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Abstract:

The abstract of this research examines how gender discrimination at work affects employees' motivation,
stress, and feelings of happiness. An open-ended survey was answered by 526 mixed-gender personnel
from private as well as public health and education agencies within Birmingham and Jamshoro districts.
The t-test for statistical independence was used to analyze the gender prejudice in the workplace. The
study of the data shows that discrimination against women in the workplace was more prevalent than
against males. The findings demonstrate that women face greater odds in the private sphere as compared
to the public sector. The product-moment correlation coefficient was used to investigate the effect of
gender discrimination on devotion, excitement, and stress coefficient. Due to gender discrimination,
employees report poorer levels of satisfaction, motivation, and dedication as well as higher levels of
stress. The consequences of gender discrimination in the workplace on employees' enjoyment,
inspiration, devotion, and stress are explored in this paper's abstract. A total of 526 male and female
personnel from the A closed-ended questionnaire was filled out by both nonprofit and for-profit health
and education agencies throughout Hyderabad and Jamshoro districts. The gender bias in the workplace
was evaluated using a t-test for statistical independence. The data analysis reveals that women
encountered greater rates of discrimination than males did in corporate settings. The data reveal,
therefore, that women experience higher discrimination opposed to the public sphere. The correlation of
the Pearson product moment coefficient was used to investigate the effect of categorization based on
gender on three measures of happiness: commitment and enthusiasm and stress. Workers report poorer
levels of satisfaction, motivation, and dedication as well as increased stress levels owing to gender
discriminations.

Introduction:
Gender discrimination occurs if an individual is regarded uniquely because of their sex (but not
necessary given that of their sexual orientation).
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Harassment and prejudice on the basis of gender identity, sexual orientation, or expression all come
under this category. Misconceptions Discrimination frequently stems from misconceptions concerning
what a woman is, how womanhood "should™ appear, as well as the way gender is done based on gender.
One prevalent fallacy is that a person’s attitude and behaviors can always be anticipated their actual sex.
However, it is not ethical to treat someone unjustly merely due to their sex or what race you believe that
they are.

Nowadays, discrimination based on gender is a serious hindrance to success in the job. Several opinions
exist, with those focused on uniqueness and workmanship being the most prevalent.

The impact is especially obvious in industrialized countries whose economies are heavily sustained by
the service sector. While women are more commonly the targets of prejudice, both sexes are mentioned
when addressing gender discrimination.

Literature Review

As stated by Uzma (2004), factors such as upbringing influence an individual's sense of self. cultural
milieu. How one views himself and how others perceive them are two sides of the same coin. The way
their parents feel about them has a huge influence on who they become. Girls are considered as
vulnerable and defenceless by their parents; boys and males are supposed to step in and protect them.
Because of this, females are unable to make suggestions or conduct demonstrations. This is the very
beginning of tyranny and subjection. She says that even highly educated women retain distinct work and
personal personalities. She also revealed that women's wages are often perceived as supplemental to
male incomes rather than as the principal source of family support. She also pointed out that the statistics
don't represent the lives of rich, progressive homes, where women enjoy complete liberty.

The "sticky floor" and "glass ceiling" impacts of discrimination against women in Sweden were
researched by Erik et al. (2006). (2006). According to the data, Swedish women are more likely to face
the negative repercussions of "sticky floor effects” than to confront “glass ceilings." They also observed
that women who are caring for small children experience significant difficulties. Middle-aged women
endure less of a gender gap than younger or older women. They found no indication that private sector
organizations give less possibilities for women to progress their careers than government entities.

Objectives
e Examining the prevalence of bias based on gender in the workplace.
e Analyzing how discrimination against women in the workplace affects their lives and careers.
¢ Reduce the effects of the "sticky floor" and the "glass ceiling™ by suggesting practises.

Research Methodology

The goal of this study is to establish which forms of gender discrimination have the most important
influence on performance and productivity in the workplace. This study focuses primarily at VVodafone
and Airtel, two Bihari telecommunications corporations, to investigate the effect of prejudice on female
workers.

The aim of this paper was the assess a degree to which public and private sector organisations in the
Muzaffarpur and Patna districts discriminate against women and men in the workplace. Each of these
professions contributed to the health and education divisions. Gender discrimination was shown to have
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a considerable detrimental influence on women's work satisfaction, motivation, dedication, excitement,
and stress levels.

Data Analysis and Interpritation:

Data analysis was done using SPSS and the statistical tools Pearson's correlation and regression. An
overview of the respondents and their replies to the questions have been generated by a descriptive
analysis. A correlation coefficient is a statistical measure of how strongly two variables are connected.
Productivity and sexism have been demonstrated to have a linear association in this research.
Productivity and sexism in the workplace were evaluated using a regression model to identify the
direction and degree of the association between the two.

Assessing the Correlation
Pearson's correlation in SPSS is employed since it is an acceptable quantitative technique for examining
the data. Pearson's correlation is a frequent and respected approach for examining the linear connection
between two variables. Pearson The coefficient indicates how closely connected the variables are. How
tightly two variables are related is assessed by their correlation coefficient. Productivity and sexism have
been demonstrated to have a linear association in this research.

Correlations (Table A)

Pear-son Correlation Discrimination in|Discrimination in|Discrimination in Employee
Sig. (two-tail) Sample 200 hiring Promotion facilities Productivity
Discrimination in hiring 1

Discrimination in Promotion 338" 1

Discrimination in facilities -.347 .000 1

Employee Productivity 234 -.084 -.066 1

*, Correlation is significant at the 0.05 (95%) level (two-tail).

Analysis of Regression

Independent and dependent variables' connection and variation are explained through regression
analysis. Discrimination in employment, Discrimination in promotion, and Discrimination in facilities
are the independent variables for which P0.05 regression coefficients are reported in Table B. These
numbers stand in for the regression line's slope and Y-intercept. Table B shows a constant value of 1.894
and regression coefficients of -418, -204, and -158 for the slope and Y-intercept, respectively.

Coefficients (Table B)
Standardized
Un-standardized Co-efficients | Coefficients
Model B Stand. Error Beta t Sig.

| (Constant) 1.894 1.052 2.750 .002
Discrimination in hiring -418 215 313 1.942 .003
Discrimination in Promotion -.204 162 -.190 -1.258 .001
Discrimination in facilities -.158 .206 -.043 -.281 .004

a. Dependent Variable: Employee Productivity
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The findings of the regression study indicated and emphasized that discrimination based on gender has a
large and negative influence on productivity in the workplace. Regression analysis was utilized to
evaluate which factors had the largest influence on the outcome variables in this research (Employee
productivity) (Employee productivity). Productivity is the dependent variable in the utilized model's
regression analysis.

Summary of Table C (Model)

Model R R Square | Adjusted R Square
1 794" 756 741
Table D (Analysis of Variance)

Model Sum of Squares df Mean Square F Sig.
Regression 2.927 3 976 1.450 .000}
Residual 30.949 46 .673
Total 33.876 49

a. Predictors: (Constant), Discrimination in facilities, Discrimination in Promotion,
Discrimination in n hiring

b. Dependent Variable: Employee Productivity

R2 = 75.6%, and the corrected value is about 74.1%. It indicates that there is a lot of potential for
variation in worker output (the dependent variable) as a function of other factors/variables (as evidenced
by the 24.4% discrepancy). The higher the R value.

0.00.R2 J1.00

The F-value is presented in the analysis of variance table. Worth and worth The quality and relevance of
the model and the independent variables in predicting the deviation in the dependant variable, in this
instance worker output, are described by the letter F.

Male/Female
Frequency | Percent | Valid Percent | Cumulative Percent
Valid Male 133 67.0 67.0 67.0
Female 67 33.0 33.0 100.0
Total 200 100.0 100.0

Findings:

Gender discrimination must be systematically addressed if we wish to boost productivity and employee
pleasure on the work. In order to overcome the difficulties produced by discrimination based on gender,
it is vital to attack its core causes. Training, a change in thinking, and the adoption of new rules are all
part of the package.

One of the most effective methods to prevent discrimination based on gender is via the adoption of
policies. This is owing to the fact that such plans provide out criteria for operation, linking the activities
of management and workers to the aims of the company or organisation.

Conclusion
Employees (whether male or female) are members of the staff who execute a broad array of tasks and

obligations to achieve the aims of the company or organisation. It's no secret that businesses with a

IJFMR23022293 Volume 5, Issue 2, March-April 2023 4



https://www.ijfmr.com/

i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email; editor@ijfmr.com

history of discrimination based on gender have worse productivity and morale overall. A study was done
among the male and female employees at VVodaphone and Airtel enterprises in Delhi to discover more
about the association between gender and productivity. The model summary employing correlation and
regression analysis therefore indicates the considerable association between gender discrimination and
employee productivity. The relevance of the relationship between sexism in the workplace and
productivity was verified to be as expected. Inequality between the sexes in terms of employment,
promotion, and access to resources all has a detrimental influence on productivity.

Human resource managers should be mindful of participating in discriminatory practises based on an
employee's gender when making hiring, promotion, or benefit choices. Human resource managers have a
duty to allocate services and resources in line with the gender ratio. When determining who to promote,
companies should consider both performance and duration of service.

As a result, they risk defamation in the corporate world and a bad reputation, which hinders international
business cooperation and results in the loss of numerous contracts if they don't recognise the value of
female employees and the global trend towards equal representation of women, quotas in hiring, and
facilities provision in organisations.

The drop in overseas orders will have ramifications for organizations' bottom lines and capacity to
continue in business.

Thus, management must not utilize discriminatory recruiting, promoting, or equipping practises based
on a worker's gender. The company's production and bottom line will profit from the fostering of a
caring and devoted work environment.
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