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Abstract

The study examines the gender-based discrimination in employment opportunities and wages distribution
in Nepalese commercial bank. Employment disparities and gender pay gap are selected as the dependent variables.
The selected independent variables are educational experience, glass ceiling, work life balance, flexibility of
mobility and physical and mental abilities. The primary source of data is used to assess the opinions of respondents
regarding educational experience, glass ceiling, work life balance, flexibility of mobility, physical and mental
abilities, employment disparities and gender pay gap. The study is based on primary data of 120 respondents. To
achieve the purpose of the study, structured questionnaire is prepared. The correlation and multiple regression
models are estimated to test the significance and impacts of gender-based differences among the employees in
Nepalese commercial bank.

The study showed that educational experience have a positive impact on employment disparities and
gender pay gap. The study also, showed that glass ceiling have positive impact on employment disparities and gender
pay gap. The study also revealed that flexibility of mobility have positive impact on employment disparities and
gender pay gap. Similarly, the study showed that physical and mental abilities have positive impact on employment
disparities and gender pay gap. The study also showed that work life balance have positive impact on employment
disparities and gender pay gap. The study also concludes that physical and mental abilities is the most influencing
factor followed by educational experience and glass ceiling, that explains the effect on gender based discrimination
in employment opportunities and wage distribution in Nepalese commercial bank. Similarly, the study showed that
educational experience, glass ceiling, flexibility of mobility, physical and mental abilities and work life balance have
a positive impact on gender pay gap.

Keywords: educational experience, glass ceiling, work life balance, flexibility of mobility, physical and mental
abilities, employment disparities, gender pay gap

1. Introduction

Reskin (2000) defined gender discrimination is the strategic, self-interested actions
by members of privileged groups who intentionally exclude and exploit subordinate group of
male or women members to protect or advance their interests. Albrecht et al. (2003) identified
gender differences in rewards as the primary factor explaining the increase of the wage gap
observed at the upper part of the distribution.

According to Johansson et al. (2005), the measured differences in jobs and
qualifications between women and men can account only for between two-fifths and three-
fifths of the gender wage gap, if they are assumed to be rewarded according to the male wage
function. If the female wage function is applied, even less of the differentials are explained.
Differences in the educational requirements for jobs have contributed considerably to gender
earnings inequality. According to Ali & Butt (2021), many working women in the banking
industry face the challenges of gender bias, insufficient maternity leave, sometime mental
and physical harassment, fair promotion and pay, and leadership. According to Daly and
Lewis (2000), the double burden of child care and elder care puts more emotional burden on
women than on men. According to Ravazzani (2016), gender diversity is fair representation
between genders at all levels in social and organizational structure. Gender diversity most
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commonly refers to equitable ratio of men and women.

Adams (2016) revealed that on the spectrum of diversity, gender has received
extensive attention, given the lack of women at the top levels of corporate management
and the belief that they are important to ensure the effectiveness of corporate governance.
The gender issues have resulted in initiatives appearing increasingly often in corporate
social responsibility (CSR) programs (Grosser and Moon, 2019). According to Dopemu and
Ogundele (2023), the effect of gender diversity of board members and non-board members
on the financial performance of the Deposit Money Banks (DMBs) in Nigeria. The findings
imply that board gender diversity may promote the strength of corporate governance and
reduce the likelihood of agency conflicts, enhancing performance. Johansson et al. (2005)
stated that the measured differences in jobs and qualifications between women and men
can account only for between two-fifths and three-fifths of the gender wage gap, if they are
assumed to be rewarded according to the male wage function.

Manning and Swalffield (2008) stated that the gender gap in early-career wage
growth. The study found that the job-shopping hypothesis that an important part of early
career wage growth is associated with moving from worse to better paying jobs. Barén et al.
(2010 found that irrespective of labour market sector, the gender wage gap among low-paid,
Australian workers is more than explained by differences in wage-related characteristics.
Bruhn and Love (2011) found that expanding access to finance to low-income individuals can
have a positive effect on the economic activity of men and women.

According to Beck et al. (2013), there is significantly less often in arrears for more
than 30 days than if screened and monitored by male loan officers. Buvinic ef al. (2013)
analyzed the violent conflict and gender inequality. The study found that gender impacts of
conflict and war has focused almost exclusively on sexual and gender-based violence. Olivett
and Petrongolo (2016) found that the evolution of gender gaps in industrialized countries.
Kunze (2018) found that the other factor that negatively affects performance for women
is having children. Yamamoto ef al. (2019) found that marriage decreases the probability
of females being employed in both areas. The study also found that those who find regular
employment in rural areas face significant gender discrimination in wages. Flabbi et al.
(2019) found that female leadership has a positive impact at the top of the female wage
distribution and a negative impact at the bottom.

Similarly, Morsy ef al. (2020) found that women are more likely to be excluded from
the formal financial sector in countries where laws and norms discriminate against women,
and in countries where women have lower participation in the labor market. Finger ef al.
(2020) found that providing income information on college majors only influences the major
choices of male (not female) students with college intention. Adeosun et al. (2021) found
that gender within inequality was high in the regions, education, location, and marital status
while a higher level of education contributes to high wages for women. Dang et al. (2021)
found that although no gender differences exist with the COVID-19 impacts on temporary
job loss, women are 24 percent more likely to permanently lose their job compared to men.

Rosenblatt ef al. (1999) examined a gender-based framework of the experience of
job insecurity and its effects on work attitudes. The study found that gender had a significant
effect not only on the experience but on work attitudes as well. Kunze (2018) the examined
the literature on the gender wage gap in developed countries. The study also found that the
other factor that negatively affects performance for women is having children. Similarly, Card
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et al. (2020) analyzed the changing relationship between unionization and wage inequality in
Canada and the United States. The study found that striking differences between the private
and public sectors in the effects of unionization on wage inequality.

Dartey-Baah et al. (2020) examined the occupational stress, job satisfaction and
gender difference among bank tellers. The study found that gender is not a strong determinant
of job satisfaction and occupational stress among the bank tellers. The study revealed that
to reduce counterproductive behaviors due to occupational stress, human resource managers
and line managers of the banks urgently need to train bank tellers on stress management.
Ndoya et al. (2021) stated the drivers of the gender gap in financial inclusion in Cameroon.
The found that income is the main driver of the gender gap in financial inclusion

Chen et al. (2022) analyzed the international differences in the CEO gender pay
gap. The study found that there was 3.3% of average difference in the level of executive
compensation between male and female CEOs in countries around the world. The study
revealed the new insights into the potential determinants of executive compensation and
are valuable to policymakers. Afrin ef al. (2024) examined the gender-based division
of household labor. The study findings suggested that policymakers and academicians to
better understand the gender-based division of household labor. The study found that the
importance of sharing the burden of household work be taught in schools and community-
based awareness programs so that it becomes ingrained as a social and cultural practice.

In the context of Nepal, Mainali ef al. (2017) found that caste wage differentials
in Nepal are large and that human capital endowments and lack of access to better paying
occupations and larger firms have a significant impact. The study found mixed evidence that
the government policy of affirmative action has narrowed down the caste wage differential.
Tamang et al. (2020) found that significantly gender differences on objective measures and
no differences with respect to subjective measures indicates women are happy with what
they have achieved so far. Achary ef al. (2020) found that the high-value agriculture, had
positive contribution in reducing the gender gap through employment creation, narrowed
down income gap, increased role of women in decision making. Devkota ez al. (2022) 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. The study found that wage gaps are primarily driven by market endowment
factors, such as education, experience, and skills, rather than discrimination.

Similarly, Mahat et al. (2023) analyzed the glass ceiling factors affecting women’s
career advancement. The study found that some of the hurdles to women’s career progression
in construction listed in the literature persist in Nigeria, with the exception of gender equality
in terms of employment and career growth opportunities. The study revealed that job level,
age, marital status, highest academic degree, and family-related restrictions affect women
managers’ career advancement.

The above discussion shows that empirical evidences vary greatly across the studies
on the gender-based differences in employment opportunities and wages distribution in
commercial bank. Though there are above mentioned empirical evidences in the context of
other countries and in Nepal, no such findings using more recent data exist in the context of
Nepal. Therefore, in order to support one view or the other, this study has been conducted.

The major objective of the study is to determine the impact of gender-based
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differences in employment opportunities and wages distribution in Nepalese commercial
bank. More specifically, it examines the relationship of educational experience, glass ceiling,
work life balance, flexibility of mobility, physical and mental abilities with the attitude of
employees towards employment disparities and gender pay gap in Nepalese commercial
bank.

The remainder of this study is organized as follows: Section two describes the
sample, data and methodology. Section three presents the empirical results and final section
draws the conclusion.

2. Methodological aspects

The study is based on primary data. The data were gathered from 120 respondents
through the questionnaire. The respondents’ views were collected on educational experience,
glass ceiling, work life balance, flexibility of mobility, physical and mental abilities in
Nepalese commercial bank. This study is based on descriptive as well as causal comparative
research designs.

The model

The model estimated in this study assumes that employment disparities and gender
pay gap depends on gender-based differences. The dependent variables selected for the study
are employment disparities and gender pay gap. Similarly, the selected independent variables
are educational experience, glass ceiling, work life balance, flexibility of mobility, physical
and mental abilities. Therefore, the models take the following forms:

GPG =B+ B, GC+ B, EE+ B, WLB+ B, FOM + B, PMA+ e
ED =B, + B, EE + B, GC+ p, WLB+ B, FOM + . PMA+e
Where,

GC= glass ceiling

EE= educational experience

WLB= work life balance

FOM= flexibility of mobility

PMA= physical and mental abilities

GPG= gender pay gap

ED= employment disparities

Glass ceiling was measured using a 5-point Likert scale where respondents were
asked to indicate the responses using 1 for strongly disagree and 5 for strongly agree. There
are 5 items and sample items include “I perceive that woman in Nepalese commercial banks
face unequal opportunities for promotion compared to their male counterparts”, “I feel that
the glass ceiling in Nepalese commercial banks limits women’s access to higher-paying
positions.” and so on. The reliability of the items was measured by computing the Cronbach’s
alpha (a = 0.948).
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Educational experience was measured using a S-point Likert scale where the
respondents were asked to indicate the responses using 1 for strongly disagree and 5 for
strongly agree. There are 5 items and sample items include “I believe that higher levels
of education lead to increased employment opportunities for both genders in Nepalese
commercial banks.”, “I feel that investing in education is crucial for bridging the gender gap
in employment opportunities and wage distribution within Nepalese commercial banks.” and
so on. The reliability of the items was measured by computing the Cronbach’s alpha (a0 =
0.953).

Work life balance was measured using a 5-point Likert scale where the respondents
were asked to indicate the responses using 1 for strongly disagree and 5 for strongly agree.
There are 5 items and sample items include “I believe that Nepalese commercial banks offer
adequate work-life balance opportunities for both male and female employees.”, “I observe
that employees who prioritize work-life balance are perceived as less committed to their
careers within Nepalese commercial banks.”, and so on. The reliability of the items was
measured by computing the Cronbach’s alpha (o = 0.948).

Flexibility of mobility was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 1 for strongly disagree and 5 for strongly
agree. There are 5 items and sample items include “I believe that Nepalese commercial banks
provide equal opportunities for career mobility and advancement regardless of gender.”, “I
believe that promoting a culture of flexibility and mobility can contribute to reducing gender
disparities in employment opportunities and wage distribution in Nepalese commercial
banks.” and so on. The reliability of the items was measured by computing the Cronbach’s
alpha (a = 0.944).

Physical and mental abilities was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 1 for strongly disagree and 5 for strongly
agree. There are 5 items and sample items include “I believe that Nepalese commercial banks
value employees’ physical and mental abilities equally, regardless of gender”, “I believe that
addressing stereotypes about physical and mental abilities is crucial for promoting gender
equality in employment opportunities and wage distribution in Nepalese commercial banks”,
and so on. The reliability of the items was measured by computing the Cronbach’s alpha (o
=0.954).

Employment disparities was measured using a 5-point Likert scale where the
respondents were asked to indicate the responses using 1 for strongly disagree and 5 for
strongly agree. There are 5 items and sample items include “I believe that there are noticeable
disparities in employment opportunities between genders within Nepalese commercial banks,
with one gender facing more barriers to entry or advancement”, “I observe that women in
Nepalese commercial banks are often clustered in lower-level positions or traditionally
female-dominated roles, contributing to employment disparities”, and so on. The reliability
of the items was measured by computing the Cronbach’s alpha (o = 0.966).

Gender pays gap was measured using a 5-point Likert scale where the respondents
were asked to indicate the responses using 1 for strongly disagree and 5 for strongly agree.
There are 5 items and sample items include “I believe that there is a noticeable gender pay
gap within Nepalese commercial banks, with men generally earning more than women for
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similar positions”, “I observe that efforts to address the gender pay gap within Nepalese
commercial banks have been insufficient, with disparities persisting over time.”, and so on.
The reliability of the items was measured by computing the Cronbach’s alpha (o = 0.941).

The following section describes the independent variables used in this study along
with the hypothesis formulation.

Educational experience

Connolly and Gottschalk (2000) found that the returns to tenure increase with
education, but that returns to experience decrease with educational attainment in the US.
Ferrall (1997) observed that most of the returns to experience and to assignment to higher
hierarchy levels within firms are caused by skill accumulation and self-selection rather than
technological differences across hierarchy levels. Khan and Irfan (1985) found differences
in earnings based on interregional as well as occupational differences. Based on it, this study
develops the following hypothesis:

H,: There is a positive relationship between educational experience and employment
disparities.

H,: There is a positive relationship between educational experience and gender pay gap.
Glass ceiling

Powell et al. (2015) found that the current status of women in management and
explanations offered for this status in light of a rare empirical field study of the “glass ceiling.
Similarly, Albrecht et al. (2003) found that a sharp acceleration of the gap in the upper
tail of the wage distribution, resulted as the existence of a “glass ceiling” which prevents
women from reaching high wages. Women are influenced consciously and subconsciously by
discourses of their perceived social identities and social categories (Atewologun and Singh,
2010). In addition, Auster (1993) pointed that the GC is not one ceiling or wall in one spot,
but rather many varied and pervasive forms of gender bias that occur frequently in both overt
and covert ways. The GC is also very visible to those whose careers have been affected by
it. Insch et al. (2008) concluded that, despite the glass ceiling being invisible; it was able to
be a barrier to prevent women from ascending to the highest positions in any organizational
hierarchy. Based on it, this study develops the following hypothesis:

H,: There is a negative relationship between glass ceiling and employment disparities.
H,: There is a negative relationship between glass ceiling and gender pay gap.
Work life balance

Work-life balance refers to the flexible working arrangements that provide a balance
between work responsibilities and personal responsibilities (Valiulis and Drew, 2006). Work-
life balance practices help minimize the amount of work life conflict and also target the
antecedents (Lero and Bardoel, 2007). Similarly, Guest (2002) found that the determinants
of work life balance are located in the work and home contexts. Ojo (2013) investigated
work life balance practices and policies manager and employee experience in Nigeria
banking sector. The study found that there is diversity in terms of how middle-line managers
understand and experience WLB initiatives in Nigeria. The study also found that the practice
of favoritism in most banks using WLB initiatives. Based on it, this study develops the
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following hypothesis:

H.: There is a positive relationship between work life balance and employment disparities
and

H,: There is a positive relationship between work life balance and gender pay gap.
Flexibility of mobility

Similarly, job mobility could simply be defined as the ability of workers to change
job between different firms, different occupations, different locations or different countries
(John, 2002). Job mobility could simply be defined as the ability of workers to change jobs
between different firms, different occupations, different locations or different countries
(John, 2002). Geographical mobility concems movement of people between regions while
Occupational mobility involves movement between jobs (Jorgen & Regina, 2003). Orpen
(1981) stated the time to start and finish working is positively correlated with how satisfied
the employee is with his job. Based on it, this study develops the following hypothesis:

H.: There is a negative impact on employment disparities and flexibility of mobility.
H,: There is a negative impact on gender pay gap and flexibility of mobility.
Physical and mental ability

Reiso et al. (2001) stated that psychosocial factors, such as mental demands at
work, controllability of work, time pressure, and leadership/management are factors affecting
work ability. According to Torgen and Kilbom (2000), men who experienced an increase in
skilled work and decreased physical loads, the proportion of female unskilled workers has
increased in the Swedish population over a 24-year period, and their physical loads have
either remained unchanged or increased. Skelinen ef al. (1991) found that self-evaluated
work ability correlates significantly with clinically determined musculoskeletal capacity in
healthy women which provides some support for the construct validity of the dependent
variables. Illmarinen et al. (1997) stated that people who documented those changes in
employee health status yielded the strongest impact on work. The higher prevalence of
physical and mental health problems among the dissatisfied group versus the satisfied group
provides additional support for this assertion. (Faragher ef al., 2002). Based on it, this study
develops the following hypothesis:

H,: there is a positive relationship between Physical and mental ability and employment
disparities.

H,: there is a positive relationship between Physical and mental ability and gender pay gap.
3. Results and discussion
Correlation analysis

On analysis of data, correlation analysis has been undertaken first and for this
purpose, Kendall’s Tau correlation coefficients along with means and standard deviations
have been computed, and the results are presented in Table 1.

Table 1

Kendall’s Tau correlation coefficients matrix
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The correlation coefficients are based on 120 observations. The dependent variables are GPG (gender pay gap) and
ED (employment disparities). The independent variables are GC (glass ceiling), EE (educational experience), WLB
(work life balance), FOM (flexibility of mobility) and PMA (physical and mental abilities).

Variables Mean SD GPG ED GC EE WLB FOM

GPG 3.845 1.232 1

ED 3.814 1.196 | 0.798%** 1

GC 3.847 1.218 | 0.778** | 0.742%* 1

EE 3.880 1.146 | 0.680** | 0.644%* 0.708** 1

WLB 3.857 1.170 | 0.786** | 0.738** 0.768** 0.713%* 1

FOM 3.756 1.215 | 0.775%* | 0.768** 0.766%* 0.755%%* 0.783%* 1
otes: The asterisk signs (*+) and () indicate thaf the results are significant at one percent and five percent levels,

respectively

Table 1 shows that educational experience is positively correlated to the employment
disparities. It indicates that in educational experience increases employment disparities.
Likewise, glass ceiling is positively correlated to the employment disparities. It indicates that
increase in glass ceiling leads to increase in employment disparities. Furthermore, work life
balance is positively correlated to the employment disparities. It indicates that increase in
better work life balance leads to increase in employment disparities. Likewise, flexibility of
mobility is positively correlated to the employment disparities. This implies that improvement
in flexibility of mobility leads to the increase in employment disparities. Similarly, physical
and mental abilities are positively correlated to the employment disparities. It indicates that
in physical and mental abilities leads to the increase in employment disparities.

The study shows that educational experience is positively correlated to the gender
pay gap. It indicates that in educational experience increases gender pay gap. Likewise, glass
ceiling is positively correlated to the gender pay gap. It indicates that increase in glass ceiling
leads to increase in gender pay gap. Furthermore, work life balance is positively correlated
to the gender pay gap. It indicates that increase in better work life balance leads to increase
in gender pay gap. Likewise, flexibility of mobility is positively correlated to the gender pay
gap. This implies that improvement in flexibility of mobility leads to the increase in gender
pay gap. Similarly, physical and mental abilities are positively correlated to the gender pay
gap. It indicates that in physical and mental abilities leads to the increase in gender pay gap.

Regression analysis

Having indicated Kendall’s Tau correlation coefficients, the regression analysis has
been carried out and the results are presented in Table 2. More specifically, it presents the
regression results of glass ceiling, educational experience, work life balance, flexibility of
mobility and physical and mental abilities with gender pay gap and employment disparities

Table 2

Estimated regression results of glass ceiling, educational experience, work life balance, flexibility of mobility
and physical and mental abilities on employment disparities

(The results are based on 120 observations using linear regression model. The model is GPG =+ , GC+ B, EE+
B, WLB+ B, FOM + B, PMA+ e, where the dependent variable is GPG (Gender pay gap). The independent variables
are (EE) educational experience, (GC) glass ceiling, (WLB) work life balance, (FOM) flexibility of mobility and
(PMA) physical and mental abilities)
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Model | Intercept Regression coefficients of Adj. , | SEE | F-value
GC EE | WLB | FOM | PMA | R bar

1 (2%‘1%3** (19(?‘680839)** 0.772 | 0.587 |384.273
2 (2%22)5** (149187661)** 0.639 | 0.74 |200.963
3 (1%§3)6** (189;;9413%** 0.758 | 0.606 |355.051
4| 45 (19,867 0777 | 0581 |394.695
5| e o0 o] 0788 | 0567 | 41981
6 | 005 | s | 355 0.787 | 0568 |209.559
7 | ©02h | s | osioyr| 509 0.825 | 0.515 | 178711
8 | (0iodn | catsmyr | 0daner | 363 | .gd0e 0.836 | 0498 | 145077
9 | @23 | @6rtys | @4i6r | (15697 | 0611 | asanyes | 0861 | 0459 | 141095

Notes:

i. Figures in parenthesis are t-values

ii. The asterisk signs (**) and (*) indicate that the results are significant at 1 percent and 5 percent level
respectively.

iii. Employment disparities is dependent variable.

Table 2 shows that the beta coefficients for educational experience are positive with
employment disparities. It indicates that educational experience has a positive impact on
employment disparities. This finding is similar to the findings of Mincer (1975). Likewise, the
beta coefficients for glass ceiling are positive with employment disparities. It indicates that
glass ceiling has a positive impact on employment disparities. This finding is consistent with
the findings of Morrison et al. (1987). Moreover, the beta coefficient for work life balance
is positive with employment disparities. It indicates that work life balance has a positive
impact on employment disparities. This finding is similar to the findings of Epie (2011).
Further, the beta coefficient for flexibility of mobility is positive with employment disparities.
It indicates that flexibility of mobility has a positive impact on employment disparities. This
finding is consistent with the findings of Sakthivel et al. (2011). Likewise, the beta coefficient
for physical and mental abilities is positive with employment disparities. It indicates that
physical and mental abilities have a positive impact on employment disparities. This finding
is similar to the findings of Reiso et al. (2001)

Table 3. Shows the estimated regression results of educational experience, glass
ceiling, work life balance, flexibility of mobility and physical and mental abilities on gender

pay gap.
Table 3

Estimated regression result of educational experience, glass ceiling, work life balance, flexibility
of mobility and physical and mental abilities on gender pay gap

(The results are based on 120 observations using linear regression model. The model is ED = + #, EE + B, GC+
B, WLB+ B, FOM + B, PMA+ e, where the dependent variable is ED (employment disparities). The independent
variables are (EE) educational experience, (GC) glass ceiling, (WLB) work life balance, (FOM) flexibility of
mobility and (PMA) physical and mental abilities.
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Model | Intercept Regression coefficients of Adj. , | SEE | F-value
GC EE WLB | FOM | PMA | R bar

1 (298'2%5** (1£‘780575)** 0.755 | 0.592 |349.946
2 (z%géi** (139'685215)** 0.621 | 0.736 | 186.353
3 (2%‘2‘2;‘** (179'280751)** 0.723 | 0.629 |296.021
4 | abaores e 08 | 0529 |465.195
5 | (o (oiooes| 077 | 0574 379075
6 | 1353 | shoamer | Jeon) 0.768 | 0576 | 188.426
7 (]961393) (505‘5‘?)6** (Ooggg’;** (g?zg) 0.798 0.538 | 149.615
8 | (700 | s | (Loraer | 0258) |@Srores 0.834 | 0488 | 142562
o | (145 | @m0y | (1558 | @190y | @52men | a53syer | 0850 | 0464 | 128753

Notes:

i. Figures in parenthesis are t-values
ii. The asterisk signs (**) and (*) indicate that the results are significant at 1 percent and 5 percent level
respectively.

iii. Gender pay gap is dependent variable.

Table 3 shows that the beta coefficients for educational experience are positive with
gender pay gap. It indicates that educational experience has a positive impact on gender pay
gap. This finding is similar to the findings of Knight and Sabot (1990). Likewise, the beta
coefficients for glass ceiling is positive with gender pay gap. It indicates that glass ceiling has
a positive impact on gender pay gap. This finding is consistent with the findings of Powell
and Butterfield (2015). Moreover, the beta coefficient for work life balance with gender pay
gap. It indicates that work life balance has a positive impact on gender pay gap. This finding
is similar to the findings of Kamau et al. (2013). Further, the beta coefficient for flexibility of
mobility is positive with gender pay gap. It indicates that flexibility of mobility has a positive
impact on gender pay gap. This finding is consistent with the findings of Orpen (1981).
Likewise, the beta coefficient for physical and mental abilities is positive gender pay gap.
It indicates that physical and mental abilities has a positive impact on gender pay gap. This
finding is similar to the findings of Illmarinen et al. (1997).

4. Summary and conclusion

Gender-based discrimination in employment opportunities and wage distribution
refers to the differential treatment of individuals based on their gender, leading to unequal
access to job opportunities, career advancement, and disparities in pay. This type of
discrimination can occur across various industries and sectors, including both formal and
informal economies. Gender-based differences in employment opportunities and wage
distribution in commercial banks refer to disparities between men and women in terms of
access to employment, job positions, career advancement, and compensation within the
banking sector. This includes differences in the types of roles held, levels of seniority attained,
and the amount of pay received, often resulting from systemic biases or discriminatory
practices based on gender.

This study attempts to examine the impact of gender-based discrimination among
the employees of Nepalese commercial bank. The study is based on primary sources of data
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with 120 respondents.

The major conclusion of the study is that educational experience, glass ceiling,
flexibility of mobility, physical and mental abilities and work life balance have a positive
impact on employment disparities and gender pay gap. The study also concludes that physical
and mental abilities is the most influencing factor followed by educational experience
and glass ceiling, that explains the effect on gender-based discrimination in employment
opportunities and wage distribution in Nepalese commercial bank.
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