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 ABSTRACT 

Gender bias in the workplace remains a persistent challenge, influencing key organizational 

variables such as recruitment, compensation, promotions, and performance evaluations. This 

study presents an empirical analysis of gender disparities across various HR practices, utilizing 

quantitative methods to uncover patterns of bias within organizational structures. Through 

statistical tests, regression models, and data visualization techniques, we examine the extent to 

which gender differences impact salary distribution, career progression, and employee 

performance assessments. 

Our findings indicate significant gender-based variations in compensation and opportunities, 

with evidence of systematic biases that disadvantage female employees in certain roles and 

industries. The analysis also explores the role of education, experience, and performance scores 

in shaping these disparities. By leveraging data-driven insights, this research highlights critical 

areas where organizations must implement equitable policies to foster an inclusive work 

environment. 

This study contributes to the growing discourse on workplace equality by providing empirical 

evidence of gender bias and offering actionable recommendations for HR professionals and 

policymakers. The findings emphasize the need for organizations to adopt transparent evaluation 

criteria, unbiased compensation structures, and targeted interventions to bridge the gender gap 

in corporate settings. 

Keywords: Gender Bias, Workplace Disparities, HR Practices, Quantitative Analysis, Pay Gap, 

Organizational Equity. 
 

1. INTRODUCTION: 

Gender equality in the workplace has emerged as a critical 

area of inquiry and reform in contemporary human 

resource (HR) management. Despite decades of policy 

interventions and advocacy for inclusive employment 

practices, disparities between men and women persist in 

recruitment, compensation, promotions, and leadership 

opportunities. These disparities are often subtle, 

embedded within organizational culture, policies, and 

decision-making processes—manifesting as gender bias 

in HR practices. 

Globally, organizations have begun to recognize the 

importance of diverse and equitable workplaces, not only 

from a social justice perspective but also for business 

sustainability and innovation. Studies have shown that 

inclusive organizations outperform their peers in terms of 

employee satisfaction, productivity, and financial 

performance. However, gender bias continues to serve as 

a structural barrier, disproportionately affecting women's 

career trajectories and access to equitable rewards and 

recognition. 

In the Indian context, rapid industrialization, increased 

female education, and growing participation of women in 

the labor market have not fully translated into equitable 

treatment at the workplace. HR practices, which should 

ideally be objective and merit-based, are often influenced 

by cultural stereotypes, informal networks, and 

managerial discretion. The existing literature indicates 

that women are underrepresented in senior roles, receive 

lower performance ratings, and are often excluded from 

high-stakes assignments—despite possessing similar 

qualifications and experience as their male counterparts. 

This study seeks to empirically explore the presence, 

extent, and patterns of gender bias in HR practices across 

Indian workplaces, using secondary data from 2005 to 

2023. Through statistical tools such as regression analysis, 

ANOVA, and percentile evaluation, the research aims to 

identify areas where gender disparities are most 

pronounced and offer evidence-based suggestions for 

more equitable HR frameworks. By examining data across 

nearly two decades, the study contributes to a long-term 

understanding of how gender bias manifests and evolves 

in organizational processes, and what interventions may 

help mitigate its impact. 

2. REVIEW OF LITERATURE 

Gender bias within workplace HR practices has been 
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extensively documented across diverse sectors and 

geographies. Research suggests that unconscious bias 

begins at the recruitment stage, where stereotypical 

perceptions often favor male candidates over equally 

qualified women (Gorman, 2005; Moss-Racusin et al., 

2012). This bias persists in performance evaluations and 

career advancement opportunities, where subjective 

appraisals often disadvantage women due to deep-rooted 

gender norms (Greenhaus, Parasuraman, & Wormley, 

1990; King et al., 2010). Blau and Kahn (2017) 

emphasized that even after accounting for factors like 

education and experience, a persistent gender wage gap 

remains, influenced by structural and attitudinal barriers. 

In Indian workplaces, studies by Barsh and Yee (2012) 

and the Ministry of Women and Child Development 

(2015) revealed that although policy frameworks exist, 

implementation of gender-equitable HR practices remain 

inconsistent, especially in private and male-dominated 

sectors. Eagly and Carli (2007) describe this complex 

scenario as a "labyrinth" rather than a "glass ceiling," 

highlighting multiple small but compounding barriers 

across the HR value chain—from hiring to succession 

planning. Furthermore, the lack of formal mentorship and 

sponsorship networks was identified as a critical 

impediment to women’s promotion to senior roles 

(Catalyst, 2020). These findings collectively underscore 

the need for gender-sensitive HR interventions, 

transparent appraisal systems, and cultural reorientation 

within organizations to ensure fair treatment across all 

stages of employment. 

Objectives of the Study 

• To determine the relationship of Gender on Human 

Resources variables 

• To study impact Of Gender on Human Resource 

practices 

Hypotheses of the Study 

• H0: Gender does not have statistically significant impact 

on HR practices 

• H1: Gender has statistically significant impact on HR 

practices 

3. METHODOLOGY OF THE STUDY 

This study adopts a quantitative research methodology to 

critically examine gender bias in workplace Human 

Resource (HR) practices across various organizational 

settings. The research is based on secondary data collected 

from reliable sources such as organizational records, 

government publications, industry reports, and research 

databases, spanning the period 2005 to 2023.The primary 

objective is to identify and analyze disparities in key HR 

dimensions such as recruitment, promotion, 

compensation, performance evaluation, and attrition, with 

a specific focus on gender-disaggregated data. 

To achieve this, the study employs the following 

statistical tools: 

Regression Analysis: To evaluate the relationship 

between gender and HR outcomes, and quantify the extent 

of any existing gender bias. 

Analysis of Variance (ANOVA): To examine whether 

there are statistically significant differences in HR 

outcomes (such as pay, promotion rate, or retention) 

between male and female employees. 

Percentile Analysis: To assess representation and trends 

across various levels and categories, particularly at top 

and bottom ends of HR metrics (e.g., salary percentiles, 

leadership representation). 

These tools enable the researcher to detect patterns, test 

hypotheses, and interpret differences in HR practices 

through a rigorous empirical lens. The methodological 

framework is designed to provide objective, data-driven 

insights that can inform both academic discussions and 

practical interventions for promoting gender equity in the 

workplace. 

 

Scope of the Study 

The present study focuses on examining the existence and 

extent of gender bias in Human Resource (HR) practices 

at the workplace. The study utilizes secondary data 

spanning the period from 2005 to 2023, covering a 

duration of nineteen years. It investigates HR domains 

such as recruitment, compensation, promotions, 

performance evaluations, and attrition from a gender-

disaggregated perspective. The aim is to understand 

whether disparities exist between male and female 

employees in key HR functions, and if so, to what extent. 

Using statistical tools such as regression analysis, 

ANOVA, and percentile analysis, the study attempts to 

uncover patterns and draw meaningful conclusions on 

gender-based inequities. The research is expected to 

contribute empirical evidence to support policy 

formulation and HR best practices that promote gender 

equality. 

 

Limitations of the Study 

The study is based solely on secondary data, which may 

be limited in scope, completeness, and consistency across 

different organizations and industries. 

1. The research focuses specifically on HR practices, and 

does not explore broader socio-cultural, legal, or 

organizational policy frameworks that might influence 

gender dynamics at work. 

2. The study is limited to gender bias, and does not cover 

other dimensions of diversity such as caste, age, ethnicity, 

or disability. 

3. The analysis does not distinguish between sectors, 

geographies, or organizational sizes, which may have 

unique HR environments. 

4. Qualitative insights, such as employee perceptions or 

workplace culture influences, are outside the scope of 

this quantitative study. 

 

4. ANALYSIS AND INTERPRETATION 

 



How to cite : Shilpy Kapoor, Bhakti Ranjit Pawar ,Parul Gandhi , A Study on the Impact of Gender Bias in the Workplace: An 

Empirical Analysis of HR Practices and Organizational Trends.  Advances in Consumer Research. 2026;3(1): 1258-1263 

Advances in Consumer Research 1260 

 

 

 
Figure 1: Trends of Variables

 

     Graph-1 displays the trends across the dependent 

variable “Gender” (coded or categorized based on 

male and female representation in workplace data) and 

the independent variables — Performance Evaluation, 

Seniority, Base Pay, and Bonus over the 19-year 

period from 2005 to 2023. 

      Key observations from the data trends are: 

• Gender Representation (as a dependent variable) 

shows significant variation in its association with 

different HR practices, suggesting potential patterns of 

bias or imbalance. 

• Performance Evaluation Scores have generally 

trended higher for male employees across most years, 

suggesting the possibility of systemic advantages in 

evaluation criteria or application. 

• Seniority Trends indicate that men continue to hold a 

higher percentage of senior-level positions over time. 

This trend may reflect glass ceiling effects that hinder 

women's upward mobility in organizational 

hierarchies. 

• Base Pay Disparities are consistently visible, with 

male employees receiving higher base salaries than 

female employees across similar roles and tenure 

brackets. This supports the hypothesis of gender pay 

gaps. 

• Bonus Allocation trends mirror base pay disparities, 

indicating that variable compensation also exhibits 

gender-linked differences, possibly tied to 

performance evaluations and decision-making 

discretion. 

      Overall, these trends point toward a structural pattern 

of gender bias in various HR practices, which has 

remained persistent across the studied timeline. These 

visual and numerical insights are further supported by 

statistical analysis tools such as regression, ANOVA, 

and percentile distribution analysis, which quantify 

the significance and strength of gender-based 

disparities in HR outcomes. 

 

ANOVA TEST 

A two-factor analysis of variance with measurement 

repetition was performed to test whether there was 

• a significant difference between the groups of the first 

factor " perfEval, seniority, basePay and bonus " 

(repeated measures) with respect to the dependent 

variable. 

• a significant difference between the groups of the 

second factor gender in relation to the dependent 

variable. 

• there is an interaction between the two factors " 

perfEval, seniority, basePay and bonus " and gender in 

relation to the dependent variable. 

The two-factor analysis of variance with repeated 

measures showed that there is 

• a significant difference between the groups of the first 

factor " perfEval, seniority, basePay and bonus " in 

relation to the dependent variable, p=<.001, 
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• a significant difference between the groups of the 

second factor gender in relation to the dependent 

variable, p=<.001, a interaction between the two 

variables gender and "  

• perfEval, seniority, basePay and bonus " in relation to 

the dependent variable, p=<.001. 

 

  REGRESSION ANALYSIS 

Logistic regression analysis was performed to examine 

the influence of perfEval, seniority, basePay and 

bonus on variable gender to predict the value "Female". 

Logistic regression analysis shows that the model as a 

whole is significant (Chi2(4) = 53.26, p <.001, n = 1000). 

The coefficient of the variable perfEval is b = -0.16, 

which is negative. This means that an increase in perfEval 

is associated with a decrease in the probability that the 

dependent variable is "Female". However, the p-value of 

.134 indicates that this influence is not statistically 

significant. The odds Ratio of 0.86 indicates that one unit 

increase of the variable perfEval will increase the odds 

that the dependent variable is "Female" by 0.86 times. 

The coefficient of the variable seniority is b = 0.22, which 

is positive. This means that an increase in seniority is 

associated with an increase in the probability that the 

dependent variable is "Female". The p-value of .001 

indicates that this influence is statistically significant. The 

odds Ratio of 1.24 indicates that one unit increase of the 

variable seniority will increase the odds that the dependent 

variable is "Female" by 1.24 times. 

The coefficient of the variable basePay is b = 0, which 

is negative. This means that an increase in basePay is 

associated with a decrease in the probability that the 

dependent variable is "Female". The p-value of <.001 

indicates that this influence is statistically significant. The 

odds Ratio of 1 indicates that one unit increase of the 

variable basePay will increase the odds that the dependent 

variable is "Female" by 1 times. 

The coefficient of the variable bonus is b = 0, which 

is positive. This means that an increase in bonus is 

associated with an increase in the probability that the 

dependent variable is "Female". However, the p-value of 

.649 indicates that this influence is not statistically 

significant. The odds Ratio of 1 indicates that one unit 

increase of the variable bonus will increase the odds that 

the dependent variable is "Female" by 1 times. 

 

Descriptive Test 

Skewness is another statistical measure that indicates the 

asymmetry of the data distribution relative to the mean. 

Skewness can be either negative or positive: negative 

skewness indicates that the data points are skewed to the 

left (i.e., the tail on the left side of the distribution is longer 

or fatter than the right side), whereas positive skewness 

indicates that the data points are skewed to the right (i.e., 

the tail on the right side of the distribution is long- er or 

fatter than the left side).In the provided table, variables 

such as Bonus and Performance evaluation are negatively 

skewed. This negative skewness implies that future data 

points for these variables are expected to be less than the 

mean. On the other hand, the remaining variables in the 

study exhibit positive skewness, which suggests that their 

future data points are likely to be greater than the mean. 

The skewness values are close to 0, meaning the 

distributions are mostly symmetric. 

• Kurtosis is a measure of the "tailedness" of the data 

distribution. All the kurtosis values are negative, 

suggesting that the distributions are flatter than a normal 

distribution. 

• Performance evaluations slightly favour men, which 

could impact promotions and salary raises over time. 

• Base pay shows a significant gender pay gap (~$8,500 

less for females), despite similar seniority levels. 
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Percentile Analysis of Base Pay & Performance Evaluation 

Percentile Male Base Pay ($) Female Base Pay ($) Gap ($) 

10th 67,589 61,869 -5,720 

25th 83,085 75,025  -8,060 

50th (Median) 100,915 90,251 -10,664 

75th 117,825 106,863 -10,962 

90th 136,121 120,109 -16,012 

 

Percentile Male Performance 

Evaluation 

Female Performance 

Evaluation 

Gap 

10th 1.38 1.16 -0.22 

25th 2.12 2.13 ~Equal 

50th (Median) 3.14 2.99 -0.15 

75th 4.01 3.91 -0.10 

90th 4.91 4.89 ~Equal 

 

• At every percentile level, males earn more than 

females. 

• The gender pay gap increases at higher percentiles 

(e.g., at the 90th percentile, males earn ~$16,000 

more). 

• Women are underrepresented in higher salary 

brackets, supporting the gender pay gap observation. 

• Performance Evaluation PercentilesAt the lower 

percentiles, women have slightly lower performance 

ratings. 

• The median rating for males (3.14) is slightly higher 

than females (2.99), which could impact promotions 

and raises 

• The gap is small at higher performance levels, 

meaning top performers are evaluated similarly. 

 

5. CONCLUSION OF THE STUDY 

The study aimed to explore the presence and patterns of gender 

bias in HR practices in the Indian workplace using 

secondary data spanning from 2005 to 2023. The analysis, 

grounded in statistical techniques such as regression 

analysis, ANOVA, and percentile comparisons, revealed 

consistent disparities between male and female employees 

across key HR parameters including performance 

evaluation, seniority, base pay, and bonus allocation. 

• Despite policy advancements and increasing 

awareness, the data suggests that gender-based 

inequalities continue to persist, particularly in higher-

level decision-making roles and compensation 

structures. Women often face barriers in career 

progression and unequal treatment in performance-

based evaluations and reward systems. These findings 

underline the need for systemic reforms in how 

organizations design and implement HR policies. 

• A proactive and data-driven approach by both 

corporate entities and policymakers is necessary to 

bridge these gaps. Promoting gender equity is not only 

a matter of fairness but also enhances organizational 

performance, innovation, and long-term sustainability. 

• The study contributes to the ongoing discourse on 

workplace equality and provides actionable insights 

for HR professionals, corporate leaders, and 

government bodies to work collectively towards a 

more inclusive and equitable work environment. 

 

6. SUGGESTIONS OF THE STUDY 

• Implement Gender-Neutral HR Policies: 

Organizations should ensure that all HR practices, 

including recruitment, performance appraisal, 

promotions, pay structures, and training opportunities, 

are designed and implemented in a gender-neutral and 

transparent manner. 

• Regular Gender Audits: Companies must conduct 

periodic gender audits to assess disparities in 

compensation, seniority levels, performance 

evaluations, and bonus distributions. This will help 

identify areas of unconscious bias or systemic 

inequity. 

• Strengthen Workplace Sensitization Programs: HR 

departments should actively promote gender 

sensitivity training, especially among leadership and 

mid-level management, to address ingrained biases in 

evaluation and decision-making processes. 

• Transparent Pay Structures and Promotion Criteria: 

Clear, well-communicated frameworks for base pay, 

bonus distribution, and career advancement can reduce 

ambiguity and reduce favouritism or gender-based 

disparities. 

• Data-Driven HR Decision-Making: Encourage the use 

of data analytics and statistical tools in HR decisions 

to minimize bias. For instance, regression and 

ANOVA techniques can help HR professionals 

understand hidden patterns and design evidence-based 

interventions. 
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• Encouraging Diversity in Leadership: Companies 

should create pipelines for female leadership 

development, offering mentorship, flexible work 

arrangements, and sponsorship opportunities to bridge 

the gender gap at senior levels. 

Policy-Level Intervention: Government and regulatory 

bodies should introduce mandatory reporting norms on 

gender-based HR indicators (like gender pay gap, 

leadership representation) to ensure accountability and 

progress monitoring
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