accurately. In addition to explaining the series of research stages, this study also documents the process or mechanism of causation and reports the background or context of the situation on new issues (Fadli, 2021). So that the formulation of the problem and the objectives of this research can be achieved. The data collected in this study are primary data and secondary data. Primary data is data collected directly by researchers from key informants. While secondary data is data collected from various documents / literature. Primary data collection techniques were conducted by in-depth interviews with various informants who were directly involved in the implementation of gender equality efforts and observations at the research site. While secondary data collection is carried out by documentation studies or literature reviews and analysis of interview recordings (voice).

RESULTS AND DISCUSSION
Based on the results of field findings which were then collaborated with a literature review, the discussion in this study was obtained into five groups of discussion or analysis related to the implementation of gender equality and its sustainability in companies dominated by male workers. The first is the gender equality policy in the company, the second is the corporate governance of the gender equality policy, the third is the challenges in implementing gender equality and how the company overcomes these challenges, the fourth is the perception of employees related to the gender equality program, and the fifth is the commitment of employees to the attitude to support gender equality.
A. Gender Equality Policy in these companies
Gender equality policies in an environment should ideally start using empirical baseline data and evidence. This will then have a significant impact not only in the implementation of policies but also to ensure the sustainability process of a program or policy, especially those related to gender equality. Gender equality is one of the priorities with sustainable goals. Gender equality is one of the priorities with sustainable goals. Equality is about equality, i.e. treating men and women equally, or whether they are fundamentally different, and respecting those differences equally (Martin, 2003). Therefore, in the preparation of policies related to gender equality, companies make efforts to be able to understand the situation as well as recognize the main problems that exist to be able to make priority scales and this is done through assessment. The implementation of assessments carried out by the company is carried out internally and externally to be able to take empirical data and evidence so that programs or policies related to gender equality remain in accordance with the company's needs. Internal assessment is carried out by the company led by a team that deals with HR (human resources) or HC (Human Capital), while for external assessment is carried out by appointing parties or institutions that have a focus related to gender equality. 
Assessment is an effort to be able to collect data, analyze and use the data with certain objectives in accordance with the implementation of the assessment (Amua-Sekyi, 2016). Efforts to collect this data are fundamental in any creation or even development of a program, where the data collected can also be used as a baseline for companies to be able to determine how long the policy is still relevant as well as to be able to use it as basic data in monitoring and evaluation efforts as a form of supervision of the program to remain in accordance with the objectives of the company. Through assessment activities, it provides an opportunity for companies to also be able to have data relevant to aspects of gender equality so that the program or policy to be implemented has clear objectives. 
The fact is that policy apart from being a tool to support the sustainability of an effort to solve challenges in a region, on the other hand policy requires strategic steps in striving for sustainable policies. sustainability and sustainable development are often cited as long-term oriented, and the basic identification of maintaining a particular condition or material as maintaining or maintaining it (Kates, et al, 2001). Further sustainability emphasizes maintaining desirable aspects of natural and/or social conditions and, where possible, improving those conditions (Keeble, 1988). Based on this concept, empirical data collection and evidence become important and the assessment process as an initial stage becomes a significant foundation to be able to produce monitoring and evaluation as a form of supervision. Empirical data is able to provide companies also to understand conditions, see the progress or development of activities or programs implemented, and of course as material to evaluate policies or regulations implemented in this case policies related to gender equality.
Therefore, in an effort to implement a sustainable gender equality policy, the company will make regulatory adjustments on its way. These efforts have become commonplace and very relevant to the supervisory process, where in the course of making policies remain relevant to the needs of the company, evaluation efforts are needed and based on the data obtained from these efforts, policy adjustments will be made. The most important part in realizing the sustainability implementation of programs or policies related to gender equality is related to talent. One of the policies implemented to respond to this condition is to create talent through efforts to encourage talent with the aim of creating and increasing the number of talents related to the implementation of gender equality policies. 
This is then expected to be able to contribute in terms of the implementation of sustainable gender equality policies. Another important point related to gender equality policy is the implementation of policies relevant to gender equality. The implementation of gender equality policies always raises pros and cons, this is in line with gender equality policies are always considered by most parties as a bad effort. This is what then often triggers the presence of conflict. The implementation of this policy is certainly a concrete form in implementing gender equality that is sustainable. Another thing is to provide awareness to all parties that the implementation of policies related to gender equality is not about the benefits of certain groups but also to be able to encourage acceleration of productivity growth for all parties which will have a collective impact on the results of achieving a company.
B. Corporate governance of the Gender equality program
Corporate governance or gender equality programs will always be linked to the system of implementing and managing policies within the company. Some things that should be considered and become crucial things that must be considered are related to top-down policies, meaning that it depends on the decision of the leadership, the next is to have a place to convey aspirations, and of course there is a place to be able to learn and develop understanding of the situation at hand. In addition, one of the progressive governance implemented to support gender equality programs in the work environment, especially in companies dominated by men, is to implement performance assessments with key performance indicators that focus on results and the absence of sex differences between men and women. This method will certainly provide its own motivation for all employees to be able to work effectively and the achievement of an environment that has healthy competition can be realized and certainly expected to be able to contribute in terms of total production and income from the company.
One of the things that companies that have a policy of implementing gender equality is to build committees. In general, the committee is a special group consisting of several members and is elected to represent the majority vote of the employee group where the committee has a role to be able to carry out certain duties and responsibilities. Furthermore, the committee becomes a forum for companies to bridge between employees and company leaders. This bridging role is expected to be able to gather voices from employees as well as being able to disseminate or socialize related to the direction of policies that will or are being implemented by the company. 
Providing understanding is one aspect that becomes an important point in terms of managing company policies around gender equality. Understanding is a cognitive aspect carried out by the company by carrying out several activities such as seminars and training. Understanding refers to the knowledge aspect of the employee himself. This point is actually very related to perspective where understanding can significantly affect perspective. Therefore, a good and appropriate understanding will contribute to the development of correct employee perceptions related to gender equality and implementation efforts in the work environment of employees of the company.
One aspect that is the main point that must be owned by employees related to gender equality in the workplace is related to the potential increase in company profits that can contribute significantly to company revenue. This is also what is always conveyed by the company to its employees, especially for male employees. So that the perception of gender equality only benefits certain parties or groups can be minimized or even eliminated. Management for policies around gender equality must be carried out holistically starting in terms of policies and facilities contained in the work environment of the company. The provision of facilities such as breastfeeding centers, places of worship separated between men and women, daycare, counseling, and other facilities is absolutely must be carried out by companies in order to create an environment that is friendly to gender equality. Furthermore, facilities also play a role in efforts to maximize the productivity capabilities of employees. This was also realized by the two companies that became the location of the research, where in addition to strengthening the policies of the two companies also met the needs of facilities for company employees. So it can be said that through efforts to implement gender equality, it will also have a significant impact on employee capacity development and ultimately have an impact on company profits, especially in achieving production.
C. Challenges in implementing gender equality and how companies are overcoming those challenges
Every improvement or development effort will inevitably experience challenges as an inseparable part of a long and holistic process. The implementation of gender equality in companies based on data collection can be seen from several aspects such as perception, understanding, facilities, and the existence of a period of cultural transition. Seeing this challenge, of course, the company does not stand still and only allows the situation to change by itself. There are several programs implemented by the company to be able to accommodate this situation. This condition is certainly a form of the company's efforts in solving these challenges which are responded in a structured manner. In general inequality as "loosely interrelated practices, processes, actions, and meanings that generate and sustain class, gender, and racial inequalities within a given group" and as interrelated "management" (Acker, 2006). Equating perceptions about the importance of gender equality in the work environment is a challenge in striving for the implementation of gender equality. Perception is one of the challenges for companies in striving for gender equality in the work environment or company. One of the dominant conventional perceptions shared by company employees is always to perceive that gender equality only benefits certain parties, especially women and discriminates against men. This is then realized for the company's team and make efforts to be able to change these perceptions through programs that have the aim of increasing employee understanding related to gender equality programs owned by employees. Some activities that try to overcome this problem are training and seminars that are carried out on an ongoing basis.
The quality of facilities has until now become a priority that must be considered by companies in carrying out gender equality policies. The implementation of efforts to realize gender equality should be carried out holistically, not only policies but also facilities to support gender equality can be implemented holistically. Some things carried out by the company, one of which is by submitting an application for the manufacture or construction of facilities. Gender Equality in its implementation refers to efforts to be able to create a situation that supports this and facilities or infrastructure have a very important role in efforts to achieve these conditions. The construction of supporting facilities is very necessary for companies in striving for gender equality in their work environment. 
Another additional challenge is the transition period from an unaccommodating culture to an accommodating one. This period certainly requires conditions or support from various parties to ensure that this change can continue and change into a sustainable company culture or culture. Some aspects that quite often go hand in hand with this change are related to the higher potential or risk of internal conflict. Realizing the situation of change and the risk of conflict, the company also implements the program as a concrete and structured step in terms of ensuring that these changes can transform into a good culture for the company while ensuring that it is able to minimize or even eliminate potential conflicts in the company. 
Through efforts to overcome these challenges, it provides a concrete picture for the company to be able to prove its consistency and commitment in striving for gender equality. Efforts in responding to this challenge will also significantly contribute to creating a good environment or ecosystem, especially for the work process for employees which will ultimately have an impact on the productivity of the company.
D. Employee perceptions related to gender equality programs
One of the important points of perception is acceptance. Employees of the company become one of the factors or keys to the success of implementing regulations or policies. In general, perception can be interpreted as a person's perspective as well as interpreting it (Alex, 2003). Through acceptance, everything that is closely related to the issue that is understood will be easy to carry out or describe. This is also what happens in efforts to realize gender equality. A good understanding of employees will provide greater opportunities for giving or introducing good gender equality issues to other employees. Through this method, it will also have a significant impact, especially in efforts to accelerate or accelerate the implementation of gender equality in the company or region. 
Change is a natural thing, but change can also be created especially the change is expected and carried out systematically by considering the strengths and weaknesses of an object in this case the company. Employee perceptions of gender equality issues can be said to have changed with a very positive context. The high access to information obtained by employees related to gender equality causes employees to be more aware of the importance of gender equality in the work environment. This will consciously build new perceptions for employees and will progressively replace old understandings as well as old perceptions held by employees, especially related to gender equality in their work environment.  
Changes that occur certainly need to be addressed properly by all parties. In some cases situations of perceptual change are very susceptible to being able to return to the original perception, where the perception is what you want to replace or develop. Changes in perception for the better are also concrete evidence of the success of a program or activity in the desired direction and become the objective of the program or activity. In addition, change is also a long process, which requires a long time so it needs to be appreciated and appreciated.
E. Employee commitment to attitudes to support Gender equality
The implementation of gender equality, especially in companies with the dominance of male workers, requires commitment not only from the company's side but also for employees in the company's environment or ecosystem. As one important aspect, the commitment of employees to their attitudes to support gender equality needs to be understood and observed to be able to be evidence of empirical data, especially in the development of a program. Therefore, it is necessary to carry out a survey as a tool to monitor the development process of the results of the provision of programs related to gender equality in the company. Commitment is behavior displayed by individuals or even groups of people on a particular issue or activity. Referring to this definition, one form of commitment from company employees is to follow programs implemented by companies that are relevant to gender equality issues. Attitudes or behaviors that follow this activity or program certainly have generally been implemented without any element of coercion to employees of the company.
The next thing to do is to support gender equality. Supporting gender equality means employees are well committed. This is taken in addition to participating in activities or programs, employees also consciously implement policies that are relevant to efforts to realize gender equality in their work environment. Another thing that is very clear in employee commitment related to gender equality is employee enthusiasm for every activity or program related to gender equality. Where employees consciously attend events or feel a loss if they do not participate in these activities. commitment from each individual, this is because commitment is one way for each individual to apply social roles and structures through self-motivation (Burke &; Reitzes, 1991).
Another thing shown by employees as a form of commitment to gender equality is to make efforts to encourage gender equality. This is implemented through carrying out program initiatives that have implications for increasing understanding as well as awareness to other employees related to the importance of implementing gender equality policies in the office or worker environment. Judging from the work environment, this issue is certainly very good closely with organizational commitment which is always considered as an employee reasoning for attachment and loyalty to the work organization where the employee works (Kessler, 2013). Commitment can arise naturally but can also be done in a structured way (nurture). 
On several occasions, the commitment to develop gender equality in a region or workplace is carried out by involving employees to participate in various activities that serve to improve their ability, especially in accessing information that substantially supports gender equality issues and is certainly supported by evidence and empirical data related to the benefits of implementing gender equality. Gender equality programs are programs that require good cooperation between the company and employees regardless of social, cultural, religious, and racial backgrounds or have a diversity basis and the implications of implementing gender equality in the company can be described This research is able to analyze gender equality and its impact on sustainability in companies dominated by male workers. In this study, there are several things that are carried out to be able to strive for gender equality in the company environment such as by starting to do it with assessment, providing capacity building programs related to gender equality for workers, including. In its implementation, gender equality implemented in both companies is able to increase workers' understanding related to the benefits of diversity, in particular. This condition is then able to create conditions for workers who are more aware of the need to behave in order to respect other workers regardless of background, especially gender. Furthermore, this condition further strengthens the company's goal in realizing a diverse and inclusive work environment.
Communication is the main key to the success of gender equality efforts in the work environment. Realizing this, good communication is needed internally and externally for the company. Internally, the spirit of gender equality needs to be understood and supported also by various parties in various divisions or work sections. Meanwhile, externally, concrete efforts are needed for companies to be able to develop communication with other organizations or companies that have experience in efforts to implement gender equality that is relevant to the situation of the two companies. The benefits generated by gender equality should be maintained and even efforts are made to improve in quantity and quality. In line with this effort, assistance is needed through development and research relevant to efforts to implement gender equality in the worker environment in the two companies. Impact on the sustainable development goals has been a vehicle towards sustainability. The longer the program runs, the larger the program, the more partnership participants, of course, the wider the impact will be.
Research with issues relevant to gender equality will certainly experience development so that this research is far from perfect. Some things that should be considered such as research time, the number of informants, and also the affordability of research locations that are still limited are developing areas for research that are relevant to this research issue in the future.

CONCLUSION
[bookmark: _Hlk86755490]Gender equality policies in an ideal environment should be based on empirical baseline data and evidence. This approach will have a significant impact on policy implementation as well as ensuring the sustainability of programs or policies related to gender equality. Internal and external assessments are important steps in collecting relevant data for gender equality programs or policies. This assessment helps the company understand the main situations and problems that exist and determine priorities in the program or policy to be implemented. The assessment tools used must have good reliability to extract accurate information and can be used consistently in various locations or companies. Empirical data collection and evidence are important aspects in maintaining the sustainability of gender equality programs or policies. This data is also used as a baseline and in the monitoring and evaluation process to ensure the company's goals are achieved. Regulatory adjustments are natural and relevant in maintaining the sustainability of gender equality programs or policies. The evaluation and adjustment are based on data obtained from the monitoring and evaluation process. Talent creation related to the implementation of gender equality policies is important in maintaining the sustainability of the program or policy. The implementation of gender equality policies often causes controversy, but it is a concrete step towards realizing sustainable gender equality. Awareness of the benefits must be instilled in all parties, because the policy encourages productivity growth and better results for the company as a whole.
Corporate governance or gender equality programs are closely related to the implementation and management of policies in the company. Some important things that must be considered in managing gender equality policies such as top-down policies where the policy is highly dependent on the decisions of company leaders. Although this pattern provides opportunities for employees to learn about gender equality, it does not provide opportunities for companies to improve or improvise policies and programs related to gender equality. Performance appraisals that do not distinguish between men and women can provide motivation for employees to work effectively and achieve company goals. 
The committee can be a forum for employees to convey their aspirations and bridge between employees and company leaders, as well as gather employee voices regarding the direction of policies to be implemented. Therefore, companies need to organize activities such as seminars and trainings to provide employees with an understanding of gender equality. A good understanding can help develop employee perceptions and implement gender equality policies in the work environment. Companies need to make employees, especially men, aware that gender equality can also contribute significantly to company revenue. The management of gender equality policies must be carried out holistically, including in terms of policies and facilities in the work environment. The provision of facilities that are friendly to gender equality can maximize employee productivity. Policies that do not discriminate employees based on their gender, both in performance appraisals and rights and obligations, can shape a sustainable mindset related to gender equality in the company. Managing gender equality policies well, companies can achieve sustainable goals in creating an inclusive and equitable work environment for all employees.
Efforts to improve or develop in achieving gender equality in the company cannot be separated from the challenges that must be faced. These challenges include misperceptions, lack of understanding, lack of supportive facilities, and periods of cultural transition. Companies must be proactive in addressing these challenges by implementing programs aimed at changing perceptions, increasing understanding, improving facilities, and ensuring sustainable cultural change. Some of the steps taken by the company to overcome these challenges include implementing training, seminars, and ongoing self-development programs. In addition, companies also need to pay attention to the quality of existing facilities and even build new facilities that support gender equality. During the period of cultural shift, the company must support such changes and prevent internal conflicts that may arise. The company also uses diversity, inclusion and diversity policies to introduce gender equality and achieve broader inclusion goals. In addition to meeting global needs that must be implemented, this policy can also improve the company's image in the eyes of the public. Through continuous efforts to overcome these challenges, the company can prove its consistency and commitment in achieving gender equality. This will create a good work environment and have a positive impact on the company's productivity.
Acceptance is an important point in perception, especially in the context of company policies or regulations. If employees accept and understand the issue of gender equality well, they can easily implement or describe it to other employees. A good understanding of gender equality by employees provides an opportunity to introduce the issue to other employees. This can have a significant impact in accelerating the implementation of gender equality in the company or region. Changes in employee perceptions of gender equality have undergone positive changes. Higher access to information makes employees more aware of the importance of gender equality in the work environment. It builds new perceptions and progressively replaces old perceptions regarding gender equality. Positive change in perception is evidence of the success of a program or activity in achieving gender equality goals. Such changes need to be appreciated and appreciated because it is a process that takes time. The majority of employees have the perception that gender equality is an important issue, as it becomes easier for them to access relevant information. They began to understand that gender equality supports the sustainability of the company's production processes. Thus, employees' perception of gender equality becomes more positive and leads to expected changes in the work environment.
The implementation of gender equality in companies with male labor dominance requires commitment from companies and employees. Employees' commitment to gender equality needs to be observed and understood as empirical evidence supporting such efforts. Employee commitment can be demonstrated by following programs relevant to gender equality implemented by the company. Involvement in such activities or programs must be voluntary and non-coercive. Supporting gender equality is a good act of commitment from employees. In addition to participating in the program, employees consciously implement policies that support gender equality in the work environment. They also showed enthusiasm and presence in activities related to gender equality. Employees who are committed to Gender equality are also making efforts to push for Gender equality. They take initiatives and programs that increase other employees' understanding and awareness of the importance of gender equality in the workplace. Commitment to gender equality can come naturally, but it can also be developed through a structured approach. Engaging employees in activities that increase understanding and access to information that supports gender equality is one way to develop that commitment. Commitment from the company and employees, as well as efforts to increase awareness and understanding, the implementation of gender equality in the company can be better realized.
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