Research proposal 
Title 
The impact of gender-based microaggression on psychological safety and employee performance in UK organisations. 

Introduction 
Gender equality and workplace inclusion has become an  increasingly  important concern for UK organisations.  While forms of discrimination have declined due to legislations and organisational policies, forms of discrimination continue to affect employees workplace experiences. One form is gender-based microaggression, which are everyday verbal, behavioural and environmental insults that communicate negatively or stereotypical messages towards individuals based on their gender (Sue et al., 2007). These behaviours are mostly unintentional which makes it difficult to identify and challenge, yet they can have significant consequences for employees and their organisation.
Gender-based microaggression can occur in various workplace contexts, including questioning an employee competence, overlooking ideas during meetings or making assumptions about leadership abilities. Research suggest that experiencing microaggression can lead to feelings of exclusion, stress and reduced job satisfaction (Basford, T.E., Offermann, L.R. and Behrend, T.S, 2014). As organisations are increasingly more focused on diversity and inclusion, understanding these forms of discrimination has become more essential.
The concept of psychological safety provides useful frameworks for understanding these effects. Psychological safety refers to an employees belief that they can express their opinions, ask questions and contribute ideas without feeling embarrassed or have negative consequences (Edmondson, 2018). Psychological safety has been linked to improve employees engagement, innovation and collaboration . Therefore, experiences that undermine psychological safety may negatively influence employee wellbeing and organisational effectiveness.
Although research has examined gender-based microaggression and psychological safety separately, there is limited research exploring the relationship between these concepts within UK organisations. This study seeks to address this gap by investigating employees in UK organisations experiences of gender-based microaggression and their impact on psychological safety.  

Research question 
How does gender-based microaggression affect psychological safety and performance in UK organisations


Aim 
To examine the impact of gender-based microaggression on employees' psychological safety and performance within UK workplaces 

Objectives (research questions)
Objective 1 – Identify common forms of gender based microaggression 
[bookmark: _Int_EvYqla3S]Question – What the most common form of gender-based microaggression experienced by employees in different workplaces?
Objective 2 –Analyse how microaggression influence psychological safety
Question – Do experiences of gender-based microaggression affect employee's feelings of psychological safety in workplaces?
Objective 3 – Evaluate how psychological safety affect employee performances
Question – To what extent does feeling psychologically safe at work affect employee performance?
Objective 4 – Assess organisational response to microaggression 
Question – How effectively do organisations respond to gender-based microaggression in the workplace?
Objective 5 – Provide evidence-based recommendations 
Question – What strategies can organisations implement to reduce gender based microaggression and improve psychological safety in the workplace?
Chapter 2 – literature review  
[bookmark: _Int_EzSy3DF0][bookmark: _Int_n8WjfA3Z]Gender based microaggression are subtle and often unintentional behaviours, comments or actions that communicate discriminatory or stereotypical messages about an individuals gender (Sue, D.W, 2010). Unlike discrimination, microaggression can be difficult to identify because they are often embedded in everyday workplace interactions. Examples include interrupting women during meetings, assuming women are less competent in leadership roles , questioning men’s abilities in traditionally female dominated occupations or invalidating transgender and non -binary identity through misgendering inclusive language (Newman et al., 2017).
Research suggest that gender-based microaggression are common within organisations and can negatively affect wellbeing, job satisfaction and organisational commitment (Basford, T.E., Offermann, L.R. and Behrend, T.S, 2014). However, experiences vary across gender groups. Women often report sexist microaggression linked to assumptions and competence, while men may face challenges when working in occupations that conflict with traditional masculine stereotypes (Williams, C.L, 1995). Transgender and non – binary will frequently experience identity based microaggression , including misgendering, identity invalidation and exclusion from workplace systems (Nadal, K.L et al., 2016). These differences highlight the importance of considering a range of gender identities when examining workplace experiences.
[bookmark: _Int_d2lWukv9]Psychological safety refers to a shared belief that employees can express their views , ask questions and admit mistakes without the fear of getting mistreated or embarrassment (Edmondson, 1999). It is considered a key factor in creating and supporting workplace environments.
Research indicates that employees are more likely to speak openly , collaborate with colleagues and feel psychological safe (Edmondson, 2018). Factors that promote psychological safety include supportive leadership, organisational trust and respect among colleagues (Carmeli et al., 2010). However, discrimination, exclusion and unsupportive management can reduce employees willingness to speak up.
[bookmark: _Int_CnloHWH2]Psychological safety has been linked to increase employee confidence, stronger teamwork, and better learning behaviours (reference). Where psychological safety is absent, employees may remain silent about concerns, avoid asking questions and becomes less engaged in workplace activities. 
The relationship between gender based microaggression and psychological safety is central to this research. Existing literature suggests that sublet forms of discrimination can undermine employees' sense of belonging and reduce their willingness to take part fully within organisations. 
Repeated exposers to microaggression can lead to employees feeling excluded, undervalued and have uncertain about whether their opinions will be respected (Sue, D.W, 2010). As a result, individuals may become less likely to share ideas and raise concerns. Research has shown that experience of discrimination are associated with lower levels of employee voices and increased workplace silence (Detert, J.R & Burris, E.R, 2007).
[bookmark: _Int_XFk8jfxf]For women , sexist microaggression can reduce confidence and discourage participation, within male dominated workplace where gender stereotypes are still influential (Basford, T.E et al., 2014). Men may similarly hesitate to express concerns when workplace cultures reinforce traditional expectations of masculinity or discourage emotional vulnerability (Williams, C.L, 1995). Transgender and non-binary employees may experience reduced psychological safety when their gender identity is not respected or recognised by colleagues and employers (Galupo, M.P & Resnick, C.A, 2016).
Research suggest that gender inequality continues to influence workplace cultures despite improvements in equality legislations and organisational policies. Gender stereotypes can shape feelings of competence and leadership ability, resulting in unequal treatment and opportunities (Eagly, A.H & Karau, S.J, 2002).
Women continue to face barriers related to promotion, leadership, and workplace credibility , particularly in male dominated industries (Government Equalities Office, 2019). Research also demonstrates that men experiences also demonstrates that men’s experiences may be shaped by expectations associated with traditional masculinity, particularly within occupations that are stereotypically viewed as feminine (Williams, C.L, 1995). For transgender and non binary employees, workplace cultures may present additional challenges due to limited awareness of gender diversity (Ozturk, M.B & Tatlı, 2016). 
Furthermore, research suggest that ideas and contributions can be evaluated differently depending on gender, which can influence career progression, participation and perceptions of belonging (Eagly, A.H & Karau, S.J, 2002). Such inequalities may contribute to workplace environments where some employees feel less valued than others.
Leadership has a significant influence on how organisations respond to gender-based microaggression and support psychological safety . Effective leaders can create inclusive environments by encouraging open communication , addressing inappropriate behaviour and demonstrating commitment to equality, diversity and inclusion initiatives (Carmeli et al., 2010). 
Research suggest that employees are more likely to report discriminatory experiences when they trust managers to take concerns seriously and respond fairly (Edmondson, 2018). However, because microaggression are often subtle and difficult to prove, many employees may hesitate to report incidents, fearing negative consequences. 
In the United Kingdom, workplace discrimination is primarily regulated through the (Government Equalities Office, 2019), which provides legal protection against based on protected characteristics, including sex and gender reassignment. Employers have a legal responsibility to prevent discrimination, harassment and victimisation within the workplace.

Research gap 
The literature review demonstrates that gender-based microaggression negatively affect workplace experiences and employee wellbeing, while psychological safety encourages confidence, communication and participation. However, existing research largely focuses on women’s experiences. In comparison little research has examined the experiences of men, transgender and non binary employees or explored how different types of microaggression affect psychological safety across diverse gender identities. Furthermore, there is limited  UK based research directly investigating the relationship between gender-based microaggression and psychological safety. Therefore, this study aims to address this gap by examining how gender-based microaggression influence psychological safety among women, men , transgender and non binary employees within UK organisations. 

 
Justification for the study  
This research is significant because understanding the impact of gender based microaggression can help organisations create more inclusive and supportive workplaces. By examining employees experiences directly, the study intends to provide practical insights into how organisations can improve psychological safety, reduce discriminatory behaviours and enhance employee performances, the findings can also support managers and human resources professionals in developing policies and interventions .

Chapter 3 – methodology 
Methodology 
This study adopts a subjectivist ontological perspective, recognising that experiences of gender-based microaggression are socially constructed and can vary between individuals. Consistent with this, an interpretivist epistemology is adopted to explore how employees understand and interpret their workplace experiences. Therefore a qualitative research methodology is considered most appropriate as it allows for an in-depth exploration of participants perceptions and experiences.
A qualitative research methodology has been selected because it will enable the researcher to gain an in-depth understanding of participants experiences and the meaning they attach to them. Qualitative methods are suitable for exploring complex social experiences such as gender based microaggression and psychological safety  
[bookmark: _Int_BVonu8au]The primary method of data collection will be Semi structured interviews. Semi structured interviews provide flexibility while ensuring that key topics are explored across participants (Bryman, 2016). This approach will allow participants to discuss their experience in detail and provide meaningful data. 
[bookmark: _Int_nWVJjteW][bookmark: _Int_uGuh09nd]A purposive sampling strategy will be used to recruit 12 participants currently employees in UK organisations. Participants will be selected because they are able to provide relevant insights relating to workplace experiences. The sample will include employees from different organisational roles and industries, and will include a range of gender identities including men, women, transgender and non binary individuals where possible. 
Interviews will last approximately 20-40 minutes and will be conducted either online or face to face depending on participants preference. With informed consent, interviews will be audio recorded and transcribed.
[bookmark: _Int_fzZidLcH][bookmark: _Int_j3j3vXLq]Data will be analysed using thematic analysis. (Cassel & Symon, 2004) describe thematic analysis as a method for identifying, analysing, and reporting patterns within qualitative data. This approach will enable the researcher to find recurring themes related to gender based microaggression and psychological safety.

 Limitations and delimitations 
[bookmark: _Int_ovirxe8T]A limitation of this study is the small sample size of 12 participants, which may limit the generalisability of findings to all UK workplaces. Another limitation is the time frame as this dissertation starts in September and ends in April, this will limit the amount of data collected and the opportunity to examine changes in employees experiences over a long period. Additionally , the research relies on participants self reported experiences, which may be influenced by personal interpretation and recall bias. 
[bookmark: _Int_BDmcDte6]The study is deliberately limited to employees working within UK organisations and focuses on gender-based microaggression and the psychological safety. Other forms of workplace discrimination, such as those based on race, disability and age, are outside the scope of this research.
Resources required 
[bookmark: _Int_oHdYw6DY]This study will require access to academic databases including the university online library resources, Microsoft teams and zoom will be used to conduct online interviews, while Microsoft word will be used for transcription, organisation, and analysis of qualitative data. 
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