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Abstract 

The study unveils that for the survival of the firm, regardless of any gender 

disparity, male and female personnel conduct various critical duties. The main aim 

of this paper is to investigate gender difference issues in the workforce and its 

influence on contentment and motivation, loyalty and stress level of employees. 

The prejudice among male and female workers at the workplace has become the 

crucial matter in the developing and underdeveloped countries for years. There 

are three categories of gender disparity involved which influence personnel 

performance such as recruitment disparity, selection disparity and amenities 

disparity. The study provides a short summary of literature about Gender 

discrimination and its influence on human resource actions. The data is gathered 

from various published and unpublished secondary data sources in public and 

private setups. The findings of the study unveil that woman personnel are more 

prejudiced than man personnel, whereas, men face biases during selection and 

promotion programs at the workplace. In this paper, researchers argue that the 

exclusion of gender prejudice is crucial for the motivation, contentment, 

enthusiasm, and loyalty of personnel as well as it reduces the stress level of the 

workforce. 

Keywords: Gender Prejudice, Personnel Actions, contentment & motivation, 

loyalty, and stress level. 
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Introduction 

Gender prejudice could be an international phenomenon which might be 

discovered at personal and organizational level. Gender segregation at the work 

environment happens when representatives are treated in a distinctive way, on 

account of they have a place with a specific gender and it additionally influences 

terms and advantages of work. Discrimination is not just naturally decided yet it is 

controlled socially and it can be changed by appropriate and sustains endeavours. 

Gender disparity is defined as differences and proclivity among people because of 

gender. It is a condition in which someone is managed less well because of their 

gender, for the most part when a woman is managed less well than a man. 

Generally, women are not remunerated fairly for her efforts and contributions at 

work and due to glass ceiling effect, they are usually unnoticed once it involves 

promotions. Segregation or Prejudice is any refinement, prohibition, limitation, 

inclination or distinctive treatment that impediments a man or gathering, as 

contrasted and others in comparable circumstances. The reasons underlying the 

disparity might be different, for example, race, nationality, ethnicity, religion, sex, 

sexual orientation, dialect, age, inability, and so on. 

The gender segregation may exist in different measurements which incorporate 

enlisting separation, contrasts in compensation and wages, separation/contrasts 

in promotion and inequality identified with various products and amenities gave 

to various different gender. An employee is a spine of the association that 

performs basic undertakings for the survival of the association and worker 

profitability and productivity influenced by gender segregation. Therefore, this 

study is intended to explore gender discrimination and its effect on worker 

profitability. 
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Review of Literature 

 

Serial 
no 

 Publishers years Viewpoints of researchers regarding Gender 
discrimination at the workplace and its impacts. 

1 Louise. C, 
Annie Wing 

2018 They show that while age, sex and household 
divisions of work consolidate to fortify word related 
sexual divisions of work in the publicizing business in 
London, these disparity administrations are opened 
up by the business’ shakiness, casualness and 
prerequisites for adaptability. 

2 R. Zarar, 
M.M. 
Bukhsh 
& Waheed 
A.K 

2017 The study uncovers that gender disparity is wild in 
Baluchistan and young ladies are not permitted to 
seek after training, denied great human services and 
their social connections and social conduct is 
likewise controlled by men. Furthermore, the 
different issues ladies look in their day by day lives in 
training, human services, social connections and 
basic leadership in the setting of gender prejudice. 
 

3 Ankur 
Bhushan 

2016 It is found that the number of female employees, 
who were discriminated, more than male employees 
in private schools. Whereas, most of the male 
employees have faced disparity during selection and 
promotion programs. 
 

4 F. 
Mahmood, 
S. Rezina 

2016 The study describes that female workers are more 
discriminated than male workers in the workplace. 
Moreover, this paper unveils the issue of gender 
biases and its impact on the performance of female 
workers in Bangladesh. 
 

5 A.A.Adu- 
Oppong, C. 
Arthur 

2015 It is presented in the study that in the management 
of Higher Education Institution in Ghana, the female 
workforce is inevitably demeaned. Through the 
various mentoring program, the problem of gender 
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inequality and isolation faced by women can be 
resolved. 
 

6 Paras. S, F.S 
& Dr. M.S. 
Memon 

2015 This study highlights the three main components of 
gender biases such as disparity in hiring, selection, 
promotion and amenities. Furthermore, it is 
conducted with the main objective to identify that 
how the workforce performance/practices affected 
by three components of gender discrimination. 
 

7 Dr. Shine, D. 
Dhupiya, 
Monika. R, 
R. Swami 

2015 They show that gender prejudice is presented in 
organization culture which leads to job stress and 
diminishes loyalty among employees. 

8 M. Khalid & 
Rubail. A 

2014 The main objective of this study to identify the result 
of gender disparity specific to women in Pakistan’s 
banking sector and they found out that there is no 
impact of gender discrimination on workforce 
loyalty and performance. 
 

9 A.H. Parrey 
& Dr. J. 
Bhasin 

2013 Gender inequality in the workplace is very prevalent 
and active. Males and females in jobs that are 
usually amalgamated with the other gender are 
conjectured more inhumanely when flaws and 
errors are made by them. It is found in the study 
that weeding out of gender prejudice is pivotal for 
the motivation and contentment, intense enjoyment 
and dedication, less pressure of the workforce. 
 

10 Z.A.Channar, 
Z. Abbassi 
and I. A. 
Ujan 

2011 This study discovers that the number of females 
biased were greater than the males in private and 
public organization. The main objective of this study 
is to eliminate biases, stress level and increase 
contentment, motivation & loyalty among 
employees. 
 

11 Donna B. 2011 It is revealed in the study that how gender disparity 
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Zeher stereotyping joins in unsurprising courses with sex 
piece of work environments and hierarchical 
approaches, frequently through interaction 
elements of optional strategy use, to result in 
segregation. 
 

12 Dr. Q. 
Abbas, A. 
Hameed & 
A. Waheed 

2011 The study revealed that Gender inequality and its 
impacts on workforce productivity, affect the 
profitability of the firm directly by gathering data 
from two telecom firms one is private and other is 
government firm. They have found that gender 
inequality in recruitment, promotion and making 
available various amenities to the workforce, have 
not positive relation with employee performance. In 
order to earn a profit and survive for a long period 
of time, firms have to eliminate gender disparity. 
 

 

Objectives of the study 

No proclivity or prejudice at workplace leads to higher retention rate, a rise in 

productivity and higher job contentment. There are various objectives are as 

follows: 

• To study the influence of gender proclivity and its various variables on 

workforce performance. 

• To give significant proposals in order to limit the gender separation of female 

specialists. 

• To propose practices to help decrease the sticky floor and discriminatory 

constraint impacts. 

• To provide equitable growth and development opportunity. 

• To provide unbiased and equivalent remuneration and salaries to both 

genders. 

• To exclusion the disparity at the workplace in order to reform performance 

and reduce the stress level of the workforce. 
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Research Methodology 

The information was mustered from the secondary sources including distributed 

and unpublished research papers and so forth. The information accordingly 

checked on has been critically evaluated through the secondary survey. 

 

Findings 

From the secondary data survey it is evident that; 

• The number of female personnel, who were prejudiced at the workplace, 

greater than male personnel at a workplace. 

• Male personnel encounter gender disparity during recruitment, selection, 

promotion and facilities; due to discrimination these programs affect the 

performance level of the workforce. 

• Gender prejudice is beneficial in rising stress level and minimizing job 

commitment & contentment. 

 

Limitations 

• The data of this review paper is mustered from secondary data sources. In 

addition, no primary or personal investigation is conducted during this process. 

 

Conclusions  

It is concluded that for the prosperity and success of an organization workforce 

play a crucial role. Basically, they are the backbone of the firms and without those 

firms cannot be able to achieve their goals. Moreover, they are not able to work 

systematically and effectively. However, it is clearly seen that the performance of 

the workforce has been degrading gradually due to gender prejudice is available 

at the workplace. There are various variables, though, which affect not only 
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motivation & contentment, commitment & loyalty level personnel, as well as 

they, raise the level of stress among them at the workplace.  

Furthermore, the main purpose of this study is to eliminate discriminatory 

constraint impact at workplace along with that reduction of proclivity or prejudice 

encounter by the female workforce in organizations. Hence, it is evident from 

gender prejudice impact the personnel performance and productivity. 

 

Suggestions 

As far as I am concerned, there are some suggestions need to be considered in 

order to eliminate gender discrimination at the workplace such as: 

• Training is one of the most pivotal tools for generating awareness among 

personnel regarding their basic rights. 

• If gender proclivity is eradicated at the workplace, female workers will provide 

their all proficiency, talent, capacity and knowledge for the expansion and 

growth of the organizations, nation and the whole world. 

• Equitable dispersal of remunerations perks and salaries among personnel, 

which leads to no gender constraint impact on the workforce. 
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