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Abstract:  

 Background: In the patriarchy society of Nepal, gender discrimination is ongoing for many decades, although, political 

abridge of Nepal has changed repeatedly. As a result, in regard to gender discrimination, the contemporary context is not 

much different as it used to be in past decades. Gender discrimination prevails in almost every sector of the country. With 

the pace of time and undue influence of modern culture, female steps out of home boundary to go for work in offices. But, 

still women empowerment is far-flung. In consideration to those preceding cultures, the banking sector has somewhat 

contrary in terms of employee participation in the organization. The banking sector, being the limelight of the Nepalese 

business sector, has been provided equal opportunities without considering gender. However, there has been no research 

to justify this fact except words of mouth. Hence, the researcher in this paper tries to test the fact that gender equality in 

banking sector practiced as addressed in talk of town, or there is some unrevealed picture behind the glorifying business 

world. Research in this research inspects major probable variables which are associated with gender discrimination at 

workplace. For testing the ground reality, the researcher has conducted a questionnaire survey method to collect primary 

data for revealing the findings.  

Objective: The main purpose of this research is to explore the gender discrimination and its impact on job satisfaction in 

the Nepalese banking sector.  

Methods: The researcher has collected data through the questionnaire method which is known as the best among the tools 

of data collection in quantitative research. Data collected from the questionnaire are more reliable and contain high value. 

Hence, the researcher has selected the same method for data collection. The researcher has analyzed the result after 

proper statistical interpretation to justify the facts which is the core of this study. 

Originality: This research is one of its kinds because there has been limited research related to gender discrimination and 

its impact on the Nepalese banking sector. Therefore, the research investigates unique subject matter and collect data 

through questionnaire. So, research is original and unique. 

Result: This research test the gender-related topic and present ground reality of the Nepalese banking sector. The 

researcher has shown the relationship of job satisfaction with employee engagement, training, reward and career 

development. This result also has reveals the fact about employee satisfaction in banking sector. It has also shown how 

gender difference plays a vital role in intact and unblemished banking sectors. This research has also revealed an apathetic 

mindset of employees working in the banking sector.   

Conclusion: Banking sectors are the backbone of Nepalese economy. Banking sector provide a flouring environment for 

career growth. It is one of the hot cake jobs in Nepal. With lots of women engaging in this sector, it has now been regarded 

as a key sector where women want to work on. Hefty volume of profit and sound growth opportunity are the reasons for 

attraction of youth in banking career. However, in reality job satisfaction related issues have been gruff somewhere around 

the corner in increasing turnover of banking sector.   

Implication: This research helps to peep through the window of Nepalese banking sector. This research also provides a 

path for new researcher to follow on. There is plenty of work in employee turnover aspect, but very few or limited research 

are related to the question regarding the gender discrimination approach. Hence, it also clarity that this is a sturdy sector 

of study still to carry on. This research peculiarly deals with banking sector but there are other various sectors where this 

topic has to be selected for study in this contemporary context. So, this research is an eye-opener to test reality of Nepalese 

commercial sector where gender discrimination still exists. 

 

Key Words: Gender Discrimination, Job Satisfaction, Banking Sector. 

 



INTERNATIONAL JOURNAL FOR INNOVATIVE RESEARCH IN MULTIDISCIPLINARY FIELD       ISSN:  2455-0620     Volume - 6, Issue - 8, Aug – 2020 

Monthly, Peer-Reviewed, Refereed, Indexed Journal with IC Value: 86.87                                                                             Impact Factor: 6.719 
Received Date: 28/07/2020                                                    Acceptance Date: 13/08/2020                                        Publication Date: 31/08/2020 

 

Available online on – WWW.IJIRMF.COM Page 36 

1. INTRODUCTION : 

 Bank is a financial intermediary accepting deposits and granting loans (Singh H. , 2020). It offers the widest 

menu of financial services to its customers (Singh, 2005). In the contemporary context, Nepalese banking industry has 

played a significant role in development of the economy. Banks of Nepal have adopted liberal policy and have 

established a strong foundation through quality services (Gautam, 2016). So, Nepalese banks have become eye candy 

in job hunting sector. Banking sector is the first priority to get job for almost all students of management stream. This 

has proved that banking sector has full opportunities to grab the best talented candidate to recruit from human resource 

market.  

 However, scenario changes in instant since so much eye-catchy job are unable to retain employee for prolonged 

period of time. As suggested by many researchers, it is revealed that almost outright numbers of employees are 

dissatisfied from banking service. So, it can clearly be stated that there are some neglected husky voices of employees 

which are been shadowed in the limelight of banking success stories. Thus, human resource department of banking 

sector has to address the employee dissatisfaction in time.  

 Banking job is mostly the career preference for female candidates. However, in this limelight, female 

counterpart in many aspects has found to be subordinates of male-counterpart rather than co-worker in banking sector. 

This can be a result of rigidly male-dominated society where the literacy rate of females is comparatively low. 

Consequently, another aspect can be stunted access to women participation in employment opportunity. In the banking 

sector, female candidates are attracted but bleak out somewhere while enriching in top level can also probably be due 

to gender discrimination. These results cannot be justified until specific evidence can be found so this research has tried 

to look at those aspects related to female hindrance in banking job although being the career of choice.  

 Banking sector is a diversified field and has metamorphosed into money-oriented sector but the hands behind 

those earning are rarely been notified. Hence, employee concern has to be addressed for achieving a milestone in days 

to come. For achieving these targets, gender discrimination has to be boycotted from the banking sector. This research 

thus explores factors related to gender discrimination and its impacts on job satisfaction in Nepalese banking sector.  

 

1.1. Statement of the Problem 

 In banking sector, to and fro movement of employees is the most common aspect. One of the main challenges 

in banking sector of Nepal is to enhance job satisfaction among employees in today’s competitive perspective. In the 

aspect of retaining potential employees for a longer tenure, human resource department is facing difficulties in the most 

banks of Nepal. This may happen due to several factors, but one of the prime factor as indicated by various researches 

is due to job dissatisfaction. In many researches related to employee turnover in banking sector, it is found that job 

dissatisfaction has become reason behind leaving the job rather than lower pay scale. Dissatisfied employees are not 

only likely to leave the job, but their productivity also may decline. Likewise, dissatisfied employees are less committed 

and more prone to search job opportunities outside resulting increased employee turnover. Hence, human resource 

department has to take care of employee needs and essence. Quitting job of potential employee always hurt banking 

management and has negative effect for a longer term.   

 In today’s cutting edge and tough competition, human resource department has to ascertain the needs and take 

initiatives to solve employee problems so that too and fro movement of employee can be cut down significantly. Many 

researchers have concluded that satisfied employees are more efficient, committed, and productive (Singh H. B., 2016). 

One factor which has glorified banking sector is the attraction of female applicants in this sector. However, categorically 

female enrollment is increasing every year in banking sector, still there is no female CEO in commercial banks till date. 

This shows that although gender equality and women empowerment in banking sector has become talk of town, but still 

patriarchy thought prevails in height in intellectual and corporate level. To clarify the fact, the researcher has provided 

a name-list of CEO of Commercial Banks in Nepal updated on June, 2020:  

 
Table 2: List of CEO of Commercial Bank in Nepal 

S.N Name of Commercial Banks C.E.O. of the Commercial Banks 

1. Nabil Bank Ltd. Mr. Anil Keshary Shah 

2. Global IME Bank Ltd. Mr. Parshuram Kunwar Chhetri 

3. Rastriya Banijya Bank Ltd. Mr. Kiran Kumar Shrestha 

4. Nepal Investment Bank Ltd. Mr. Jyoti Prakash Pandey 

5. NIC ASIA Bank Ltd. Mr. Roshan Kumar Neupane 

6. Everest Bank Ltd. Mr. Gajendra Kumar Negi 

7. Himalayan Bank Ltd. Mr. Ashoke SJB Rana 

8. Agriculture Development Bank Ltd. Mr. Anil Kumar Upadhyay 

9. Prime Commercial Bank Ltd. Mr. Sanjeev Manandhar (Acting CEO) 
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10. Nepal Bank Ltd. Mr. Krishna Bahadur Adhikari 

11. NMB Bank Ltd. Mr. Sunil KC 

12. Standard Chartered Bank Ltd. Mr. Anirvan Ghosh Dastidar 

13. Sanima Bank Ltd. Mr. Bhuvan Kumar Dahal 

14. Prabhu Bank Ltd. Mr. Ashok Sherchan 

15. Mega Bank Ltd. Mr. Anupama Khunjeli 

16. Nepal SBI Bank Ltd.  Mr. Anukool Bhatnagar 

17. Siddhartha Bank Ltd Mr. Shambhu Nath Gautam 

18. Machhapuchhre Bank Ltd. Mr. Suman Sharma 

19. NCC Bank Ltd. Mr. Ramesh Raj Aryal 

20. Citizen International Bank Ltd. Mr. Ganesh Raj Pokharel 

21. Laxmi Bank Ltd. Mr. Ajaya Bikram Shah 

22. Kumari Bank Ltd. Mr. Surendra Bhandari 

23. Nepal Bangladesh Bank Ltd. Mr. Gyanendra Prasad Dhungana, 

24. Sunrise Bank Ltd. Mr. Janak Sharma Poudyal 

25. Century Bank Ltd. Mr. Tulasi Ram Gautam 

26. Bank of Kathmandu Ltd. Mr. Shovan Dev Pant 

27. Civil Bank Ltd. Mr. Govinda Gurung 

          Source: https://ictframe.com/ceo-of-commercial-banks-in-nepal/ 

 

 The engagement of female employees in the role of assistant and management trainee seems to be satisfactory 

in banking sector but at topmost level there is hardly any presence of female. This can be due to numerous reasons so 

the researcher has focused his time and effort to identify whether there is gender discrimination especially in higher 

posts in banking sector. This research has also focused on the impact of gender factor in banking career growth. Beside 

that this research has focused on job satisfaction aspect with several associate variables. This research has tried to address 

different dimensions of banking sector. Hence, this research has tried to addresses the neoteric scenario of human 

resource aspect in Nepalese banking industry. Additionally, this research presents the clear picture about gender 

discrimination in banking sector of present day and elaborates the factors behind the job dissatisfaction.   

 

1.2. OBJECTIVE OF THE STUDY 

The objectives of the study on the topic "Gender Discrimination and its Impact on Job Satisfaction in 

Commercial Banks: Nepalese Context" are listed below: 

 To analyze the job satisfaction level of employees in Nepalese commercial bank. 

 To identify the gender discrimination in career development, reward system, employee appointment, training, 

and development activities in Nepalese commercial bank. 

 

1.3. RESEARCH HYPOTHESIS 

 

The hypothesis on the topic "Gender Discrimination and its Impact on Job Satisfaction in commercial Banks: 

Nepalese Context" are listed below: 

 

H1: There is significant relationship between gender discrimination in career development and job satisfaction. 

H2: There is significant relationship between gender discrimination in reward system and job satisfaction. 

H3: There is significant relationship between gender discrimination in employee appointment and job satisfaction. 

H4: There is significant relationship between gender discrimination in training and development and job satisfaction.  

 

1.4.  SCOPE OF THE STUDY 

 Banks are facing a lot of challenges to hold on employees for longer tenure. The prime reason for higher 

employee turnover is job dissatisfaction in the banking sector. Main hindrance for employee satisfaction is extreme job 

pressure and lack of motivational activities (Singh H. B., 2000). Job satisfaction is the main factor for reflecting the 

positive work environment in banking sector. Hence, job satisfaction plays a vital role in the efficiency and productivity 

of employees. Since, banking sector is service industry where human capital is paramount. Sublime enrichment of 

human resources enhances bank’s performance. Banking sector has to priorities the goal-based human resource policy 

which includes equality among employee and helps in the career development of employees.  

 Banking sector, being the service-oriented sector, has to endorse human assets development program in a timely 

basis which can develop banking personnel. Another important sector covered by this research is gender discrimination, 

https://ictframe.com/ceo-of-commercial-banks-in-nepal/


INTERNATIONAL JOURNAL FOR INNOVATIVE RESEARCH IN MULTIDISCIPLINARY FIELD       ISSN:  2455-0620     Volume - 6, Issue - 8, Aug – 2020 

Monthly, Peer-Reviewed, Refereed, Indexed Journal with IC Value: 86.87                                                                             Impact Factor: 6.719 
Received Date: 28/07/2020                                                    Acceptance Date: 13/08/2020                                        Publication Date: 31/08/2020 

 

Available online on – WWW.IJIRMF.COM Page 38 

which are rarely addressed in research related to banking. So, this research has tried to embark in a new arena of research 

where dim focus has been provided in gender discrimination. This topic covers research in the field of new dimension 

which include societal approach and work sector in common platform. Research also focuses on the need of today’s 

globalized world and deal with distinct area of gender equality in work place. Therefore, this research has multivariate 

aspect such as gender discrimination and job satisfaction prevailing in banking industry.  

This research also dealt with social aspect of the society and is correlated with the complexity of Nepalese society (Singh 

& Khadka, 2018). Although, the aim of research is to highlight the facts of banking industry this research has raised the 

issue where discussion and summarization are essential for development of banking industry of a country. Hence, 

research state the core aspect of banking industry but leave ground to conduct similar research in other sectors so that 

gender discrimination at workplace can be revealed.  

 Banking sector, being the limelight of economy and career choice of many female candidates, can highlight 

various dimensions practiced in human resource management. So, this research can be the eye opener for bankers. 

Likewise, it deals with complex problem of gender discrimination at workplace, which can provide guidelines to policy-

maker to make effective policy in related sectors. Additionally, it adds value on the sector of women empowerment 

providing concrete ground to work on. In this way, this research has touched many areas where research can be carried 

on in days to come. Hence, this research is the essence of neoteric Nepal and has multi-pronged scope.  

 

2. LITERATURE REVIEW: 

 Literature review is an analysis of prior research work. Prior and past research studies provide concrete and 

depth knowledge in the subject matter. Literature review helps research to find the gaps in current research work and 

also provide motivation to work on new area to fill the existing gaps through academic proficiency. Literature review 

is both learning and analyzing arena for researcher which provides wider knowledge of technical know-how. It also 

provides deepen understanding of subject matter before elucidating on any tactile conclusion. It provides knowledge 

regarding prior drawn results in related subject areas. It also provides ground for better understanding and analyzing 

plot of research before carrying any future work on related fields. Literature review helps to conduct the data survey in 

efficient manner and make ease on summarizing findings in the best possible way. It is seen in various researches that 

employees are not satisfied with their job in banking sector due to result of several factors (Chauhan, 2019). Hence, 

literature review for this study provides a clear picture behind the veil of sparking banking industry in Nepal. The 

literature review in this research is addressed on various subheadings as follows:  

 

2.1. Conceptual Framework of the Study 

 Conceptual framework is the design drawn by the researcher before carrying research work. It is also known as 

blueprint of research work. It is the foundation for any research activities which has to carry out before drawing any 

concrete result. It can, therefore, be regarded as the path where researcher walk on while conducting research. 

Conceptual framework is the structural map which helps the researcher in process of conducting research. It is also 

known as outline which provides right directions for researcher (Adom, Hussein, & Agyem, 2018). Hence, it is the 

frame for understanding any research ideas beforehand for clear view on topic of study (Mensah, Frimpong, Acquah, 

Babah, & Dontoh, 2020). The researcher in this research has framed the research through prior studies analysis and has 

designed conceptual framework to ease the research work. In this research, variables are segregated into two parts such 

as dependent and independent variables. The independent variables have the direct impact on the dependent variables 

and helps in explaining causal relationship between each variable (Flannelly, Flannelly, & Jankowski, 2014). With the 

help of variables used in the conceptual framework, the researcher has tried to draw conclusion more precisely. In this 

research, job satisfaction is considered as dependent variable. Likewise, gender discrimination in career development, 

gender discrimination in reward system, gender discrimination in appointment and gender discrimination in training and 

development is selected as independent variables for the research. Researcher has plotted this variable in structural 

framework as enlisted below:  
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Figure 2.1: Conceptual framework of the Study 

 

2.1.1. Job Satisfaction 

 Job satisfaction is aspect related to positive feelings or attitudes that employees have for their work (Neupane, 

2019). Job satisfaction also acts as a positive vibe for enhancing employee performance. Job satisfaction is the positive 

tendency of employees regarding the job and organization. It compiles various human attributes such as emotion, belief, 

sentiments, values, and feelings. In banking sector, job satisfaction is related specifically to the work environment, fair 

pay scale, coordination, and cooperation among colleagues, transparent reward system, and timely promotion. Besides 

these elements, this research reveals the untold aspect of gender discrimination in workplace, which can also be the 

prime factor behind employee job dissatisfaction.  

 In banking sector, employee basically seeks work-life balance, incentives, effective reward policy, banking 

culture, work environment, and career growth (Thapa, Phuyal, & Regmi, 2017). These can be the factors of job 

satisfaction or dissatisfaction in commercial bank. In present context, banking sector has become the favorite to all 

especially to women for employment. As banking sector is profitable sector in Nepal, most banks are providing attractive 

facilities, work security, and training opportunity to employees. Due to which, women are more attracted in this sector. 

But with lapse of time, career growth of women in banking sector is seen to be bleak. In this situation, female employees 

are not satisfied with their job after certain duration of time in banking sector. So banking sector thus has to range degree 

of dissatisfaction and has to try to resolve the issue through proper treatment, fair promotion policy, training and 

appraisal system (Pantha, 2020). In many researches, it is found that gender inequality has inflicted women employee 

job satisfaction (Memon & Jena, 2017).  

 

2.1.2. Gender Discrimination in Career Development 

 In Nepalese banking sector, there is stochasticity regarding career development. It has been seen in various 

sector that women face discriminatory conducts as compare to their male counterparts or colleagues (Adel & Alqatan, 

2019). Banking sector of Nepal is career choice for many young women. They are equally smart and qualified as their 

male colleagues in banking career. But, in reality, women officers are surprising low in number in higher posts. Hardly 

few women executives are found presence in higher authority level or topmost positions. This reality provides enough 

space to indicate gender patriarchy in banking sector. This indicates a clear picture of gender segregation in career 
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growth at Nepalese banking industry. However, the long working hour culture, unbalance load of work and household 

work and conventional thought of society has also played the roles for such scenario. Yet, researches on similar field 

have revealed that gender discrimination prevails in workplace at banking sector. It is stated in the constitution of Nepal 

that all sector has to practice gender equality policies in workplace but ground reality highlight different plots.  

 Banking industry still has discretionary managerial practices in the selection of top-level officers and considers 

female candidates as second choice for higher position. Although, there is higher involvement of female in assistant 

level posts and training programs which is the entry point in banking profession in Nepal. This research has hence tried 

to find the rhetoric practices of women empowerment with the actual practices found in Nepalese banking sector. Bank 

has to encourage female employee career progression to ensure gender equality (Sultana, 2019). Bank management need 

to understand gender inequality is not the only hindrance for banking sector but is huddle for sustainable development 

(Akinyi, 2014).  

2.1.3. Gender Discrimination in Reward System 

 Gender discrimination is a global phenomenon observed throughout the world. Although, western countries are 

already practicing the genderless societal development, eastern countries are far behind the development of this 

perception. In workplace of developing countries, female employees are still under privilege while providing reward. 

As a developing country, Nepal do not have much difference from other less developed eastern countries in aspect of 

reward system. As compare to male employees, female employees are less valued although their performance is equal 

to male counterpart in every sphere of organizational reward system. Enhancement in literacy in Nepal has somehow 

created opportunities for women in many sectors but still, their equality in workplace is subject of query. Traditional 

norms of feminists emphasize need of family first and job second, which is still considered as the factor that caused 

gender discrimination in the workplace (Bezbaruah, 2016).  

 In banking sector, female enrollment is seen adequate number but they are fallen far behind regarding achieving 

performance reward. The actual data reveals such terrible truth. In numerous occasion, unsymmetrical and unfairly 

treatment of female employee has been heard but regarding banking sector these sort of news are not listen which is 

good aspect of Nepalese banking sector (Khalid & Aroosh, 2014). However, poor representation of female in top level 

is definitely hurting to most. Thus, this research reveals the secrecy of gender discrimination in rewarding practices in 

Nepalese banking sector. Banking sector can bring positive change in society through women empowerment so gender 

discrimination has to be boycotted from this reputed sector (Ramya & Raghurama, 2016).  

2.1.4. Gender Discrimination in Appointment 

 Equality of opportunity in banking sector at the initial phase of appointment is the driving factor behind 

women’s engagement in Nepal. Aided and abetted by the enrichment of work security add further enrollment of women 

in banking sector (Doyle, 2015). At the initial phase of employee appointment, banking sector has highly valued gender 

equality. Banking sector of Nepal has more diverse workforce which enable the virtuous cycle of employee participation. 

With decade long experiences, Nepalese banking sector has outlook on enlisting employee on basis of talent rather than 

on gender. This has provided positive vibe of treating women without discrimination. However, this scenario changes 

adversely in regard of employee engagement. Although, female employee are more likely to remain in job as compare 

to male counterparts but in banking sector context condition vary (Sharma & Sharma, 2015). There can be multiple 

reasons behind lower female engagement in banking job. Among many aspect, gender discrimination on career growth 

and promotion can be few aspect (Tsushima, Kaur, Menon-Sen, & Kundu, 2015). Banking sector adopt liberal policy 

in employee selection and completely steer clear of gender factor. Later adopt same practices of conservative thoughts 

in employee engagement approach. Hence, gender discrimination cannot be completely avoided in employee 

engagement and appointment in banking sector. This can only provide ostensible practice of gender equality in Nepalese 

banking sector.  

2.1.5. Gender Discrimination in Training and Development 

 Training and development are the major factors for uplifting employee performance. These factors keep on 

motivating employee and helps in employee engagement for longer time (Avina, 2016). Training is the prime concern 

of enriching employee potential. In banking sector, training helps employee to be more focused and engaged in their 

work. As a result, employee becomes more friendly and updated with new environment. Training also adds value for 

career growth. It is the path which provides way for securing higher authority in days to come. In case of training and 

development in banking sector, female participant seems to be less interested in many occasions although banking sector 

has adopted gender friendly environment. The reason behind low female participants can have various aspects but one 

of the major reasons for such condition is gender discrimination (Al-Jedaiah, 2020). Since, female employees are 

considered as second choice for promotion in banking sector, female employees are less interested in training programs. 

In lack of development opportunity, specifically female employees assumed training as burden rather than necessity. 

Gender discrimination has been observed as common factor when succession planning for strategy formulation is done 

for management position in banking sector (Emmanuel, 2018). To resolve these conditions, bank has to adopt gender-

friendly environment in promotion so that real talent can be promoted.  
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3. RESEARCH METHODOLOGY: 

 Research methodology is simply the investigation which helps in finding the solution to the research problems 

in the study. The researcher uses the descriptive method for the study which includes a collection of data, observation 

of the data, analysis of the data and comparisons of the data. The researcher uses the primary method to find the solution 

with the existing knowledge.  

3.1. Research Design 

 Present research work is prepared following the proper research methodology. It includes non-probability 

sampling method for data collection. Quantitative methods are used for data interpretation. The dependent variable and 

the independent variables are analyzed and interpreted in the best way to provide conclusive research. 

3.2. Methods of Data Collection 

 Data collection is the instruments for collecting the data for the research work. The data's are gathered on the 

basis of the objective of the research. The methods of data collection are divided into two sources i.e. primary and 

secondary sources.  

3.2.1. Primary Data Collection 

 Primary source of data collection is regarded as the original sources of data collection. The researcher collects 

the data by visiting commercial banks in Kathmandu, Nepal. Limited a numbers of employees are chosen from 

commercial banks for the research work. A total of 115 respondents are selected as random sampling. The researcher 

collects the data through questionnaire method.  

3.2.2. Secondary Data Collection 

 The secondary sources of data collection are gathered through different articles, published dissertation, websites, 

and related research surveys. The related researches are studied to review the existing knowledge.  

3.3.  Cronbach's Alpha 

 The quality of the research work is obtained through the Cronbach's Alpha. Likert scale questionnaire is used 

to discover the test. The value determined by Cronbach's alpha which is > .09 indicated highly reliable. The value which 

is in between .07 to .09 is reliable, .06 is acceptable and lower than .05 is non-reliable.  

 

Table 3.3 Reliability Test of All Variables 

       Cronbach's Alpha   No. of Items 

.945 5 

 

 Based on the above reliability test of all the variables in Table 3.3, it shows that Cronbach's value is .945 which 

is highly reliable. The number of item in the study are job satisfaction, Gender discrimination in career development, 

Gender discrimination in reward system, Gender discrimination in appointment and Gender discrimination in training 

and development.  

3.4. Data Instrument and Data Analysis Technique 

 There are 5 variables in the research work. Each variable consist of 5 questionnaires which are inserted through 

SPSS software. Five variables in the study are divided into dependent and independent variables. Job satisfaction is 

dependent variable. Gender discrimination in career development, Gender discrimination in reward system, Gender 

discrimination in appointment and Gender discrimination in training and development are independent variables in the 

study. Likert 5-scale is used to rank the variables through strongly agree, agree, neutral, disagree and strongly disagree. 

The hypothesis in the study is proved through the ranking level analyzed through SPSS software. Questionnaires are the 

instruments for collection of data which are analyzed and interpreted in SPSS software.  

 

4.  Analysis and Interpretation of Data: 

 Analysis and interpretation of data is the process of providing the conclusion from the data which is analyzed 

though demographic analysis and multiple regression. The data includes dependent variable i.e. job satisfaction and 

independent variable i.e. gender discrimination in career development, gender discrimination in reward system, gender 

discrimination in  appointment and gender discrimination in training and development.  

4.1. Demographic Analysis 

Demographic analysis in the research measures the gender frequency level in commercial banks which indicates male 

and female. The frequency level and the percentage level of the employees are shown in the following table: 

 

Table 4.1.1 Frequency Distribution of Gender 

          Gender            Frequency Percentage 

 
Male    53 46.1 

Female   62 53.9 
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Total    115 100.0 

In the above table 4.1.1, it is seen that total number of female respondents are 62 and total number of male are 53. The 

above analysis shows that numbers of female are found more that male in commercial banks.  

 

Table 4.1.2 Frequency Distribution of Job Title 

            Job Title Frequency Percentage 

 

Top Level 18 15.7 

In-Charge Level 5 4.3 

Officer Level 31 27.0 

Assistant Level 61 53.0 

Total 115 100.0 

 

In table 4.1.2, it is seen that highest level employees are found on assistant level with frequency 61 and lowest level 

employees are found on in charge level with frequency 5. The frequency on top level on top level is 18 and frequency 

on officer level is 31.  

 

Table 4.1.3 Cross Tabulation between Job Title and Gender 

Job Title Gender Total 

Male Female 

 

Top Level 11 7 18 

In-Charge Level 4 1 5 

Officer Level 12 19 31 

Assistant Level 26 35 61 

Total 53 62 115 

 The cross tabulation between job title and the gender shown in the Table 4.1.3 indicates female population are 

found more than male. Female employees are found less on top level and in in-charge level and more on the officer level 

and on assistant level.  

4.2. Multiple Regression 

 Regression analysis shows how the changes in dependent variable i.e. job satisfaction are associated with the 

changes in independent variables i.e. gender discrimination in career development, gender discrimination in reward 

system, gender discrimination in appointment and gender discrimination in training and development.  

Table 4.2.1 Coefficient Determination 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

Durbin-Watson 

1 .847a .718 .708 3.67733 1.960 

a. Predictors: (Constant), Gender Discrimination in Training and Development, Gender Discrimination 

in appointment, Gender Discrimination in Career Development, Gender Discrimination in Reward 

System 

b. Dependent Variable: Job Satisfaction 

 In the above Table 4.1.1, it is seen that the value of the adjusted R square is 70.8%, which is explained by the 

variables gender discrimination in training and development, gender discrimination in employee appointment, gender 

discrimination in career development and gender discrimination in reward system. Remaining 29.2% is explained by 

another factor which is not included in the study.  

 

Table 4.2.2 ANOVA test between dependent and independent variables 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 3784.061 4 946.015 69.957 .000b 

Residual 1487.505 110 13.523   

Total 5271.565 114    

a. Dependent Variable: Job Satisfaction 

b. Predictors: (Constant), Gender Discrimination in Training and Development, Gender Discrimination in 

Appointment, Gender Discrimination in Career Development, Gender Discrimination in Reward System. 
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 In Table 4.2.2, the F-test 69.957 has shown that the gender discrimination in training and development, gender 

discrimination in appointment, gender discrimination in career development, and gender discrimination in reward 

system simultaneously influence job satisfaction.  

Table 4.2.3 Multiple Regression 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

 

(Constant) 2.805 1.552  1.808 .073   

Gender Discrimination in Career 

Development 
.499 .092 .510 5.395 .000 .287 3.488 

Gender Discrimination in Reward 

System 
.192 .105 .192 1.823 .071 .230 4.347 

Gender Discrimination in 

appointment 
.268 .100 .259 2.677 .009 .273 3.660 

Gender Discrimination in Training 

and Development 
-.057 .097 -.057 -.583 .561 .268 3.725 

a. Dependent Variable: Job Satisfaction 

 As the in Table 4.2.3, shows that the gender discrimination in reward system and gender discrimination in 

training and development have no significant relationship on job satisfaction. P-value which scores less than .050 has 

the significant relationship and p-value more than .050 has non-significant relationship. Gender discrimination in career 

development scores .000 which is less than .050. Gender discrimination in employee appointment scores .009 which is 

less than.050. Gender discrimination in training and development scores .561 which is more than .050. Gender 

discrimination in reward system scores .071 which is more than .05. Gender discrimination in career development and 

gender discrimination in appointment have significant relationship on job satisfaction. From the above analysis the job 

satisfaction has a value of 2.805. Gender discrimination in training and development has negative coefficient beta.  

 

4.2.4. The Significance of the Model 

 Figure 4.2.4 explains the normality of the data distribution of the curve. The figure explains that the curve does 

not pass left or right and shows that the data out in normally distributed accordingly.  

 

Figure 4.2.4 Histogram 
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5. CONCLUSION: 

 From the different researches it is found that the male employees are found more in top level posts in commercial 

banks of Nepal. Likewise, female employees are found more in lower level posts in commercial bank than that of male 

employees. In this research, male are found more on higher level job title and less on medium level, whereas, female 

employees are found more on medium level job title and less on higher level job title. There is no significant relationship 

between job satisfaction and gender discrimination in reward system and job satisfaction and gender discrimination in 

training and development. There is significant relationship between job satisfaction and gender discrimination in career 

development and job satisfaction and gender discrimination in appointment. Women employees are more dissatisfied 

with their job in relation to the gender discrimination in the commercial bank of Nepal. In this research, female 

employees are not lacking behind in terms of ability, experience, and qualification for the higher post. They are left 

behind in the higher level posts because of the gender discrimination tendency and mind set-up of executives in 

commercial banks of Nepal.  

 

6. Scope and Suggestion for Future Researcher: 

 The research is based on Gender Discrimination and its Impact on Job Satisfaction in Commercial Banks in 

Nepal. In many organizations, there can be gender discrimination, which can be traced from recruiting the employees 

and providing several facilities to promotion. Only gender discrimination in career development, appointment, reward 

system, training and development are studied. In future, researcher can conduct further research on focusing the several 

other factors like gender discrimination on performance, commitment, and motivation and so on. As the gender 

discrimination is the rising issues in many organizations, the research can be conducted on many larger and smaller 

industries too.  
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