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ABSTRACT

Gender dynamics in contemporary workspaces reflect evolving societal, cultural, and organizational
structures that both challenge and reinforce traditional norms. This paper critically examines the
historical and current representation of gender roles across various industries, highlighting how systemic
barriers, organizational culture, and implicit biases continue to shape the experiences of women and
gender minorities in the workforce. Drawing from global and regional case studies, particularly in
Southeast Asia and the United States, the paper explores the persistent challenges of gender stereotyping,
exclusionary practices, and structural discrimination. It also investigates the influence of gender diversity
on workplace culture, the effectiveness of legal frameworks, and the potential of inclusive leadership to
transform workplace environments. Special attention is given to emerging dynamics in remote
workspaces, where traditional gender roles are renegotiated in the context of home-based professional
settings. By synthesizing interdisciplinary insights, the study proposes actionable strategies and best
practices to foster equitable, inclusive, and diverse work environments.
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stereotypes, remote work, leadership.

INTRODUCTION
Gender is a significant theme in academic research, serving as a lens to understand social reality. Often,
social reality is viewed as linear, with women seen merely as complements. However, women are central
to social systems, irrespective of their roles. Gender studies in the U.S. reflect this sensitivity, utilizing
various media like journals and exhibitions. They've made notable contributions to political, social, and
media sciences. In Southeast Asia, however, obstacles such as political instability, illiteracy, poverty, and
low gender awareness hinder the integration of gender perspectives. Media studies in this region often
approach gender through a statistical lens, framing gender roles in a binary manner: males as creators
and females as objects. There are limited conditions for exploring gender beyond this binary view.
Southeast Asian gender studies emphasize empowering women, but frameworks for studying gender
remain undeveloped. Research on gender in media is vital due to existing gaps in studies, which are often
overlooked in consumption-driven, gender-defined mass communication. Traditionally, gender studies
might have been deemed a lesser concern; however, global media often neglect gender issues,
complicating their treatment. While gender theory and knowledge exist, they do not guarantee a
comprehensive understanding beyond statistical and cultural dimensions [1, 27].
Historical Context of Gender in Workspaces

Female and male roles have frequently been dictated by macro forces outside individual control. This has
contributed to an individual gendering process whereby differences are delineated and incorporated into
situations. As women’s movements were gaining ground, new forms of representation were created
through images, logos, and metaphors that often spilled from social movements into policy processes.
Impacts on gender relations from such representation overflowed into later periods, showing how
structures remained enduringly, albeit unpredictably, in play. To complement earlier work showing how
structures endure and change over long periods, social representations that were at play alongside
women’s movements were incorporated. Local gender regimes, concurring with global discourses, shape
how women curb risks in the workplace. The constant threat of immediate injury or death limited women
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in the eve-jobs. The fear of injury, loss of reputation as a good worker, and expulsion from jobs led
women to minimize night travel. Compensatory safety practices were framed as worker rights, and
women’s ability to exercise their rights was impeded by social and economic constraints. When applied to
manufacturing, women’s struggles for decent working conditions in emerging economies kindle
transnational action. As a female-dominated labor force expanded, the gender imbalance impedes women’s
careers. Gender imbalance at the workplace, alongside prevailing neo-liberal ideologies, generated a male-
oriented organizational culture. Women’s exclusion from at-work socializing perpetuated their isolation
from information and development. By viewing elite groups’ social practices, it is revealed how at-work
social practices promote women’s mutual learning and foster inclusivity. These practices include an overt
approach highlighting the importance of women’s signals, collectively challenging inappropriate
behavior, and arranging informal events [3, 47].
Current Gender Representation in Various Industries
Professions with the greatest potential for women also show the greatest sex segregation. The traditional
view of women’s roles has had a long-standing impact on job sex segregation, discriminatory attitudes
about women'’s capabilities, and the kinds of jobs suited for women exist in both the work and family
spheres, though there are indications of change towards the expectation of equal work and family roles.
The early workplace was male-dominated. Outside the home, jobs available to women were confined to
nursing, teaching, office and factory jobs, and domestic servitude. An acceptable reason for taking paid
work outside the home was a shortage of male labour. Women’s absence from higher-paid jobs denied
them financial independence, security, and prestige. Male dominance led to male worldviews and practices
that prized and safeguarded masculinity and the male order, together with relentless exclusion of women.
This exclusion continued as women escaped the factory and the service sector. Surveys conducted show
women'’s slow exit from the lower ends of the labour force from congregated at the managerial level in
banks, insurance firms, restaurants, estate agents, and non-congregated professions such as management
consulting. Efforts to recruit women into the upper levels of industry, personable and stable women,
began to be promoted into the mandated directorships. Gendered expectations made operating in a male
world difficult and harmful to them. In contrast, there has recently emerged a demand for women able to
operate in the new world of global markets with the communication skills, international experience, and
cultural flexibility created by a socialisation process different from traditional managerial succession.
These women are leading firms with international development strategies and global. Instead of a clutter
of women’s complaints, there appears an echo of downright disbelief from men taken by surprise and
attempting to deny the facts of the gender discrimination. Women entering the workforce in growing
numbers immediately began to experience discrimination and conscious as well as unconsciously formed
sex segregated positions devoted totally to secrecy, contact tracing, and other extensive record keeping.
This exclusion occurred at every level, although the highest offices of government were overtly male
destinations. It seemed that the more highly skilled and educated women became, the more imbecile and
incompetent they were perceived and treated by men [5, 67.
Impact of Gender Diversity on Workplace Culture

Diverse work groups, in terms of gender, ethnic origin, tenure, and other characteristics, are present in
many organizations. Group diversity can provide numerous benefits, predominantly to organizations.
However, the interaction between group members post-formation can derail beneficial group processes
and outcomes. Notably, this means that although organizations may have set up diverse work groups,
they may still not reap any of the diversity benefits because of the emergence of group-level homogeneity.
Due to the concept of gender roles, complex interactions between perceivers and targets may occur that
invade perception formation processes concerning job competence. Targets are often automatically
perceived in terms of their gender categories the moment they get visible, leading to the formation of
gender imprints. Such expectations function as schemas that affect the processing of target-congruent
information, shaping subsequent perceptions. Positive gender stereotypes facilitate impressions of men
but are detrimental to women. The application of gendered role definitions can potentially take over,
regardless of whether perceivers initially learned to forecast on jobs or gender. Hence, gender diversity
does not provide a direct solution to work group combinations. Too few women or groups being
predominantly male is likely to leave normative, gendered expectations intact, to the detriment of female
targets. Notably, these expectations are expected to snowball; gender role congruence in perceptions will
enhance the chances of positively worded gender role stereotypes being applied further in time,
negatively affecting female targets’ perceived abilities and competence. In contrast, work group gender
diversity increases the likelihood of broadening the expectancy basis for both genders, which may
facilitate alternative perception processes for women. In addition, perceptions of women as physically

This is an Open Access article distributed under the terms of the Creative Commons Attribution License
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium,
provided the original work is properly cited

Page | 89



https://www.eejournals.org/ Open Access

unfit for their assumed job also arise as a general consequence of gender role expectations, a notion that
may spill over onto judging women’s maternal effectiveness. Gender performance perceptions extend
from jobs to physical appearance, and this mechanism may work similarly for targets of more diverse
work groups, enabling perceivers to see past gender role expectations for perceivers. Such a shift may
both inhibit the notice of strong bias in either gender direction and amplify the expectancy basis,
decreasing overall discrimination. The applicability of informal perception formation processes
concerning the emotional competence of gender-diverse target groups aids in reducing performance bias
as well [7, 87.

Barriers To Gender Equality in The Workplace
Despite laws aimed at eradicating workplace gender discrimination, women continue to struggle for
recognition and respect. The challenges they face arise from how gender discrimination manifests in
professional settings. Female employees often find their male counterparts receiving more attention and
accolades, while their accomplishments are minimized or framed differently. Such portrayals contribute to
a perception that undervalues women's contributions. These subtle obstacles may seem minor but carry
significant repercussions. Research indicates that when female contributions go unrecognized, it
profoundly impacts evaluations, career growth, and wage disparities. This article explores how policies
and practices beyond traditional antidiscrimination laws obstruct women's progress. Gender sidelining,
where individuals are often overlooked or deemed less credible, affects women's visibility and
acknowledgment in the workplace. The implications are substantial, spanning career stability and
development. Understanding gender sidelining is crucial for mitigating its negative effects on female
employees and ensuring equitable recognition in professional environments [9, 107].

Gender Bias and Stereotypes

Heavy critiques often come from bosses who rely on gut feelings instead of constructive assessments.
There are unrealistic barriers to success and a lack of encouragement, with failures met with harsh
judgment. Such evaluations frequently overlook positive contributions, and feedback for women can be
particularly brutal, lacking a clear path to improvement. Male peers receive constructive critique, while
women often face personal attacks without a measurable way to improve. Although many share
anecdotes, documenting these experiences is challenging, with formal testimony often absent. To address
these issues, gender-neutral assessment tools are essential, along with transparency in promotion
processes through consistent documentation of evaluation criteria. Implicit criteria must be shared, and
all steps of the promotion process should be recorded. Recommendations, along with the identities of
those making them, should be disclosed. Firms must also reveal gender-related outcomes;
recommendations lose impact if kept secret. Disclosing such information fosters a culture of gender
neutrality that legislative bodies aim for. Data highlighting unequal treatment in promotions raises
awareness of potential biases. Scrutiny of one's own biases can be difficult, yet it’s vital to support women
who excel and encourage others to do the same. While not a complete solution, this support is an
important step toward change. The approach should not rely solely on punitive measures against
discrimination. Women and minorities possess the intelligence and capability to thrive; providing
equitable opportunities is key to benefiting society. Yet, privilege is rarely given without effort [11, 127.

Legal Frameworks Supporting Gender Equality
Disadvantaging women based on gender has long been condemned and outlawed in workplaces. Sex
discrimination is banned in nearly all sectors across the U.S. and many democratic nations, affecting
public and private employers alike. International human rights treaties also prohibit gender
discrimination, focusing on workplace behaviors. Some governments introduce guidelines and initiatives
to promote gender equality at work. Antidiscrimination laws equip women facing workplace bias to
pursue disputes over unfair treatment. For instance, a woman denied a promotion due to her sex can take
her case to an agency or court. Such discrimination is unacceptable today. Over the past 50 years,
workplaces have evolved, with a larger female workforce and more demanding educational standards
reducing overt bias. Many also value gender diversity, leading to public condemnation of discrimination.
Women often work in environments where they are respected as equals and engage with clients of all
genders. Despite these protections, many U.S. workplaces still exhibit forms of gender discrimination.
Women remain underrepresented in leadership; most power and social networks are still male-dominated.
Female employees frequently face adverse treatment that the law does not fully address, including subtle
biases. They often endure increased scrutiny compared to their male counterparts and struggle with
limited access to opportunities. Male workers typically receive more recognition and media coverage,
while women are often sidelined in discussions about crucial decisions. This sidelining persists in various
forms within workplaces today [13, 147].
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Best Practices for Promoting Gender Diversity
The diversity of gender within organizations drives best practices and fosters external change. To
promote gender diversity, implementing the "Rooney Rule" for corporate boards could be beneficial. This
rule, requiring a minority candidate in final selections, is suggested for enhancing women's
representation. Hiring female leaders can invigorate workplace culture, particularly in male-dominated
industries. Female athletes witnessing women's success can motivate them to pursue achievements in
their fields. By adopting the Rooney Rule, organizations can normalize women's leadership, encouraging
greater interaction between genders. Such relationships can foster openness and help dispel
discriminatory beliefs stemming from ignorance. However, merely changing the gender composition of
leadership alone won't transform corporate culture or ensure compliance with anti-discrimination policies
(15, 16].
Role of Leadership in Gender Dynamics
Organization plays a more significant role than person, and leadership can thus be understood as being
tied to organizational and situational parameters. Social identity is important to the understanding of
leadership, especially race, class, and gender. Female leaders experience differences from their male peers
due to early socialization and stereotyping, as well as the co-evolution of race, ethnicity, gender, and sex
as criteria of leadership. This context-driven, changeable understanding of leadership experiences makes
it necessary to study views of leaders in their organizational context and not just derive theories from a
few case studies of individuals. These accounts will be affected by the current dynamics of organizations,
but the representations also embody notions of leadership that condition the limits, possibilities, and fears
of leaders and their responses to organizational locales. The importance of this focus is that it will
broaden the range of leadership studies by pulling it closer to where and how leadership is enacted,
contested, and negotiated. It also complements the plethora of literature on women and leadership by
grounding the studies of women’s leadership in wider understandings of leadership dynamics overall. As
the organizational context changes, so will the leadership stories told and their meaning. This study aims
to contribute to this scholarship on women and leadership. The devolution of leadership, social identity,
and a focus on diversity and gender-balanced teams are important themes worldwide. Many organizations
in both the public and private sectors are now keen to project themselves as having “equal opportunity”
policies, and these policies are increasingly being eroded or not elucidated clearly. The complaints about
cultural change have emerged in many contexts, including academic workplaces. In many instances, this
context has enabled women to reach top leadership positions. However, in many others, this gradual
change has ameliorated but not eliminated gender-disabling leadership styles, and the tension there is
with respect to these. Women leaders’ experiences diverge sharply, in part because the gender history of
the workplaces in which they work diverges and in part because the entrance routes by which they
attained their posts differ [17, 187.
Gender Dynamics in Remote Work Environments
While it should be evident that the dynamics of gender are transformed by physical distance, the existing
studies on remote work highlight a gap in understanding the processes that underpin this transformation
or transformation. Therefore, focusing on the intersection of modest social expectations about caring and
domestic roles along with work commitments and the politics of these tensions as they are practical in
time and space at home might provide insight into gender dynamics in remote work environments. It can
show how these dynamics become/re-determined, and negotiated over time. Subsequently, contrasting
remote work policies and the domestic space of married couples at the start of the pandemic, a period of
unfolding uncertainty, are examined as a potential site for gender relations. They offer a distinctive
theoretical contribution to scholarship on gender and the work/home interface and add to the
understanding of the unfolding and intersection of two orders of expectations: traditional social
expectations regarding care and domestic roles and modern expectations regarding work. They point out
that the two orders shape the negotiation of space and time and the performance of gender, and
consequently coalesce and diverge. Further, they argue that such a process is gradual and more relational
than either a brief dualism or a fixed pre/post comparison allows. Finally, it is discussed how the findings
might inform workplace practices, especially during highly uncertain times. The relatively sudden shift of
much work to the home during the COVID-19 pandemic has raised important questions regarding the
gendered negotiation of work and home boundaries, which are at the heart of modern expectations about
work and family life. These questions are relevant for the domestic space as well as for organizations and
workplaces [19, 207].
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Intersectionality and Gender in The Workplace
Intersectionality represents another way of measuring and counting employees to understand how they
respond differently to a common organisational structure in practical ways. Intersectionality emphasizes
how a multi-faceted categorisation of race and gender shapes the resilience of the employed in actively
resisting and/or navigating barriers to advancement within and/or outside the workplace.
Intersectionality as an individual perspective highlights the importance of providing academic space for
ethnic minority women. Most of the literature reviewed in this cluster has a particular focus on the
experiences of ethnic minority women, highlighting how their experiences qualitatively differ from those
of all other groups. This approach tends to emphasise how women are located structurally. It is the
deeply troubling intersection of racism and sexism that warrants the ‘double jeopardy’ label, and the
situation of black women that takes centre stage. This cluster fills an important gap in the literature, in
that, while the majority very often ignore questions of race and ethnicity, those who have usually been
structurally located offside are placed centre stage. Conceptualising and thus investigating
intersectionality in this way highlights how ethnic minority women are constrained in negotiating
advancement as a result of the materiality of their being different in gender and ethnicity. The
identification of tensions that ethnic minority women experience when negotiating between majority
culture and minority culture is significant. Constructs to explain these tensions are created or further
developed, such as bicultural stress and role stress, to explain these women'’s lived experiences [21, 227].
Case Studies of Successful Gender Initiatives
Gas Station, an Asian company, aimed to retain talented women employees. They believed women could
contribute more efficiently than men in the office environment. However, due to challenges, including
long working hours and irregular work patterns, many women employees resigned. To address this, Gas
Station reformed its workplace culture and child—care system. Changes made included fixing work hours
and regulating work requests at least five hours before working hours, shifting control from teams to
departments, providing overtime and on—duty work in cases with a backup, and outlawing out—of-office
telecommuting. Additionally, the childcare system was improved by building childcare centers near
workplaces, shortening one year of leave, advancing the leave of absence system, expanding family leave,
and reserving re-re-employment conditions for transferred employees. These reforms were met with
tough resistance, but they were crucial for Gas Station's mid-term strategy as an organization that
retained talented women employees. Variety training was provided to staff to embrace the reform, and a
consulting company was hired for objective management. Though difficult to quantify the outcome, the
number of resigning women employees dramatically decreased, and again, more loans were requested for
the childcare center by head offices. These cases were evidence that organizational reformation could also
contribute to gender equality in the workplace when properly undertaken. In 2005, the bank launched the
Women At Work initiative to activate social consultations with women's networks. It recruited women
for higher roles in a limited number through the project, but few were promoted on a competitive basis.
To solve this, Equality & Diversity partnered with the Steering Committee Companies in 2010 to launch
a project aimed at ensuring equality among the candidates. A third party was appointed to provide gender
quotas and equality at the analysis and reviewing levels. The Chance was launched to hold an external
review announcement, and candidates were provided the chance to prepare pitch presentations. The
listing screening is divided structurally into metrics to check candidates and a process by which the
industry approval review was conducted objectively, publicly, and consistently. Consequent gender-based
opportunities among the top roles expanded to offers. Gender ratios also notably broadened, reaching
about half of choices and new hires, up to one in three as reversely selected. Governance ratios improved
as well, approaching an economy-oriented committee. Board and subcommittee female members rose
substantially, forming a reasonable second-largest earning members and preventing preventable losses.
More candidates across business company industries with longer positions were being filled by women at
the executive level. It was estimated that about were saved yearly due to this project [23, 247].
Employee Resource Groups and Gender Advocacy

In an effort to build inclusive cultures and promote gender-related initiatives, many organizations have
sought to lift up the voices of minority employees and have attempted in many ways to hear and advocate
for their opinions about workplace structures and policies. Many organizations have created employee
resource groups (ERGs) for underrepresented groups, which provide ways for employee advocates to
convene, share their thoughts, and enact change. While ERGs have made significant strides in employer
efforts to be more equitable for diverse employees, they are not without their challenges. One issue facing
many ERGs is that while organizations may be eager to hear the thoughts of the employee advocates,
there is still a lack of accountability for when those thoughts are not taken into consideration or followed
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through on. Data collection on the operations and demographics of ERGs and their benefit to workplaces
has been primarily qualitative, presenting special challenges when it comes to making assertions about
best practices. Based on the existing qualitative research data on ERGs, this section provides the
backdrop and insights for future data collection on the operations of ERGs across organizations, what
hurdles they face in their operations, and what companies can do best to improve their efficacy. To build a
more equitable social structure workplace, there are a number of necessary steps to be taken, starting
with holding executive leadership accountable for equitable practices. Within organizations, such
accountability can come through employee education and training initiatives, along with DEI task forces
that provide a consistent hold on upper management. Secondly, ERGs focused on diversity, equity, and
inclusion (DEI), underrepresented employee demographics, or a shared identity centered around
protecting a marginalized group must be formed. In order for an ERG to be fully effective, though, they
must also have their executive sponsor to champion their objectives to the greater leadership of the
organization. Regular meetings, feedback, and democratic representation of ERG membership will also be
required for sustained impact [25, 267].

‘Work-Life Balance and Gender Considerations
The 21st century has ushered in many groundbreaking concepts that are changing the landscape of
traditional workplaces. However, one of the largest stigmas still affecting today’s work-life balance
policies is the resolve that the issue is completely solved. Given how easily prejudices can be disguised,
organizations may unconsciously maintain gender stigmas in their work-life balance practices. For
organizations desiring equality in work-family policy benefit distribution, deconstructing gender-
stigmatized views surrounding employees’ family vs. work obligations is imperative. Targeting both the
workplace culture changes that diminish stigma and the transparency practices that expose hidden
stigmas is essential to such an endeavor. First, however, the financial factors that connect balanced
employees to financial success for an organization should be examined. Although there is psychological
research supporting the claim that work-life balance has positive organization-wide outcomes, such as
lower levels of employee absenteeism and turnover, and lower levels of employee stress and burnout.
Such peace-of-mind research should be further developed and provided to organizations to help them
recognize the links between successful employee balance and successful organizations. Such a
fundamental tactic could provide employee comfort and prompt discussions, which may encourage
organizational collaboration. While not widely available, guidance from these collaborations may
eventually help create employers that either provide support resources to their employees or end
organizational gender stigmas over the need for them. However, organizations hoping for these results
through such optional practices should be ready to accept that these practices may provide only short-
term organizational worth and further facilitate an implicit view that other organizations’ operations
overcare for their employees. In an attempt to create long-term benefits, organizations desiring to gather
practices to attract and keep balanced employees may instead want to investigate interviewing candidate
personality tests to add to their pre-employment assessments [27, 287].

Mentorship and Sponsorship for Women

Mentorship historically has been invested in men, not women. The ‘Mother Jones’ Effect, where male
managers, executives, or heads of department had ‘mothers and wives’ producing the ‘workforce’, was
mentioned. Individual men supported women within the dominant masculinist culture in STEM. Such
career-related support for women was mainly through mentoring by the PhD supervisor and the HOD.
Male mentoring was privately conducted; two women were not mentored by the same person. ‘Sisterly’
support was more of a fix it’ type, enabling women involved to cope with the realities of a male-
dominated culture than an investment in women’s career advancement. Women, for the most part, lacked
the career accelerator provided by sponsors, leveraging power to advance their protégés’ careers. By
distinguishing between mentoring and sponsorship, this article contributes to the understanding of the
way the culture in STEM perpetuates male dominance. Women generally had low career support
compared to men. Women were observed to partake in self-exclusion from the informal networking and
socializing that establish powerful connections and strengthen reputations. A clear indication of the male
dominance of the networks is found in women not participating in the informal socialisation and
networking. Sponsorship was not observed to the same extent as mentoring amongst men, even though
some men were observed to be sponsors of women. Most academic advisory personnel allied with
sponsorship, whom female staft’ believed could assist with obtaining a promotion, were unattainable,
perceived as discriminatory to women, and were male. Women perceived their male counterparts as
favouring men for positions of institution wide significance and sought to ease what was believed to be a
‘glass ceiling’ preventing women from attaining positions of power [29, 30, 317].
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CONCLUSION

The study of gender dynamics in contemporary workspaces reveals both progress and persistent

challenges in the pursuit of equality. While legal frameworks and global movements have led to

significant strides in gender inclusion, entrenched stereotypes, power imbalances, and socio-cultural
barriers continue to hinder full equity. The historical marginalization of women in the workforce has
shaped the current landscape, where representation remains uneven and informal practices often reinforce
systemic biases. However, diverse and inclusive workplaces are not only possible but beneficial, as they
enhance innovation, collaboration, and performance. Organizational leadership plays a crucial role in
setting the tone for inclusivity, while remote work has introduced new terrains for negotiating gender
roles. Achieving lasting transformation requires a multifaceted approach: revising institutional policies,
dismantling gendered expectations, embracing inclusive leadership, and fostering transparent, bias-free
evaluation processes. By addressing these areas holistically, workspaces can evolve into environments
where gender no longer determines access, opportunity, or success.
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