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Executive summary
Due to the changing business environment and the increasing trend of female workers in the organizations, managing gender diversity and biasness is becoming a major issue to be considered. This study is basically conducted to identify the benefits and challenges arisen by gender diversity at the workplace. Many organizations are having a leading position in the business world because of the proper policies and strategies followed to fully utilize the capabilities of both male and female workforces. Although women are now joining the male dominant corporate world, it is becoming a challenge to retain such talent, as half of the population consists of females and it is a major source of human capital that cannot be ignored. Gender diversity basically is the difference among people on the basis of their gender identity. It has been observed that involvement of females in the top level decisions and management can bring fruitful results. The gender diversity has a positive impact on overall organization’s efficiency and effectiveness. Alibaba’s strategies of inclusive work culture are the best example to follow by any organization who is urging to maximize the revenue potential inherent to gender diversity. Two theories have been discussed below i.e. Human relations theory and Maslow’s hierarchy of needs in context of gender diversity in the organizations. According to the theory, human behavior is mostly affected by the respect, attention and interest shown to them rather than the policies and procedures of the company. Male workers are preferred over females and hence it will affect their motivation level which can further affect the productivity of organization. It has been observed that gender diversity has a positive effect on bottom line. According to McKinsey, the companies having more gender diverse workforce are likely to experience 21% more above average profitability. Having women on board improves the productivity of company. It has been concluded that gender diversity is important for the organizations as it carries many benefits along with some drawbacks too. But these drawbacks can be converted into advantages if the company adopts proper policies and practices to manage the diversified workforce. 
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[bookmark: _Toc49943124]Introduction
As the companies are now becoming global the managers are now required to build more interactions among people from diverse cultures, beliefs and backgrounds so that they can succeed and get relevance in economic development. No organization is working in an isolation therefore, having employees from diverse background is important for the organizations. Key component of effective people management is to value diversity and create a diverse workforce in order to enhance the productivity. Diversity is defined as acknowledging, understanding and accepting the difference among people with respect to age, gender, race, ethnicity, physical and mental ability and public assistance status (Samson, 2013). 
[bookmark: _Toc49943125]Workforce Diversity
Humans differ from each other in many ways with respect to their attributes and skills. It cannot be denied that managing the humans is also an art. Every person consists of his/her own skills and characteristics that are different from others and hence at the workplace, employees are different from each other on the basis of gender, age, religion, race, ethnicity etc. which is termed as diversity. Managing such a diverse workforce is becoming a challenge and the one who is able to handle it is becoming the leading company in the corporate sector (Naima Bibi, 2015). 
The term diversity captures all of the differences in the workplace like differences in social identities which includes age, gender, race, ethnicity, religion etc. It has been shown in a recent research by the International Labor Organizations that workforce diversity across the globe is increasing. The trend of change in workforce diversity has been confirmed by many researchers, especially in service sector. Mainly the gender diversity is the most important to be considered. Involvement of females in the top management can have positive impact on firm performance. Gender diversity is the consideration of different skills and potentials of male and female employees as equal resources (Joy, 2016). 
[bookmark: _Toc49943126]Gender Diversity
Gender discrimination at workplace comes in different forms but basically it refers to treating employees differently on the basis of gender i.e. giving more favor to male employees than female. Gender diversity is very common in the organizations. Gender diversity and biasness arises when the employees are not being hired or given promotion because of their gender, or they are given a low-paying position, or are harshly being evaluated and are being held to different standards. So the different treatment involves differences in hiring, firing, promotion, pay benefits and job classifications.
Gender discrimination rational bias theory states that it may be the choice of decision makers to discriminate if they believe that their superiors are having power over their careers expect or prefer it. The top management is considered to be more biased against women than the people at the bottom. In most of the public and private organizations, females are facing gender discrimination and it results in low motivation and job satisfaction of the female employees (Channar, Abbasi & Ujan, 2011). 
The concept of gender diversity is gaining more attention across the globe over the past few decades among the business leaders, scholars and policy makers. According to a recent global diversity report (Forbes Insights, 2011), there is a growth in women’s labor force participation. It has been suggested by a report that having an equal proportion of male and female employees in the organization can increase the overall global economic output by 26% as compared to the current employment patterns. Gender diversity have positive effect on the performance of firm when it comes to knowledge based and decision making perspectives (Bae & Skaggs, 2017). 
[bookmark: _Toc49943127]Practical Implications of Gender Diversity
Managing diversity is always a big issue in organizations, especially gender diversity in top levels of management. Diversity does not only mean bringing workforce with heterogeneous groups of people, it involves bringing diversified talent in the organizations. Business world is now much more different than it was a 50 years ago. It is because of the improvement in work and family roles of women. Now female workers are getting employment also in male dominant professionals e.g legal advocacy firms, sports and top management corporate firms etc. So managing workforce with gender diversity is becoming a big challenge for organizations. Surveys have shown that Fortune 500 companies with more female employees on boards prove to be more profitable. The leadership styles of women can also positively affect the organizational effectiveness as the characteristics of it their leadership styles include task orientation, mentoring others and showing more concern towards others’ needs. Female managers create a better business environment in organizations and bring in a strong team oriented culture as compared to male managers. More the gender diversified workforce, stronger is the organizational performance (Naima, 2015). 
According to a survey, if women are able to participate fully in the job are equally paid, it could add $28 trillion to GDP. Gender diversity can also increase the company’s profitability as it increases the profitability up to 21%. Another benefit of gender equality is more cohesive and more productive workforce. Having gender diversified workforce will lead to better decision making as it has varied perspectives and approaches. Accenture presents the idea that if a company wants to grow, it have to bring innovation. Having an equal, bias-free and supportive gender diversified workforce leads to an innovative mindset.  It also promotes the value of diversity of views to business culture. A more diverse approach enables a company to get benefit from views that fall outside the norms. Women are able to bring profitability to the company in the long run, as they are responsible for 70 to 80% of consumer purchasing. 
The software industry in India has become the largest private sector giving employment opportunities to women. It is because of the selection of best policies and strategies in managing gender diversity at workplace. Instead of pushing back the female employees, they are giving equal training opportunities to women, which helps them in career mobility. The gender diversity strategies followed by them include meritocracy and flexi time that leads to attracting and retaining more female employees. Studies have shown that organizations, who are managing gender diversity and are employing both males and females, show up with high performance (Joy, 2016). 
[bookmark: _Toc49943128]Practical Example
[bookmark: __DdeLink__185_135787864]In today’s competitive business world, every organization is looking for its core competencies and properly using them to the full potential so that they can withstand the competition. Many organizations are capitalizing diversity and inclusion as a source of competitive advantage. By creating and regulating an inclusive work culture, an organization can enjoy the benefits of increased innovation, flexibility and problem solving capacity and can use these benefits as a competitive advantage to take up a leading position in the market. Now the organizations are bringing in new policies and innovative strategies in recruitment to meet the competition and many of them are succeeded by adopting the practice of inclusive work culture. Alibaba’s strategies of inclusive work culture are the best example to follow by any organization who is urging to maximize the revenue potential inherent to gender diversity ((Praveenadevi & Girimurugan, 2019). 
Alibaba Group is the world’s biggest e-commerce company. It serves hundreds of millions of users and hosts millions merchants. Its online transactions are more than that of eBay and Amazon.com combined.  The secret behind its success is Women. Chairman Jack Ma gives the credit of dominance in online shopping industry to women as more than one-third of Alibaba’s founders were women and in executive roles, similar percentage of females is being observed. Women can outperform men when it comes to perseverance and attention to details. Half of the sellers are women on its gigantic Tmall and Taobao marketplaces. A greater proportion of storefronts, who have female owners, have higher positive user ratings. Alibaba has conducted many events to promote female entrepreneurship and used its own gender diversity policy to further enhance the concept. 
[bookmark: _Toc49943129]PEST Analysis
PEST stands for Political, Social, Economic and technological factors. The external environment consists of various variables that affect the business and its operations. PEST analysis helps in identifying the macro environmental factors that can affect a firm’s competitive position. It is a process of in depth analysis of the firm’s environment. This analysis includes external opportunities and threats that an organization can face while working in a larger ecosystem (Sammut & Galea, 2015). 
Gender diversity is affected by many political, social, economic and technological factors. Economic development is an important determinant of gender equality. As half of the population is consisted of females, the proportion of female workers in the companies is also increasing. Economic development raises the income level and hence increases the aggregate demand economy size. It leads to increased job opportunities as the demand for labor increases. So the female workers are increasing and this gender diversity needs to be managed properly. On the other hand, increased foreign direct investment (FDI) can lead to more economic globalization. It leads to increased demand for inputs resultantly increasing the demand for skilled labor. It also improves the conditions of human capital leading to increased employment level and lessens the gender bias (Sajid, 2014).
Corruption is inversely related to gender equality. The resources are misallocated and loses the confidence of institutions. It increases uncertainty that leads to reduced investments and outcomes. The insecurities will affect the participation of female workers in an organization hence increasing gender biasness. Law and order conditions can also affect the gender diversity in an organization. Information and communication technology is positively related to female empowerment in all fields (Sajid, 2014).
The whole world is becoming a global village because of the advanced technology. But when it comes to new technology, males are more dominant over females. As proper training programs are not conducted, females cannot learn new methods and ways of doing business which lowers their chance of getting promotions and the issue of gender biasness arises (Mutua, 2013). 
[bookmark: _Toc49943130]Problem Explanation (Literature Review)
Workforce gender diversity is increasing all over the world because women are now becoming more active in doing jobs and joining different organizations. Hence, there is an increased number of female workers in the workforce. Managing the gender diverse workforce is now becoming a challenge for the organizations as if the discrimination is not well managed, it can affect the overall performance of the organization. Every society has its own culture, norms and values. According to these patterns, women are given different social, moral and authoritative status. The similarity among all the societies is the male dominance and superiority. It has been suggested by many researches that women are more ethical than men in context of behavior and attitude. Companies having more proportion of female workers in top management and board of directors perform better in terms of corporate governance and financial performance (Mirza, Mehmood & Andleeb, 2012). 
Ali, Kulik & Metz (2011) studied the relationship between gender diversity and performance of the organization. They have used three predictions for their research i.e. positive linear prediction (resource-based view), negative linear prediction (self-categorization and social identity theories) and an inverted U-shaped curvilinear prediction (derived from both resource based and social identity theories). Population was publicly listed Australian organizations and quantitative archival data was used. Longitudinal research design was used. The findings indicate that there is a positive linear relationship between gender diversity and employee productivity. And also it has been concluded that inverted U-shaped relationship between gender diversity and employee productivity is moderated by the industry type.
An empirical study was conducted in public sector of Pakistan using qualitative research. It was revealed that gender neutral practices are being used by the organizations, thereby creating a significant stumbling block in the job performance of female employees. Male employees are getting more benefit from face-time system 24/7, job rotation and training & development. It has been observed that heterogeneous workforce is still being managed by the traditional homogeneous workforce policies. Gender sensitive practices have been suggested to overcome the challenge of gender diversity in the organizations (Ansari, Jabeen, Baig & Salman, 2016).  
Another research was conducted to study the relationship between gender diversity and commitment in association with cooperative group norms and transformational leadership. The study was conducted in South Korea and there were 48 work teams as respondents from an IT firm. Self-categorization and social identity theory were the basis of this research. According to the research, the negative effects produced by gender diversity in teams may be reduced by cooperative group norms but not by transformational leadership (Seong & Hong, 2013). 
According to Naima Bibi (2015), female workers face too many hurdles at the workplace because they are working in a male dominated society. She conducted an exploratory research to highlight different types of factors that affect organizational effectiveness and that push back the females from proceeding to the top management positions. She conducted structured in-depth interviews from top level managers and focus group of middle level managers to study their behavior and attitude towards role of gender in organizational effectiveness. Its implications have been identified that were the reason of biasness, mental block and stereotyping against females at workplace. 
A study as conducted to explore how gender discrimination can lead to lack of organizational commitment and high turnover intentions. The results have shown a positive and significant relationship among variables and it also suggested that organizational commitment Is being affected by glass ceiling in terms of loyalty towards the employer. Women are perceived as an inefficient employee in the male dominated society, as she is burdened with lot of responsibilities other than workplace and is being pushed back from getting any promotion towards top management leading to turnover intention (Tiwari, Mathur & Awasthi, 2019). 
A contemporary study was conducted to demonstrate the adaptation of Maslow’s theory and Role Congruity theory so that the factors causing women inequality in organizations can be determined. A questionnaire survey was conducted to collect quantitative data from 120 respondents. Data was analyzed using SPSS and PLS. The independent variables were work-life conflict, pay inequality, organizational culture and married women stereotype. Women inequality in organizations was taken as a dependent variable. The results have shown a positive relationship among the variables (Jauhar & Kaur, 2016). 
According to Bae & Skaggs (2017), productivity and performance is affected by gender diversity. They have studied the impact of gender diversity on organizational performance using Korea Workplace Panel Survey data for 2005, 2007 and 2009. The findings have shown that there is a U-shaped relationship among gender diversity and firm productivity. Furthermore, in service industries the curvilinear relationship among gender diversity and firm productivity is stronger as compared to manufacturing industries. 
A study was conducted to evaluate the impact of board gender diversity on firm value. A sample of 23 Kuwaiti companies has been selected for the period of 2012-2014. The empirical analysis has shown a positive association between gender diversity and firm value. The study suggested that the presence of females in top management can improve the quality of board’s decisions hence increasing the value of firm (Issa, Elfeky, Irfan Ullah & Hanaysha, 2019). 
According to Plantenga & Remery (2010), gender diversity has a positive impact on firm performance. Empirical data on 186 listed companies have been studied for year 2007 and sample included 102 Dutch and 84 Danish companies. Almost 40% of these firms had at least one female in the boardroom. For investigation of the relationship, two-stage least-squares estimation was applied and Tobin’s Q was used as a measure of performance. The findings suggested that there is no effect of board gender diversity on performance of firm. The concept of board gender diversity was not supported in this particular sample. 
According to Dankwano & Hassan (2018), gender diversity has a positive impact on firm’s financial performance in India. 21 male dominated and 21 female dominated companies were used for research. Companies were listed on Bombay Stock Exchange with a population of 220 companies. The cross-sectional data for the year of 2017 had been collected and stratified proportionate random sampling technique was used. Two ratios i.e. return on assets (ROA) and return on equity (ROE) had been used to calculate firm’s financial performance, which was taken as a dependent variable. The research design was explanatory and secondary data was collected and analyzed using independent samples test and Group statistics through SPSS software. The findings have shown that more the ratio of females in top management, lower is the ROA ratio whereas, positive relationship was shown among females’ directors ratio and ROE. The study was limited to cross-sectional data. 
[bookmark: _Toc49943131]Case Study Reference (Perryman, Fernando & Tripathy,2016)
Gender equity can only be achieved by overcoming the obstacles that are hindering the performance and promotion of female workers that is lowering female empowerment. The impact of gender diversity in top management teams on firm performance and firm risk was studied. The study also included the moderating effect of gender diversity on executive compensation. Following hypotheses have been generated:
1) Firms with greater gender diversity in top management levels will display less risk than firms with lower levels of gender diversity.
2) Firms with greater gender diversity in top management level will display higher performance than firms with lower level of gender diversity.
3) Gender diversity in top management level will moderate the gender level gap such that greater diversity will lead to smaller compensation differences between male and female top executives. 
For the years 1992 until 2012 ExecuComp, Compustat and CRSP datasets were used for study. Financial and utility firms were not included in the study; the remaining all firms’ data was taken for research. The data for firm performance consisted of 26,158 firm-year observations and was obtained from ExecuComp and Compustat. The data for firm risk as collected from ExecuComp. CRSP and Compustat, which consisted of 20,655 firm-year observations. That data which was collected last time from Compustat and ExecuComp contained 130,839 observations.
Beta and standard deviation which are used to calculate the risk factor of the firm was used to test the hypothesis 1. In order to measure the systematic risk of a firm beta is used. An increase in size of firm decreases risk associated with the firm. Risk of the firm increases when there is an increases in proportion of debt in total capital. Based on the assumptions of hypothesis 1, the researchers assume that the coefficient of Gender is significantly negative. 
For evaluating Hypothesis 2, Tobin’s Q was used. It is the ratio of market value of firm’s assets to the book value of firm’s assets. It was used as a proxy for firm performance. Size, age and dividend were used as control variables. Per Hypothesis 2, the coefficient of Gender was expected to be positive and significant. As the Tobin’s Q is lower for bigger organizations as compared to the smaller organizations, the coefficient of size was expected to be negative. 
Hypothesis 3 was used to test the impact of gender diversity on the relationship between executive gender and compensation. Market to book ratio was taken as a control variable. To evaluate the size and performance of the firm Size, ROA and RET were used. 
Three different data samples were used to estimate three different analyses. 
Evaluation of firm risk: The market value of equity of a normal firm in this study was $7121.84 million and revenue generated by sales was $5546.18 million. The average ROA was 4.01% with a Beta of 1.042 and 4.80% was the female TMT representation. 
Evaluation of firm performance: The market value of equity of a normal firm in this study was $6251.74 million and the revenue generated through sales was $4927.91 million. 
Evaluation of compensation: The average ROA was 2.80%. The compensation an executive was receiving was averaged as $2,194,810 and the females in top executives were 4.80%. 
Although the samples were having different number of observations but they were alike in nature. Ordinary least square (OLS) regression was used to forecast all models. Dummy years and industries were included in order to minimize the effects of time and industry specific effects which were not explained in the variables properly. Fama-French 12 industry classification was used to cluster the industries in different groups. Variance Inflation Factors (VIF) was used to examine multicolinearity. For Hypothesis 1, the coefficient of Gender was negative and significant indicating that the firm’s Beta will be lowered when female executives are included in TMT. And also for variable Stdret, gender’s coefficient was significantly negative. It shows that the firm’s risk is reduced when the female executives are included in TMT. For Hypothesis 2, the coefficient of Gender was positive and significant. It shows that increased gender diversity will increase the performance of firm, as better performance was shown when there were greater number of females in TMT. For Hypothesis 3, female executives in the organizations get lower compensation as compared to the others. Furthermore, increase in gender diversity has a positive effect on compensation and decreases the compensation difference among male and female executives in TMT. To check the robustness of the results numerous sensitivity analysis were conducted.
The study suggested that more research should be done on understanding the effect of differences between men and women on firm, group and individual level outcomes with respect to gender diversity. Gender diversity has been considered as a needed innovation, as it brings many benefits to the firm as discussed above. Top female executives can prove to be a valuable resource to the firm. The study was limited to US stock markets’ data, so the results may vary in other cultures.
[bookmark: _Toc49943132]Management Theories
[bookmark: __DdeLink__99_953961267]Since the Theory of Scientific Management by Fredrick Taylor, management practices are evolving continuously for past two centuries. Many researchers have contributed to evolve the current modern management theories and paradigms from its classical bases. It won’t be wrong to infer that even today the most of management practices are linked with the 19th century practices. However, a very few number of management theories are helpful and provide insights to resolve the problems and hurdles of the organizations in the current era.
“Taylor, Fayol, Weber, Mayo, Maslow and many other researchers” have studied the significance of management from late eighteenth century until today. The world considers these theorists as the ancestors of the management and they are known as the gurus of modern management. The results of their experiments were later on termed as theories and principles of management. Henry’s fourteen principles of management are the most valuable of all the principles which are: “division of work, authority, discipline. Unity of command, common objective, subordination of individual interests to organization’s interest, remuneration, centralization, scalar chain, order, equity, stability of personnel tenure and initiative” (Uzeubgo, 2016).
[bookmark: _Toc49943133]Human Relations Theory
In 1920, Elton Mayo conducted research on the behavior of people in groups and also studied that how the individuals at workplace are affected by this behavior. His study was known as Hawthorne studies. According to his theory, people want to be a part of supportive group or team that helps in development and growth. The human relations skills involve communication, conflict resolution, multitasking, negotiation and organization.
The scientific theory is the only theory which existed till the end of 1950 which focused on productivity, efficiency of the workers and their extension to machines. Mayo introduced the human relations theory which changes the perspective of the organizations towards its workers i.e. “they think about needs and want attention”. It was concluded form his research that in order to enhance the performance of the employees it is important to give them attention (Bruce, 2011). Mayo argued that employees want that their psycho social needs should be fulfilled and also their relationships with others at in organizations enhances their productivity. Few conclusions could be derived from his research are as follow:
· The employees of the company should be treated as a member of a department rather than as an individual
· Salary and working conditions are less important for employees
· Groups of employees in the organization influences the performance of the employees very strongly
· Social needs of the workers should be given importance by the managers (Gardner, 2009).

[bookmark: _Toc49943134]Human Relations Theory & Gender Diversity
As increasing number of female workers are joining the workforce both in the developed and the developing world, issue of gender diversity is arising in the organizations. In relation to gender discrimination, more focus is required in every function or operation of the organization like recruitment, training and change in overall culture. Mainly the male employees are given preference over female employees. They are excluded from the mainstream of economic activity which is a wastage of precious human resource, that is needed to be efficiently managed for the valuable contribution to the overall economy and social well-being (Ansari, Jabeen, Baig & Salman, 2016). 
In Human Relations theory, it has been studied that behavior of employees is much more affected by respect, attention and interest shown to them rather than the policies, rules and procedures of the organizations. Individuals are not acting independently in the organization but they are influenced by others. Employees in the organizations with gender diversity should be treated equally without any differences. All employees require their identity in the organization irrespective of their gender.
[bookmark: _Toc49943135]Maslow’s theory of needs
Maslow’s (1943-1987) Hierarchy of needs is a motivational theory which includes five levels of needs that an individual possesses. It includes physiological needs, safety, love and belonging, esteem and self-actualization. It is represented in a form of pyramid. There are certain needs that are required by all human beings to be fulfilled for the continuation of their lives or their well-being. Physiological needs can be operationally defined as the lack of chemicals, nutrients or environmental conditions that are necessary for the human body to survive. Maslow explained the safety/security need as threat of danger by giving some examples like financial security, safety against accidents and illness, a place where one is working, an ethical legal system, or a trustworthy government etc. After the fulfillment of physiological and safety needs, Maslow observed that people wants affectionate relations with others in general that was termed as belongingness needs. Self-esteem need was defined as lack of respect a person has for himself or lack of respect a person receives from others. Finally, the last and highest level need of hierarchy comes i.e. self-actualization. It is the desire to become more actualized what one is potentially (Taormina, 2013). 
The basic five needs in the Maslow’s Hierarchy can be stated as follows:
Physiological needs: Food, water, warmth, rest
Safety needs: Safety and security
Love and belongingness: intimate relationships, friends
Self-esteem: prestige and feeling of accomplishment
Self-actualization: achieving one’s full potential, including creative activities
The physiological and safety needs are termed as basic needs, love and belongingness and self-esteem are psychological needs and the self-actualization are the self-fulfillment needs. 
Maslow’s model was used in various disciplines like social sciences, psychology, sociology and education to understand the individual’s needs, and in business for explaining employees’ motivation. According to his theory, the human needs are required to be fulfilled in an order, missing one level or overtaking one of the needs by the other one can result in low motivation of the employees (Popa & Florentina, 2020).
[bookmark: _Toc49943136]Maslow’s Theory & Gender Diversity
As the business world is becoming more complex and the shift of females towards the corporate sector, gender diversity is gaining more importance in the organizations. To maintain the talented workforce is more important than only hiring them. As the founder of Facebook Mark Zuckerberg said that “Treat your employees right so they won’t use your internet to look for new jobs.” 
Both male and female employees have the needs as mentioned by Maslow in his paper “A Theory of Human Motivation.” Most important of them are the safety needs. Female workers are now joining the male dominant sector and professions, they need a safe and secure work environment so that they can work to their full without any hesitation. By giving full support to the female workers, their motivation level can be increased. This will increase the productivity and the overall efficiency of the organization (Pt & Low, 2018).
[bookmark: _Toc49943137]Solution
The problem under discussion was gender diversity in the organizations. Gender diversity is becoming important to become leading organization in today’s business world. As the females are now becoming part of the male dominant companies and professions, it is necessary to have diverse workforce in the company. Gender diversity can prove to be beneficial in many ways:
It can bring a wider talent pool. As we know that half of the population consists of females and the increasing trend of their joining the corporate world makes it compulsory for the companies to have both male and female employees. Companies that are not encouraging the women are missing many talents and abilities. It can affect their productivity and bottom line.
Having both male and female in the company can give different point of views and perspectives related to new challenges or problems faced by the company.
Women have stronger skills reading nonverbal cues. Having females in the groups/teams can improve team processes and group collaboration.
Women are highly influential when it comes to decision making in the organizations. Having gender diversified workforce can bring up a better reflection of the customers.
[bookmark: __DdeLink__182_1268040941]It has been observed that gender diversity has a positive effect on bottom line. According to McKinsey, the companies having more gender diverse workforce are likely to experience 21% more above average profitability. Having women on board improves the productivity of company.
The shift in workforce composition is forcing the organizations to have gender diversity inclusion at the workplace. The gender diversity in organization can help in improving the overall efficiency but proper policies are needed to be followed for smooth running of this process. Managing gender diversity is more important than having it. Proper implementation and execution of such policies is required so that the organizational effectiveness is not affected. Many organizations are offering proper training programs and mentoring for the female employees to improve their motivation level. Flexible working hours are being offered to the male and female workforce. It can help in managing the gender diversity and leading to improved productivity and efficiency (Naima Bibi, 2016).
Gender diversity also affect the team commitment and this effect is moderated by the group norms and transformational leadership. By managing positive and cooperative team climates, demographic differences between the team members will not lead to harmful effects of gender diversity. Managers can enjoy the benefits of gender diversity in the organization by fostering the cooperative group norms (Seong & Hong, 2013).
[bookmark: _Toc49943138]Recommendations
Excellence doesn’t look for gender differences in the workforce, rather the companies willing to be more profitable wants to have a more diverse and balanced work environment. Hence, supporting and actively promoting gender diversity at workplace. It was shown in Catalyst ‘s 2011 study that companies with more women on boards outperformed than those with the least on return on sales by 16% and return o invested capital by 26%. It also reduces the cost of turnover by providing flexible work arrangements that facilitate sharing of care leading to better recruitment and retention outcomes. A company that focuses on gender diversity can save up the expenses of advertisements, time spent on interviews, termination pay etc. as the ratio of turnover becomes low. Employees’ positive perceptions of an organization’s diversity climate are associated with decreased turnover. It has been suggested by many studies that gender diverse business units have better financial outcomes than those dominated by one gender. Through gender diverse workforce, it becomes easier to have access to resources, such as various sources of credit, multiple sources of information and wide variety knowledge. Managing the gender diverse workforce is more important to enjoy the benefits and outperform the other companies. Having an open, trusting and supportive business environment will help the employees to build clear understanding among them about their different views, skills, behavior and knowledge by diminishing the diversity gap. It will lead to innovative ideas and practices through which a company can move forward in today’s business world. 

It has been observed that gender diversity affects the performance of an organization. Managers and leaders must notice the policies and strategies designed for diversity before implementing the gender diversity within the company. An organization can increase its production capacity and get more financial outcomes by making gender diversity its business priority. To enjoy the full benefits of gender diversity, a business leader must identify the less gender diverse business units. Then propose a hiring strategy that will increase gender diversity in those units. After this, a supportive business environment must be created so that men and women can have trusting relationships and can increase their motivation level and outperform in the organization. Then comes the setting of inclusiveness goals and holding managers accountable for diversity.
[bookmark: _Toc49943139]Conclusion
[bookmark: _GoBack]Employees of any organization are distinctive from each other in several ways like gender, racial and facial expressions etc. Employees motivation increases when they are equally respected and get attention regardless of their gender or color. From the above discussion, it can be concluded that having gender diversified workforce is a requirement for every organization to gain competitive advantage in the marketplace. Gender diversity is becoming a major issue under consideration because of the increasing trend of females joining the business world and corporate sector. Females cover up half of the population and their increased interest of joining the male dominant professions is making it compulsory to attract and retain the women workers, as it is an important source of human capital. It has been studied that gender diversity has a positive effect on firm performance and overall efficiency of the organization. 
[bookmark: __DdeLink__155_1047597846]Many management theories can be used to relate the concept of gender diversity. Human relations theory basically focuses on the behavior of people. According to the theory, human behavior is mostly affected by the respect, attention and interest shown to them rather than the policies and procedures of the company. Male workers are preferred over females and hence it will affect their motivation level which can further affect the productivity of organization. Maslow theory is related to five basic needs of humans i.e. physiological, safety, love and belonging, self-esteem and self-actualization. Female staff wants a safe and secure environment for smooth running of their job operations and tasks. 

Having gender diversified workforce can lead to many advantages. Most of the leading companies in today’s business world are having more proportion of female workers in their workforce. It has been proved by many research studies that having female staff in the organizations can improve the productivity and effectiveness of the company. Having women in the top management can improve the decision making process of the organization and also they possess stronger nonverbal skills as compared to male workers. Besides many advantages, if the gender diversity is not properly managed, it can affect the performance and value of the organization. Proper implementation of policies and strategies regarding gender diversity is the main requirement to attain competitive advantage and to take up leading position in the market and business world.
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