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Abstract:  The main purpose of the study is to identify the problems of gender discrimination that occur in the workplace of public 

sector organizations and suggest some steps to regulate them. This review focused on conceptualizing, measuring, and investigating 

various aspects of public sector organizational culture in relation to the performance of female employees. General theoretical and 

empirical gaps in the field of public sector organizational culture is related to the performance of female employees. The results of 

an empirical analysis show that women face discrimination in their workplaces and face problems related to work restrictions, poor 

attitudes and dress codes. Studies confirm empirically and theoretically support that these are important steps in regulating the 

problem: raising people's awareness of the problem and making gender equality part of the education system. 
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I. INTRODUCTION 

Job pleasure is some of the maximum studied standards in organizational research. Job pleasure is a multi- dimensional 

assemble with a lot of definitions and associated standards that have been studied considering the start of the 20th century. 

Organizational way of life has end up a extensively researched subject matter withinside the previous couple of years. The 

number one purpose for which process pleasure has end up this type of closely studied perception is its effect on diverse 

organizational consequences which includes commitment, overall performance and identification. The modern-day look at 

tries to discover the outcomes of diverse organizational values on process pleasure. Therefore, the prevailing look at 

additionally investigates the have an effect on of age and gender on the connection among organizational way of life and 

process pleasure. 

Gender inequality troubles simply remember in workplaces. Females and males have to have same rights and running conditions; 

however, it isn't always continually so. Many businesses provide much less earnings to girls; females have fewer possibilities to 

have a profession promotion, etc. Gender boundaries are in all factors of life: school, university, workplace, family, etc. It states 

that many human beings had troubles linked with low wages, profession promotion, get dressed code, etc., most effective due to 

the fact they’re female. In a few sectors of the financial system female employees are more, and in a few sectors male employees 

exceed. Besides, in all areas, females are paid much less than males are. Another hassle is that female employers are much less 

than males. 

 

  II.REVIEW OF LITERATURE: 

 

2.1. Job satisfaction, organizational way of life and their relationship 

Researchers have continually been inquisitive about understanding the elements that impact the attitudes and the behavior of 

the personnel. Therefore, of their look at of organizational way of life, activity pleasure and organizational dedication found out 

that the individual’s activity pleasure and organizational dedication is negatively laid low with bureaucratic way of life. There has 
been a loss of consensus among researchers concerning the impact of cultural dimensions on activity pleasure. 

  

2.2. The role of gender and age 

Various organizational researchers have studied the effect of demographic traits on person and organizational outcomes. There 

is adequate studies analyzing the impact of age and gender on person’s process pleasure and organizational tradition. Gender 

problems can also additionally arise in HR policies, fee, merchandising, etc.  

Gender discrimination in selection-making practices referring to HR problems arises from gender inequalities in broader 

organizational systems and practices, together with: HR policies, strategy, structure, management, organizational climate, and 

culture. Besides, the stages of sexism of selection makers’ in corporations can also additionally have an effect on their possibility 
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of creating gender-biased choices approximately HR practices (Stamarski, Hing, 2015). Agentic girls, who behave in an assertive, 

task-orientated fashion, are much less likable and much less hirable than similar agentic male candidates are (Heilman and Okimoto, 

2007; Rudman and Phelan, 2008; Rudman et al., 2012). Besides, there's discrimination in opposition to pregnant females after they 

follow for jobs (Hebl et al., 2007; Morgan et al., 2013). Further, mothers are advocated for merchandising much less than females 

who aren't mother or males without or with children (Heilman and Okimoto, 2008). 

Women and specifically mothers are probably held to stricter requirements withinside the administrative center as compared to 
guys (Correll et al., 2007). 

Women obtain fewer possibilities at paintings, as compared with men, ensuing of their under-illustration at better stages of 

control and management inside corporations (Eagly and Carli, 2007). Managers supply females fewer difficult roles and less 

education possibilities, as compared with males (King et al., 2012). Men are much more likely to accept key management 

assignments (e.g., De Pater et al., 2010). Men also are much more likely than females to be considered as powerful leaders while 

occupying roles which are described in masculine terms, together with withinside the military (Paustian-Underdahl, Walker, and 

Woehr, 2014) or in company management positions. 

Women are barely much more likely than men to be visible as powerful leaders in female-ruled industries like training and 

social paintings (Paustian-Underdahl et al., 2014). 

Managers price females as having much less merchandising capability than males (Roth et al., 2012). Thus, males have a quicker 

ascent in organizational hierarchies than females (Blau and DeVaro, 2007).Other studies confirmed that women and men produced 

gaps in gender fee of their rankings of fairness(Auspurg, Hinz, and Sauer, 2017). 

Cohen and Huffman (2007) of their have a look at advice that the presence of high-fame girl managers has a miles large effect 

on gender salary inequality. The merchandising of girls into control positions can also additionally gain all girls, however best if 

girl managers attain quite high-fame positions. 

The have a look at of Plickert and Sterling (2017) suggests that paintings schedules drastically range via way of means of gender, 

parental position, and revel in of administrative center discrimination. Gender requirements of leaders limitation girls’ get entry to  

better positions and the impact of gender will increase while there are marital relationships (Yang, Aldrich, 2014).  

 

 III. RESEARCH OBJECTIVES: 

 

 To have a look at public quarter enterprise subculture. 

 To have a look at the connection among organizational subculture and organizational performance. 

 To investigate the impact of organizational culture on the performance of female employees. 

 

IV. SCOPE: 

 

The main aim of the study is to find out the moderating effect of organization culture between glass ceiling belief and career 

satisfaction. The struggles and ways in which women have tackled their problems are often not very explicit.  

 

V. MAJOR FINDINGS, CONCLUSION AND SUGGESTIONS: 

 

Thus,  the  major findings from the above study are discussed as  follows: 

1.In order to clear up gender inequality withinside the workplaces, the maximum green component to do can be the installment of 

written guidelines of gender equality promotions. These policies should ensure that men and women have equal rights and they 

should be paid equally for the same work. Policies should ensure equality at all levels of human development: recruitment, hiring, 
training,  promotion, compensation and reward.  

2.These policies should make it possible to balance personal and professional lives of employees. Moreover, the maximum critical 

aspect is that those rules have to encompass the prohibition of any form of harassment, in particular sexual harassment. And 
withinside the end, the rules have to have a system for reporting gender discrimination instances without effects or fear.  

3.These types of policies are a good step towards solving many problems in workplaces. But the state should pass a law that will 

require organizations to implement such policies, as many organizations will not take the necessary steps if it is not required.  

 

 So, from  above study, we came to the following conclusions: 

1. The first problem of gender inequality that must be solved is  the change in people's mentality. To solve this problem, gender 
equality must be a component of the education system, aimed at sensitizing people and changing their mentality,  

 2. It is necessary to raise people’s awareness on this topic. The issue of gender equality  should be a matter of the school system, 

children should see from the university that everyone has equal rights. It is necessary to correct the issue of sexism through  
interventions. 

3. It is vital to make TV, radio and on-line packages approximately gender equality to growth the prison awareness of the people.  

4.Females are more involved in educational institutions than males; however, the situation changes in the labor market. There are 

more men than women and their salaries are also much higher. 

Thus, as a summary, we may resume the main steps, which are necessary for improving gender inequality issues in public sector 
organizations. Besides, there may be a want to enhance public policy, take a few moves for employers.  
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VI. DIRECTIONS FOR FUTURE RESEARCH: 

This study is based on public organizational culture and it’s impact on performance of female employees. A comparable examine 

may be performed for private sector organizational culture. The modern examine did now no longer recall the mixed impact of age 

and gender. Therefore, the findings  can best be generalized after a extra rigorous studies at the effect of organizational tradition 

values on employees’ process satisfaction. 
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