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Abstract

This study focuses on gender equality in the workplace and strategies for promoting women's empowerment. Despite
progress in recent years, gender inequality in the workplace remains a significant concern. The study highlights the low
percentage of women in paid employment and the persistent gender pay gap. Women also face barriers in accessing
leadership roles and experience discrimination and harassment.

The study suggests several strategies for promoting gender equality. These include implementing inclusive policies that
combat unconscious bias, promoting work-life balance, and ensuring job stability. The study also emphasizes the
importance of mentorship programs in supporting women's professional development. Additionally, the study highlights
the need for organizations to increase diversity through hiring practices and to implement diversity and inclusion policies.
The findings of the study underscore the importance of gender equality in the workplace for both businesses and society
as a whole. The study emphasizes the need for a comprehensive approach to promoting gender equality, including
addressing barriers, implementing best practices, and fostering an inclusive culture. By doing so, organizations can create
an environment that empowers women and promotes their success, leading to a healthier and more prosperous society.

Keywords: Gender Equality; Women's Empowerment; Workplace Strategies; Inclusive Policies; Mentorship Programs;
Unconscious Bias.

Introduction

Gender equality in the workplace has improved during the previous two decades. However, further progress is needed.
Despite accounting up over half the world's population, just 45.3% of women were employed in 2018. Social
assumptions and biases have perpetuated workplace gender inequity.Men's physical talents and women's nurturing
qualities are disputed.
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The issue of gender pay equality remains unresolved. Women earned 84% of what males earned for the same job in 2023.
With barely an 8-cent decline over 25 years, the gender wage disparity persists. Despite advances, women still face labor
market disadvantages relative to males. Gender differences in employment, part-time work, compensation, and work
quality affect wages and career advancement. These characteristics may lower lifetime earnings and increase women's
risk of old-age poverty.

Due to these established expectations, women are underrepresented in higher-level roles and earn less as they rise in the
company. Due to missed promotions and growth opportunities, women struggle to reach leadership roles. However, data
shows that female CEOs benefit businesses. Crimmins, Casey, & Tsouroufli (2023) found that sexism threatens female
employees' mental health. It might be exhausting to work as hard as men without being recognized. Discrimination and
sexual harassment can harm health and work performance.

Women in leadership and management positions are still underrepresented, although the numbers are improving.
Managers also use their personal networks to recommend candidates, favoring those with similar gender, color, and
identity. This increases representation inequality.

Thus, this study recommends gender equality policies that combat sexual harassment, achieve gender parity in leadership
posts, promote work-life balance, and ensure job stability. International stakeholders like governments, businesses,
employers' and workers' groups, and civil society must develop proactive and innovative policies to achieve gender
equality for women.

Literature Review

Barriers to Workplace Equality

Numerous studies illuminate women's persisting challenges. Unconscious prejudice is a major issue, according to Saadin
et al. (2016). Implicit stereotypes can influence employment, promotion, and performance evaluations due to
unconscious prejudice. Steinert, et al. (2021) show how unconscious bias affects women's promotion and leadership
possibilities.

Son Hing, et al. (2023) say mothers face more problems than non-mothers. Mothers often struggle with hiring, promotion,
and income. Even with equal qualifications, companies are less likely to hire or promote moms, according to studies.
Despite working the same profession, mothers are often paid less than non-mothers. Interestingly, fathers and non-fathers
have different pay disparities. Bayeh (2016). Differences show women sacrifice more of their personal lives to achieve an
academic career than males.

Leadership in many organizations is limited to decisiveness, assertiveness, and long hours. Some women leaders are
good at cooperation, emotional intelligence, and consensus-building, according to Stamarski, & Hing (2015).
Performance assessments and talent management programs often emphasize masculine traits and behaviors. Examples
like "unwavering availability" and "willingness to relocate” can disfavor women, especially those with more childcare
and domestic duties.

Burkhard (2022) states Trying to manage work and family typically has negative implications for women, especially
moms. This reinforces the idea that good leaders prioritize work.

Mandeep (2024) laments the absence of equal opportunities for men and women to engage in leadership development
programs, despite their relevance for business advancement. Leadership or high-potential individuals are targeted by
programs. These opportunities are not available to all employees. Women have fewer interactions with top leaders than
men, and this discrepancy widens as they advance in their professions. Senior management males (62%) reported more
regular interactions with corporate leaders than women (51%).

Managers often use their personal networks to promote candidates, according to Lwamba et al. (2022). These networks
generally include people with same gender, race, and identity. This worsens representation disparity.

Hanek and Garcia (2022) explore social psychological impediments to women's career advancement.

Social role, role congruity, and prescriptive gender norms and stereotypes explain organizational gender inequality. They
reveal gender prejudices and societal norms that generate discrimination, prejudice, performance undervaluation, and
negative reactions. This shows how gender norms affect women's judgment and decision-making. It stresses social role
theory's importance in understanding gender-based social behavior variations caused by gender roles. The study article
uses role congruity theory to explain the perceived gap between women's and men's leadership expectations. This
difference often discriminates against female leaders.

L.et al. (2023) notes that women entrepreneurs often confront unique hurdles since cultural expectations may not match

http://jier.org 1460



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 4 Issue 2 (2024)

successful entrepreneur attributes. Women are underrepresented in entrepreneurship due to gender biases. Numerous
studies show that investors choose male entrepreneurs, which hurts female venture capitalists (Ryan, 2022). Higher male
gender identification predicts entrepreneurial goals, showing societal norms. Women may avoid riskier investments due
to gender stereotypes. Creating inclusive entrepreneurial settings that encourage women to succeed requires recognizing
and overcoming biases (Kumar, et al., 2024).

Most unpaid caregivers are women, who cook, clean, and watch children. Women spend twice as much time on unpaid
care as men, according to Gartzia (2021), which could affect their careers. Over 80% of single-parent homes are headed
by women. Women are more likely to take time off work for sick children, even when co-parenting. Additionally, they
spend more time daily on housekeeping and childcare than males. For women to succeed at work and have equal
opportunities, company policy should challenge gender stereotypes and encourage males to be parents.

Table 1: Barriers of the Barriers to Workplace Equality

Barries Impacts

Unconscious bias Unconscious biases impact decision-making processes such as hiring, promotion, and
performance evaluations in the workplace. These biases contribute to gender disparities
and hinder the advancement of women in various professional settings.

Stereotypes about men and | Preconceived notions and stereotypes about gender roles influence organizational
women in the workplace practices and hinder women's access to leadership roles and career advancement
opportunities.

Lack of access to childcare | Limited access to childcare and support for work-life balance disproportionately affects
and other work-life balance | women, hindering their career progression and contributing to gender inequalities in the
supports workplace.

Organizational cultures that | Workplaces lacking a culture of diversity and inclusion perpetuate gender disparities and
do not value diversity and | inhibit women's empowerment. Creating inclusive environments is crucial for promoting
inclusion gender equality and fostering an atmosphere where all employees can thrive.

Best Practices for Promoting Gender Equality

Increase diversity through hiring

A bias-free workplace requires gender equality awareness when recruiting, according to Banerjee (2019). Do not name
gender-specific roles or positions. Avoid preconceived notions, personal beliefs, and stereotypes by carefully writing the
job description. Employers should hire based on talents, not age, marital status, or family size. Having hiring staff obtain
this information after selecting the candidate is smart. Gender diversity is essential when selecting leaders. It ensures a
fair final choice. According to Njuki, et al. (2022), gender equality is not only a social issue but also essential for a
healthy and inclusive workplace. As well as being moral, it benefits businesses and society. A corporate culture that
encourages gender equality improves firm success, financial security, and individual well-being. An inclusive, respectful
environment for all genders, races, and origins is essential. This includes preventing gender bias and ensuring gender-
neutral access to resources, opportunities, and decision-making power. Equal opportunity for all genders, backgrounds,
and viewpoints can help businesses attract more talent and ideas (Rani, et al., 2022).

Implementing diversity and inclusion polices

Gender equality requires workplace diversity and inclusion strategies, according to Ryan (2022). The policies foster a
gender-inclusive culture. Diversity policies fight gender stereotypes and unconscious biases. Diversifying leadership at
all levels improves decision-making. Create an inclusive culture, equal opportunities, challenge stereotypes, diverse
leadership, harassment prevention, employee satisfaction, and creativity. Inclusive workplace policies boost gender
diversity and equality. Numerous studies have shown that inclusive policies boost employee morale, productivity, and
innovation (Baqutayan, 2020). Employee happiness and work-life balance can improve greatly with telecommuting and
flexible hours. This helps women, who often struggle to reconcile work and parenting. Pay transparency rules can also
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reduce gender pay gaps and promote compensation equity. Studies show that openly publishing compensation plans leads
to lower pay gaps between genders (Ventura, et al., 2021). Inclusive policies that promote gender diversity can foster a
fair and supportive work environment. This creates an environment where all employees, regardless of gender, can
prosper. These policies boost staff growth and the company's competitiveness.

Provide Mentorship Opportunities

Aina, & Olayode (2012) state that gender balance in organizations requires equal professional advancement opportunities
and guidance. Mentoring can facilitate the advancement of gender equality in the professional environment by equipping
women with the necessary abilities to effectively negotiate their remuneration, actively pursue leadership roles, and
effectively advocate for their accomplishments. Mentoring can additionally enhance women's self-assurance and offer
constructive input and spiritual encouragement in times of adversity. Organizations may provide a supportive and
equitable environment for all employees to succeed and advance. Organizations that help women advance challenge
prejudices and demonstrate that anyone may succeed in any job.

Gender Equality in
the workplace

Practices for
Promoting Gender
Equality

Barriersto
workplace Equality

Work-Life Balance

Mentorship
Opportunity
Program

l N l Congruity Role Parental Leave Pay Transparency Gender Equality Professional Career
SocialRolehecty Theory Policies Standards Culture Growth Advancement

Diversity and
Inclusion Policies

Figure 1: Literature Conceptual Model

Methodology

Kraus, et al. (2022) state Researchers must conduct a systematic literature review (SLR) to discover, analyze, and
synthesise existing research to create a complete overview of the evidence. A detailed examination that follows a set
approach and uses the same concepts as original research. This study performed a comprehensive literature review and
secondary data analysis from 2015 to 2024. A comprehensive literature study identifies scholarly articles, studies, and
publications on workplace gender equality. A comprehensive PubMed, Google Scholar, and academic journal search can
help.

Secondata Data analysis

The selected literature is thoroughly evaluated to detect key findings, identify patterns, and assess study quality and
rigour. Secondary data sources such industry reports, government publications, and organizational data are investigated
to supplement the literature research. This method improves understanding of gender equality trends and difficulties
across sectors and geographies. This study analyzes existing research and statistics to offer practical solutions for
empowering women and promoting gender equality in the workplace.

Discussion
This study shows that unconscious bias is common in organisational decision-making. Unconscious biases in recruiting,
promotion, and performance evaluations create gender inequities and hamper women's advancement (Saadin et al., 2016).
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Recognizing and eliminating unconscious prejudices can help organizations empower women. Employers can reduce
biases by utilizing inclusive job descriptions and diversity training.

Another key feature of this study is how inclusive policies promote gender equality. Diversity and inclusion policies
improve organizational performance, create a more varied and competent workforce, and promote social justice (Gartzia,
2021). These policies may include parental leave, flexible work options, and wage transparency (Ryan, 2022). By
providing equitable opportunities and assistance for work-life balance, companies can foster inclusion and empower both
genders.

Mentorship schemes are widely recognised as effective tools for professional gender equality. Mentorship programs have
been proved to help women advance professionally. These initiatives assist women overcome challenges and succeed in
their jobs by providing guidance, support, and networking (Aina & Olayode, 2012). Women's leadership development
and mentoring opportunities can help close career gaps and increase leadership representation (Kuppuswami & Ferreira,
2022).

The conversation emphasizes the need for a holistic approach to workplace gender equality. By overcoming obstacles,
implementing effective strategies, and building an inclusive culture, organisations may encourage women to achieve and
contribute. Gender equality at all levels is necessary for a healthy, lively, and prosperous society.

Figure 2: Practices for Promoting Gender Equality

Findings/Result

The findings part of this research article summarises the important findings from the literature review and data analysis.
These findings illuminate workplace gender equality, identify challenges to women's empowerment, and suggest ways to
promote it.

Barriers to Workplace Equality:

The study found various hurdles to women's empowerment and workplace gender inequality. Unconscious bias, gender
stereotypes, absence of childcare and other work-life balance assistance, and organisational cultures that don't respect
diversity and inclusion are these hurdles (Son Hing et al., 2023; Burkhard, 2022; Stamarski & Hing, 2015).

Importance of Gender Equality:

The findings stress the importance of workplace gender equality for firms and society. Gender equality creates a more
diversified and talented workforce for businesses and a more just society. It also boosts firm performance and financial
security (Njuki et al., 2022; Banerjee, 2019; Gartzia, 2021).
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Ways to Promote Gender Equality:
Research found various ways organisations might improve gender equality in the workplace. Implement diversity and
inclusion policies, offer mentorship, address unconscious bias, offer flexible work arrangements, and promote parental
leave (Ryan, 2022; Baqutayan, 2020; Leal Filho et al., 2022).
Results showed that the emphasise the need for a comprehensive workplace gender equality strategy. By removing
hurdles, implementing best practices, and promoting diversity, organisations may give women equal opportunities to
achieve and contribute to their success. Gender equality at all levels is necessary for a healthy, lively, and successful
society.

Table 2: Study Findings

Findinsg Impacts

Barriers to Workplace Equality ® Unconscious bias

@  Stereotypes about men and women in the workplace
® |ack of access to childcare and other work-life balance supports
® Organizational cultures that do not value diversity and inclusion

Importance of Gender Equality ® Benefits businesses by creating a more diverse and talented
workforce
® Leadsto a more fair and just society
® Improves company performance

Strategies for Promoting Gender ® Implementing diversity and inclusion policies
Equality ®  Providing mentorship opportunities
®  Addressing unconscious bias
®  Offering flexible work arrangements
® Promoting parental leave

Conclusion

In conclusion, workplace gender equality is difficult and cannot be accomplished soon. Organisations must promote
variety and value individual contributions to promote gender equality in the workplace. Equal chances, diversity and
inclusion policies, flexible work arrangements, understanding and addressing unconscious biases, and measuring and
tracking gender equality progress are all part of this. By committing to gender equality at all levels, organisations can
create an inclusive atmosphere that gives everyone a chance to flourish, creating a healthier, more vibrant, and successful
society.
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