
 

  
e-ISSN: 2455-7013 

Asian Journal of Management, Engineering & Computer Sciences 
                                    (AJMECS) 
Vol. 2(2), April 2017: 7-13 
URL: http://www.crsdindia.com/ajmecs.html 
Email: crsdindia@gmail.com 

 
 RESEARCH PAPER 

 
The Impact of Gender Discrimination on Working Performance-Evidence from 

Pakistan 
 

Muhammad Bilal, Samia Amir, Asim Zafar, Ali Raza, Muhammad Waqas, Waqar 
Iftikhar and Bilal Aziz 

I.B.M. University of Engineering and Technology (UET), Lahore 
Email: biiilal@live.com 

 

How to cite this article: 
Bilal M., Amir S., Zafar A., Raza A., Waqas M., Iftikhar W. and Aziz B. (2017): The Impact of Gender 
Discrimination on Working Performance-Evidence from Pakistan. AJMECS, Vol. 2[2]: April, 2017: 
7-13. 
 
INTRODUCTION 
Gender Discrimination is treating people distinctively in their business particularly in 
light of the fact that an individual is a lady or a man. In the event that you have been 
rejected for work, let go, or generally hurt in business as a result of your gender 
orientation, then you may have endured gender separation. In ordinary dialect and in 
addition in the law, the expressions "gender"  is utilized between variably, however the 
two terms have distinctive implications. Social researchers utilize the expression "gender" 
to allude to a man's organic or anatomical way of life as male or female, while holding the 
expression "gender orientation" for the accumulation of attributes that are socially 
connected with maleness or femaleness. Discrimination is by and large unlawful paying 
little respect to whether it depends on gender, or gender orientation.  
Title VII of the Civil Rights Act of 1964 is a government law that shields people from 
segregation based upon gender. This law makes it illicit for a business to victimize people 
in enlisting, terminating, and different terms and states of work, for example, 
advancements, raises, and other openings for work due to their gender.  
Gender Discrimination is a worldwide wonder which can be seen at individual and 
authoritative level. "Sexual orientation crevice is characterized as deviations from the 
perfect, which is a genderless society, i.e. a general public in which men and ladies would 
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take an interest in pretty much equivalent numbers in each circle of life, from newborn 
child care to abnormal state politics"(öhman et al, 2007).Gender discrimination is the 
consequence of truly created gender orientation discernments in which the differentially 
allotted male female qualities were unevenly outlined in layers of advantaged and 
subordinate places of male and female capacities (Ertürk, 
2004). In late decades flimsy financial conditions, social and family challenges and 
expanded education rate among females in a creating nation like Pakistan supported 
more openings for work for females at work put. This advances different difficulties for 
leaders to build up a more gender adjust environment (Irfan, Hussain&Yousaf, 2009).In 
truth, it has step by step turned out to be more apparent to associations that 
Discrimination inside association is a genuine and essential situation that should be 
focused on (Gelfand, Nishii, Raver and Schneider, 2007) 
 
LITERATURE REVIEW 
The work market is the essential instrument by which an economy can get the benefits of 
development and this favorable position can be scattered to poor people and 
underprivileged gathering. Each individual, male or female, must have ideal to enter in 
labor showcase and to do respectable work. On the off chance that everybody performs as 
indicated by the required guidelines, regardless of gender, then gender uniqueness would 
without a doubt be lessened. For financial development, better than average work for 
ladies is a essential in light of the fact that in the augmented period every one of the assets 
in the economy ought to be tapped to make the assets usage ideal. 
A top to bottom audit of the writing recommends that sexual orientation parts were 
generally separated into entirely ladylike and manly parts. With the progression of time 
these conventional parts began moving towards more liberal parts for both ladies and 
men. Conventional Gender Roles as the term reflects underscored the distinctions 
amongst men and ladies. These distinctions were commonly thought to be natural. They 
additionally propose that ladies ought to carry on in a ladylike way and men ought to 
carry on in a manly way. In this manner society, forces desires on the conduct of the 
individuals from society, also, particularly on the gender orientation parts of people, 
bringing about remedies as to parts. These parts profoundly affect the relations amongst 
men and ladies in our general public in all circles of life-in the family, instructive 
framework and working environment, and in both administration and non-administration 
positions inside a working environment. Gender orientation part standards for ladies and 
men can change essentially starting with one nation or culture then onto the next, even 
inside a nation or culture. 
Habib (2000) has concentrated the impacts of Brick Wall and Glass Ceiling in broad 
daylight organization of Bangladesh. His examination has demonstrated that ladies are 
segregated in common administrations of Bangladesh from passage to the higher posts 
(Glass Ceiling). Social elements are the chief hindrances and assemble a divider for 
passage of lady into common administrations. Their vocation way was obstructed by the 
obstacles of the methodical and attitudinal reasons. Government laws and directions in 
such manner are demonstrating inadequate. In any case, that separation was not for the 
ladies who originated from high society. This dissimilar treatment against ladies had 
suggestions for their spirit, inspiration and execution. 
Uzma (2004) discovered that character is made through the general public, environment 
and guardians. It is a two-way prepares- how individuals see you and how you see 
yourself. State of mind of guardians towards their youngsters details their character. 
Guardians generally consider their little girls as feeble, meek, and excessively defenseless; 
they require, making it impossible to be ensured by the male individuals from the general 
public. As a result of this reason females can't propose or dissent. This is the initial step of 
enslavement and concealment. As indicated by her; even the informed females have the 
twofold character- expert and private. Another finding of her exploration was that the 
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wage of the ladies is not considered as the primary money related hotspot for the family, 
yet as supplementary to the wage of their guys. She likewise found that those outcomes 
were not legitimate for the upper and propelled families, where finish flexibility is given 
to their females. 
Lehmijoki and Palokangas (2006) discovered positive relationship among danger of 
populace development, interior difference, and sexual orientation segregation. They find 
that sex separation is extremely basic in creating nations. Diverse scientists have 
distinctive perspectives about sexual orientation segregation. Sexual orientation 
imbalance is about treating the two sexes unequally and it is against the morals. It 
conflicts with a man's self regard and freedom and is likewise against the societal 
privileges of a man. Both the sexual orientations have distinctive discernments with 
respect to sex imbalance and this may be the consequence of their past experience, the 
general public in which they are living, or characteristic nature (Ngo, Foley, Wong and Loi, 
2003). 
Renwick and Tosi (1978) specified in their review that when assessment is accomplished 
for choice more inclination is given to such components like capacity and interpersonal 
aptitudes for male and for female elements, for example, training and appearance are 
given significance for female. They directed the review to survey the part of scholastic 
capabilities and statistic factors with respect to the determination choice. They find that 
scholastic capability of an applicant is more critical in settling on a choice than the 
conjugal status and gender of candidate. 
Erik, et al., (2006) have directed the exploration on whether ladies are separated through 
sticky floor or biased based impediment impacts in Sweden. They have found through 
their examination that ladies in Sweden experience the ill effects of sticky floor impacts 
than biased based impediments. Their review additionally demonstrated that ladies with 
little youngsters confront a biggest sexual orientation punishment in vocations. Gender 
orientation punishment is 
Bigger for more youthful and more established ladies and less for moderately aged ladies. 
There was no any exact support in their review that ladies have lesser vocation openings 
in the private area than out in the open part, in respect to men. 
Susan, et al (1998) have concentrated on the work put sexual orientation segregation 
levelheaded inclination hypothesis. As per this hypothesis, chiefs may segregate on the off 
chance that they trust that their bosses or others having control over their vocations 
expect or lean toward it. The discoveries of their exploration demonstrated that 
representatives separated ladies and individuals at the highest point of the association 
are most one-sided against ladies than individuals at the base. Their review has likewise 
affirmed that administration bolster separation; however those segregations were not 
exactly the discoveries of prior research, reflecting expanding measure up to 
circumstance. It was additionally affirmed through their examination that the segregation 
is more in light of outer weights than from inward. 
 
PROBLEM STATEMENT 
The aim of this study attempts to assess how gender discrimination affects the execution 
of a firm. There are the most three parts of discrimination are; technique discrimination, 
general segregation and pay separation.  
Gender segregation turns the employee’s candidly weak, basic peace cherishing 
employee’s change into distrustful and suspicious, dreadful and irate people. End of 
Gender Discrimination is essential for the fulfillment and inspiration, responsibility and 
eagerness and less worry of the employees. 
 
 OBJECTIVES 
The main objective of this research is to check and analyze the effect of gender 
discrimination on working performance and how the variables affects the performance of 
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work at work place by the employees. To evaluate the gender discrimination in work 
compels.  
 
METHODOLOGY 
 
ECONOMICAL EXCHANGE MODEL OR THEORETICAL FRAMEWORK: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
VARIABLES: 
Variable hypothesis statistical model 
Dependent variable  

 Working Performance 
Independent variable 

 Cost 
 Working Capability/ capacity 
 Decision Making 

 
DEPENDENT VARIABLE: 
Work Performance: 
Work performance evaluates whether a man plays out a vocation well. Job performance, 
examined scholastically as a feature of modern and organizational psychology (the branch 
of psychology that arrangements with the work environment), additionally shapes a piece 
of HR administration. 
The work related exercises expected of a representative and how well those exercises 
were executed. Numerous business staff executives evaluate the occupation execution of 
every worker on a yearly or quarterly premise with a specific end goal to help them 
recognize recommended zones for development. 
 
INDEPENDENT VARIABLE: 
Cost: 
A sum that must be paid or surrendered keeping in mind the end goal to get something in 
business, cost is normally a money related valuation of  exertion, material, assets, time 
and utilities expended, dangers brought about, and opportunity sworn off underway and 

Cost 
(Independent 

Variable) 

Decision Making 
(Independent 

Variable) 

Working 
Capacity 

(Independent 

 
Work Performance 

(Dependent Variable) 
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conveyance of a decent or administration. All costs will be expenses, however not all 
costs, (for example, those caused in obtaining of a pay producing resource) are costs. 
DECISION MAKING: 
Decision making is a basic piece of present day administration. Basically, Rational or 
trustworthy basic decision making is taken as essential capacity of administration. Each 
chief takes many choices subliminally or intentionally making it as the key segment in the 
part of an administrator. Choices assume imperative parts as they decide both 
hierarchical and administrative exercises. A decision can be characterized as a strategy 
deliberately browsed an arrangement of contrasting options to accomplish hierarchical or 
administrative targets or objectives. Decision making process is constant and imperative 
segment of dealing with any association or business exercises. Decisions are made to 
support the exercises of all business exercises and organizational working. 
 
WORKING CAPACITY: 
Work capacity is the most critical consider preparing that individuals know nothing 
about. In the first place, let me simply begin off with a working meaning of work capacity 
and a clarification of why it's so critical. Work limit is, basically, the aggregate sum of 
work you can perform, recuperate from, and adjust emphatically to. 
 
DATA COLLECTION AND ITS SOURCES 
The methodology or research method depends on primary data. We study the articles that 
are related to our research and make questionnaires according to our variables and after 
filling the questionnaires, we conclude our result. It is a realistic research. We collected 
the data from the banking sector of different areas such as Lahore, Muidke, and Zafarwal 
District Narowal etc. 
 
ANALYSIS METHOD 
To analyze our data we use the SPSS software. The method that is used for the analysis of 
our research work is Linear Regression method to examine the “Impact of Gender 
Discrimination on Working Performance.” 
 
SAMPLE SIZE FOR THE RESEARCH 
There is a large banking sector in Pakistan. But we choose some areas as discussed above 
to conduct our data according to our research. We analyze our result through 100 
questionnaires from the banking sector.  
 

Age 18-25 25-30 31-35 36-40 41-45 46-50 
In 
Percentage 

26% 46% 15% 9% 3% 1% 

 
Males Females Married Unmarried 
73% 27% 53% 47% 

 
HYPOTHESIS 
H0: Gender discrimination is associated with employee working performance. 
H1: Gender discrimination in Cost is negatively associated with employee working 
performance. 
H2: Gender discrimination in working capability is negatively associated with employee 
working performance. 
H3: Gender discrimination in decision making is negatively associated with employee 
working performance. 
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DATA ANALYSIS 
Linear Regression Result: 
 

Table 1: Descriptive Statistics 
 

 Mean Std. Deviation N 
AWP 2.2900 .57375 100 
AC 2.8550 .79549 100 
REC 2.0300 .92611 100 
REM 1.5600 .85658 100 

 
Table 1 shows that AC with highest average and REM with the lowest average. REC with 
highest standard deviation means highest variation and AWP with lowest variation. 
 

Table 2: Coefficients 
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients T Sig. 

Correlations Collinearity 
Statistics 

B Std. 
Error Beta Zero-

order Partial Part Tolerance VIF 

1 

(Constant) 1.411 0.233   6.054 0           

AC 0.065 0.067 0.09 0.975 0.332 0.148 0.099 0.089 0.968 1.03 

REC 0.258 0.057 0.417 4.526 0 0.406 0.419 0.412 0.978 1.02 

REM 0.108 0.062 0.161 1.736 0.086 0.129 0.174 0.158 0.962 1.04 

a. Dependent Variable: AWP 

 
Table 2 indicated that AC has positive insignificant association with work performance as 
p-value is=.332 greater than 0.05. REC has positive significant association with work 
performance as p-value is=0.00 less than 0.05. REM has positive significant association 
with work performance at alpha 10% as p-value is=0.086 less than 0.10 
 Other part of the table shown than that variance inflation factor is less than 5 of all 
independent variables. So, there is no multicollinearity between independent variables. 
 

Table 3: CollinearityDiagnostics 
 

Model Dimension Eigenvalue Condition 
Index 

Variance Proportions 

(Constant) AC REC REM 
1 1 3.643 1.000 .00 .00 .01 .01 

2 .226 4.019 .00 .00 .29 .59 
3 .099 6.078 .05 .27 .59 .36 
4 .033 10.494 .94 .72 .11 .04 

a. Dependent Variable: AWP 

 
In table 3 correlation matrix also shown that none of the variable has correlation among 
the independent variables which should be closest to one. So multicollinearity doesn’t not 
exist.  
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CONCLUSION 
According to our analysis result, we conclude that Gender discrimination in Cost (AC)is 
insignificant for the working performance. On the other hand Working Capability (REC) 
and decision making (REM) is positively associated with employee working performance 
(AWP). 
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