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Abstract—  Studying gender diversity in firm
performance has been the subject of research requests for
more than three decades now. Yet, in the context of Nepal,
study related to the issue is still not abundant. Therefore,
this study aims to study the present status of gender diversity
on banking performance in the Nepalese context that
includes several benefits, challenges associated with it and
policies and measures that need to be taken to promote
gender diversity. The study adopted a descriptive cross-
section research design with the survey questionnaire
technique. With the help of a convenient sampling technique,
300 bank employees were selected purposively from all 27 A
grade commercial banks residing in Kathmandu valley. The
study found that 100% of respondents working in
commercial banks in Kathmandu valley were aware of
gender diversity and most of them have been aware of
gender diversity through their family and social media.
Interestingly, this study also found that employees are not
facing any challenges regarding gender diversity signifying
that Nepalese commercial Banks have been practicing
gender diversity in a friendly working environment.
Similarly, building an inclusive workplace could be one of
the best managerial solutions for maintaining and enhancing
gender diversity.

Keywords— Gender Diversity, Banking Performance,
Status, Challenges, Commercial Banks, Nepal

l. INTRODUCTION

The relationship between gender diversity and firm
performance has been the subject of research request for
more than three decades now [1]. With regards to

fostering gender diversity as part of their workplace
strategy, private sector firms are often left to rely on past
encounters, generalizations, and anecdotal assertions [1].
Gender diversity brings about more extensive extending
points of view, different kinds of data and thoughts inside
an association and results in unrivaled critical thinking
and basic leadership [2].

Gender diversity is viewed as exploiting viable unique
attributes as well as abilities between males and females
which could be of good competitive advantage to the firm
[3]. Furthermore, pioneers of gender diversity suggest that
gender-diverse firms tend to gain advantages such as
reducing cost through lower paces of turnover and
absenteeism as compared to firms with less gender diverse
teams [2]. Globally, women do not participate in the
global economy to the same extent as men do [4]. But, it
is revealed that organizations in which the number of
female executives are more in number, perform better
in terms of corporate governance and financial
performance [5].

Expanding the evidence-based on gender diversity
across all organizational levels should be monitored and
evaluated in order to track women’s progress from entry
to leadership, as well as data relating to the status of
women employees in several positions pertaining to
diversity management and inclusion, is to be collected in a
periodic basis and made available for transparent analyses
[6]. Management should bring some modifications in
existing policies for managing gender diversity and
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introduce several new policies as per the employee's need
and implement them properly [7].

Gender perspective has turned out to be a global issue
at present. Despite having several social organizations
protecting and ensuring gender equality among the
nations, but women are still observed back in terms of
social, economic and political spheres [8]. Looking
towards the Nepalese context, the status of the women is
not encouraging especially in rural areas [9]. Despite
Nepalese women's participation in service sectors, still in
some areas, are suffering from double discrimination of
social backwardness as well as gender inequality [10].
Therefore, the role of women in the local developmental
contexts, in several areas of the country is particularly
down and out in light of the fact that the word gender isn't
seen fittingly in our general public [8].

Though there has been some improvements regarding
the participation of women in several affairs of the
developmental sector, still it’s not up to the mark [11].
Thus, a proper assessment is required to explore these
questions in the context of gender diversity in the banking
industry. Therefore, this paper aims to assess the role of
gender diversity on banking performance in Kathmandu
valley covering the present status of gender diversity in
the Nepalese context that includes several benefits,
challenges associated with it and policies and measures
that need to be taken to promote gender diversity.

The later part of this study is categorized into 4 parts.
The second part covers methods, and third part of this
study includes results and the fourth part concludes the
study.

Il.  RESEARCH METHODS

A. Study Area and Population

Nepal has 77 districts, and from 77 districts, 3 districts
included in Kathmandu valley (Kathmandu, Bhaktapur and
Lalitpur) situated in Bagmati province were taken as the
study area for this research. The geographic coordinates of
Kathmandu valley are: latitudes 27°3213” and
27°4910”north. and longitudes 85°1131” and 85°3138”
E (Figure 1). The total population of Kathmandu is
1,442,271 which has the largest population of other
districts [12][13]. This study was emerging issue for most
of the banking sector of Nepal because there are both
males and females working in a particular organization
which would surely impact the banking performance to a
great extent. There are many financial institutions but we
selected only 27 commercial banks in Nepal. The
Kathmandu valley was a suitable area for research because
it has a the largest population ef in Nepal and the majority
of banks headquarters and branches are located in the
valley [14].

Study Area WL

Fig. 1. Study Area

As highlighted before the study was conducted in the
Kathmandu valley of Nepal. The target populations were
banking employees who are responsible for the overall
performance of the bank. Non-probability sampling was
used for the survey and within that purposive sampling
was used to collect data. The sampling unit in the study
was the bank’s employees.

B. Sample Size Determination

Sample size determination is the technique of choosing
the number of observations for a sample. The sample size
is a significant component of any examination or
examination in which the point is to make inductions about
the populace from a sample. When all is said in done, the
sample size utilized in an investigation is resolved
dependent on the expense of information assortment, and
dependent on adequate factual force. To work out the
sample size of the study the formula suggested by
Olutende et al. [15] and Paudel et al. [16] has been used. It
suggests that

no= 22 pg/e ?

Where, No= sample size required for study, Standard
tabulated for level of significance (z) = 1.96, p=
prevalence or proportion of an event%= 0.50 [17]. So, P=
0.5 and g= 1-p, = 0.5. Then, we adopt, allowable error that
can be tolerated (e) = 6%. So, total population for the
study is no= z?pqg/ e% = (1.96)2 x0.5%0.5/ (0.06) = 266.78.
We also undertake, Non-response error 5%, i.e.
266.78*5/100 = 13.39. Thus, sample size taken for study
was (266.78+13.39) = 280.17 (=280). However, the study
covered 300 employees of the bank which was enough as
per the sample determination.

C. Research Instrument and Data Analysis

In this study, structured questionnaire was used. Banks
employees’ survey was primary sources used in the study
to collect the data. However, the questionnaire was
maintained using the Kobo toolbox. For the analysis of
data, two methods were used — descriptive statistics and
banking performance index. The descriptive analysis
describes the result of variables with different tables,
charts, and figures. And in the performance index, several



factors affecting employees and banking performances are
discussed. The data analysis was made on Microsoft Excel.

1. RESULT AND DISCUSSION

A. Socio-demographic Analysis

For this study, 300 respondents were interviewed in
three districts; Kathmandu, Lalitpur, and Bhaktapur. There
were altogether 49.50 percent male and 50.50 percent
female respondents from the response rate it can be
indicated that there is no gender bias in banks of Nepal
(Table 1). The study observes that most of the employees
working in banks are postgraduate (65.67) followed by
undergraduate (29.67) and intermediate level. Our result
revealed that there is more educated males than females.
This however displays that employees who are willing to
get a good position in a bank are more attracted to gain a
higher degree.

Table 1. Socio-Demographic Characteristics

Variables Number Percentage
Gender

Male 151 50.5
Female 149 49.5
Education

10+2 3 1
Bachelor’s 89 29.67
Master’s 197 65.67
Above Master’s 11 3.66
Age

Below 30 195 65
30-39 83 27
40-49 19 7
50-59 3 1
Experience

Below 3 years 167 55.67
3 —6 years 111 37

7 —9years 17 5.67
10 — 12 years 5 1.66

Dauvellier et al. [18] suggests that there should be
gender equality in terms of the education system and both
men and women should be given equal opportunity for
educational attainment so that both get proper experiences
and education and come with diverse ideas for enhancing
organization performance in future. Results also reveals
that the majority of the respondents belong to the age
group below 30 which emphasizes that today's youths are
more attracted towards the banking sector to pursue their
career. Age diversity among employees has been an
important ~ factor that influences organizational
performance. It helps organizations in terms of creativity
and innovative approaches to an organization’s problems
and performances. Kumar and Singh [19] therefore
suggest that every organization should take age diversity
into in their organization.

We can observe that there are altogether 55.67 percent
of respondents who have invested almost 3 years in a
particular organization. Similarly, 37 percent of
respondents have given their lifetime in banking for

almost 6 years now. Also, 5.67 percent of respondents
have been working in a particular organization for 9 years
followed by just 1.66 percent of employees been working
there for 12 years now. Further Mann and Dawkins [20]
observed employees’ turnover for better job opportunities.
So to avoid employee turnover organization needs to
continuously maotivate employees enough and provide
them several career opportunities so that they dedicate
their complete efforts to an organization.

B. Status of Gender Diversity on Banking Performance

Awareness of people is determined by the percentage
of people being familiar with gender equality and the
source from which they have come to know about it. In
this study, it was found that 100% of respondents were
aware of gender diversity. The result shows that
employees have a proper idea regarding gender diversity.
They have come up to know about it through several
sources such as newspapers, television, friends, family,
social media, and others. However, most of them have
been aware through their family and social media. Studies
have suggested that employees having proper gender
diversity-related ideas can enhance proper coordination
and collaboration among employees in their working
environment and it leads to creativity and enhanced
performance of employees as well as organizations [21].

Understanding gender diversity might differ from
person to person. From the study, it was revealed that
almost 58.53 percent of respondents are highly concerned
regarding gender diversity followed by 38.80 percent of
respondents who have extremely high concern levels. 2.01
percent of respondents are moderately concerned and 0.33
percent of respondents have low and extremely low
concern level. The result obtained is quite good as most of
the employees are well concerned regarding gender
diversity. This signifies that employees do practice gender
equality and they are aware of the fact that gender
diversity helps to bring several benefits to an organization
leading it to be a high performer in its practice.

x®

xR

100% -
99% +
98%
97% +
96% -
. = No
95% +
94 . W Yes
3
93% 7 _ —

92%

Awareness Concerned Experience Equality of
regarding regarding regarding  treatmentin
gender gender gender male and

diversity diversity inequality female

Fig. 2. Status of Gender Diversity on Banking Performance

There might be multiple areas of inequality like access
to resources, distribution of power, compensation, work
performance, and so on. This study shows that almost 95
percent of respondents have not experienced gender
inequality in their workplace and just 5 percent of them
have experienced such inequality. Here, inequalities are
experienced in terms of access to resources, distribution of
power etc. The result signifies that very few employees
have been experiencing biasness in terms of several
opportunities in an organization or it can be said that
organization has not been fair in terms of few practices for



few employees. Asian Development Bank [10] however
suggests that, employees should be treated fairly and they
should experience equality in every aspect so that they
feel the sense of ownership and belongingness in an
organization and can contribute effectively towards it.

Whether males and females are treated fairly or not in
their working environment that may again be in several
aspects of the organization such as compensation, power
distribution, resource utilization and so on is crucial
matter. This study revealed that 99 percent of respondents
have agreed on the fact that they are treated fairly in their
workplace (Figure 2). However, 1 percent of respondents
have denied that they have been treated fairly and the
areas they have mentioned are again salary, complexity of
work, authority and responsibility. The result further
explains that each and every employee has been treated
fairly and has been given equal opportunities in an
organization. There is no gender bias in result which is
satisfactory. Verba et al. [22] suggest that employees are
the assets of any organization and thus they are to be
satisfied and motivated properly ensuring equality in
terms of their activities.

C. Gender Diversity Index

This section deals with gender diversity the index on
banking performance in Kathmandu valley. For this
purpose, the gender diversity index was used as a method
of analysis of employee satisfaction (Table 2). The
dimensions undertaken for this study were employee
satisfaction, working environment, employee motivation,
training and advancement opportunities and competence.

Employee Satisfaction: Employee satisfaction is a
measure of how happy workers are with their job and
working environment. It is sure that there may be many
factors affecting organizational effectiveness and one of
them is the employee satisfaction [23]. The result
presented in table 2 indicates that employees are overall
satisfied with the organization's culture, organization
offering adequate opportunities for career development,
organization valuing employee’s contributions and so on.
The findings reveal that most of the respondents are
enjoying their organization culture that makes working
environment very healthy to work in. The organization
has been offering adequate promotion and career
development  opportunities to their respondents.
Employees are being valued and recognized for their
contribution and work dedication. Employees have been
performing well as their responsibilities have been clearly
defined. Also, their skills and abilities have been utilized
to a great extent.

Working  Environment:  Working  environment
basically means the surrounding conditions in which an
employee’s operates [24]. A  positive working
environment is a must so as to promote employee safety,
growth and goal attainment. Working environment is a
must to consider in case organization is looking to
enhance its performance because employees are to be
provided good and open atmosphere where they are able
to work collaborating with each other. We can clearly see
from table 2 that most of the respondents are satisfied with
the working environment of an organization. They believe

that the organization is diverse and inclusive having
varied people in it working for a common interest.
Employees are well known for how their activities impact
the success and goals of themselves and an organization.
Furthermore, almost everyone is satisfied with the
culture and believes that the organization does offer a safe
working environment to their employees. This shows that
there is a good and safe working space for employees to
work freely where they can share their diverse ideas,
opinions with each other and come up with fruitful ideas
and thoughts. Foldspang et al. [25] suggest that the
working environment should be friendly and open-minded
where employees both male and female can work jointly
coordinating with each other to bring efficiency in their

activities.
Table 2. Gender Diversity Index

Yes No

N. % N. %
Employee Satisfaction
I enjoy my organization’s culture. 299 | 9967 | 1 0.33
My organization offers adequate | 294 | 98 6 2
opportunities for promotion & career
development.
| feel valued for your contributions. 295 | 9833 | 5 1.67
| feel my job responsibilities are | 296 | 98.67 | 4 1.33
clearly defined.
| feel my job utilizes my skills and | 286 | 95.33 | 14 4.67
abilities as it could.
Working environment
Organization is dedicated to diversity | 295 | 98.33 | 5 1.67
and inclusiveness
Understand how my work impact | 298 | 99.33 | 2 0.67
organizational goals
Satisfied with the culture of my work | 300 | 100 0 0
place
Organization’s fiscal well-being is | 290 | 96.67 | 10 3.33
stable
Organization has a safe working | 296 | 98.67 | 4 1.33
environment
Training and advancement
opportunities
Opportunities for improving | 290 | 96.67 | 10 3.33
professional skills
Organization is conducting training | 275 | 91.67 | 25 8.33
programs frequently
Training and development have | 295 | 98.33 | 5 1.67
helped you to improve your work
efficiency
Training help to increase the | 298 | 99.33 | 2 0.67
motivation level of employees
promotion opportunities for capable | 299 | 99.67 | 1 0.33
people
Employee motivation
My level of motivation affects my | 298 | 99.33 | 2 0.67
performance.
I am satisfied with the incentive | 280 | 93.33 | 20 6.67
provided by the organization.
My salary is favorable as compared | 285 | 95 15 5
to other brands.
There is considerable opportunities | 280 | 93.33 | 20 6.67
for growth and career development.
There is high degree of autonomy | 150 | 50 150 | 50
provided in decision making and
other practices.
Competence
Ability to adapt a situation or to solve | 275 | 91.67 | 25 8.33




a problem in a new way, openness of
a mind for new situation, solution and
ideas.

Ability to analyze problems and | 280 | 93.33 | 20 6.67

situations in a critical and logical
manner.

I believe my personal development | 300 | 100 0 0

would  benefit from wusing a
competency management styles.

Possess enough skills and knowledge | 290 | 96.67 | 10 3.33

to make right decisions for
organization.

Able to solve problems effectively | 295 | 98.33 | 5 1.67

and efficiently.

Training and Advancement Opportunities: Training
and advancement opportunities helps employees to learn
more, enhance their skills and make greater contributions
to the organization’s success [26]. Therefore,
organizations should invest enough to provide these key
necessities to employees so as to motivate them to a
greater performance. As we all know that training and
development help to increase work efficiency in
employees and therefore organizations should be attentive
to the needs of employees. Table 2 displays that
employees are well equipped with proper training and
advancement so as to create efficiency and effectiveness.
They have been provided opportunities for improving
their professional skills through frequent trainings that
have been conducted. This has increased work efficiency
in employees and their motivation level. Also, several
promotional opportunities have been guaranteed to
employees. The result shows that the organization has not
been biased in providing proper training and development
opportunities to its employees and thus employees have
been well satisfied with the opportunities they have been
provided with that helps enhance their overall
performance. Amoah-mensah & Darkwa [27] suggest that
training and development help to increase efficiency in
employees and thus they should be well equipped with
such things for their overall effectiveness in practice.

Employee Motivation: Employee motivation is that
level of energy, commitment and creativity that the
employees bring to their jobs [28]. Motivated employees
can lead to higher productivity and allow an organization
so as to achieve higher level of results. They are an asset
to organization and are vital to an organization’s success.
Table 2 below reveals that many respondents are satisfied
with the pay, incentive of an organization whereas few of
them are not satisfied. Many of them believe that their
salary is favorable as compared to other organizations.
The organization has been offering several opportunities
for employees’ growth and career which is a very good
means of motivation. However, almost half of the
respondents believe that they are not given enough
autonomy in decision-making practices which again needs
to be improved. Table 2 illustrates that motivation is a key
to any organization’s success and thus its necessary to
come up with several motivational aspects for employees.
Nduka [29] suggests that motivation is an important
aspect for higher performance of employees and thus they
needs to be motivated constantly. Employees should get a
chance to express their views in several affairs of
organization and their words, views should be taken into

consideration because many often they might be creative
in their ideas which in turn can help organization be
fruitful and useful.

Competence: Competence is the ability of people to do
something effectively and efficiently. It is the quality of
being competent; adequacy; possession of required skills,
knowledge, qualification or capacity [30]. Competent
employees can be great asset for an organization and thus
organization should offer employees requires trainings
and several opportunities to increase that competency
level in employees. The table 2 explains that almost 80
percent respondents are that capable to analyze the
situation and solve the issues in a logical manner.
Employees have experienced personal development by
increasing their competency level. They do have enough
skills and knowledge so as to make right and fruitful
decision for an organization. Furthermore, they are
equipped with such creativity so as to eliminate deviations
effectively and efficiently. Looking towards the overall
scenario, organizations have been helping employees
enhance their competencies and be skilled enough in their
work. Competency is a key toward higher performance
and competent employees can work best for the
organization to help it reach higher performance.
Kolibacova [31] suggest that employees should be
provided necessary inputs so as to make them competent
and enhance efficiency in operation that will ultimately
leads to increased productivity of an organization.

D. Challenges of Gender Diversity and Managerial
Solution

This section deals with identifying the challenges,
gender diversity possess in banking performance in Nepal.
The challenges of gender diversity are inappropriate
workplace culture, lack of proper education, family
pressure to women, gender pay gap, internal resistance
etc. However, this study found that employees are not
facing any challenges regarding gender diversity which
signifies that an organization has been practicing gender
diversity friendly working environment. The result
displays that only one percent of respondents believes that
there are some administrative problems that could hinder
the successful maintenance of gender diversity. 88 percent
of them do not find any administrative barriers in gender
diversity. Similarly, 6 percent of them feel there might be
few problems in it. However, 5 percent of respondents
have no idea regarding the administrative problems in
maintaining gender diversity.

Prioritization of work life balance _

Creation of open minded atmosphere
Fair compensation practice
Representation of women in leadership roles

Building an inclusive workplace

Fig. 3. Management Strategies for gender diversity



Thus, the result shows that employees are not facing
any sorts of gender issues or barriers in their organization
which also signifies that employees have been treated
fairly and the organization has been providing keen
attention in handling those issues in a proper manner
(Figure 3). Reimann [32] suggests that gender-related
problems are common in any organization but they are to
be managed properly and this topic should be placed at a
high priority as it does hinder the organizational
performance if it is not managed well. There might be
several managerial solutions so as to eliminate the barriers
in maintaining gender diversity. Some of the solutions
could be building an inclusive workplace, representation
of women in leadership roles, fair compensation practice,
creation of open-minded atmosphere, prioritization of
work life balance.

Almost 100 percent of respondents have argued that
the problematic situation of maintaining gender diversity
can be managed in an effective manner to create a healthy
atmosphere in the working environment and enhance job
performance of both genders. The results further entails
that 91.67 percent of respondents believed that building an
inclusive workplace could be one of the best managerial
solutions for maintaining and enhancing gender diversity.
Also around 88.67 percent of respondents have supported
on the statement that representing women in leadership
roles could help remove the gender gap and help women
be ahead in the affairs of organizations which could help
minimize gender inequality. 91 percent of them provided
their views on bringing fair compensation procedures for
both genders for the same level and complexity of work.
This could remove dissatisfaction of gender regarding pay
and they could work with greater efficiency and
effectiveness. Similarly, 55.67 percent of respondents
believe that the creation of an open atmosphere is
essential for maintaining gender diversity as people are
free to share their ideas, opinions, thoughts and there is no
barrier in particular gender in expressing their views. This
can enhance the sense of ownership toward an
organization. Likewise, 44.67 percent have agreed that
work-life imbalance is one of the major problems in
maintaining gender equality and gender diversity.

The result shows that employees do believe a good
inclusive workplace is a must to enhance gender diversity.
Besides, women should be given the opportunity to
participate in several affairs of activities, and there should
be fair compensation practice and employees should be
made aware regarding how to balance their personal and
work life. Females are more engaged in the affairs of
households and they are not given chance to come into the
outer world. Furthermore, it has become hard for a female
to balance their household and working organization.
Wang [33] suggests that balancing personal and work life
especially for women can help them participate in several
affairs and can contribute to an organization leading to
gender diversity in an organization.

IV. CONCLUSION

The present paper described the bankers’ opinion on
gender diversity on banking performance in Kathmandu.
The findings from this study revealed that 100% of
respondents were aware and has a proper idea regarding

the gender diversity. They have come up to know about it
through several sources such as newspapers, television,
friends, family, social media, and others. This study also
found that 97.33% of respondents are highly concerned
regarding gender diversity in their workplace. Also, this
study found that almost 95% of respondents have not
experienced gender inequality in their workplace. Further,
99% of respondents have agreed on the fact that they are
treated fairly in their workplace which indicates there is no
gender bias. Only 1% of respondents believed that there
are some administrative problems that could hinder the
successful maintenance of gender diversity. Since
employees are not facing any sorts of gender issues or
barriers in their organization it signifies that employees
have been treated fairly and the organization has been
providing keen attention in handling those issues in a
proper manner.

Along with this, the study also found that; almost 100
percent of respondents, believe that the problematic
situation of maintaining gender diversity can be managed
in an effective manner to create a healthy atmosphere in
the working environment and enhance the job performance
of both genders - building an inclusive workplace
(91.67%), fair compensation practice for both genders for
the same level and complexity of work (91%),
representation of women in leadership roles (88.67%),
creation of open-minded atmosphere (55.67%) and
prioritization of work-life balance (44.67%) are the best
managerial solution for maintaining and enhancing gender
diversity. It indicates that employees do practice gender
equality and they are aware of the fact that gender diversity
helps to bring several benefits to an organization leading it
to be high performer in its practice. Also, it is found that
each and every employee has been treated fairly and has
been given equal opportunities in an organization. More
importantly, employees are not facing any challenges
regarding gender diversity in their workplace.

Against the other studies queries and argument in
several gender diversity related issues that have been
appeared to existence in Nepalese working environment,
the banking sector in Nepal has a milieu culture and gender
friendly environment. Maintaining this gender-friendly
environment for the long time will not only bring gender-
friendly workplace practices, but also help to create
synergy to build gender friendly nation.

REFERENCES

[1] Joshi, R. (2017). Does Gender Diversity Improve Firm Performance?
Evidence from India. Undp, (December).

[2] Richard, O. C., Kirby, S. L., & Chadwick, K. (2013). The impact of
racial and gender diversity in management on financial
performance: How participative strategy making features can
unleash a diversity advantage. International Journal of
Human Resource Management, 24(13), 2571-2582.
https://doi.org/10.1080/09585192.2012.744335

[3] Hassan, Z. (2018). IMpact of gender diversity on indian firm’s
financial performance. International Journal of Management,
Accounting and Economics, 5(5).

[4] Kochhar, K., & Jain-chandra, S. (2017). Women, work, and
economic growth: Leveling the playing field. Retrieved from
http://www.elibrary.imf.org/doc/IMF071/23146-
9781513516103/23146-
9781513516103/Other formats/Source PDF/23146-
9781475579062.pdf?redirect=true

[5] Omri, A., & Boukattaya, S. (2018). Gender diversity and firm
performance: evidence from French boardrooms. EuroMed J.
of Management, 2(4), 356.



http://www.elibrary.imf.org/doc/IMF071/23146-9781513516103/23146-9781513516103/Other_formats/Source_PDF/23146-9781475579062.pdf?redirect=true
http://www.elibrary.imf.org/doc/IMF071/23146-9781513516103/23146-9781513516103/Other_formats/Source_PDF/23146-9781475579062.pdf?redirect=true
http://www.elibrary.imf.org/doc/IMF071/23146-9781513516103/23146-9781513516103/Other_formats/Source_PDF/23146-9781475579062.pdf?redirect=true
http://www.elibrary.imf.org/doc/IMF071/23146-9781513516103/23146-9781513516103/Other_formats/Source_PDF/23146-9781475579062.pdf?redirect=true

[6] Noland, M., Moran, T., & Kotschwar, B. R. (2016). Is Gender
Diversity Profitable? Evidence from a Global Survey. SSRN
Electronic Journal, (March 2019).
https://doi.org/10.2139/ssm.2729348

[7] Bibi, N. (2016). Role of gender diversity in organizational
effectiveness and its implications. International Review of
Management and Marketing, 6(4), 80-85.

[8] Baral, B. (2017). Gender development perspective: A contemporary
review in global and Nepalese context. Geographical Journal
of Nepal, 10, 141-152.

[9] Paper, C. B. (1999). Women in nepal. (December).

[10] Asian Development Bank. (2016). Gender equality results case
study: Nepal Gender Equality and Empowerment of Women
Project. Retrieved from
https:/iwww.adb.org/sites/default/files/publication/185563/ne
pal-gender-equality-and-empowerment-women-project.pdf

[11] International Finance Corporation. (2016). SheWorks: Putting
gender-smart commitments into practice.
https://doi.org/10.1111/acel.12450

[12] Parajuli, S., Paudel, U. R., & Devkota, N. (2020). Banking
Communications: A  Perceptual Study of Customer
Relations. South Asian Journal of Social Studies and
Economics, 8(3), 23-34.

[13] Tandukar, H., Devkota, N., Khanal, G., Padda, |. U. H., Paudel, U.
R., Bhandari, U., ... & Parajuli, S. (2021). An empirical study
in nepalese commercial bank’s performances on green
banking: An analysis from the perspective of bankers. Quest
Journal of Management and Social Sciences, 3(1), 49-62.

[14] Shrestha, S., Devkota, N., Paudel, U., Bhandari, U., & Parajuli, S.
(2020). bankers’ communication know-how: An analysis
from commercial banks of Kathmandu valley. Quest Journal
of Management and Social Sciences, 2(1), 80-99.

[15] Olutende, M., O., Wisiuba Bukhala, P., & Wesonga, B. (2018).
Exercise prescription: practices of healthcare professionals in
hospital setting, Kenya. Journal of Physical Activity
Research, 3(1), 47-54. https://doi.org/10.12691/jpar-3-1-8

[16] Paudel, U. R., Parajuli, S., Devkota, N., & Mahapatra, S. K. (2020).
What determines customers’ perception of banking
communication? An empirical evidence from commercial
banks of Nepal. Global Economy Journal, 20(4), 1-21.

[17] Adhikari, D. B., Gupta, P., Devkota, N., Paudel, U. R., & Parajuli,
S. (2021). Challenges in transformation of informal business
sector towards formal business sector in Nepal: Evidence
from descriptive cross-sectional study. Asian Journal of
Agricultural Extension, Economics & Sociology, 95-106.

[18] Dauvellier, M., Dennehy, J., Duda, A., Ferguson, L., Ferrari, E.,
Forest, M., Frangoudes, K., Frey, R., Irving, P., Lodovici, M.
S., Loi, D., Mcdevitt-pugh, L., Mantouvalou, K., Mergaert,
L., Green, S. O. B, Orlando, N., Osch, T. Van, Pesce, F.,
Pimminger, 1., ... Zambelli, M. S. (2016). Gender in
entrepreneurship. European Institute for Gender Equality, 22.

[19] Kumar, R., & Singh, R. (2017). Age Diversity in the Workplace: a
Study on Private Sector Banks Employees. International
Journal of Research -Granthaalayah, 5(8), 120-126.

[20] Mann, A. & Dawkins, J. (2014). Employer Engagement in
Education: Literature Review. CfBT Education Trust. 60
Queens Road, Reading, RG1 4BS, England.

[21] Canada, P.. (2019). Gender Diversity and Inclusion : A Guide for
Explorers. 6-7.

[22] Verba, S., Kelman, S., Orren, G. R., Miyake, ., Watanuki, J.,
Kabashima, 1., & Ferree, Jr., G. D. (2014). Gender equality.
Elites and the Idea of Equality, 242—2509.

[23] Sageer, A., Rafat, S., & Agarwal, P. (2012). ldentification of
variables affecting employee satisfaction and their impact on
the organization. IOSR  Journal of business and
management, 5(1), 32-39.

[24] Samman, W., E. Presler-Marshall, N. Jones, T. Bhatkal, C.
Melamed, M. Stavrpoulou, & J. Wallace (2016). Women'’s
Work: Mothers, Children and the Global Childcare Crisis.
London: Overseas Development Institute.

[25] Foldspang, L., Mark, M., Hjorth, L. R., Langholz-Carstensen, C.,
Poulsen, O. M., Johansson, U., & Rants, L. L.
(2014). Working environment and productivity: A register-
based analysis of Nordic enterprises. Nordic Council of
Ministers.

[26] Dias-Filho, M. B. (2012). Desafios da producdo animal em
pastagens na fronteira agricola brasileira. Embrapa Amazonia

Oriental-Documentos (INFOTECA-E).

[27] Amoah-Mensah, A., & Darkwa, P. (2016). Training and
development process and employees’ performance in the
“chop bar” industry.

[28] Skripak, S. J., Cortes, A., & Walz, A. (2016). Motivating
Employees. Fundamentals of Business. Retrieved May, 10,
2018.

[29] Nduka, 0. (2016). Employee ~ motivation  and
performance. Unpublished thesis. Centria University of
Applied Sciences.

[30] Nikolajevaite, M., & Sabaityte, E. (2016). Relationship between
employees’ competencies and job satisfaction: British and
Lithuanian employees. Psychology Research, 6(11), 684-692.

[31] Kolibacova, G. (2014) “The relationship between competency and
performance,” Acta  Universitatis  Agriculturae et
Silviculturae Mendelianae Brunensis, 62(6), 1315-1327.

[32] Reimann, C. (2004). Gender in Problem-solving Workshops: A
Wolf in Sheep ’ s Clothing ?

[33] Wang, X. (2007). A model of the relationship of sex-role orientation
to social problem-solving. Sex Roles, 57(5-6), 397-408.
https://doi.org/10.1007/s11199-007-9285-2



https://www.adb.org/sites/default/files/publication/185563/nepal-gender-equality-and-empowerment-women-project.pdf
https://www.adb.org/sites/default/files/publication/185563/nepal-gender-equality-and-empowerment-women-project.pdf
https://doi.org/10.1111/acel.12450
https://doi.org/10.12691/jpar-3-1-8
https://doi.org/10.1007/s11199-007-9285-2

