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[bookmark: _Toc89593844]Overview
The study aims to explore the gender-related complications experienced by both males and females in the workplace. (Smith, Hassan, Hatmaker, DeHart-Davis, & Humphrey, 2020) stated that the labour marketplace all over the biosphere is powerfully gender-separated, leaving men and women exposed to diverse work atmospheres in different professions (horizontal exclusion) and hierarchical situations (vertical seclusion). Moreover, (Chung, 2020) stated that within an association, the patterns of gender association establish a gender administration and contain disparities between both genders in the shape of discernment concerning prospects, access to facilities, and distributions of facilities or profits, which requires some approaches to reduce the challenges. In this context, this chapter provides background associated with gender-specific issues that can be reduced by incorporating a positive psychology perspective. In addition, the chapter will also document the aims, objective, rationale, significance, and limitations of the study. 
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[bookmark: _Toc89593846]Introduction

[bookmark: _Toc89593847]Background
According to (Rimnac, 2020), gender dissimilarity in administrations is a multifaceted phenomenon realised in administrative structures, developments, and practices. Both genders are exposed to different working environments, challenges, and difficulties working in different organisations such as unfair treatment, support, wage, promotion, discrimination/preference of one gender over opposite gender (Eagly & Carli, 2003). (Peters & Blomme, 2019) further added that diversity and enclosure are essential in administrations. A miscellaneous and comprehensive workplace allows diverse ideas and inspiration, progressing performance, developments, and production ( (Pflanz, 2011). However, many corporations still have not received assistance due to lack of consciousness or a single gender conquers the organisation. 
In contrast, (Marchand, Blanc, & Beauregard, 2018) have explored that both men and women experience gender inequalities and differences in access to resources, hiring and firing, promotions, wages, support from administration, and unfair treatment, which negatively impact their health and work performance. Concerning gender differences challenges experienced by women at the workplace, (Brown, 2021) elaborated that most organisations do not hire women because of their probable desires to start families and efficiently leave the organisations for a long time. For a similar reason, females might be passed over for preferments and senior designations in the organisations. (Garcia-Gonzalez, Forcen, & Jimenea-Sanchez, 2019) further added that the organisations critiques women for taking maternity leave due to pregnancy, bonding with their child, and providing prenatal care. In comparison, (Bader, Stoermer, Bader, & Schuster, 2018) stated that if organisations hire women, they are likely to face sexual harassment issues by the management or other employees. The study further elaborated that 63% of the women often witness sexual harassment, including informal jokes. 
In contrast, (Di Stasio & Larsen, 2020) critiqued that although males are considered dominant workforces in organisations, they also experience challenges in the workplace. For example, according to the gender discrimination statistics (N.D., Gender Discrimination In The Workplace Statistics 2021 (UK), 2021) based on the survey of the UK organisations, “24%” of the male employees reported that they are discriminated against in their organisations compared to females. Furthermore, a similar survey represented that almost 28.7% of male employees reported discrimination in terms of negligence in their promotions, resulting in their demotivation from work. In contrast with (Di Stasio & Larsen, 2020), (Kansake, Sakyi-Addo, & Dumakor-Dupey, 2021) reported that due to the domination of males in the organisations, females are not promoted to the senior management such as Chief Executive Officer (CEOs). According to the UK statistics (Britian makes barely any progress increasing the number of female CEOs, 2021) regarding the promotion of females at workplaces, it was found that the female CEOs administer only “6%” of the companies while the males supervise the remaining. 
In comparison, (Madsen, Townsend, & Scribner, 2020) argued that as compared to females, males are promoted “40%” in higher positions. Furthermore, if females are the administrators and leaders of the organisations, then they have to experience biasness and discrimination from the male counterparts of other organisations. Furthermore, (Corrington, Nittrouer, Trump-Steele, & Hebl, 2019) added that when women are hired in the organisations based on their higher qualifications and experiences, they lack opportunity to be supported by the administration about their work, which affects the psychology and work performance of the women. While on the other hand, Evans (Evans, 2014) argued that women in the organisations are provided with support and supervision of the administration to struggle for the challenges. (Hills, Miller, Benson, & Handley, 2016) contrasted with the above studies and stated that women in the organisations are not encouraged in their work performance compared to the men, which affects their productivity and, ultimately, the organisation. Furthermore, (Palmer, 2021) critiqued that the organisation’s revenue, reputation, and productivity depend on the work performance of both men and women.
In this context, the organisations are responsible for providing an equal opportunity environment to both genders in terms of leadership, administration, equal treatment, and pay based on their work performance and not on personal conflicts (Chang & Milkman, 2020). Furthermore, (Bryson, 2017) elaborated about “Equality Act 2010”. In the light of this act, both males and females must not be discriminated against in organisations based on age, gender, marriage, pregnancy, and equal pay. However, (Khan, Korac-Kakabadse, Skouloudis, & Dimopoulos, 2019) critiqued that despite the Equality Act 2010, both males and females are discriminated against and face challenges in the workplace by the administration and other employees. (Zainol, Samsuri, Rahimah, Hussin, & Mohamad, 2019) further elaborated that since organization’s productivity depends on the contribution and participation of both genders, the organisations must modify their work practices, approaches, and management strategies to maintain equality at the workplace. 
(Bryson, 2017) further added that along with the organisations, both males and females must also adopt strategies and utilise approaches to deal effectively with the challenges they experience in the organisations. Following this, (N.D., About Women's Equality., 2021) (women’s equality) has documented the Women Equality Approach and stated that equality for women is not a women’s matter. When females accomplish their potential, everybody benefits. Furthermore, as per Women Equality, it has been stated by (Palmer, 2021) that gender equality emphases an atmosphere and a civilisation providing equivalent services and prospects to produce improved consequences, including civilising politics, productions, and the business domain. 
Furthermore, (Woodrow & Guest, 2017) stated that there must be some psychological approaches that should be incorporated in the organisations resulting in the understanding of the complexities and challenges of the organisations by both genders. Furthermore (Bretherton & Niemiec, 2018) added that this approach would support both genders to identify and deal with organisation challenges and give them the insight to perceive the difference between the wrong and right to deal with challenges. In this Context, there is a need for detailed research that could address the issues of the genders in detail experienced in the organisation. Therefore, this research study will document the issues and complications that males and females experience in organisations. Furthermore, the study will also illustrate the positive psychology approaches by both genders and their impact on dealing with the challenges if the organisations. 

[bookmark: _Toc89593848]Aims
This research study aims to discover the challenges in the workplace and by what means both genders deal with them. The research study also purposes to describe conducts by which gender discernment can be eliminated with optimistic psychology. 

[bookmark: _Toc89593849]Objectives
The objectives of the research study are as follows: 
To assess the incorporation of optimistic psychology and its implication in reducing gender-related problems in associations.
To provide guiding principles on how optimistic psychology can be utilised in diverse employment segments to diminish gender-related complications in management and leadership. 

[bookmark: _Toc89593850]Research Questions 
Following are the research questions based on the research aims and objectives:
 What are the most critical challenges faced by both genders in management and leadership? 
How can optimistic psychology be integrated into diverse employment segments to decrease gender-related complications in the workplace?

[bookmark: _Toc89593851]Rationale and Significance 
The research study aims to recognise the gender-related complications in the workplaces and how both genders deal with them effectively. The research investigation also aims to identify the ways gender-related issues can be diminished in the workplace by incorporating positive psychology. The rationale for selecting the topic is that considering gender-related complication and problems is essential to expanding organisations’ efficiency. According to (Fine, Sojo Monzon, & Lawford-Smith, 2020) both genders have to experience disparate treatment based on their gender in the workplace. (Corrington, Nittrouer, Trump-Steele, & Hebl, 2019) further added that both genders also have to experience discrimination and complications when one gender get more pay than the other even though they are in the same position. Based on this, associations must progress their approaches to advance direction and administration prospects for both genders to generate restored consequences. Furthermore, the organisations must recognise the gender-related problems that will be resolved when they provide opportunities to both genders to address their issues. Following this, the present research study is significant since it contributes to business, direction, management. Moreover, the research study will also be significant because it will elaborate on both genders’ significant problems at the workplace. Moreover, the study verdicts can be used as a proposal to plan strategies to eliminate gender-specific complications. 

[bookmark: _Toc89593852]Limitations
Along with the significance, the study also has some limitations. The present research does not deliberate the challenges definite to areas. Furthermore, the research study discourses the consequences by following the specific suggested strategies. Another limitation in the research is that investigation is not deliberate about the areas that need the most development. However, it assesses the challenges both genders confront, leading to gender dissimilarity. Moreover, the study also discusses the inventiveness explicit to optimistic psychology only.  

















[bookmark: _Toc89593853]Chapter 2 	Literature Review

[bookmark: _Toc89593854]2.1 Introduction to Literature
A literature review is considered the most import chapter of a study as it is comprised of all the relevant data and information that is required. A literature review gives a clear insight into all the relevant information regarding the aims and objectives of the research. Furthermore, it is backed up by evidence from different sources and researchers from where information for the proposed study is extracted. Thus, this literature review is being writing to discuss Workplace Challenges and the Dealing of Both Genders. For this, different aspects have been evaluated and analysed with the help of methods. Thus, the literature review will highlight the gender-related difficulties in the workplace, workplace challenges faced by both men and women in Leadership and Management and integration of optimistic psychology into diverse employment segments to decrease gender-related complications in the workplace. Thus, all the information in the literature review is original and backed up by evidence. 

[bookmark: _Toc89593855]2.2 Dealing with Gender-Related Difficulties in a Workplace
(Gipson, Pfaff, Mendelsohn, Catenacci, & Burke, 2017) presented that in today’s workplace, issues surrounding gender has become a more important topic than ever before. Gender-related difficulties in the workplace can be caused by various factors, including discrimination, harassment, and work environment. Inequalities are still rife due to cultural norms, stereotypes, prejudices, and other HR issues. According to (Hoyt & Murphy, 2016), it can be an awkward experience for anyone to deal with gender-related difficulties in the workplace. Still, it is even more complicated when people are sensitive to gender differences. This may lead to inaccurate assumptions about each other’s personalities, skills, and abilities. Recognising and understanding these issues can help individuals, managers, and co-workers identify and deal with such difficulties before escalating (Fritz & Van Knippenberg, 2018).
Gender-related difficulties in the workplace can stem from many sources an employee’s issues, harassment, or a hostile work environment. Gender-related difficulties are common in the workplace and can caused by different sources, including staff members, managers, co-workers, and even customers. Gender-related difficulties can occur with male employees as well as female ones. Ignoring gender-related issues may lead to low morale, reduced productivity, lower employee retention rates, and further gender-related difficulties (Rabenu, 2021). (Hoyt & Murphy, 2016) presented that it is important to understand before getting into the details of dealing with gender-related difficulties. Gender is how people match their biological characteristics with their attitudes and feelings. For example, gender-based bullying defines bullying behaviour based on sex, sexual orientation, or gender identity. 
Dealing with gender-related difficulties in a workplace involves several issues, ranging from the kinds of difficulties women face to the reasons why men and women tend to avoid discussing these problems completely. Whatever the case, dealing with gender-related issues requires flexibility from both men and women and those overseeing the company’s policies (Javadi, et al., 2016). (Sharma, 2016) presented that it is vital to understand the various gender preferences and group dynamics when working in a group setting. Gender issues are bigger than they seem in the workplace. Many gender stereotypes are commonly linked with work environment. The most common gender stereotypes today often include how women are perceived in the workplace. Gender differences continue to be an issue in the workplace (Fritz & Van Knippenberg, 2018). Women and men operate in different ways, and it is important not to judge and figure out how each works based on gender. Understanding how each gender operates is important when making the effective (Chisholm-Burns, Spivey, Hagemann, & Josephson, 2017).	

[bookmark: _Toc89593856]2.3 Workplace Challenges Faced by Women in Leadership and Management
According to (Glass & Cook, 2016), the challenges faced by women in leadership and management positions in today’s workplace can be difficult and even challenging to seek remedies. It is indeed a daunting task that must be addressed and overcome for equality in the workplace to be achieved. The workplace is not always friendly to women. As a woman in management, you have often experienced some challenges (Ozturk & Tatli, 2016). Women are continuously discriminated against because of their gender or sex. Many women find that they are treated unfairly in the workplace because of their gender or sex. Women face several different challenges when in management and leadership positions. Those challenges can affect everything from company morale to ethical decisions made by employees (Sharma, 2016). (Rhode, 2017) presented that the workplace has changed dramatically over the past decades, and this change has been particularly dramatic for women. For example, corporate leadership used to be nearly all white males, but now only eight per cent of companies are run by white men. Similarly, at the beginning of the twenty-first century, sixty-seven percent of middle managers were white males, but now just forty-nine percent are. Thus, although women have made tremendous progress over the past several decades, they continue to face formidable challenges (Javadi, et al., 2016).

[bookmark: _Toc89593857]Discrimination
According to (Meister, Sinclair, & Jehn, 2017), women can face serious challenges when taking on leadership and management positions in the workplace. Often, the challenges involve discrimination and harassment. This could be in the form of unfair treatment, having to prove yourself over and over, or not being taken seriously. Women in Leadership and Management provide important facts, figures, and advice for women who wish to take on leadership and management positions effectively. The workplace remains one of the toughest arenas for women, despite changes in hiring and advancement. Women continue to be discriminated against, earn less on average than their male counterparts, and are more often victims of harassment (N.D., About Women's Equality., 2021). Numerous women have risen to high levels of leadership, but there is still a great deal of work to be done. Challenges women face in leadership and management can be more difficult than those faced by men, and the corporate world often offers little support. Discrimination challenges add barriers to women’s career development and advancement (Glass & Cook, 2016). Discrimination can come in many forms. Condescension, threats, demotion, pay inequity, exclusion from social networking groups, sexual harassment, threats of physical harm, the discriminatory actions that women experience are all different. Different manifestations; same insidious result: inequality. Discrimination includes prejudices and all acts of disrespect, but it is sometimes subtle and difficult to detect. Discrimination can prevent women from being promoted, undervalue their contributions, or lead to a hostile work environment (Hoyt & Murphy, 2016).

[bookmark: _Toc89593858]Inequality
According to (Rabenu, 2021), women face challenges in the workplace not experienced by men. Whether it is pregnancy, childcare issues, personal appearance pressure, or gender-biased toward, women experience a different world when they enter a work environment. Reversing the issue of inequality is not an easy task. Studies show that women are judge differently in the workplace when compared to their male counterparts. They are often perceived as lacking leadership skills, not being assertive or overly emotional, so they are much less likely to be promoted. Women who work in the federal government face inequality when compared to their male peers (Attell, Brown, & Treiber, 2017). Although both sexes deal with varying degrees of sexual harassment, unequal pay, and conflict with work-family balance, women continue to make up only half of the workforce in the highest-level jobs; managers, professional; technicians, and related support occupations. 
Workplace challenges for women in leadership and management also include poor representation at the top levels in nearly every industry segment (Gipson, Pfaff, Mendelsohn, Catenacci, & Burke, 2017). In addition, there are inequalities between women and men in the workplace. For instance, women workers do not have equal access to training and development opportunities. In many organisations, women’s career advancement is hampered by a glass ceiling as a result if various cultural attitudes about work and gender roles. Women face significant challenges in the workplace, especially in leadership and management roles. Women are frequently given seemingly feminine tasks like creating coffee or tea or showing advancement in a career, like informal meetings with no agenda. Although progress is being made to address some of these issues, women still feel isolated and undervalued---and it begins at the interview (Banerjee, et al., 2018). 

[bookmark: _Toc89593859]Socio-cultural challenges 
In light of (Hoyt & Murphy, 2016) elucidation, Socio-cultural challenges are the most prevalent barriers to women’s leadership and management aspirations, effectiveness, and career development. John McCallum’s book ‘Management Challenges Faced by Women in Leadership and Management offers a wealth of relevant findings from interviews. In addition, cases from numerous companies who have successfully confronted their gender equalisation challenges are offered, and many suggestions for readers to become part of these success stories. In our modern workforce, women are expected to place a pivotal role as leaders and as managers (Attell, Brown, & Treiber, 2017). While this is great for female employees as they can take advantage of the many opportunities available, it brings many challenges. Not all men and women approach leadership and management roles in the same way. 
To address social, cultural, and other differences between sexes, organisations offer guidance on effectively managing different leaders and managers (Meister, Sinclair, & Jehn, 2017). They emphasise treating everyone with dignity and respect. Additionally, while some genuine differences exist between male and female approaches to leadership, the real challenge is often a combination of gender-biased assumptions about what constitutes leadership or how a manger should behave depending on a person’s sex (Sahoo & Lenka, 2016). Finally, a growing body of literature and research has looked at women’s increasing numbers in senior positions and the effects of this increasing diversity. While women remain a minority in leadership roles, they now outnumber men in middle management and account for an increasing of graduates from top business school. Yet, their advancement into senior management positions is far slower than for other MBA graduates of both genders (Rabenu, 2021).
Workplace Challenges Faced by Men in Management and Leadership According to (Chisholm-Burns, Spivey, Hagemann, & Josephson, 2017), men in management and leadership roles face unique challenges that are often overlooked or misinterpreted. From managing emotions wisely, to encouraging individual initiative, to creating an inclusive working environment. Men in addition to women face challenges in the workplace, although their issues are largely different. For example, women’s is often attacked through discrimination or lack of equality (Sahoo & Lenka, 2016). Men encounter other types of discrimination as well, not only from the opposite sex but also from other men. Address the challenges men face in the workplace and be part of the solution! The average male manager or leader is married with children, and such factors such as caring for elderly parents, paying alimony, spousal support and child support often draw him away from work (Rhode, 2017). This can be partially mitigated by designing policies that supplement his income. For example, the law allows the deduction of qualifying childcare expenses which can help lower his tax bill. In addition, a family leave policy provides assistance to employees that require help with elderly parents or other family members. Men working in management jobs face challenges different from women in management. While the difficulties for both genders are rooted in gender stereotypes, men are disproportionately affected by these discrepancies. Workplace challenges men face include issues of power, respect, job security, opportunity for promotion and dealing with day-to-day changes in the workspace. Understanding these challenges will help men work through them to become successful managers or leaders (Glass & Cook, 2016).






[bookmark: _Toc89593860]Office Bullies
(Banerjee, et al., 2018) presented that workplace bullies can make life miserable for everyone. Still, men in management and leadership positions may suffer the most because of the double standard. Office bullies are the worst. They destroy people’s self-esteem and leave scars that last a lifetime. This can be anybody from a senior manager to a junior member of staff. The damage is often not just physical but psychological, as bullies often manage to find a way to turn colleagues against their victims. Admittedly, this behaviour is deeply entrenched in those who feel insecure or threatened by those around them. Still, it can have devastating psychological effects even on those who belong to the chosen few in social hierarchy. These people’s behaviour only gets worse as they move up the ladder where they have more power. While workplace bullying is a problem for men and women, men in management and leadership positions often face particular challenges (Sahoo & Lenka, 2016). Leaders of both genders can be targets; however, men may face different issues and exhibit different types of behaviour and learn to develop greater skills and become better leaders. However, men sometimes who experience bullying can feel helpless and demoralised, even questioning their competence as workers and colleagues (Cruickshank, Pedersen, Cooley, & Hill, 2018). 

[bookmark: _Toc89593861]Disagreeable co-workers
(Rhode, 2017) presented that disagreeable co-workers assume that their office rivalries are all in good fun. They enjoy taking part in office politics and would never intentionally offend an associate. These co-workers can be around bright and confident individuals and will not hesitate to tear them in front of the team to make themselves look superior. Co-workers often disagree with how you do things, especially if you are good at what you do. Disagreeable co-workers can put up roadblocks in your career because they interfere with the respect and recognition that is so important for success. As supervisors, male leaders must be aware of the challenges they face because most supervisors are female. The statistics have been well noted, but professionals should consider the unique problems men face as managers. Stereotypically speaking, many people would assume that being a man his co-workers do not like means he has to be an outcast or dislikeable, but that is not always the case (Smith, Vodanovich, & Koppes, 2021). Disagreeable co-workers can create fresh problems that steal time and energy away from important tasks. Adam’s co-worker was nearly impossible to work with, always looking for ways to undermine his authority. It happened over something very simple, an outstanding note. Adam was on the phone with the supplier coordinating delivery on some new product samples when he was interrupted by his boss (Reddy, Adhikari, & Chitranshi, 2017). 





[bookmark: _Toc89593862]Economics Challenges
According to (Glass & Cook, 2016), the biggest challenges facing men in management are this country’s economic challenges. Men are concerned about rising unemployment that impacts their families. Economic instability can put families in a precarious position. If one family member is laid off, the other spouse may be forced to leave the workforce. The result is that one family may now be living off two salaries instead of three, which could mean reduced spending and lower savings. This impact on the family often challenges family relationships. Recent economic challenges in the workplace have added to an ongoing perception that the odds are stacked against men in management and leadership positions. 
Many also feel that companies value younger women in management and leadership positions over men (Smith, Vodanovich, & Koppes, 2021). All business leaders face economic challenges, but men in management and leadership face challenges in their gender. Many of these challenges revolve around gender-bias. Women often make fewer men dominate the C-suite; men are preferred for leadership roles. In addition, a stereotypical view of successful leaders may contribute to bias against male managers and leaders in a workplace. Men may be no more eager than ever to seek the role of manager or leader, but they face specific challenges in doing so. Today’s economy is characterised by high unemployment rates and the greater willingness of people to move between jobs without intention of settling into a long-term position. This makes more difficult for to establish themselves as team leaders (Cruickshank, Pedersen, Cooley, & Hill, 2018). 

[bookmark: _Toc89593863]Integration of Optimistic Psychology into Diverse Employment Segments to Decrease Gender-Related Complications in a Workplace
According to (Rabenu, 2021), workplace gender-related complications can directly affect employee morale, productivity, and overall corporate success. Some of the most recent statistics across the nation indicate that women are faced with many workplace gender-related complications that can lead to negative consequences on some employment segments. However, with the integration of optimistic psychology into various employment sectors employers can decrease these complications and positively affect women employee morale and overall productivity. Employees of a company value the trust placed in them by the organisation (Froman, 2010). As a result of this trust, employees develop camaraderie with co-workers and become more motivated to perform their duties. Gender plays a significant role in workplace dynamics and is often explored through various academic studies. However, gender-related complications can negatively impact employee motivation, thereby adversely affecting the overall work environment of the organisation. To provide valuable insights into how Optimistic Psychology can be integrated into diverse employment segments to reduce gender-related complications in a workplace (Reddy, Adhikari, & Chitranshi, 2017). According to (Meister, Sinclair, & Jehn, 2017), gender-related complications are found in diverse employment segments of any organisation. Stress management of both male and female staff, applying optimistic psychology in a workplace assumption, and using self-activities can eventually decrease gender-related complications in a workplace. These three principles are the main focus of the paper. Overall, this research emphasises that organisations should focus on gender-related problems with long-lasting effects greater than short ones instead of focusing on contributing factors to solve them after they already happened (Froman, 2010). Gender-related complications commonly occur in a corporate or business setting. Data from a study conducted by Kukkyungah from Dankook University from 1999 to 2003 revealed that more women tend to file a complaint of sexual harassment than men. Furthermore, the more education a woman has, the more likely she will become a victim of sexual harassment. To this extent, if employers do not consider gender differences in their workplaces, they can be unable to make decisions that improve these complications appropriately (Rhode, 2017). 
(Cruickshank, Pedersen, Cooley, & Hill, 2018) presented that Optimism is a positive outlook. Optimistic people tend to view life positively. Optimistic people expect good things to happen to them and take the initiative to make things happen for themselves. The authors propose that incorporating optimistic psychology techniques into workplaces will significantly affect the following objectives: improving recruitment/retention feasibility, greater insight into gendered issues, reduce conflict, increased job satisfaction, increased productivity, and reduced turnover intentions (Vaughan , et al., 2014). Gender discrimination is unequal treatment of individuals based on gender in the workplace. Although women continue to experience discrimination in several forms, it has become apparent that with the help of research methods and strategies, many gender-related complications could potentially be decreased in the workplace. Researchers propose that alternative strategies to overcome these complications are necessary for women to succeed in work and personal lives (Banerjee, et al., 2018). 
(Reddy, Adhikari, & Chitranshi, 2017) claim that diverse Employment Segments are one of our core strategic business segments. Diverse employment segments consist of Action Sports, Action Sports Licensing and Action Sports Retail. Action Sports is a vertically integrated, fast-growing action sports company that specialises in action sports lifestyle brands and manufacturing, distribution, and marketing of branded consumer products (Vaughan , et al., 2014). In addition, action sports licensing manages one of the industry’s most recognised live action sports trademarks, Action Sports World Tour (ASWT), a global touring lifestyle cultural brand featuring the world’s top action sports athletes and their music through tour productions and consumer product licensing. Diverse employment opportunities exist in both large and small companies. However, the largest employment segment of our respondents is the industry sector, with federal government employing 14 percent of respondents, local government 13 percent, other non-profits 2 percent, and others 5 percent (Sharma, 2016).





 
[bookmark: _Toc89593864]Summary
Dealing with Gender-Related Difficulties in a Workplace. Having read and understood the above, you can progress to dealing with gender-related difficulties in the workplace. And one of the main things for this study is to consider how gender relates to individual, group and organisational behaviours; and what constitutes acceptable behaviour for the male and female members of your team. Gender differences present a range of challenges to the contemporary organisation and affect performances and productivity. Gender issues in the workplace can manifest themselves in many different ways. Gender-related issues have been well researched, and feminist theorists have been working to raise awareness about their gender issues. In the workplace, gender-related problems stand out in a woman’s career progress, wages, position in the organisational hierarchy. Research shows that men surprise women by being less likely to support women’s advancement than women would expect. 






















[bookmark: _Toc89593865]Chapter 3 Methodology

[bookmark: _Toc89593866]3.0 Overview of Research Design
Research methodology is the detailed measures or methods used to clarify, select, develop, and examine the evidence about issues of both genders in the organisations and the negligence of women in the organisations. Research methodology permits the researcher to critically appraise a research’s overall rationality and consistency (Willmott, 2020). In comparison, (Asadullina, Korovkina, Sadretdinova, Badretdinovich, & Hajrullina, 2020) also stated that in research methodology, the investigators perform their work of relating, evaluating, and envisaging the research phenomenon, which also provides an accurate research plan. In this context, this chapter aims to document and justify the research approach, research philosophy, research method, data collection method, and data analysis. Furthermore, the chapter also documents the ethical considerations/ethical issues experienced by the researcher during the data collection. Lastly, the chapter also discussed the limitations of the present research. The researcher used the relevant research methods and methodologies to gather validated, authenticated, and appropriate data to find out the reasons for the negligence of women for management and leadership roles in the organisations. 
Research Philosophy Research Approach Research Method 
Data Collection Method Data Analysis Ethical Considerations/Ethical Issues 
 

[bookmark: _Toc89593867]3.1 Research Philosophy
The philosophy of the research study assigns the nature, underpinning and expansion of evidence. Furthermore, the appropriate research philosophy permits the researcher to document and answer the designated aims and objectives of the study (Bauer, 2017). From three different types of research philosophies, the present research has utilised the pragmatic research approach for findings the appropriate reasons for overlooking women in leadership and management in the organisations. The rationale for selecting this research approach was appropriate for the mixed research method, i.e., both qualitative and quantitative. Moreover, pragmatism research philosophy also provides the theoretical groundwork for the research study for elaborating the problems the women in the organisations face due to their negligence. Furthermore, the pragmatism research philosophy is a problem-oriented viewpoint that applicably answers the exploration queries of mixed methods, i.e., to explore the issues experienced by both genders and specifically women in the organisations and incorporate positive psychology for dealing with the issues (Cazeaux, 2017). 




[bookmark: _Toc89593868]3.2 Research Approach
Research approaches are strategies and measures for examining that extend the phases from inclusive expectations to comprehensive information gathering, exploration, and explanation. The research approach permits the researcher and the research study to inspect the examination’s nature and difficulties (Azungah, 2018). From the two types of research approaches, i.e., deductive, and inductive, the present research employed the deductive research approach. The rationale for selecting this research approach is that the deductive approach supports the researcher in examining the relationships between variables and the concepts and generalizing the research findings. Furthermore, the present research is based on analysing and evaluating the data on the existing theory, i.e., reasons for the negligence of women leadership in organisations, challenges faced by both genders, specifically women in the organisations, and the utilisation of positive psychology in tackling the issues. For these reasons, the deductive approach was suitable and relevant (Woiceshyn & Daellenbach, 2018). On the other hand, the rationale for not selecting the inductive approach was that, as per the research of (Walter & Ophir, 2019), the inductive approach supports the researcher to generate the findings from the collected data set to build a theory. It does not prevent the researcher from using the existing theories for the formulation of research questions. Hence, the present research is not based on the generation of theory and will explore the questions mentioned above through examining the relations among different variables for which the inductive approach was not suitable. 

[bookmark: _Toc89593869]3.3 Research Method
The conduction of the research and its interpretation are completely based in the appropriate research methods. If the researcher does not use the accurate research method, the interpretation of the results and the conclusions will also be inappropriate (Rodriguez & Smith, 2018). Hence, for the present research, the researcher had employed mixed research methods, i.e., quantitative, and qualitative research methods. The rationale for selecting the qualitative method was that qualitative research methods support the researcher in considering, collecting, and inspecting data in detail about personal human experiences. Moreover, it purposes to assemble the pertinent data employing first-hand experiences of the investigation members and investigator (Queiros, Faria, & Almeida, 2017).  In this context, the present research utilising the qualitative approach supported the researcher to gather the personal experiences of both genders in the organisations about their issues and specific women regarding their negligence in the organisations. Moreover, as per (Rutberg & Bouikidis, 2018) research, the quantitative research method supported the researcher in producing aims and applied data that can be auxiliary understood through statistical examination. In this context, the qualitative approach supported the researcher in gaining the personal experiences of both genders in the organisations and interpreting through statistical analysis techniques, i.e., through graphs and charts. 
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The data collection method is one of the most important methods. The data interpretation depends on the data collection method, which, if chosen inappropriately, will result in inaccurate conclusions and results (Hanssan, 2019). Hence, for the present research, the researcher employed both primary and secondary methods for collecting the data from both genders, i.e., men and women of the organisations regarding their issues, negligence for the management and leadership. The rationale for selecting the primary data collection method was that it supports the researcher in gathering first-hand data directly from the research participants due to which minimizes the chances of errors. Moreover, the primary data collection method results in authenticated, validated, and appropriate data (Islam & Islam, 2020). 
Further, the rationale for selecting the secondary data collection method was that it gathers information from peer-reviewed articles, journals, and books, giving insight into previous opinions regarding gender discrimination in the workplace (Johnston, 2017). Hence, regarding the present research, the research instruments were the interviews (qualitative) and the questionnaires (quantitative) from the research participants, i.e., UK based organisations’ businesses. Moreover, for the secondary research, per-reviewed articles and journals were employed to support the arguments from the research participants. 
Sample Size
Qualitative Data
The data was collected through interviews from business individuals in UK-based organisations with adequate experience in gender discrimination issues. Furthermore, the sample size for the qualitative data was 4 participants. 
[bookmark: _Toc89593871]Quantitative Data 
The quantitative data was collected from questionnaires, which the 30 respondents filled. Hence, for the quantitative data, the women and men from diversified UK organisations were selected to acquire the required information from both facets. 
[bookmark: _Toc89593872]Sampling Technique
For the present research, a purposive sampling technique was used for recruiting the research participants. The rational for selecting this sampling technique was that, as per (Campbell, et al., 2020), this technique supported the researcher to gather numerous pieces of evidence about gender discrimination issues in the organisations. Moreover, this sampling technique also supported the researcher in saving time and money for the recruitment of the research participants. 



[bookmark: _Toc89593873]Data Analysis
After the collection, data analysis is one of the most significant stages of the research to accurately interpret the collected data through the appropriate analysis techniques (Munch, 2017). Hence, for the present study, the data collected from the research participants through questionnaires was analysed statistically through Microsoft Excel (MS Excel) graphs. However, the qualitative data collected through the interviews from the research participants were analysed through thematic analysis. The rationale for selecting this data analysis technique was that is supported the researcher to expand the huge data by sorting them into broad themes based on the designated objectives. Moreover, is also supported the researcher in analysing both genders’ personal experiences in detail (Terry, Hayfield, CLarke, & Bruan , 2017). 
[bookmark: _Toc89593874]Ethical Considerations/Issues
The researcher must follow ethical considerations as it supports preventing ethical issues during the collection of the data and conduction of the whole research (Clark-Kazak, 2017). Hence, for the present research, the researcher followed the ethical principles of the research in a way that informed consent was taken from the research participants. Before the conduction of the research, the researcher took the approval of the university’s ethical committee. Moreover, the researcher assured the participants of maintaining their confidentiality and privacy through NMC (2015) confidentiality code. Moreover, the researcher followed the ethical principle of beneficence by showing respect and kindness towards them. The research also followed the ethics in not employing biasness factor for recruiting the research participants. Further, the researcher also followed the ethical principle of non-maleficence by not harming the research participants intentionally or unintentionally. Moreover, the collected data was stored in both hard copy form (cabinets) and soft copy forms (encrypted computer drives). 













Questionnaire
The proportion of the organisation’s workforce averaged from fifty questionnaires is composed sixty-seven percent male and thirty-three percent female. As an average across the sampled subjects, the male is the dominant gender within most organisations.
On average, when asked about harassment, overlooked, or neglected thirty-three responded to no, and seventeen responded yes. Seventeen out of fifty is still quite high for any gender in the workforce to be harassed, overlooked, or neglected by their peers. 
When asked what concerns they face because of gender, the most answers were lower chances of promotion with twenty-eight out of fifty. Thirteen were concerned of gender discrimination, and only eight concerned with low salary. 
It seems most people like to deal with any issues they have within the workforce with a positive attitude, while twenty would rather show their issues through anger. 
Most organisations have employee equivalent policy to ensure the equivalence of both genders and non-discrimination, that being twenty-eight. 
When asked about signatory of the women empowerment policies only seven out of the fifty questionnaires said yes. This is low, and obviously organisations need to review polices going forward. There has been a huge cultural shift within some areas of work towards UK women’s equal economic participation (n.d.). 
When asked if women can be strong leaders majority agreed that women are or can be strong leaders within an organisation. 
It is disheartening to hear women are stereotyped at workplace when neglected for leadership and management, seventy out of fifty think women are not as strong as men when it comes to leadership or management. Eleven think that women are better at raising children, nine people thought that women are better at household as compared to working in an organisation, whereas one thought women are supposed to earn money less than men. Then twenty-nine thought all of the above. 
When asked about how can gender discrimination be reduced in an organisation, twenty-nine thought policies would be better and six thought positive psychology. Whereas twenty thought it would be good to have both policies within the workplace. 
Asked if positive psychology could have an optimistic impact on dealing with gender discrimination/inequality issues, the response was split fifty/fifty. 








Many organisations are still behind when it comes to gender equality, the reasons behind this are unknown. Maybe it could be that the bigger organisations see females as a risk due to pregnancy, menstrual problems, family commitments, childcare and many other factors that might come into play.  Surely, in today’s society and with how the world is moving forward at a fast paste, the organisations should be working harder to keep up with the way the world is evolving! Gender inequality should now be a thing of the past. 
It seems that we still have a long way to go with eliminating the gender gaps and the issues that arise within the organisations. Although there are many policies in place in organisations, maybe there should be more training for both genders in the workplace to help eliminate any discriminations against gender inequality. With the survey, even with organisations that have policies in place, are still clearly failing to manage gender discriminations within the workplace. 
In the Harvard Business Review (HBR) the entry level of the workforce is approximately fifty-fifty, but as you move up the levels in the workforce the numbers decline, and females are not represented. The data reveals the drop-off of women is primarily driven by gender disparities (Chilazi, Bohnet, & Hauser, 2021).
The UK government have set out a road map for visions to enable everyone to be able to contribute to the economy with a rewarding career without discrimination. They also state that a person’s gender should not define, or limit the choices they can make when choosing to study, work or pursue the career ambitions they choose (Mordaunt, 2019), 
“Reducing gender gaps in labour market participation, Science, Technology, Engineering and Maths (STEM) qualifications and wages, could increase the size of the UK economy by around 2% or £55 billion by 20302” (Mordaunt, 2019).
“Despite doing better in education; women are over three times more likely to work part time; are less likely to progress in work; generally, work in lower paying industries and occupations; and have lower pensions wealth” (Mordaunt, 2019). 
Many studies have shown that girls often outperform boys in education but unfortunately do not seem to fare well within the corporate world. “ On average, girls outperform boys within education, but fare worse in the labour market” (Mordaunt, 2019). 
Studies have also shown that women who are pregnant or already mothers have experienced harassment, negative comments related to pregnancy or flexible working hours. This also is the case for women who are going through menopause, but as it stands, there is not enough evidence back this up with regards to women going through the menopause. 
The government are working on key issues to help tackle the gender issues and attitudes towards gender issues, they are looking to provide improved and more informed advice and support in schools, this will include challenging gender stereotype, this will help them make the most out of their skills and talents in the future. 
On working through their key issues, the government are looking to get a better gender balance across the higher and lower pay industries and occupations. 
Due to childcare, women take more time out of work than their male peers. One of the key issues the government are looking at how both parents can make informed choices of a work, family life balance. They are wanting businesses to investigate becoming more flexible when it comes to the work-life balance when it comes to employees having children or needing to look after elderly parents. 
During the COVID-19 pandemic, women were at the forefront of the fight against the virus, this is because around 70% of all health and care workers globally are women. The widespread closure of schools and day care centres put extra pressure on females that worked in all types of business sectors. This has also led to what is known as a she-cession which has been brought on by the COVID-19 pandemic. 
“On average, women spent 7.7 more hours a week than men on unpaid childcare last year, forcing some women to quit their jobs altogether”. (Nagaraj, 2021). 
“Women were more likely than men to lose their jobs in 17 of the 24 rich countries where unemployment rose last year, according to the latest annual PricewaterhouseCoopers (PwC) Women in Work Index”. (Nagaraj, 2021).
The knock-on effect of the women losing or giving up their job’s due child-care issues during the pandemic has led to more firms relacing the female employees with their male counterparts, this will possibly lead to companies less likely to employ women with fear of similar circumstances arising again in the future, leaving them short staffed at short notice. 
There are many issues that still need to be addressed that are gender related. Progress is slow across the globe but given time and resources things should improve within all sectors of employment. 
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