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Abstract— This study was undertaken to present the functions of gender for promotion and describe the forms of 

gender discrimination in the workplace. 

The researchers present knowledge about the Gender discrimination in the workplace and the study is  deemed  

significant for it benefit the following sectors and groups of person; 

This study is therefore useful socially, economically and academically.  Socially it enables employees to co -exist 

peacefully without discriminating against others due to their ethnic background, gender or race . 

The researchers used descriptive method, method of research which is a fact-finding study with adequate and 

accurate interpretation of data. It describes with emphasis what actually exist such as the current condition of 

the phenomenon. 

The respondents of the study were the employees and employers of selected business establishments in 

Cabanatuan city. 

First, the researchers presented the profile of the respondents as to age; sex; highest educational attainment; 

length of service and period of promotion granted .Next is the functions o f sex in promotion and the forms of 

discrimination in the workplace. 

For the summary of findings and conclusions, majority of the respondents are not new in their work, female 

dominated the study, respondents were promoted after their provisionary period. Female are more supportive 

and approachable while male are more cooperative in the study. The respondents are continue seeking 

knowledge to be promoted or to have a higher position. Respondents are not new in service or in their job. 

Respondents are promoted after their provisionary period. Male easy recognize the scenario and straight 

forward in decision making. Men prefer a hierarchical leadership structure because it allows for easier role 

clarity and delegation of authority. Employers and employees are both believe in the patriarchal leadership that 

male are superior but women communicate properly in the workplace because they are more perfectionist and  

meticulous .Male are direct to the point in controlling the organization ,they do not use a ny further words to give 

their thought unlike women. And it is not usual for male to have corrective actions in every undertakings. 

Women are more efficient and almost perfectionist  in all actions to be done .Women  are  less competent than 

men and lack ing in leadership potential, because of these perceptions, women encounter greater challenges to or 

skepticism of their ideas and abilities at work. Men and women are correctly predicting the differential 

experiences that they would encounter with professional advancement and are making sound decisions. It is also 

possible that women are overestimating the negative consequences associated with power, that men are 

underestimating them, or both. 
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I. INTRODUCTION 

Gender Discrimination is not an issue, which one 

can ignore or tolerate silently. People should realize that 

gender discrimination at workplace is a serious form of 

employment discrimination, which should not be 

discharged. Gender based discrimination is defined as 

undesirable action or differential treatment against a person 

that would not have occurred if the person had been of 

another sex. Gender Discrimination is considered as a 

serious form of injustice and it is illegal in certain 

circumstances in most of the countries around the world. 

 Women still face a gender bias – especially in the 

workforce. Despite the best efforts of companies to promote 

diversity and equality, women still dominate the lower 

paying administrative ranks while men continue to 

dominate at the executive level. This inequality is hurting 

corporate performance. Today’s women want it all – like 
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their male counterparts. And a few are succeeding – but 

only a few.  

Conceptual Framework  

Peterson and Thea (2006) describe that there are so 

many ways of the gender biasness and discrimination in 

organizations due to the unfair actions of the employer; 

discrimination in job compensation package, hiring 

discrimination, favoritism related to job promotion, and 

biasness in wage setting for different type of job work. 

Many analysts agree on this “hiring is most important; 

promotion is second; and wages are third.”  

Elisabeth K. Kelan (2009) claimed that gender-

quake is disturbing gender terms and relations dramatically. 

It looks like that western well developed countries are well 

aware this issue but don‟t like to address gender biasness 

and inequality among male  and female employee. 

Objectives 

1.To present the profile of the respondents. 

2.To describe the functions of sex in promotion in the 

workplace. 

3. To identify the forms of Descrimination in the work 

place. 

 

II. METHODOLOGY 

In this study, the researchers used of the descriptive method 

of research. According to (Calderon, 2007) descriptive 

method of research is a fact-finding study with adequate and 

accurate interpretation of data. It describes with emphasis 

what actually exist such as the current condition of the 

phenomenon. 

  Descriptive research describe what is and 

is concerned with the condition or relationships that exist, 

practices that prevail, processes that are ongoing or trends 

that developing (Manuel and Mendel, 1990). 

  The researchers used the descriptive 

survey type of descriptive research, because the researcher 

intended to gather relatively limited data from a relatively 

large number of cases. Another reason is that a survey is 

useful in improving the value of fact and focusing attention 

on the most important things to be reported.  

 

The Research Locale 

The data gathering   conducted  in  Cabanatuan City . The 

researchers chose the local base on their own interest and 

also the prevalence of issues that concerns the research 

paper. 

 

 

Table 1 

Classification of respondents  

  N n 

Employers 9 8 

Employees 91 67 

Total 100 75 

Table 1 shows the classification of respondents, it is clearly 

presented that the expected respondents for this study were 

9 employers and 91 employees 100, however during the 

retrieval of the questionnaire checklist some of them were 

absent, thus, the total respondents are 75  based from the 

retrieved copies of questionnaire. 

Sampling Design 

 The researchers employed purposive random 

sampling. Purposive Sampling technique means choosing 

the sample with an underlying purpose. The researchers 

may wish to make particular point and chose   sample with 

their purpose in mind.  

Data Gathering Technique 

 The researchers sought the assistance of 

respondents to come up with analysis interpretation and 

conclusions of the study entitled “Battle of Sexes in the 

Workplace: An Assessment ” 

The researchers administered questionnaires to  the 

respondents employed in Cabanatuan City  and  as a result, 

it helps in bringing ideas on the subject studied. 

Also, the researchers employed personal interviews and 

observation in some instances, such as when certain 

information seems not accurate.  

 

Research Instrumentation 

 The research instrument used in data gathering is 

questionnaire checklist. It is the most appropriate tool in 

collecting data, all information the researchers want to 

know are already there and the respondents answered based 

on the options given.  

 The questionnaire checklist was modified from 

“Adhikari, S. (2014). Impact of Gender Discrimination at 

Workplace. “ 

 

Statistical Treatment of Data 

 The researcher   used the following statistical tools. 

Frequency Distribution 

 It is tabular arrangement of data by classes or 

categories together with their corresponding class 

frequencies. Class frequency refers to the number of the 

observations belonging to a class interval, or the number of 

the items within the categories  a class interval is a grouping 
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or category defined by a lower limit band upper limit (Tan, 

2006). 

P% = F/N X 1OO 

 

Summary of findings 

 The researchers used Descriptive method ,because 

it  describe what is and is concerned with the condition or 

relationships that exist, practices that prevail, processes that 

are ongoing or trends that developing. The respondents 

were the employers and employees of the selected business 

establishment in Cabanatuan City. 

Profile of the Respondents 

Age  majority of the respondents belong to 31-35 years old 

with 30 or 40%,followed by 15 or 20.00% belong to 26-30 

years old ,there are 14 or 18.67% belong to 36040 years 

old,10 or 13.33% belong to 20-25 years old, while the least 

number of respondents belong to 41 years old and above 

with 6 or 8.00%. 

     Sex, in majority of the respondents are female 

with 47 or 62.67% and 28 or 37.33% male.  

 Highest educational attainment  majority of them 

earned Bachelor’s degree with 29 or 38.67% ,followed by 

21 or 28.00% earned MA units,while 18 or 24.00% of them 

finished MA and only 7 or 9.33% has Ph.D. units.  

  

  Length of service  majority of them with 29 or 

38.67% belong to 8 to 10 years  and above, followed by 17 

or 22.67% belong to 3-5 years, while 10 or 13.33% belong 

to 1-3 years in service ,9 or 12.00% belong to 5 to 8 years. 

 Period of Promotion Granted  majority of them 

with 39 or 52.00% belong to 3 years followed by 15 or 

20.00%, 10 or 13.33% belong to five years and the least 

period of promotion with 7 or 9.33% belong to 8 years. 

Function of sex   for promotion  

 Planning the perception of employers it has a total 

weighted mean of 4.06 and verbal interpretation of Agree, 

the highest mean from the statement according to the 

perception of employers is the statement number 3 “1.

 Male are good in visualization and formation of 

proposed activities” followed by “Male  are future-oriented” 

with a mean of 3.87 and verbal interpretation of Agree,and 

statement number 2” Male are good programmers” with a 

mean of 3.80. It implies that male easy recognize the 

scenario  and straight forward in decision making while in 

the perception of the employees, it has a total weighted 

mean of 4.30 and verbal interpretation of agree, from the 

table of employees the statement with the highest mean is 

the statement number 2 “Male are good programmers” with 

a mean of 4.54 and verbal interpretation of Strongly 

agree,followed by statement number 1 “1.  

  

Organizing  perception of the employers has a total 

weighted mean of 3.76 and verbal interpretation of Agree, 

from the table of employers statement number 3 “Male are 

well delegated their employers /employees to the assign 

task” got the highest mean  3.90 and verbal interpretation of 

agree,followed by statement number 1 “Male  are more 

systematic in handling employees” with a mean of 3.70  

then statement number 2 “Male are good in establishing 

relationship with their  employers/employees” has  a mean 

of 3.67  and verbal interpretation of Agree.  

Leading from the employers perception has a total 

weighted mean of 3.82 and verbal interpretation of agree, 

from the employers’ table,statement number 2 “Male are 

best in motivating and inspiring their employees” got the 

highest mean of 3.90,followed by statement number 1” 

Male  possess good leadership skills” with a mean of 3.87 

and statement number 3” Male  communicate effectively” 

with a  mean of 3.70 and all are verbally interpreted Agree.  

Controlling, it has  total weighted mean in the employers’ 

perception is 3.56 and verbal interpretation of Agree 

,among the statement , statement number 2 “Male are good 

instructors” got the highest mean and statement 3” Male are 

very effective in taking corrective actions in every 

undertaking” got the lowest mean. 

 Forms of Discrimination in the workplace  from 

the perception of employers has a total weighted mean of  

2.88 and verbal interpretation of Undecided, and the highest 

weighted mean is the statement number 2 “Gender Entry 

Gap:  Discrimination is there at the time of recruitment on 

the basis of gender. Males are given preference over female 

for higher or top level position in the organization” with a 

mean of 4.02 and verbal interpretation of agree and the 

lowest is the statement number 4” Sexual Harassment: 

Demand is made of sexual activities and favors in tern of 

giving promotion or employment” with a mean of 1.86 and 

verbal interpretation of disagree.. 

 

III. CONCLUSIONS 

Based from the summary of findings the following 

conclusions were drawn; 

1. Female are more supportive  and approachable while 

male are more cooperative  in the study. 

2. The respondents are continue seeking knowledge  to  

be promoted or to have a higher position. 

3. Respondents are not new in service or in their job. 
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4. Respondents are promoted after their provisionary 

period. 

5. Male easy recognize the scenario  and straight forward 

in decision making. 

6. Men prefer a hierarchical leadership structure because 

it allows for easier role clarity and delegation of 

authority. 

7. Employers and employees are both believe in the 

patriarchal leadership that male are superior but 

women communicate properly in the workplace  

because they are more perfectionist and  meticulous . 

8. Male are direct to the point in controlling the 

organization ,they do not use any further words to give 

their thought unlike women. And  it is not usual for 

male to have corrective actions in every undertakings . 

Women are more efficient and almost perfectionist  in 

all actions to be done . 

9. Women  are  less competent than men and lacking in 

leadership potential, because of these perceptions, 

women encounter greater challenges to or skepticism 

of their ideas and abilities at work. 

10. Men and women are correctly predicting the 

differential experiences that they would encounter 

with professional advancement and are making sound 

decisions. It is also possible that women are 

overestimating the negative consequences associated 

with power, that men are underestimating them, or 

both. 

 

IV. RECOMMENDATION 

Based from the summary of findings and conclusions, the 

following recommendations are offered; 

1. Men should know how to deal with other people and not 

sorting the age ,civil status specially the sex of a person  

2.Some of the respondents should continue their studies. 

3.Respondents should aim for a higher position  

4.Women should learn to stick in their decision. 

5.Women should not be emotional in their workplace to 

avoid flat organizational structure . 

6.Employers should pay attention to the capability of 

women to lead ,they should have gender sensitivity in 

their workplace. 

7.Men should learn to accept mistakes in a nice way  in 

order for them to learn from it. 

8.Women should know how to address adversity in order to 

show their potential to lead. 

9. Everyone should accept the fact that empowering women 

is one of the issues of globalization in the workplace   for 

production, development and competence. 
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