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Abstract

Notably, social-psychological approaches such as relative deprivation theory
(personal and collective) and social exchange theory posit that there exists a
negative association between women discrimination in HRM practices and
organizational commitment. It is pertinent to note that the study of organizational
commitment is significant across behavioral and attitudinal perspectives as well
as differing conceptualizations. Considering this, the present study aims to
investigate the causal linkages between women discrimination in HRM practices
and the three-component model (TCM) of organizational commitment in the
Indian banking sector. To test the hypothesized relationships, partial least
squares structural equation modeling (PLS-SEM) was used on a sample of 394
women employees from the following banks in Northern India—State Bank of
India, Punjab National Bank, Housing and Development Finance Corporation
Bank, and Jammu and Kashmir Bank. The results obtained revealed that women
discrimination in HRM practices has a significant negative impact on all three
components of the TCM approach of organizational commitment—affective
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commitment, continuance commitment, and normative commitment. Specifically,
the negative effect was found more on affective commitment and normative
commitment, unlike continuance commitment. Consequently, the current study
has thrown light on theoretical and managerial implications along with directions
for future research.

Keywords

Affective commitment, continuance commitment, Indian banking sector,
normative commitment, organizational commitment, Women discrimination in
HRM practices

Introduction

Undoubtedly, with the legal mechanism in place an overt that is, a blatant form of
discrimination against women in HRM practices has become less frequent now
(Dipboye & Colella, 2005; Richard et al., 2013). However, it has exacerbated
subtle discrimination toward women. This is a subconscious and psychological
process (Dworkin et al., 2018) to discriminate against them in employment
contexts in a covert and complex form. Hence, is often difficult to identify and
measure (Jones et al., 2017). Moreover, research highlights that discrimination
against women in HRM practices whether overtly or covertly originates from
gender stereotypes. These are prevalent in modern societies even today (Triana
et al., 2021). These are the mental shortcuts of perceiving men and women
differently based on their socially assumed roles and characteristics (Diekman &
Eagly, 2000). For instance, women are supposed to have a feminine role. They are
expected to possess communal traits such as kind, caring, emotional, friendly, and
submissive. Contrarily, men are assumed to have a masculine role. Besides, they
are assumed to possess agentic traits such as being competitive, achievement-
oriented, confident, and energetic. These traits are believed to be considered
necessary to perform well and achieve success across workplaces. However,
research exhibits that there is a stereotypic belief prevailing among society that
women usually lack these agentic traits (Eagly, 1987; Downes et al., 2014). This
notion in turn spreads across the workplaces and manifests into discrimination of
women in HRM practices overtly or subtly (Ackerman et al., 2005). This indicates
that gender stereotypes lay a strong foundation for discrimination against women
in HRM practices across workplaces. Although organizations worldwide have
gender-neutral HRM policies and practices, research reveals that women
employees are subjected to discrimination in HRM practices not necessarily in an
overt form but covertly and subtly (Qu et al., 2019; Sunaryo et al., 2021). This is
because the implementation of HRM practices toward women employees is not
accompanied always with honesty and transparency. Rather sometimes,
supervisors and managers who are generally found to be men (Ramya &
Raghurama, 2016) and are usually concerned with the implementation of HRM
practices possess a tendency to categorize women employees by gender regardless
of legislation. This, in turn, may activate gender stereotypes among their
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subconscious minds which may prevent them from guiding their behavior
(Ridgeway & England, 2007; Bobbitt-Zeher, 2011). As a result, their attitude
toward women employees becomes discriminatory sometimes consciously or
unconsciously (Elsawy & Elbadawe, 2022; Triana et al., 2021). Therefore, it
would be appropriate to state that “women discrimination in HRM practices” is
the product of a combination of cultural and social ideas about women. Also, the
discretionary enforcement of HRM practices guided by gender stereotypic
assumptions about women which hence translate into discriminatory outcomes
toward them.

Furthermore, prior research has noted that workplace discrimination against
women in HRM practices act as a crucial factor in determining various
job attitudes and behaviors. These include job satisfaction, job involvement,
employee performance, organizational citizenship behavior, turnover intention,
organizational commitment, and employee engagement (Dost et al., 2012; Downes
et al., 2014; Khan & Rainayee, 2020; Qu et al., 2019; Sattar & Nawaz, 2011;
Sharma & Kaur, 2019). Among them, organizational commitment is the critical
component of an employee attitude which is affected negatively when women
employees experience discrimination in HRM practices (Downes et al., 2014;
Munda, 2016; Khuong & Chi, 2017; Qu et al., 2019; Sunaryo et al., 2021; Triana
et al., 2018). Notably, organizational commitment was being researched early in
the 1950s as a single and multidimensional perspective (Suliman & Iles, 2000).
However, few researchers considered it significant to study organizational
commitment across multiple conceptualizations and dimensions (Meyer & Allen,
1991; O’Reilly & Chatman, 1986). The most influential of these efforts was the
three-component model (TCM) developed by Meyer and Allen (1991). This
reflects the three psychological states of an employee (Meyer et al., 1993) to
continue their membership in a particular organization based on their desire
(affective commitment), need (continuance commitment), and sense of
responsibility (normative commitment). It is imperative to mention that, to date,
extant literature has not investigated the impact of women discrimination in HRM
practices on the TCM model of organizational commitment among the banking
sector. This study is, therefore, an attempt to examine such linkages among Indian
banks. The plausible reasons for choosing the banking sector are many: First, it is
the most visible element of growth and plays a significant role in accelerating the
economy of India (Gordon & Gupta, 2004). Second, if female employees working
there experience any differential treatment in HRM practices, it can affect their
organizational commitment (affective, continuance, and normative) negatively.
This, in turn, may hamper the performance of banks and can create hurdles in the
nation’s economic development. Third, there exists scant empirical research on
banks in India examining discrimination against women in the majority of HRM
practices (Bezbaruah, 2012; Ramya & Raghurama, 2016). Against this research
backdrop, the present study intends to determine the relationship between women
discrimination in HRM practices and the three-component model of organizational
commitment in the banking sector of Northern India.

This study is imperative and will determine whether findings from previous
research conducted across different nations and sectors on the phenomenon of
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“workplace discrimination against women” generalize to the Indian banking
sector as well. Notably, banks in India represent a major player in the economy. As
a result, they need a more committed workforce including women to face the
worldwide economic competition effectively. The study will enable Indian banks
to understand and address the perception of their women workforce regarding
discrimination in HRM practices. Try to minimize and eliminate them so as to
enhance their commitment in terms of desire (affective), need (continuance), and
moral obligation (normative) toward their workplace. Furthermore, this study will
enable banks across India to make adequate efforts. This involves not allowing
gender stereotypes to influence the implementation of HRM practices toward
women employees consciously or unconsciously.

Literature Review

Women Discrimination in HRM Practices

Over the past few decades, researchers all over the globe have shown increased
research attention in management literature toward discrimination against women
in the workplace (Goldman et al., 2006). Various scholarly definitions for “women
discrimination in HRM practices” exist in the literature based on perceptions of
events as discriminatory at the workplace (Phinney, 1992). For instance, Allport
(1954) has defined “women discrimination in HRM practices” as the perception
of women that they are denied equality of treatment at the workplace because of
their gender. It is also defined as the perception of women employees that they are
treated unfairly in employment decisions such as career advancement, challenging
task assignments, compensation, performance appraisals, and training and
development (Snizek & Neil, 1992). These decisions are based on their gender
rather than merit, qualification, and performance (Gutek et al., 1996; Ngo et al.,
2002). Additionally, few researchers have conceptualized “women discrimination
in HRM practices” in terms of objective and structural barriers that indicate
measurable events. In other words, the first-hand experience of women employees
regarding disparities in organizational resources based on their gender has been
used to operationalize the construct “women discrimination in HRM practices”
(Phinney, 1992). Thus, based on such conceptualization various researchers have
defined the construct in the following manner: Lenhart and Evans (1991) have
defined it as a disparate treatment that women experience in personnel policies
and practices based on their gender. According to Reskin and Padavic (1994), it
simply means uneven dissemination of resources, possibilities, and incentives at
the workplace on the premise of women’s gender. On the other hand, Cascio
(1995) has defined “women discrimination in HRM practices” as an unjust or
prejudicial treatment in employment activities such as hiring, pay, benefits,
promotion opportunities, and performance evaluation of women belonging to a
certain gender group. Besides, it depicts the experience of women employees that
they are deprived of privileges and opportunities as available to their male
counterparts at workplaces (Bobbitt-Zeher, 2011).
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Broadly speaking, there exist two main contextual factors that contribute
toward discrimination against women in HRM practices: (a) Gender stereotypes
are generally, societal transcendentally held perceptions about feminism and
masculinism based on gender roles and categories (Ben, 2008). For instance, the
common stereotypes used to describe characteristics of males include-competitive,
objective, decisive, rough, etc. While as, females are commonly described as com-
passionate, submissive, emotional, and so on (Rosen & Jerdee, 1974). Research
highlights that employers, supervisors, and managers who are generally found to
be men often carry stereotypic beliefs about women into the labor markets. They
let such views function as a proxy for their current or future behavior as their
individual-level screenings would necessitate large amounts of time and money
(Browne & Kennelly, 1999; Sunaryo et al., 2021). This indicates that gendered
assumptions about women and men which are the product of both history and
culture permeate the walls of many employment settings. Thus, gender stereotypes
lay the cultural foundation for discrimination (Elsawy & Elbadawe, 2022; Mwita
& Mwakasangula, 2023) against women in HRM practices even today. (b) Career
interruptions also emerge as one of the potential antecedents of discrimination
against women in HRM practices. Research has noted that women experience
career interruptions owing to their different life phases. These include marriage,
motherhood, and additional family responsibilities (Ghiat & Zohra, 2023;
Kingsley & Glynn, 1992). Subsequently, employers usually presume that career
interruptions of women employees typically attach them only transiently to their
workplace (Perlman & Pike, 1994). As a result, they deprive them of workplace
opportunities available to men keeping into consideration the cost-benefit analysis
(Estevez-Abe, 2005; Tlaiss & Dirani, 2015). Additionally, researchers have argued
that when women undergo career interruptions owing to marriage, motherhood,
and additional family responsibilities. This manifests into discrimination against
them in HRM practices. This is because their employers hold a belief that they
show a careless attitude toward their job and devote more time to their family
commitments (Parray & Bhasin, 2013).

Existing literature has identified “women discrimination in HRM practices” as
a multidimensional construct. This involves a broader spectrum of HRM practices
such as career advancement, challenging task assignments, compensation,
performance appraisal, and training and development.

=  Women Discrimination in Career Advancement: It reflects the perception
of women employees regarding unequal career advancement opportunities
at workplaces (Babic & Hansez, 2021). Research has noted that most
organizations do not adopt an objective assessment criterion for the career
advancement of women employees (Elsawy & Elbadawe, 2022; Salum,
2020). Rather, the supervisors’ decision is often guided by the gender
stereotypic notion. This considers women not fit for performing managerial
roles as men. Consequently, they are subjected to discrimination in career
advancement.

=  Women Discrimination in Challenging Task Assignments: It indicates the
perception of women employees regarding the biased allocation of
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challenging tasks toward them (Kaori et al., 2017). Based on earlier
research, McCauley et al. (1999) have identified various clusters of aspects
of challenging tasks. Such as job transitions, a high level of responsibility,
high stakes, managing diversity, and external pressure. Research has noted
that people in powerful positions, that is, supervisors may consciously or
unconsciously engage in the differential assignment of challenging tasks
to their male and female subordinates (De Pater et al., 2010). This could be
because their cognitive and subconscious processes are influenced by
gender stereotypes. That is, female employees possess feminine traits and
are not as competent to perform challenging tasks as men. Owing to their
belief, they deprive them of holding such tasks (De Pater et al., 2010).
Women Discrimination in Compensation: It indicates the perception of
women employees regarding differential treatment in compensation across
workplaces (Hessaramiri & Kleiner, 2001). Notably, compensation is a
wider term. It includes diverse categories of financial rewards such as
basic pay, allowances, and performance-related elements such as incentives
and pay raises (Allen, 2006). Prior research highlights that differential
treatment toward women does not exist mostly in base pay as it is centrally
determined (Lyness & Thompson, 1997). However, certain components of
compensation are performance-based such as incentives and pay raises
where women might receive differential treatment (Dickens, 1998). An
extant review of existing literature provides a better explanation for such
disparity. It is observed that male supervisors are influenced by persistent
gender stereotypes. Consequently, they are likely to perpetuate the ideas
about the superiority of male working patterns and male performance at
work. This in turn influences the compensation decisions about women
consciously or unconsciously across varied performance-based categories
(Afza & Newaz, 2008).

Women Discrimination in Performance Appraisal: It indicates the
perception of women employees regarding the unfair evaluation of their
performance at workplaces (Townley, 1990). Performance appraisals often
have contributed to gendered processes (Dickens, 1998). The specific
objective assessment criteria being used in appraisal may be affected by
the stereotypic beliefs of managers or supervisors about characteristics of
men and women as a group (Townley, 1990). Research noted that gender
stereotypes influence the way women are evaluated in the workplace
whether consciously or unconsciously. Hence, adding up subjectivity in
the performance evaluation of women employees (Hyde, 2005).

Women Discrimination in Training and Development: It indicates the
perception of women employees regarding unequal opportunities in
training and development across workplaces (Ramya & Raghurama,
2016). Research highlights that organizational culture is deeply influenced
by gender stereotypes. This continues to question the allocation of
professional training and developmental opportunities to women
employees (Elsawy & Elbadawe, 2022; Mwita & Mwakasangula, 2023).
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Organizational Commitment

Organizational commitment has emerged as a promising area of research within
the field of industrial/organizational psychology (Angel & Perry, 1981). It was
being researched early in the 1950s as a single and multidimensional perspective
(Suliman & Iles, 2000). According to Suliman and Iles (2000), the most single-
dimensional approach to employee commitment is the attitudinal approach of
Mowday et al. (1979). This views commitment as an employee’s attitude or a
set of behavioral intentions. However, disagreements about the meaning of
commitment and its implications for measurement persisted throughout the 1980s
and 1990s. The investigators were often forced to choose among the varying alter-
natives. As a result, few researchers dealt with this complexity by treating
commitment as a multidimensional construct (Meyer & Allen, 1991; O’Reilly &
Chatman, 1986). The most influential of these efforts was the TCM model devel-
oped by Meyer and Allen (1991). This consolidates the behavioral and attitudinal
perspectives as well as the differing conceptualizations of commitment. This
approach is the most popular and very complex one in defining organizational
commitment in terms of its three psychological states. This reflects the dominant
themes inherent in the varying definitions of commitment—affective, continu-
ance, and normative (Meyer & Allen, 1991).

= Affective commitment: 1t reflects the emotional attachment of employees
toward their organization. It depicts their strong desire to remain with an
organization and to share its values and goals (Meyer et al., 1993).

= Continuance commitment: It is typically based on Becker’s notion of “side
bets.” In other words, this commitment results from the increased hidden
costs in an organization. Like, the employees may feel the need to remain
in their jobs because of financial obligations, health benefits, and pensions
(Somers & Birnbaum, 1998).

= Normative commitment: It depicts the employees’ sense of responsibility
to continue their employment with a specific organization (Meyer &
Allen, 1991).

Women Discrimination in HRM Practices and
Organizational Commitment

A plethora of research has revealed that organizations worldwide are facing
challenges in sustaining commitment among their women workforce. This is
because they are mostly subjected to discrimination within an organizational
context (Downes et al., 2014; Foley et al., 2006; Khuong & Chi, 2017; Munda,
2016; Welle & Heilman, 2005). Notably, there is a need for organizations to have
committed women workforce in contemporary times to achieve effective
performance and success. As a result, this study is an attempt to examine women
discrimination in HRM practices in relationship to organizational commitment
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among Indian banks. Research has noted that gender stereotypes and career
interruptions owing to marriage, motherhood, and associated family responsibilities
are the potent causes of workplace discrimination against women in HRM
practices (Elsawy & Elbadawe, 2022; Ghiat & Zohra, 2023). Besides, existing
literature has identified that the two social-psychological approaches such as
relative deprivation theory (personal and collective) and social exchange theory
better explain the intersection between women discrimination in HRM practices
and organizational commitment (Branscombe & Ellemers, 1998; Ensher et al.,
2001; King & Cortina, 2010). More precisely, the relative deprivation theory
states that when women employees perceive they have been discriminated against
at the workplace or their group (female) to which they belong has been in a
disadvantaged position (Crosby, 1982; Gutek et al., 1996). This generates a feeling
of deprivation among them based on their own experience (personal relative
deprivation) or the experience of their in-group members (collective relative
deprivation). Consequently, their organizational commitment is affected nega-
tively. Besides, social exchange theory also explains the negative association
between women discrimination in HRM practices and organizational commitment.
This theory illustrates that when women employees perceive discrimination
in HRM practices. It manifests into a negative exchange between them and
their organization. Hence, they reciprocate by exhibiting low organizational
commitment (Rhoades & Eisenberger, 2002; Turnley et al., 2003). It is pertinent
to note that examining such causal linkages will be beneficial for selected banks.
For instance, it will enable them to keep track of differential treatment if any exists
against women employees whether overtly or covertly. Try to minimize and
prevent it from occurring in order to maintain an organizational commitment
among them.

Additionally, there is theoretical support regarding the importance of studying
organizational commitment from multiple perspectives and conceptualizations
(Meyer & Allen, 1991). Subsequently, it would be appropriate to examine the
impact of women discrimination in HRM practices on the TCM model of
organizational commitment (affective, continuance, and normative) in this study.
Against this backdrop, a review of the literature was done to identify such casual
linkages. For instance, Korabik and Rosin (1991) have investigated workplace
variables in relationship with affective commitment. Their findings revealed that
when women employees felt that their expectations had not been met, described
their jobs as limited in leadership, responsibility, and being worked in a male-
dominated environment. Their affective commitment toward their workplace was
found to be low. Shaffer et al. (2000) have shown in their study that women
employees working across the United States of America, the Chinese mainland,
and Hong Kong continued to encounter discrimination in hiring, pay raises, career
progression, and performance appraisal. This in turn has a negative impact on
their affective commitment and normative commitment. Moreover, research has
revealed that women employees perceived a higher level of gender discrimination
than men in hiring, pay raises, performance evaluation, and career advancement
(Foley et al., 2006). Besides, the findings suggested that women more strongly
attributed gender discrimination to their organization than men. This is because
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for them discrimination is more about intergroup comparison. While as, for men,
it is about intragroup comparison (Schmitt et al., 2002). As a result, women
employees’ affective commitment toward their organization is reduced more
significantly than men. Triana et al. (2018) have examined 85 studies and found
consistent empirical evidence for the link between workplace discrimination
against women in HRM practices and affective commitment across multiple
countries—the US, Hong Kong, China, Sweden, Norway, Finland, Belgium,
and Australia. Several studies have also shown that women employees enco-
unter organizational barriers that make them feel deprived. Consequently, they
reciprocate by exhibiting low affective commitment toward their workplace
(Eghlidi & Karimi, 2020; Qu et al., 2019; Sunaryo et al., 2021). In light of the
above discussion, it is pertinent to mention that previous research has put much
emphasis on examining the links between women discrimination in HRM practices
and affective commitment. Notably, the existing literature has highlighted an
absolute dearth of studies on assessing the impact of women discrimination in
HRM practices on the TCM model of organizational commitment. Olori and
Comfort (2017) have only investigated such a relationship revealing a significant
negative impact of women discrimination in HRM practices on three dimensions
of the TCM approach (affective commitment, continuance commitment, and
normative commitment). Given such a theoretical gap the present study seeks to
estimate the said linkages in the Indian banking sector. It seeks to arrive at the
answers to the following key questions:

RQI: To what extent do women discrimination in HRM practices influence an
affective commitment among Indian banks?

RQ2: To what extent do women discrimination in HRM practices impact a
continuance commitment across banks in India?

RQ3: To what extent do women discrimination in HRM practices affect a
normative commitment across Indian banks?
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Research Hypotheses

The following research hypotheses are formulated to test them among banks
across Northern India to contribute to the existing body of knowledge.

H : Women discrimination in HRM practices has a significant negative impact
on affective commitment.

H_: Women discrimination in HRM practices has a significant negative
influence on continuance commitment.

H,: Women discrimination in HRM practices has a significant negative effect
on normative commitment.

Research Methodology

Research Instrument

As discussed in the preceding sections, the construct “women discrimination in
HRM practices” in this study covers a wider spectrum of HRM practices such as
career advancement, challenging task assignments, compensation, performance
appraisal, and training and development. It is imperative to mention that there
exists no single survey instrument in the literature that could have measured the
underlying construct according to its conceptualization and domain in the present
study. Subsequently, as posited by the literature, a standardized survey instrument
was designed to measure the construct across its dimensions by devising an item
pool from the various scales (Churchill Jr, 1979; Lankford & Howard, 1994). The
details about the generation of 25 scale items relating to the aforementioned
dimensions are illustrated in Table Al (see Appendix A). Besides, items were
graded on a five-point Likert scale ranging from one for strongly disagree to five
for strongly agree. The participants’ responses to the items in women discrimination
in HRM practices were elicited.

To measure the TCM approach to organizational commitment, the revised scale
of Meyer et al. (1993) was adopted. It is widely applicable in the field of
organizational behavior research across the globe. This instrument is also
significant in terms of covering broader conceptualizations of organizational
commitment—attitudinal and behavioral. It consists of 18 items given in Table A2
(see Appendix A). Besides, all these items were measured on a five-point scale.

Sampling Design and Database

The accessible population of this study was limited to female bank employees
working at executive and nonexecutive levels. The selected banks included—State
Bank of India (SBI), Punjab National Bank (PNB), Housing and Development
Finance Corporation (HDFC) Bank, and Jammu and Kashmir (J&K) Bank. The
survey was conducted in these geographical locations of Northern India—Jammu
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and Kashmir, New Delhi, Punjab, and Haryana. For the survey, a nonprobability
convenience sampling technique was used considering the hectic work schedule
of women bankers. An accessible population in this study is contained in Table 1.
Existing research suggests several ways to determine sample sizes such as sample-
to-variable ratio, general rules-of-thumb, and many more. For instance, most
researchers believe that a sample size of 200—500 people is enough (Chen et al.,
2019). While, others suggest a minimum observation-to-variable ratio of 5:1,
15:1, or 20:1 (Hair Jr et al., 2010). Similarly, Yamane (1967) model provides a
simplified formula for calculating the sample size when the population is finite

and known. This is a simple and easiest way to arrive at a more reliable sample
N

1+ N(e)
is the sample size, N is the population size (accessible population), and e is the
level of precision (5% often recommended for social science research).
Therefore, in light of the above discussion the current study has considered

Yamane (1967) model as the most appropriate approach for computing an adequate
sample size because of two main reasons: First, it uses a simplified formula to get

size and is widely applicable in social science research. , — , where n

Table I. Accessible Population of the Study.

The Population of Female Employees

Geographical Location Banks (Executive and Nonexecutive Levels)
Jammu and Kashmir SBI 336
PNB 135
HDFC Bank 137
J&K Bank 2,550
0] 3,158
New Delhi SBI 4,850
PNB 1,794
HDFC Bank 3,076
J&K Bank 122
(I 9,842
Punjab SBI 1,808
PNB 4813
HDFC Bank 3,005
J&K Bank 55
(1 9,681
Haryana SBI 1,079
PNB 1,280
HDFC Bank 2,485
J&K Bank 33
(V) 4,877
Total (I+1I+111+1V) 27,558

Source: (1). SBI, Regional HRD Office, Maulana Azad Road, Srinagar, J&K. (2). PNB, Area Office,
Batwara, Srinagar, J&K. (3). HDFC Bank, HRD Section, Residency Road, Srinagar, J&K. (4). J&K Bank
Corporate Headquarters, Maulana Azad Road, Srinagar, J&K.
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a reliable sample size. Second, an accessible population of the study is known and
finite, that is, N = 27,558. Thus, the required sample size (n) obtained for this
study through this approach is 394. This also fits the criteria as recommended by
researchers such as Chen et al. (2019) and Hair Jr et al. (2010). Besides, 25% has
been added to it to compensate for nonresponse bias and ineffective responses
(Hair Jr et al., 2010; Israel, 2003). This makes an approachable sample size of 493
(394+99). A total of 493 questionnaires were distributed, with 434 being returned
(88% response rate). All responses with missing data (37) were also eliminated,
leaving 397 responses eligible for subsequent analysis. The data was collected
during the period from July 2022 to November 2022.

Analysis and Interpretation

Table 2 contains the demographic profile of the sample respondents. The majority of
female bankers are from HDFC Bank (31.4%) followed by SBI (29%) and PNB

Table 2. Demographic Profile of Sample Respondents.

Frequency
Demographic Variables Items (n=397) Percentage %
Different banks SBI 115 29.0
PNB 114 28.6
HDFC Bank 124 314
J&K Bank 44 1.0
Sector Public 229 57.6
Private 168 424
Geographical location Jammu and Kashmir 68 16.9
New Delhi 134 335
Punjab 131 33.0
Haryana 64 16.0
Marital status Unmarried 125 314
Married 272 68.6
Child status No Children 165 41.5
Having Children 232 58.5
Age 21-30 years 149 375
3140 years 150 379
41-50 years 33 82
Above 50 years 65 16.4
Educational qualification Graduate 121 304
Postgraduate 270 68.1
MPhil/PhD 6 1.5
Designation Executive 231 58.3
Nonexecutive 166 41.7
Work experience |5 years 139 34.9
6—10 years 123 311
I'1-15 years 40 10.1
Above 15 years 95 23.9

Source: Primary data.
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(28.6%). However, a minimum number of respondents are from J&K Bank (11%).
Furthermore, the majority (57.6%) of sample respondents are from public sector
banks. While as 42.4% are from private sector banks. It is also observed that the
majority of female bankers are from New Delhi (33.5%) and Punjab (33%).
However, there are only 16.9% of female bankers from Jammu and Kashmir and
16% are from Haryana. As far as marital and child status is concerned, 68.6% of
sample participants are married and 31.4% are unmarried. Contrarily, 58.5% of
sample respondents have children and 41.5% do not have children. In addition, the
majority of sample respondents are within the age groups of 21-30 years (37.5%)
and 3140 years (37.9%). While 16.4% are from the above 50 years of age group
and only 8.2% are from the 41-50 years of age group. Moreover, the maximum
number of respondents in this study are postgraduates (68.1%) and 30.4% are
graduates. However, a small percentage has MPhil/PhD degrees (1.5%). Besides,
the majority of sample participants are executives (58.3%) while nonexecutives are
only 41.7%. Lastly, the maximum number of female bankers has work experience
of 1-5 years (34.9%) and 6-10 years (31.1%). However, 23.9% have more than
15 years of work experience and only 10.1% have 11-15 years of work experience.

Measurement Model Assessment (Lower-Order)

This study chooses PLS-SEM to examine the reliability and validity—convergent
and discriminant for the constructs of this study. Notably, the construct—women
discrimination in HRM practices involved in this study is higher-order in nature
(Bollen & Diamantopoulos, 2017; Hair Jr et al., 2014). This consists of five lower-
order constructs (dimensions)—women discrimination in career advancement,
women discrimination in challenging task assignments, women discrimination in
compensation, women discrimination in performance appraisal, and women
discrimination in training and development. According to Sarstedt et al. (2019),
the measurement model in this study was assessed first at the lower-order level.
This includes these five dimensions of women discrimination in HRM practices
and three components of organizational commitment—affective, continuance,
and normative. In the first instance, the reliability of these lower-order constructs
was examined using Cronbach’s alpha and composite reliability (rho c¢) with a
threshold limit of 0.6 or 0.7 (Hair Jr et al., 2014). Table 3 displayed that Cronbach’s
alpha values (a conservative measure of reliability) for these five dimensions of
women discrimination in HRM practices (mentioned above) were 0.922, 0.908,
0.789, 0.905, and 0.904. In addition, Cronbach’s alpha values for affective
commitment, continuance commitment, and normative commitment were found
to be 0.887, 0.859, and 0.861 (see Table 3). Moreover, the composite reliability
which is an appropriate measure for internal consistency in SEM was calculated.
It offers a more retrospective approach to overall reliability. It estimates the
consistency of the construct itself including the stability and equivalence of the
construct (Hair Jr et al., 2010). Table 3 showed that composite reliability values
for these five lower-order constructs of women discrimination in HRM practices
were 0.939,0.931,0.862,0.930, and 0.929. For affective commitment, continuance
commitment, and normative commitment, the CR values found were 0.913, 0.891,
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Table 3. Reliability and Average Variance Extracted.

Composite Average

Cronbach’s Reliability Variance
Variables Alpha (rho_c) Extracted
Women Discrimination in Career 0.922 0.939 0.719
Advancement (WDCA)
Women Discrimination in 0.908 0.931 0.731
Challenging Task Assignments
(WDCT)
Women Discrimination in 0.789 0.862 0611
Compensation (WDCO)
Women Discrimination in 0.905 0.930 0.725
Performance Appraisal (WDPA)
Women Discrimination in Training 0.904 0.929 0.723
and Development (WDTD)
Affective Commitment (AC) 0.887 0913 0.637
Continuance Commitment (CC) 0.859 0.891 0.578
Normative Commitment (NC) 0.861 0.895 0.589

Source: Smart PLS output.

and 0.895 (see Table 5). The values of Cronbach’s alpha and composite reliability
for all lower-order constructs in the measurement model were above 0.70. This
indicates a satisfactory to good reliability (Hair Jr et al., 2014).

After examining the reliability, the convergent validity was estimated through
two commonly used measures—factor loadings of indicators and average variance
extracted (AVE) with the minimum 0.5 thresholds (Hair Jr et al., 2014). Table A3
(see Appendix A) revealed that factor loadings of indicators of all lower-order
constructs of this study were greater than 0.50 on an associated construct that they
intend to measure. Besides, AVE values for all lower-order constructs were also
greater than 0.50 (see Table 3). The result of both these measures (factor loadings
and AVE) indicated that there exists a good convergent validity in all lower-order
constructs. Furthermore, to examine their discriminant validity, the two popular
measures were used—Fornell-Larcker criterion, and Heterotrait-Monotrait ratio
(HTMT). The Fornell and Larcker Criterion shall depict that the square root of the
AVE of each latent construct shall be greater than the correlations of the latent
constructs. For the HTMT ratio, all correlations should be below 0.85. Table 4
revealed that the square root of AVE of each lower-order construct (represented by
bold, italic, and diagonal values) was greater than its highest correlations with other
constructs (off-diagonal values). The HTMT ratio value for all lower-order constructs
was also within the threshold limit of 0.85. Hence, depicting their discriminant
validity.

Measurement Model Assessment (Higher-Order)

This study involves women discrimination in HRM practices as a higher-order
construct. The reliability and validity of its lower-order constructs (dimensions)
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Table 4. Discriminant Validity of Lower-Order Constructs.

Fornell and Larcker Criterion
AC CcC NC WDCA WDCO WDCT WDPA WDTD

AC 0.798
CcC 0.127  0.760
NC 0.605  0.261 0.768

WDCA  -0.386 -0.098 -0.329 0.848

WDCO -0411 -0.143 -0.341 0400 0.782

WDCT  -0423 -0.134 -0366 0650 0429 0.855

WDPA -0.369 -0.062 -0308 0545 0373 0537 0.852

WDTD  -0466 -0.108 -0.385 0.599 0426 0599 0.597 0.850

Heterotrait—-Monotrait Ratio (HTMT)
AC cC NC WDCA WDCO WDCT WDPA WDTD

AC
CcC 0.157
NC 0.671 0.265

WDCA 0416 0.102 0352

WDCO 0.487 0.159 0392 0.456

WDCT 0459  0.131 0396 0.709  0.496

WDPA 0398 0.083 0328 0.593 0433 0.591

WDTD 0511 0.111 0413 0655 0500 0.658  0.659

Source: Smart PLS output.

Table 5. Reliability and Convergent Validity.

Higher-Order Lower-Order Factor ~ Cronbach’s
Construct Constructs Loadings Alpha CR AVE
Women WDCA 0.815 0.842 0.888 0.616
Discrimination in  WDCO 0.657
HRM Practices WDCT 0.833
(WDHRMPS)  wDPA 0.768

WDTD 0.837

Source: Smart PLS output.

were estimated in the previous section. The next step is to examine its reliability and
validity at a higher-order level. This was done using a dis-joint two-stage approach
(Sarstedt et al., 2019). First, the reliability of women discrimination in HRM
practices at higher-order levels was examined through Cronbach’s alpha and
composite reliability. Table 5 showed their values as 0.842 and 0.888 which testifies
that the respective construct has an acceptable internal consistency of data.
Additionally, Table 5 showed the values of AVE and factor loadings were well
above the 0.5 threshold limit (Hair Jr et al., 2015). The factor loadings ranged
from 0.657 to 0.837 for women discrimination in HRM practices. This indicates a
well-established convergent validity. Similarly, to examine the discriminant
validity, Fornell and Larcker Criterion showed that the square root of AVE for
women discrimination in HRM practices, (0.785), affective commitment (0.798),
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Table 6. Discriminant Validity of Higher-Order Constructs.

Fornell and Larcker Criterion

AC CcC NC WDHRMPS
AC 0.798
CcC 0.137 0.750
NC 0.605 0.267 0.767
WDHRMPS —0.527 —-0.157 —0.447 0.785
Heterotrait—-Monotrait Ratio (HTMT)
AC CcC NC WDHRMPS
AC
CcC 0.157
NC 0.671 0.265
WDHRMPS 0.596 0.146 0.498

Source: Smart PLS output.

continuance commitment (0.750), and normative commitment (0.767) were well
above the correlation between the constructs (see Table 6). For HTMT ratio, all
correlations found were below 0.85. From this, we concluded that all these
constructs possess discriminant validity.

Testing of Research Hypotheses: Results

To test the hypotheses of this study, a partial least squares structural equation
modeling (PLS-SEM) tool was used. The analysis was performed in smart PLS
version 3.3.9 statistical software. It involves an assessment of the structural model
to examine the research hypotheses of the present research (Hair Jr et al., 2010).
There are various standard assessment criteria that need to be considered in a
structural model—the relevance of path coefficients, and their statistical
significance (bootstrapping), coefficient of determination (R?), f? (effect size), and
the blindfolding-based cross-validated redundancy measure Q® (Hair Jr et al.,
2010). A complete bootstrapping procedure with 5,000 subsamples was used to
examine the impact of women discrimination in HRM practices on affective
commitment, continuance commitment, and normative commitment. Table 7 and
Figure 2 contain the results of the structural model. The estimates obtained reveal
that empirical values of ¢ were greater than its critical value at 5% level of
significance for each path (f = —0.527, t =14.863; f = —0.157, t = 2.771; p =
—0.447,t=11.310; p <0.05). Hence, indicating the significant negative impact of
women discrimination in HRM practices on affective commitment, continuance
commitment, and normative commitment. The findings lend support to all three
hypotheses of this study (#|, H,, and /). The result of hypothesis (#)) is in line
with Shaffer et al. (2000), Foley et al. (2005), Foley et al. (2006), Downes et al.
(2014), and Qu et al. (2019). Further, the result of hypothesis (#,) aligns with
Olori and Comfort (2017). While as the result of hypothesis (£7;) is in line with
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Table 7. Hypotheses Testing Results.

Std
Hypotheses Beta Std b
Relationship Paths B) Dev R? f*  tstatistics Value Q?
H, WDHRMP  -0.527 0.044 0.278 0.384 14.863  .000* 0.168
= AC
H, WDHRMP  -0.157 0.068 0.025 0.025 2.771 .006* 0.006
= CC
H, WDHRMP  -0.447 0.049 0.200 0.250 11.310  .000* 0.110
= NC

Source: Smart PLS output.

Note: WDHRMP = Women Discrimination in HRM Practices, AC = Affective Commitment,
CC = Continuance Commitment, NC = Normative Commitment. * = p < .05, significant at a 95%
confidence level.

/ Affective

commitment

WDCA -0.527

LS
WDCO 0.812
0.672
WDCT +-0.827 -0.157
0.766

WDPA 0.834
oz

Women Continuance
WDTD discrimination -0.447 commitment
in HRM
practices

MNormative
commitment

Figure 2. Structural Model.

Source: Smart PLS output. Nonbootstrapped Research Model specifying the relationship of Women
Discrimination in HRM Practices with Affective commitment, Continuance commitment, and
normative commitment.

Note: WDCA, WDCO, WDCT, WDPA, and WDTD = manifest variables of Women Discrimination
in HRM Practices.

Shaffer et al. (2000) and Olori and Comfort (2017). More precisely, it was found
that women discrimination in HRM practices has a stronger negative impact on
affective commitment (f = —0.527) and normative commitment (f = —0.447)
unlike continuance commitment (5 = —0.157). Besides, the effect size (f?) values
for affective commitment, continuance commitment, and normative commitment
were found to be 0.384, 0.025, and 0.250 (see Table 7). Hence, indicating the
large, small, and medium-to-large effect sizes (Cohen, 1988). Notably, these (f?)
values revealed that there would be a substantial impact on affective commitment
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and normative commitment if women discrimination in HRM practices (an
exogenous construct) is to be omitted from the model. However, the least impact
would be on continuance commitment. These (f?) values have contributed to the
research by revealing the immense role women discrimination in HRM practices
have in this study for explaining affective commitment and normative commitment.
This underlying exogenous construct decreases these two commitment forms of
women employees more strongly than their continuance commitment.

In addition, the coefficient of determination (R*) which depicts the explanatory
power of the model was found to be 0.278, 0.025, and 0.200 for affective
commitment, continuance commitment, and normative commitment (see Table 7
and Figure 2). Such values of (R?) for affective commitment and normative
commitment are considered quite satisfactory and acceptable in behavioral science
research (Rasoolimanesh et al., 2017). However, for continuance commitment
(R?) value is found to be very weak. These results indicated that women
discrimination in HRM practices has a significant role in explaining the decrease
in affective commitment and normative commitment. Contrarily, it has a minimum
role in reducing the continuance commitment of female bankers. These findings
are consistent with previous studies like Gutek et al. (1996), Shaffer et al. (2000),
Downes et al. (2014), Olori and Comfort (2017), and Qu et al. (2019). The research
findings of this study have relevance for future researchers. For instance, they can
cross-validate the results of the present research in different workplace contexts in
future. They can empirically prove that if women workforce will experience any
differential treatment in HRM practices. This will reduce their emotional
attachment to the workplace more significantly (affective commitment). Besides,
their moral obligation toward their employer (normative commitment) will also
decrease substantially. Contrarily, their continuance commitment will remain least
affected. The plausible cause could be the future job market scenario in India that
will be characterized by maximum job cuts owing to artificial intelligence.
Consequently, even if women employees will experience any discrimination at the
workplace, they will be likely to continue their jobs. This is because there will be
scarce job opportunities in future. Notably, these (R?) values do not imply the
predictive power. As a result, in order to finalize an estimated model and generalize
the findings of the study, (Q?%) is computed (Hair Jr et al., 2014). Stone-Geisser’s
cross-validated redundancy measure (Q?) for this study arrived at greater than zero
(see Table 7) for affective commitment (0.168), continuance commitment (0.006),
and normative commitment (0.110). This showed that the model has a good
predictive relevance (Sarstedt et al., 2014a). In other words, these values of (0?)
indicated a higher level of generalizability for the conclusions of this study. Thus,
revealing that the model is highly generalized and possesses external validity.

Additionally, the results of this study contribute to the broader research theme
in the following manner: Undoubtedly, the differential treatment toward women in
HRM practices appears to be nuanced in modern times. Yet, it possesses the
tendency to affect their organizational commitment negatively—affective,
continuance, and normative as found in this research. Furthermore, the research
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findings have confirmed the two socio-psychological approaches, namely—
relative deprivation theory and social exchange theory (Blau, 1964; Crosby, 1982;
Gutek et al.,, 1996; Rhoades & Eisenberger, 2002). These theories suggest
that when women employees experience discrimination in HRM practices at
their workplace. This in turn signals to them that they are not valued by their
organization. As a result, based on norms of reciprocity they exhibit low
organizational commitment in terms of desire, need, and obligation. Moreover, the
findings of this research have implications for understudied banks as well—SBI,
PNB, HDFC Bank, and J&K Bank. They are suggested that they should not take
the feeling of differential treatment among their women workforce regarding
HRM practices for granted. Rather they must manage their perceptions carefully
considering the undesirable consequences on their affective commitment,
continuance commitment, and normative commitment.

Discussions and Conclusions

Although, in contemporary times women employees are not subjected to overt
discrimination in HRM practices. However, it does not indicate that discrimination
against them does not exist at all. Notably, the differential treatment toward them
appears to be nuanced and subtle. Besides, it possesses the tendency to affect their
job-related attitudes and behaviors across workplaces negatively (Jones et al., 2017,
Sunaryo et al., 2021; Triana et al., 2021). Against this research backdrop, the results of
this study exhibited that women discrimination in HRM practices has a significant
negative impact on affective commitment, continuance commitment, and normative
commitment across banks. Specifically, the negative effect is found more on affective
commitment and normative commitment, unlike continuance commitment. These
findings are consistent with previous studies revealing that perception of discrimination
in HRM practices has a strong role in decreasing an affective commitment and
normative commitment of women employees (Downes et al., 2014; Olori & Comfort,
2017; Quetal., 2019; Shaffer et al., 2000). However, it has a minimum role in reducing
their continuance commitment (Gutek et al., 1996; Olori & Comfort, 2017). The
plausible explanation could be that women by nature are emotional, empathetic, and
friendly. They get easily attached to their workplace and possess an intense emotional
bond toward it. Consequently, they also show a strong sense of obligation to remain
committed to their organization. Therefore, when women bankers in this study
perceived a differential treatment toward themselves in HRM practices it had a more
negative impact on their affective commitment and normative commitment. These
findings also align with relative deprivation theory and social exchange theory
(Rhoades & Eisenberger, 2002; Turnley et al., 2003) asserting that when women
employees see their workplace as biased toward them whether overtly or subtly. It
generates a feeling of deprivation among them and affects the nature of the exchange
relationship with their organization negatively. Subsequently, they exhibit less
affective commitment and normative commitment toward their workplace.
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Contrarily, the findings of this study indicated that the perception of women
bankers regarding differential treatment in HRM practices had a less negative
impact on their continuance commitment. This could be possibly owing to various
reasons: First, women bankers might be aware of the prevailing job market in
India where fewer suitable and alternative job opportunities exist (Gutek et al.,
1996; Olori & Comfort, 2017). Consequently, even if they experience discrimina-
tion in HRM practices at banks, they continue with their existing job. Second, they
are acquainted with the fact that gender stereotypic belief is deeply embedded in
the subconscious minds of supervisors who are generally found to be men at every
organization (Ramya & Raghurama, 2016). As a result, they hold a belief that their
competence and capability will be judged negatively at every workplace. That is
why even if they perceived discrimination in HRM practices across banks they
considered it futile to change their existing job. Lastly, they might be aware of the
financial costs associated with leaving the job. As a result, their continuance com-
mitment gets least affected even if they perceived discrimination in HRM prac-
tices. Considering, the research findings of this study, it can be concluded that
discrimination against women bankers still exists though not in an overt form but
in a covert manner. Besides, it triggers a negative outlook among them by having
an unfavorable impact on their affective commitment, normative commitment,
and continuance commitment.

Additionally, the research findings of this study have several theoretical
implications. For instance, there exist sparse studies examining the association
between women discrimination in HRM practices and the TCM model of
organizational commitment (Olori & Comfort, 2017). Therefore, the present
research contributes to the existing body of knowledge by assessing such direct
causal linkages among Indian banks. It has also contributed to the existing
literature by exhibiting a more negative impact on affective commitment and
normative commitment of women bankers compared to their continuance
commitment. Moreover, the results of the study imply the understudied banks to
recognize the importance of gender diversity programs. These must be organized
to change the gender stereotypic belief of their managers who are generally found
to be men about the women workforce. This in turn will reduce the inequalities of
women in HRM practices and create a positive work environment for them.
Consequently, their commitment to their employer banks will enhance in terms of
emotions, wants, and moral obligations. Furthermore, it is suggested that research
studies in the future be conducted to continue examining the nuances of
discrimination against women in HRM practices. These should go beyond
traditionally studied contexts and conceptualizations to include more subtle forms
of discrimination against women (Triana et al., 2021). Therefore, in light of the
above discussion, we can conclude that having a gender-inclusive HRM practice
in place is not sufficient to achieve equality for women employees. Rather Indian
banks must ensure that HRM practices toward them are implemented fairly. For
that, they must train the supervisors and managers regularly to remain conscious
of their preconceived beliefs about women. Not allow them to affect the personnel
decisions relating to women workforce. This in turn results in congruence between
a gender-inclusive culture and the informal power process across Indian banks.
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To conclude, we can say that complete equality of women across banks is
imperative. Without it, the global economies are in danger and hence will collapse.
The sooner we realize this fact, the better it would be and the time to act is now.

Theoretical Implications

The current research has contributed to the existing literature in several ways.
First, it has enriched an existing knowledge base by concurring with the
relative deprivation theory—personal and collective (Crosby, 1982; Gutek et al.,
1996). Hence, claiming the significant negative relationship between women
discrimination in HRM practices and TCM approach of organizational comm-
itment. In other words, the study revealed that when women bankers perceived
that they or their in-group members to which they belonged (female) received
differential treatment at the workplace compared to men. This generated a feeling
of deprivation among them at a personal level (personal deprivation) or they feel
deprived on behalf of their in-group members (collective deprivation). As a result,
their affective commitment, continuance commitment, and normative commitment
toward their workplace got affected negatively. Second, this study has contributed
to the existing literature by lending support to social exchange theory (Rhoades &
Eisenberger, 2002; Turnley et al., 2003). In other words, the current research has
proven that when women bankers experienced differential treatment in HRM
practices. It affected their nature of exchange relationships with their employer
banks negatively. Subsequently, they reciprocated by exhibiting low commitment
(affective, continuance and normative) toward their workplace. Thirdly, there
exists the sparse studies examining the impact of women discrimination in HRM
practices on the TCM model of organizational commitment (Olori & Comfort,
2017). Considering this, the study has enhanced the existing body of knowledge
by assessing such direct causal linkages. Besides, it has contributed to the existing
literature by exhibiting a varied negative impact of women discrimination in HRM
practices on the TCM approach of organizational commitment. This negative
impact was found more on affective commitment and normative commitment of
women bankers compared to their continuance commitment. Fourth, the present
study has enriched the existing literature by using an expanded research framework
to examine the full spectrum of women employees’ perceptions regarding
discrimination in HRM practices. Notably, the prior research has failed to make
such a broader assessment of women discrimination in HRM practices such as
career advancement, compensation, challenging task assignments, performance
appraisal, and training and development (Qu et al., 2019; Sunaryo et al., 2021;
Triana et al., 2021). Fifth, the present research has contributed to the body of
knowledge by devising an appropriate instrument for measuring the construct
“women discrimination in HRM practices” as per its conceptualization and
domain in the study. This involved generating an item pool from various
standardized scales as well as from existing literature. A reliable and valid
instrument was found through measurement model assessment. Thus, enhancing
the existing literature both theoretically and empirically.
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Managerial Implications

On account of the research findings of this study women discrimination in HRM prac-
tices has a more negative impact on affective commitment and normative commitment
of women bankers. While as, there existed less negative impact on their continuance
commitment. This study offers several practical implications for understudied banks—
SBI, PNB, HDFC Bank, and J&K Bank. First, to gain a better understanding about how
their women workforce develops such discriminatory perceptions in HRM practices.
These banks are implied to take the services of counselors and psychologists in order
to handle and reduce their perceptions. This will in turn enhance their affective
commitment, continuance commitment, and normative commitment toward their
workplace. Thus, improving the performance and functioning of these banks. Second,
it is suggested that the selected banks adopt an objective approach and make a more
accurate assessment of the abilities and competence of their women workforce. Rather
than basing personnel decisions relating to them on mere gendered assumptions. Third,
the HR practitioners in these banks are recommended to play an instrumental role in
managing and reducing such biased perceptions of women employees. For that, they
can make consistent use of assessment tools such as opinion surveys, focus groups, an
analysis of patterns of women employees’ grievances, and an effective support system.
This in turn will enhance their commitment to their workplace in terms of desire (affec-
tive), need (continuance), and moral obligation (normative). Subsequently, these banks
will achieve effective organizational performance and success. Fourth, to face the
worldwide economic competition effectively these banks are implied to keep the track
of inequities toward their women employees in HRM practices. Their top-level
management, HRD professionals, and branch heads must recognize the adage that
“perception is 99 % of reality.” As a result, they should understand why and how their
women employees have developed such discriminatory perceptions in HRM practices.
What are its root causes? Although, it is harder from an organizational standpoint to
control the modern form of discrimination against women in HRM practices. This is
because it appears to be complex and nuanced. Besides, it has its roots deeply embedded
in gender stereotypes. Therefore, timely intervention is paramount to target this notion
prevailing in the subconscious minds of branch heads, HR managers who are generally
found to be men. They must be trained so that their gender stereotypic notion do not
creep into the implementation of HRM practices toward women employees consciously
or unconsciously. They should ensure that the HRM practices are enforced with honesty
given the competence and merit of the women workforce rather than their gender.
This in turn will help in minimizing and eliminating such discriminatory perceptions
among women employees. Subsequently, their organizational commitment in terms of
emotions (affective), need (continuance), and moral obligation (normative) toward
their workplace will enhance.

Additionally, the study has several implications for the banking sector in India as
well. For instance, there exist special cells, an online grievance redressal system,
and internal complaint committees in most Indian banks to deal with discrimination
against women at workplace. However, there is a need for a robust mechanism
across all banks in India to handle the modern form of discrimination against women
in HRM practices. This is because such bias appears to be covert and obscure and is
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difficult to identify and measure. Furthermore, the Government of India is also
suggested to play a proactive role in eradicating discrimination against women in
HRM practices across Indian banks. Notably, the Indian constitution puts a thrust on
the “concept of egalitarianism.” Yet, there is still a long way to go as discrimination
against women in HRM practices is still persistent across Indian banks though not
overtly but subtly. This indicates that the current legal machinery in India is not that
stringent to deal with a covert and invisible form of discrimination against women
in HRM practices. Consequently, the Indian government is recommended to revisit
the existing laws and reframe them. This can reduce a modern form of discrimination
against women in HRM practices to the fullest.

Future Research

The current study revealed that women workforce across the understudied banks
in Northern India—SBI, PNB, HDFC Bank, and J&K Bank are subjected to
discrimination in HRM practices. This in turn had a significant negative effect on
their affective commitment, continuance commitment, and normative commitment.
The study has contributed to the existing literature both theoretically and empirically.
However, the survey methodology used has not measured the frequency of acts of
discrimination against women bankers in the workplace. To get a more accurate
picture, subsequent research should measure the frequency of the occurrences of
biased behavior toward women in HRM practices. Besides, the cross-sectional
research design was utilized to evaluate the research model. As a result, determining
causality becomes difficult and is not clear. Future studies are recommended to use
longitudinal research designs to interpret the pattern of relationships among study
variables over time. This will clarify, integrate, and extend the work on the
consequences of women discrimination in HRM practices by tracking the effects
over time. Moreover, the data utilized to evaluate this research model was self-
reported data with the potential for common method bias. To reduce such bias, future
research must rely on data from multiple sources such as supervisors, HR managers,
and male co-workers to examine their viewpoints regarding discrimination of women
in HRM practices. This might involve more complexity in collecting data, but it may
be a more objective way to measure the construct “women discrimination in HRM
practices.” To represent the general banking sector in India, future research must
consider other bank groups as well, namely—foreign banks, regional rural banks,
and small finance banks. This in turn will improve the generalizability of the findings.
To shed a holistic light on the construct “women discrimination in HRM practices”
the future research model can include numerous psychological variables. These
include employee engagement, job satisfaction, work motivation, employee
performance, and organizational citizenship behavior and examine such linkages.
Besides, the role of a supervisor’s gender must also be assessed regarding the
differential treatment of women employees in the workplace contexts. Furthermore,
the study was confined to Northern India which limits its cross-regional applicability.
To enhance the generalizability of its findings, subsequent research should be
extended to Southern, Central, Western, and Eastern regions of India as well.
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Table Al. Generation of Scale Items for Women Discrimination in HRM Practices.

Dimensions Statements Item Codes Sources
Women In my work, | need to be more WDCAI James et al. (1994)
Discrimination energetic than men to advance in
in Career my career
Advancement In this bank, my gender negatively WDCA2 Sanchez and
(WDCA) affects my career advancement Brock (1996)
opportunities
This bank lacks genuine WDCA3 Bergman and
commitment toward my career Hallberg (2002)
advancement
Men have been somewhat WDCA4 Feather and
responsible for fewer career Boeckmann
advancement opportunities | have (2007)
had
| sometimes feel that this bank WDCA5 Jain and
actively tries to stop me from Mukherjee (2010)
advancing because of my gender
My career advancement in this WDCA6 Jain and
bank gets affected due to the Mukherjee (2010)
belief that | spend less time at the
workplace because of my family
commitments than men
Women My supervisor hardly offers me WDCTI De Pater et al.
Discrimination diverse job responsibilities such (2010)
in Challenging as several projects, services,
Task Assignments workgroups, technologies, etc
(WDCT) because of my gender

(Table Al continued)
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(Table Al continued)

Dimensions Statements Item Codes Sources
In my job, | hardly deal with tasks WDCT2 De Pater et al.
that are relatively new to me (2010)
and are not directly linked to my
knowledge and experience
Being a female, my supervisor WDCT3 De Pater et al.
hardly provides me with tasks (2010)
noticeable to top management
Keeping my gender in view, this WDCT4 Preenen et al.
bank hardly prefers me for tasks (2011)
in which | have to deal with many
different people
Being a female, my supervisor WDCT5 Preenen et al.
hardly provides me with tasks that (2011)
require multiple skills
Women | feel that | am underpaid because WDCOI James et al. (1994)
Discrimination of my gender
in Compensation My gender plays a role in deciding  WDCO2  Joplin and Shaffer
(WDCO) about my pay raise in this bank (1997)
| receive fewer incentives than WDCO3 Afza and Newaz
men in this bank (2008)
My gender influences the WDCO4 Ngo et al. (2003)
allowances | receive in this bank
Women In this bank, my performance is WDPAI James et al. (1994)
Discrimination rated less than men
in Performance My work is scrutinized more than WDPA2 Bergman and
'{‘\\/F\)/I?:;?F‘,'Za)l men Hallberg (2002)
My gender has played a role in WDPA3 Joplin and Shaffer
the last performance evaluation | (1997)
received
| receive unfair judgments of my ~ WDPA4 Kiaye and Singh
work performance than men (2013)
Compared to men | receive a less WDPAS Foley et al. (2006)
favorable performance evaluation
Women Employees need periodic training  WDTDI Barron et al.
Discrimination and development but, being a (1993)
in Training and female, my supervisor hardly
Development sponsors me for job-related
(WDTD) training programs
| find inadequate training and WDTD2 Uma (2000)

developmental opportunities than
| expect in this bank

(Table Al continued)
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(Table Al continued)

Dimensions

Statements Item Codes

Sources

My supervisor believes that WDTD3

training given to a male employee
is more profitable than a female
employee owing to her marriage,
motherhood and associated family
responsibilities

My supervisor believes that being WDTD4

a female | am less capable of
learning skills, knowledge, and
attitudes than men

This bank is not committed WDTD5

Uma (2000)

Afza and Newaz
(2008)

Tlaiss and Dirani

toward helping me develop and (2015)
learn new things because of my
gender, especially, if it has to pay
fo it
Table A2. Scale Items for Organizational Commitment.
Item
Dimensions Statements Codes  Sources
Affective | would be very happy to spend the rest of  ACI
commitment my career with this bank
| really feel as if this bank’s problems are my AC2 Meyer et al.
own (1993)
| do not feel a strong sense of “belonging” AC3
to my bank
| do not feel “emotionally attached” to this ~ AC4
bank
| do not feel like “part of the family” at my  AC5
bank
This bank has a great deal of personal AC6
meaning for me
Continuance Right now, staying with my bank is a matter ~CCI
commitment of necessity as much as desire
It would be very hard for me to leave my cC2 Meyer et al.
bank right now, even if | want to (1993)
Too much of my life would be disrupted if | CC3
decide to leave my bank now
| feel that | have too few options to CC4
consider leaving this bank
If I had not already put so much of effort CGCs
into this bank, | might consider working
elsewhere
One of the few negative consequences of CCé

leaving this bank would be the scarcity of
available alternatives

(Table A2 continued)
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(Table A2 continued)

Item
Dimensions Statements Codes  Sources
Normative | do not feel any obligation to remain with NCI
commitment this bank
Even if it were to my advantage, | do not NC2

feel it would be right to leave my bank now

| would feel guilty if | leave my bank now

This bank deserves my loyalty

| would not leave my bank right now

because | have a sense of obligation to the

people involved in it

| owe a great deal to my bank

NC3 Meyer et al.
(1993)

NC4
NC5

NCé

Table A3. Factor Loadings of Indicators of Lower-Order Constructs.

Variables

WDCA WDCT WDCO WDPA WDTD AC CcC NC

WDCAI
WDCA2
WDCA3
WDCA4
WDCAS
WDCAé6
WDCTI
WDCT2
WDCT3
WDCT4
WDCT5
WDCOI
WDCO2
WDCO3
WDCO4
WDPAI
WDPA2
WDPA3
WDPA4
WDPAS5
WDTDI
WDTD2
WDTD3
WDTD4
WDTD5
ACI
AC2
AC3
AC4
AC5
ACé

0.863
0.844
0.856
0.841
0.841
0.842

0.869
0.854
0.876
0.814
0.861

0.814
0.712
0.810
0.786

0.784
0.846
0.864
0.870
0.891

0.874
0.800
0.847
0.863
0.864

0.803
0.810
0.797
0.806
0.796
0.775

(Table A3 continued)
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(Table A3 continued)

Variables WDCA WDCT WDCO WDPA WDTD AC CC NC

CCl 0.725
cc2 0.795
CC3 0.860
CC4 0.761
CG5 0.720
CCeé 0.686
NCI 0.632
NC2 0.727
NC3 0.751
NC4 0.800
NC5 0.848
NCé 0.828

Source: Smart PLS output.
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