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Abstract
The connection between gender inequality and job roles among 
bank employees illustrates thè complicated factors that sustain 
workplace disparities. This research investigated how gender- 
based imbalances appear in thè banking industry, frequently 
leading to uneven representation, salary disparities, and fewer 
advancement opportunities for women. By delving into aspects 
like hiring practices, promotion criteria, work-life balance, and 
organizational culture, thè study uncovers thè primary 
obstacles that maintain gender-based occupational
segregation. The results indicate that conventional gender 
expectations, hidden biases, and thè absence of supportive 
workplace policies play significant roles in reinforcing this gap. 
Recommendations for reducing gender inequality among bank 
employees include implementing fair hiring and promotion 
practices, encouraging mentorship programmes, and
advocating for workplace flexibility. Prioritizing thè cultivation 
of an inclusive culture and addressing systemic barriers are 
essential for diminishing gender disparities and fostering a 
more diverse and fairer banking sector. This summary sheds 
Ughi on thè hurdles women encounter in thè banking sector and 
offers approaches to foster greater gender balance and 
inclusion in thè industry.

Key Word: Gender Disparity, Occupation, Bank Workers, 
Roles, Social work
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Introduction
Exploring thè connection between gender disparity and 
occupation among bank workers is key to grasping workplace 
equality and professional dynamics. In thè banking industry, 
gender disparity refers to thè unequal representation, 
treatment, and opportunities for advancement between men 
and women. This disparity can manifest through various 
forms, such as pay gaps based on gender, unequal access to 
leadership roles, discriminatory workplace practices, and an 
unequal distribution of tasks and responsibilities. 
Understanding thè underlying causes and consequences of 
gender disparity in thè banking sector is vita! to create a more 
fair and inclusive workplace that values diversity (Cortes and 
Pan 2018). The banking industry has long been dominated by 
male leadership, with women often underrepresented in 
senior management and executive roles. This signiflcant 
gender imbalance has contributed to various disparities 
within thè workplace, creating obstacles for women aiming to 
advance their careers in thè banking sector. Despite 
initiatives to encourage gender equality, research consistently 
shows that women in banking are commonly placed in lower- 
level positions, while top management and executive roles are 
overwhelmingly held by men. This pattern of occupational 
segregation, shaped by a complex blend of cultural 
expectations, unconscious biases, and structural barriers, 
creates a cycle of limited career advancement and unequal 
compensation for women. It reinforces thè belief that high- 
ranking roles in banking are generally less accessible to 
women than they are to men (Li et al 2015).

The roots of this underrepresentation in senior 
management in thè banking sector can be traced to long- 
standing societal and organizational trends that favor male 
leadership. For decades, thè banking industry has been 
steeped in a corporate culture that prioritizes attributes 
typically linked to masculinity, like aggressiveness and 
competitiveness. This culture has made it increasingly 
diffìcult for women to break through thè glass ceiling and 
ascend to executive positions. Consequently, women in 
banking are often relegated to administrative or support roles, 
where career growth is limited and opportunities for 
leadership are sparse (Baron and Bielby 2018).
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The lack of female representation in senior management has 
widespread implications, impacting not just individuai 
women's career trajectories but also thè broader workplace 
environment. A shortage of female leaders means fewer role 
models and mentors for women striving for career 
advancement. This absence of visible successful female 
leaders can hinder women’s aspirations and reinforce thè 
ongoing cycle of underrepresentation. Moreover, thè 
prevalence of male leadership can foster a work culture that is 
less open to diversity and more resistant to change, 
complicating efforts to correct gender disparities and promote 
inclusivity (Hegewisch and Hartman 2014).

The occupational segregation in banking also directly 
affects gender pay equity. Research conducted by Khalid, Pan, 
Wang and Ghaffari in 2020 shows that women in banking 
often receive lower wages compared to men, even when 
performing similar roles. This pay gap is exacerbated by thè 
fact that women are less likely to hold higher-ranking 
positions with greater responsibilities and salaries. The 
underrepresentation of women in senior management 
contributes to this systemic issue of unequal pay, further 
discouraging women from pursuing careers in banking or 
aspiring to leadership roles (Khalid, et al, 2020). One key 
factor driving thè ongoing gender disparity in thè banking 
sector is thè prevalence of unconscious bias and 
discrimination. Unconscious bias refers to thè ingrained 
stereotypes and implicit attitudes that unconsciously 
influence behavior and decisions. In banking, this type of bias 
plays a significant role in shaping recruitment and promotion 
practices, often resulting in male candidates being favored 
over equally qualified female candidates. This subtle bias not 
only distorts hiring processes but also creates a workplace 
culture where gender disparities are accepted as thè norm, 
complicating efforts to advance women to senior positions 
(Kabeer 2021).

Unconscious bias can manifest in various aspects of 
banking institutions. For instance, during thè hiring process, 
recruitment managers might unintentionally prefer 
candidates who exhibit traits traditionally associated with 
leadership, often aligned with masculine characteristics like 
assertiveness and competitiveness. This bias leads to highly
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qualified female candidates being overlooked, with male 
candidates being chosen instead, simply because they seem to 
align better with thè existing culture. The impact of this bias 
continues through thè promotion process, where women often 
have to work harder to demonstrate their competence and 
suitability for leadership roles, while men may face fewer 
obstacles to climb thè corporate ladder (Ferand, Pesando and 
Nowacka 2014).

The effects of unconscious bias extend beyond 
recruitment and promotion, influencing thè daily experiences 
of women in thè banking workplace. Female employees often 
face heightened scrutiny compared to their male 
counterparts, with their work and decisions subject to more 
criticism and skepticism. This creates a challenging 
environment for women, where they feel thè need to 
constantly prove their value to gain recognition and 
acceptance. Additionally, unconscious bias can result in 
women being excluded from key projects or strategie 
discussions, limiting their access to opportunities that could 
further their careers (Cuberes and Teigner 2016). Another 
significant consequence of unconscious bias is its impact on 
mentorship and sponsorship opportunities for women in 
banking. Mentorship and sponsorship are cruciai for career 
development, offering guidance, support, and advocacy within 
thè organization. However, unconscious bias can affect who is 
considered for these roles, often leading to a preference for 
male mentors and sponsors who share similar backgrounds 
and experiences. This exclusionary tendency disadvantages 
women, depriving them of thè networks and resources 
essential for career progression and leadership development 
(Cuberes and Teigner 2014).

The cumulative effect of unconscious bias and 
discrimination creates a cycle of gender disparity in thè 
banking sector, where women face barriers at every stage of 
their careers. This cycle not only affeets individuai women's 
career paths but also hampers thè industry's capacity for 
diversity and innovation. By reinforcing a culture where male- 
dominated leadership is thè norm, banking institutions risk 
missing out on thè broader perspectives and contributions 
that a more diverse workforce can offer (Memon and Jena 
2017). The corporate culture within banking institutions
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signiflcantly contributes to thè persistence of gender disparity 
among bank workers. When a company’s workplace culture 
does not explicitly prioritize diversity and inclusion, it can 
create an environment where discriminatoiy practices become 
ingrained and accepted. This often discourages women from 
pursuing careers in banking or seeking advancement within 
thè sector, as they face obstacles and a lack of support for 
career progression. The subtle but pervasive normalization of 
gender discrimination in workplace culture can make it 
difficult for women to thrive and advance, reinforcing thè 
glass ceiling and limiting thè pool of female talent in 
leadership positions (Wodon and De La Briere 2018).

Furthermore, thè absence of policies that promote 
work-life balance and family-friendly practices within many 
banking institutions can disproportionately impact women, 
who often carry a larger burden of caregiving responsibilities. 
In banking, thè culture of long working hours and high- 
pressure environments can be particularly challenging for 
women, especially those with family obligations. Without 
policies like flexible work arrangements and parental leave, 
women may find it difficult to manage both their careers and 
their personal lives. This imbalance in work-life balance can 
hinder women's career growth, pushing them to lower-tier 
roles or out of thè sector altogether, which further exacerbates 
gender disparity in banking (Joshi, Son and Roh 2015).

The lack of family-friendly policies not only impacts 
individuai women's career trajectories but also contributes to 
a broader organizational culture that is less inclusive and 
supportive of diversity. When banking institutions do not 
provide adequate support for work-life balance, they risk 
creating an environment where women feel compelled to 
choose between their careers and their families, leading to 
reduced representation of women in senior roles. This creates 
a self-reinforcing cycle where thè absence of women in 
leadership perpetuates a workplace culture that fails to value 
diversity and inclusion, further entrenching gender disparities 
in thè sector (Juhn et al 2014).

Addressing gender disparity in thè banking sector 
necessitates a comprehensive strategy aimed at tackling thè 
fundamental causes of inequality. To bridge thè gender gap, 
organizations must implement a range of policies and
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practices designed to promote gender equality. This starts 
with establishing fair recruitment and promotion processes, 
ensuring that women have equal opportunities to advance in 
their careers. Practices like pay transparency help reveal and 
address wage discrepancies, while mentorship programs 
provide guidance and support to women pursuing leadership 
roles. Additionally, offering workplace flexibility, such as 
remote work options and adaptable schedules, allows both 
men and women to balance professional and personal 
responsibilities more effectively (Cuberes and Teigner 2016).

Creating an inclusive workplace culture where diversity 
is genuinely valued and discrimination is actively addressed is 
cruciai for closing thè gender gap in banking. This involves 
fostering an environment where all employees, regardless of 
gender, feel respected and supported. Organizations must 
ensure that discriminatory behavior is not tolerated and that 
there are clear mechanisms for reporting and addressing such 
issues. By cultivating a culture that encourages open dialogue 
and values diverse perspectives, banks can work towards 
dismantling thè systemic barriers that have historically 
prevented women from achieving leadership positions 
(Cuberes and Teigner 2014).

Understanding thè connection between gender 
disparity and occupational roles within thè banking sector 
allows organizations to identify and dismantle thè barriers to 
gender equality. This analysis can highlight areas where 
biases and stereotypes persist, as well as where structural 
changes are needed. By taking a proactive approach to 
examine these dynamics, banks can identify thè speciflc 
factors contributing to gender disparities and design tailored 
interventions to address them. Whether it's through revising 
promotion criteria to eliminate biases, creating sponsorship 
opportunities to support women’s career growth, or promoting 
a more balanced representation of genders across all levels of 
thè organization, a multi-pronged strategy is essential (Juhn 
et al 2014).

Literature Review
Smith and Johnson's (2023) study, on unraveling thè 
motherhood penalty: an empirical investigation into wage 
discrimination, presents compelling evidence of wage
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discrimination against mothers in thè labour market. Using 
an experimental approach, thè study revealed that mothers 
earn less than both childless women and men with 
comparable qualifications and experience. This wage gap 
remains even after adjusting for variables like education, 
experience, and job performance, underscoring thè persistent 
nature of discrimination against mothers. The study outlined 
specific factors that contribute to this "motherhood penalty." 
Employers often perceive mothers as less dedicated or less 
efficient due to their caregiving duties, resulting in reduced 
pay and limited opportunities for career advancement. 
Furthermore, societal stereotypes and biases about gender 
roles and family responsibilities may diminish thè perceived 
value of mothers’ work, reinforcing wage inequities.

Curtis and Welsh (2023) study, on occupational gender 
composition and wage disparities, explores thè connection 
between thè gender composition of occupations and wage 
disparities. The cross-national research provides robust 
evidence that wage inequality between men and women is 
closely tied to thè level of gender segregation in thè workforce. 
By analyzing data from various countries, thè study 
concludes that higher levels of occupational gender 
segregation are correlated with increased wage gaps, a trend 
that persists across different regions and economie 
backgrounds. The study delves into thè factors contributing to 
this connection between occupational gender composition and 
wage disparities. It suggests that occupational segregation 
limits women’s access to high-paying jobs and industries, 
resulting in lower wages and fewer career advancement 
opportunities. Furthermore, thè research points out that 
societal norms and institutional structures can worsen wage 
disparities by perpetuating gender stereotypes and biases 
within thè labour market.

Wang and Liu (2019) study, on gender differences in 
promotion and pay provides robust evidence of thè glass 
ceiling effect within organizations. This meta-analysis 
synthesizes findings from a range of empirical studies to. 
reveal consistent barriers that women face in career 
advancement. Across industries and organizational settings, 
women encounter lower rates of promotion and wage gaps 
compared to men. The study underscores thè widespread
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nature of these gender-based disparities, suggesting that thè 
glass ceiling is a persistent issue. The research highlights 
specific factors that contribute to thè glass ceiling effect. 
Gender biases and stereotypes, along with structural barriers 
within organizations, limit women's advancement 
opportunities and result in unequal pay. These discriminatory 
practices occur in various industries, indicating that thè glass 
ceiling is not confìned to a particular sector. The study also 
points out that organizational cultures and policies that do 
not support gender equality can further exacerbate thè 
disparities in promotion and compensation. To address these 
issues, a more inclusive approach to organizational policy and 
culture is necessary, recognizing and removing thè obstacles 
that hinder women's career progression and equitable pay.

The experimental study by Chen (2018) provided 
compelling evidence of thè role of negotiation in perpetuating 
gender wage disparities. Through rigorous experimentation, 
severa! key insights emerge. Women are indeed less likely to 
initiate salary negotiations compared to men, contributing to 
disparities in pay. Moreover, when women do negotiate, they 
are often penalized or face negative consequences, such as 
receiving lower salary offers or being perceived as less likeable 
or competent. These findings highlight thè pervasive nature of 
negotiation biases and their detrimental impact on women's 
earnings in thè workforce. The study identifies specific 
mechanisms through which negotiation biases contribute to 
gender wage disparities. Stereotypes, biases, and societal 
expectations regarding gender roles may influence evaluators' 
perceptions of negotiators, leading to differential treatment 
based on gender. Additionally, organizational norms and 
practices may inadvertently disadvantage women in
negotiation processes, further perpetuating disparities in pay.

In a comprehensive meta-analysis conducted by Eagly 
(2013), thè intricate dynamics surrounding women in 
leadership roles were meticulously examined. The study 
unearthed a troubling trend wherein women leaders were 
subjected to heightened scrutiny and held to more stringent 
standards compared to their male counterparts. This 
phenomenon not only manifested in thè form of increased 
criticism directed towards women for their leadership styles 
but also underscored thè existence of deeply ingrained gender
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biases that permeate organizational perceptions and 
evaluations of leadership effectiveness. Moreover, thè meta- 
analysis illuminated a pervasive doublé standard that placed 
women leaders at a distinct disadvantage, further
exacerbating thè challenges they faced in navigating thè 
complex terrain of leadership within male-dominated 
organizational cultures.

Furthermore, research by Heilman (2017) provided 
empirical evidence of thè detrimental impact of gender 
stereotypes on perceptions of women's leadership capabilities. 
Through rigorous empirical investigations, Heilman and 
colleagues demonstrated that women were less likely to be 
perceived as possessing agentic traits such as decisiveness 
and assertiveness, qualities often associated with effective 
leadership. This discrepancy in perception not only 
undermined women’s credibility and authority within 
organizational hierarchies but also perpetuated thè stereotype 
that leadership is inherently masculine, thereby marginalizing 
women and reinforcing gender-based barriers to career 
advancement. Collectively, these findings underscored thè far- 
reaching implications of gender stereotypes on women’s 
representation in leadership positions, highlighting thè urgent 
need for organizational interventions aimed at challenging 
and dismantling these biases to foster greater gender diversity 
and inclusivity at all levels of leadership.

Study conducted by Meara (2020) on, Gender 
Stereotypes and Career Aspirations: A Longitudinal Study". 
offered compelling evidence of thè lasting effects of gender 
stereotypes on career aspirations and organizational role 
allocation. Through meticulous examination of longitudinal 
data, several key insights emerge. Pervasive stereotypes about 
gender roles significantly shape individuals’ career choices, 
leading to occupational segregation and unequal 
opportunities for men and women within organizations. These 
disparities persist over time, indicating thè enduring impact of 
gender stereotypes on thè workforce. The analysis identifies 
specific mechanisms through which gender stereotypes 
influence career trajectories and organizational practices. 
Stereotypical beliefs about gender roles may lead to thè 
underrepresentation of women in leadership positions and 
male-dominated fields, limiting their access to opportunities
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for advancement and career development. AdditionaUy, 
organizational norms and practices may inadvertently 
reinforce gender stereotypes, perpetuating inequalities in role 
allocation and promotion decisions.

In a field experiment by Brown (2023) revealed that 
compelling evidence of thè presence of implicit bias in hiring 
decisions. Through meticulous analysis of hiring practices in 
real-world settings, several key insights emerge. Subtle biases 
based on gender stereotypes signifìcantly influence hiring 
outcomes, leading to disparities in job offers and 
opportunities for career advancement. These biases persist 
even when controlling for factors such as qualifications and 
experience, highlighting thè pervasive nature of implicit bias 
in thè recruitment process. The analysis identifies specific 
mechanisms through which implicit biases influence hiring 
decisions. Stereotypical beliefs about gender roles may lead to 
thè underrepresentation of certain groups in hiring pools and 
thè preferential treatment of candidates perceived to fit 
traditional gender norms. AdditionaUy, organizational norms 
and practices may inadvertently reinforce implicit biases, 
perpetuating inequalities in recruitment outcomes.

A meta-analysis by Johnson and Smith (2023), 
revealed thè influence of gender stereotypes on performance 
evaluations. Through a meticulous synthesis of research 
findings from multiple studies, several key insights emerge. 
Gender stereotypes signifìcantly affect thè assessment of 
individuals' competence and suitability for different roles, 
leading to disparities in job assignments and promotions. 
These biases persist across various industries and 
organizational contexts, indicating thè pervasive nature of 
gender stereotypes in performance appraisal processes. The 
meta-analysis identifies specifìc mechanisms through which 
gender stereotypes influence performance evaluations. 
Stereotypical beliefs about gender roles may lead to thè 
underestimation of women's capabilities and thè 
overestimation of men's abilities, resulting in biased 
assessments of performance. AdditionaUy, organizational 
norms and practices may inadvertently reinforce gender 
stereotypes, perpetuating inequalities in performance 
appraisal outcomes.
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Garcia and Patel (2023) also found out in a study titled 
Complexities of Intersectionality: A Deep Dive into thè 
Organizational Experiences of Women of Color. The results of 
this research offered compelling insights into thè experiences 
of women of color within organizational cultures. By 
employing qualitative interviews and thematic analysis, 
several prominent themes emerge. Women of color frequently 
recount facing distinctive challenges in thè workplace, 
originating from both gender and racial biases ingrained 
within organizational frameworks, norms, and procedures. 
These obstacles manifest in diverse manifestations, including 
microaggressions, stereotyping, tokenism, and exclusion from 
informai networks and decision-making arenas. Additionally, 
women of colour often articulate thè complexities of 
navigating intersecting expectations and stereotypes, such as 
thè pervasive "Angry Black Woman" stereotype, which can 
significantly influence perceptions of their competence, 
authority, and leadership capabilities. The study underscores 
thè significance of intersectional awareness and allyship in 
advancing inclusion and equity for women of color within 
organizational contexts. Respondents underscore thè 
imperative for organizational leaders to acknowledge and 
confront thè multifaceted biases and discrimination faced by 
women of color, alongside thè creation of conducive 
environments for dialogue, support, and advocacy within thè 
workplace.

In a study by Smith and Johnson (2023) on Nexus 
between Leadership Styles and Gender Disparity: A 
Comprehensive Comparative Examination, thè results offered 
insights into thè varying effects of leadership styles on gender 
disparities within organizational settings. Utilizing both 
quantitative surveys and qualitative interviews, a number of 
significant findings emerge. Transformational leadership 
approaches are correlated with increased gender inclusivity, 
fostering environments where women feel empowered to 
actively engagé and progress in leadership roles. Conversely, 
authoritarian leadership styles tend to uphold traditional 
gender norms and hierarchical structures, limiting 
opportunities for women in leadership positions and 
perpetuating gender imbalances within organizational 
hierarchies. The study elucidates thè mechanisms through

UNIV
ERSITY

 O
F I

BADAN LI
BRARY



256 Abimbola Afolabì & Emmanuel Majekodunmi Ajala

which distinct leadership styles shape gender dynamics 
within organizations. Transformational leaders, through their 
emphasis on collaboration, empowerment, and diversity, 
cultivate cultures that value and harness thè contributions of 
women. In contrast, authoritarian leaders may inadvertently 
foster environments that prioritize masculine traits and 
behaviors, resulting in thè marginalization of women and thè 
perpetuation of gender disparities.

According to a study by Baker (2014) on thè intricate 
connection between gender inequality in leadership roles and 
corporate culture, a long-term study of Fortune 500 firms 
revealed that over time, companies with collaborative and 
diverse cultures have higher percentages of women in senior 
leadership positions. On thè other hand, companies with 
cultures that prioritise hierarchy and competition showed less 
progress in closing thè gender gap in leadership positions. 
Furthermore, valuable insights into thè ways in which 
organisational culture influences gender equality results in 
leadership have come from qualitative research on 
organisational dynamics within particular contexts or 
industries. Interviews with executives and staff highlight thè 
criticai role that organisational culture plays in creating 
inclusive leadership settings by illuminating thè ways in 
which cultural norms and practices either facilitate or impede 
women's access to leadership possibilities.

Conclusion
The relationship between gender disparity and occupation 
among bank workers is a complex and multifaceted issue that 
reflects broader societal trends in gender equality and 
workplace diversity. In many banking institutions, historical 
gender biases have contributed to a landscape where men 
often dominate higher-level positions, such as executive roles 
and senior management, while women are more prevalent in 
lower-level and support roles. This occupational stratification 
can be traced to severa! factors, including entrenched gender 
stereotypes, limited access to career advancement 
opportunities, and work-life balance challenges that 
disproportionately affect women. Despite these challenges, thè 
banking industry has made significant strides in recent years 
to address gender disparity and promote a more equitable
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workplace. Initiatives like mentorship programs, diversity and 
inclusion training, and flexible work arrangements have 
become increasingly common, reflecting a growing awareness 
of thè need to break down barriers for women in banking. 
Companies are recognizing that gender diversity at all levels of 
thè organization is hot only a moral imperative but also a 
business advantage, leading to better decision-making, 
innovation, and overall performance. However, achieving true 
gender equality in thè banking sector requires more than just 
policy changes; it requires a cultural shift. This shift involves 
challenging traditional gender roles, addressing unconscious 
biases, and creating an inclusive environment where both 
men and women can thrive and advance based on merit 
rather than gender. Additionally, policies that support work- 
life balance, such as parental leave and flexible schedules, 
can play a cruciai role in enabling women to pv.rsue 
ambitious careers without compromising family 
responsibilities.

Recommendation
To address thè link between gender inequality and 
occupational disparity among bank employees, it's essential 
to implement a thorough and sustained strategy aimed at 
building a workplace that is both inclusive and fair. One of 
thè primary recommendations is to revamp hiring and 
promotion practices to eliminate gender bias and ensure that 
all employees have equal opportunities for career growth. This 
requires adopting standardized recruitment methods that 
prioritize qualifications and skills over gender and 
implementing clear promotion criteria, providing all employees 
with a transparent view of career advancement paths. These 
steps can dismantle obstacles that disproportionately affect 
women, fostering a more equitable environment where talent 
and expertise are thè centrai factors in career progression.

Another key recommendation is to create and enforce 
policies that support work-life balance and family-friendly 
practices. Historically, women have often shouldered thè 
majority of caregiving and family responsibilities, leading to 
occupational segregation and stalling career progression. 
Banks should consider flexible work arrangements, such as 
remote work and adjustable hours, along with comprehensive

UNIV
ERSITY

 O
F I

BADAN LI
BRARY



258 Abimbola Afolabi &  Emmanuel Majekodunmi Ajala

parental leave policies that encourage men to take on 
caregiving roles. These initiatives can help retain skilled 
women in thè workforce, reduce stress and burnout, and 
promote a more equitable distribution of work and family 
responsibilities. By ensuring that employees aren't penalized 
for family-related commitments, banks can enhance job 
satisfaction and foster greater loyalty among all workers, 
irrespective of gender.

Mentorship and sponsorship programs are pivotal in 
reducing gender disparity among bank employees. These 
programmes pair women with experienced mentors and 
sponsors who can provide criticai guidance, support, and 
advocacy to help them advance in their careers. The 
programmes should facilitate cross-gender mentorship, 
enabling women to benefit from insights offered by senior 
leaders and to establish networks within thè organization. 
Mentors can offer female employees advice on navigating thè 
unique challenges of thè banking sector, while sponsors can 
advocate for their career growth. Investing in these 
programmes enables banks to cultivate a robust pipeline of 
female leaders and create an organizational culture that 
nurtures gender equality.

Finally, fostering a workplace culture that actively 
promotes diversity and inclusion is cruciai for addressing 
gender inequality in thè banking sector. This involves 
continuous training to raise awareness about unconscious 
bias and discrimination and providing safe spaces for open 
discussions on gender-related issues. Banks should set up 
diversity and inclusion committees dedicated to promoting 
gender equality, and senior leadership must demonstrate a 
strong commitment to creating an inclusive atmosphere. A 
culture that embraces diversity can drive innovation, boost 
employee morale, and position banks as leaders in gender 
equality. This cultural transformation is vital not only for 
tackling gender disparity but also for attracting and retaining 
a workforce rich in diversity and talent.
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