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Abstract 

The study aimed to assess the status and situation of women's 

equality and discrimination in the work place in terms of work 

environment, wage gap, opportunity and harassment for 

effectiveness of fair treatment in Bank of Bahrain and Kuwait in 

Bahrain. 

This study focused on Gender inequality in BBK and is the major 

concern in the present times. Throughout the world, millions of 

women treated differently than men in terms of lower access to 

work and training, low wages, or limited to certain occupations 

simply for reasons based on their gender without taking into 

account their abilities and qualifications. Working women in 

many countries suffer from unfair treatment especially the 

developing world. Non-discrimination is a fundamental human 

right and it is essential that workers choose their work freely, 

fully develop their potential and reap economic rewards on the 

basis of merit. Equality in the workplace also has significant 

economic benefits. Organizations that practice employee-equality 

have access to a more extensive and diversified workforce as well 

as continuous growth. 

In this research, the perceptions of status and situation of 

women's equality and discrimination in the work place will be 

explored through an analysis of randomly chosen respondents in 

the administrative positions and management. The research 

organization has approx. 400 employees, of both Males and 

Females. The study has been performed only with the 

administrative staff & the management of the bank.  

The problems encountered by the respondents during the 

implementation of the questionnaire survey for the women's 

equality and discrimination in the work place were mostly due to 

bureaucracy, seriousness, lack of procedures and lack of proper 

check. 

It is profitable for BBK to promote women empowerment and 

gender equality. As more businesses take part in gender equality 

measures and see their revenue increase as a result, the case for 

empowering women in the workplace is likely to become a more 

recognized goal 

Key Words: Asses, Gender inequality, participation of 

women , empowerment .  

1. Introduction

Although we are in the 21st century, there is still gender 

discrimination at the workplace. Bahrain too share this problem 

as we see difference in wages, treatment between women and 

men. Everyone agrees that workplace discrimination has no place 

in the modern business world. But not everyone understands the 

laws that protect employees against discrimination.  This 

definition raises an important point: Unfair treatment does not 

necessarily equal unlawful discrimination. 

Discrimination can and is used against every nationality, age, sex, 

religion and every category in between. When these assumptions 

or stereotypes become hugely exaggerated or start to negatively 

impact the people they are being used against, that is when 

harmless judgment changes to the much more severe issue of 

discrimination.In Arab countries, men have traditionally been the 

providers, women the homemakers. This concept is slowly 

changing, however, as the attitudes of the outside world permeate 

Arab society. 
In several OIC countries the legal testimony of a woman is worth 

legally half of that of a man. Such countries include: Algeria (in 

criminal cases), Bahrain (in Sharia courts), Egypt (in family 

courts), Iran (in most cases), Iraq (in some cases), Jordan (in 

Sharia courts), Kuwait (in family courts), Libya (in some cases), 

Morocco (in family cases), Palestine (in cases related to marriage, 

divorce and child custody), Qatar (in family law matters), Syria 

(in Sharia courts), United Arab Emirates (in some civil matters), 

Yemen (not allowed to testify at all in cases of adultery and 

retribution), and Saudi Arabia. Such laws have been criticized by 

Human Rights Watch and Equality Now as being discriminatory 

towards women. (David, 2011) 

In this study, the researcher has taken the study on Bank of 

Bahrain and Kuwait (BBK), formerly known as The Bank of 

Bahrain and Kuwait B.S.C, was established on 16th March 1971 

in accordance with the Amiri decree and started operations a year 

later. BBK has been the pioneer in Commercial Banking for 41 

years in the Kingdom of Bahrain.In 1972, they began operations 

with a capital of BD 1 million (US$ 2.5 million). Today, it has 

grown to become one of the largest commercial banks in the 
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Kingdom of Bahrain, with a capital base of BD. 303.9 million 

(US$ 806 million). (source: www.bbkonline.com) 

High standards in Corporate Governance have been fundamental 

in maintaining BBK’s leading position within the local and 

regional banking sector and the community. Continuous review 

and adherence to strong corporate governance practices helped 

enhance compliance levels according to international standards 

and in line with the policies of regulatory authorities and 

statutory requirements in the Kingdom of Bahrain and other 

countries where BBK operates. (source: www.bbkonline.com) 

3. Tables, Figures and Equations

Conceptual Framework 

`The research is a qualitative& quantitative study of the 

status and situation of women’s equality and discrimination 

in terms of work environment, wage gap, opportunity and 

harassment for effectiveness of fair treatment in BBK. 

Further, the study surveys and interprets the data obtained 

from the responses of the bank management and staff. (The 

diagram below demonstrates the conceptual framework of 

this study). 

The following drawing is relating to the positive 

relationship of women unfair treatment and its impact on 

performance or productivity, benefits, and fair 

treatment.The dependent variable is the Women’s fair 

treatment and the independent variables are the work 

environment, wage, opportunity and harassment. 

The study was conducted with the female employees of the bank 

and was divided into two groups – Management and staff at BBK 

with an average of 239 female employees and sample study of 

70.501 (computation formula mentioned below).The data 

gathered through the survey after it was disseminated and 

composed into tables and diagrams utilizing the Microsoft Excel 

2018 – answers from the poll were broken down utilizing 

Weighted Average mean, Percentage and frequency (Hidayat and 

Al-Hur, 2011.) The sample size is computed using: n = N /1+N 

e2 Where n is the sample size, N is the population size, and e is 

the level of precision = 0.1 are assumed. 239/1+239 (0.1)2 = 

239/3.39 = 70.501  

To determine the different variables among the 

respondents, the weighted mean was computed. The Likert 

scale used in the interpreting of the means for the 

respondents bases on the level of effectiveness of the 

women’s fair treatment at BBK. 

The data gathered from the survey was interpreted and 

analyzed using the following statistical tools: 

1.To compute the percentage of each score:

F 

% Distribution = x 100 

        N 

Where: 

F = frequency of an element or answer. 

N= total number of elements or answers. 
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2. To obtain the Weighted Mean – The arithmetical

average when the entire scores are added and divided by 

number of elements: 

ƩX , M , N  

Where: 

M = mean. 

ƩX = sum of the scores / measures in the series. 

N = number of cases. 

Questionnaire Analysis 

The frequency and percentage of respondents are shown for each 

degree of agreement category as Strongly disagree (SD), 

Disagree (D), neutral (N), Agree (A) and Strongly agree (SA). 

Women equality in terms of Work Environment 

The table presents the descriptive statistics of work 

environment. Five questionnaire items accumulate the 

responses related to this. From the above table, it can be 

noticed that the respondents “Employees” overall mean is 

3.58 i.e. they agree with women’s equality and 

discrimination in the work place. 

However, the “Management” overall mean is 2.80 i.e. they 

moderately agree. The management disagree that there is 

inequality at the workplace for women but however 

moderately agree that unemployment rate is higher for 

women than that of men with a mean of 3.10 

The combined weighted mean of both respondents is 3.19 

i.e. they moderately agree with the inequality at the work 

environment. 

Women equality in terms of Work Environment 

The table 2 presents the descriptive statistics of wage gap. Five 

questionnaire items accumulate the responses related to this. 

From the above table, it can be noticed that the respondents 

“Employees” overall mean is 3.82 i.e. they agree with inequality 

in women’s wage gap in the work place. The employees do 

believe there is wage gap between the genders. 

However the “Management” overall mean is 2.48 i.e. they 

disagree. The management however agree that people are 

satisfied with current salary with a mean of 4.20 

The combined weighted mean of both respondents is 3.15 i.e. 

they moderately agree with the wage gap at the work place. 

Women equality in terms of opportunity 

The table 3 presents the descriptive statistics of opportunity. Five 

questionnaire items accumulate the responses related to this. 

From the above table, it can be noticed that the respondents 

“Employees” overall mean is 3.70 i.e. they agree with inequality 

in women’s opportunity in the work place. 
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However, the “Management” overall mean is 2.36 i.e. they 

disagree. The management however moderately agree that 

women have less opportunity for career development because of 

gender with a mean of 3.30 

The combined weighted mean of both respondents is 3.05 i.e. 

they moderately agree with the inequality in opportunity at the 

work place. 

Women equality in terms of harassment 

The table 4 presents the descriptive statistics of Harassment. Five 

questionnaire items accumulate the responses related to this. 

From the above table, it can be noticed that the respondents 

“Employees” overall mean is 3.30 i.e. they moderately agree with 

harassment in the work place. 

However, the “Management” overall mean is 1.86 i.e. they 

disagree. The management totally disagree that there is any kind 

of harassment at the workplace because of gender or any other 

reasons. 

Situational difference in equality in terms of work 

environment and discrimination 

In table 5 the situations in which women's equality and 

discrimination in the work place is usually presented in terms of 

work environment policies were tabulated.  

The employees consider policies towards discrimination at 

workplace as ineffective with a mean of 2.52. However the 

employees do consider everyone understands the policy and that 

it operates effectively in practice and effective equal opportunity 

policy will set out in clear and simple terms what is – and isn’t – 

acceptable workplace behaviour. 

whereas the Management say its effective with a mean of 4.01. 

The overall mean is 3.26 i.e they are moderately effective. 

Situational difference in equality in terms of wage gap 

and discrimination 

In table 4.6, the situations in which women's equality and 

discrimination in the work place is usually presented in terms of 

wage gap policies were tabulated.The employees consider 

policies towards wage gap discrimination at workplace as 

ineffective with a mean of 2.72. However, the employees do 

consider company policies are reducing wage gap among 

genders.Whereas the Management say its effective with a mean 

of 3.98. The overall mean is 3.74 i.e. they are effective. 

Situational difference in equality in terms of 

Opportunity and discrimination 

In table 7 the situations in which women's equality and 

discrimination in the work place is usually presented in terms of 

opportunity policies were tabulated.  

Here both the employees and management consider opportunities 

in the banking industry as effective with a mean of 3.46 and 4.04 

and the overall mean is 3.75 

188

http://www.ijiset.com/


IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 5 Issue 9, September 2018 

 ISSN (Online) 2348 – 7968 

www.ijiset.com  

Situational difference in equality in terms of 

harassment and discrimination 

In table 8 the situations in which women's equality and 

discrimination in the work place is usually presented in terms of 

harassment policies were tabulated.  

Here both the employees and management consider harassment 

policies in the banking industry as effective with a mean of 3.48 

and 4.40 and the overall mean is 3.94. 

The relationship between the status and the situations 

in which discrimination against women at work in the 

Kingdom of Bahrain. 

Table 9 indicates the perception of significant relationship 

between the status and the situations in which discrimination 

against women at work in the Kingdom of Bahrain.From the 

survey conducted it can be noticed that with regard to the status 

of women's equality and discrimination in the work place in 

terms of work environment, wage gap, opportunity and 

harassment, the employees overall agree as they feel the work 

environment has considerable discrimination against women. 

With regard to the level of effectiveness of women's equality and 

discrimination in the work place policies in terms of work 

environment, wage gap, opportunity and harassment, the 

employees find the policies adopted by the companies are 

moderately effective whereas management thinks they are very 

effective. Therefore the researcher conclude that there is no 

significant relationship between the status and the level of 

effectiveness of women's equality and discrimination in the work 

place in terms of work environment, wage gap, opportunity and 

harassment 

The problem encountered by the respondents in the 

women’s equality and discrimination in the work place 

in the Kingdom of Bahrain 

The table 4.10 shows that the problems encountered by the 

respondents during the implementation of the questionnaire 

survey for the women's equality and discrimination in the work 

place in the Kingdom of Bahrain has a mean of 2.86 i.e. they are 

neutral. Management agrees with the overall policies and find no 

problems faced. However, the employees disagree and find 
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fundamental policy issues with the company on gender 

discrimination. 

`4. Conclusions 

Based on the findings of the study, the conclusions are as 

follows: 

1: The status of women's equality and discrimination in the 

work place needs further improvement 

2: The women's equality and discrimination in the work 

place policies approach is slightly effective and needs 

further enhancement 

3: There is a need to completely implement effective 

management of policies for women's equality and 

discrimination in the work place 

4: The hypothesis of the study is accepted on the different 

variables of the study. However the variable on strong 

relationship between level of effectiveness and the of level 

of women's equality and discrimination in the work place. 
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