European Proceedings of

Social and Behavioural Sciences

EpSBS

e-ISSN: 2357-1330

www.europeanproceedings.com

DOI: 10.15405/epsbs.2021.12.04.8

ISMC 2021

16th International Strategic Management Conference

PERCEIVED GENDER DISCRIMINATION AND TURNOVER
INTENTION: THE MEDIATING ROLE OF CAREER
SATISFACTION
Meral Elçi (a), Arzu Sert-Özen (b), Gülay Murat-Eminoğlu (c)*
*Corresponding author
(a) Gebze Technical University, 41400, Kocaeli, Turkey, emeral@gtu.edu.tr
(b) Free Researcher, Kadıköy, Istanbul, arzusertt@gmail.com
(c) Gebze Technical University, 41400, Kocaeli, Turkey, gulaymurat@gtu.edu.tr

Abstract
Gender-based discrimination is a world-wide -inequality, diversity, and exclusion- issue. Gender
discrimination toward women is a never-ending story in every aspect of the workplace. Thus, this crosssectional study is planned to glance at gender-based discrimination perceptions of Turkish female
employees to evaluate its work-related consequences. Previous studies have found that female employees
often experience gender-based discrimination related to important organizational outcomes. This crosssectional study examines the relationship between perceived gender discrimination and turnover intention
and tests whether career satisfaction has a mediating role in the relationship between perceived gender
discrimination and turnover intention. The research sample consists of 256 white collar female employees
working in different industrial areas including finance, chemical, health, education, transportation,
logistics and communication in Turkey. As predicted, the research findings indicated that perceived
gender discrimination and turnover intention is positively related and career satisfaction has partial
mediating role in this relationship. Based on the results, directions for future research were presented and
in addition, the practical implications were discussed.
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1. Introduction
Increasing the number of highly skilled and talented women in the labour force offers social
opportunity and challenge for both female employees and the organizations. Though a good number of
positive organizational outcomes of female employees’ employment, perceived gender discrimination is
still a worldwide unsolved issue because of discriminatory organizational practices and keep influencing
female employees’ career advancement, subjective well-being, job/career satisfaction and performance
(Joo & Park, 2010; Kim, 2015).
Women are trying to make their business life sustainable in the male-dominated business world.
Accordingly, they may need to perform as twice as men in the same position. Although high performance
leads women to success, their efforts to become perfect against men, can sometimes make women
unsuccessful on the contrary. Women, who are constantly in the feeling of weaknesses and deficiency
because of gender-based discrimination, may not only intent to leave their career goals, but also their jobs
in the present organization (Yücelen & Özen, 2010). In organizations where gender discrimination is
perceived, undesirable consequences such as reduced performance and employee engagement, increased
turnover of talented employees, and numerous immeasurable harmful effects can occur (Shaffer et al.,
2000). Relative deprivation theory (Crosby, 1976), which refers to negative feelings caused by job-related
outcomes which is unequal or worse compared to a referent group or a standard, suggest that
dissatisfaction occurs in the presence of such discrepancy. This process consists of the employee’s
subjective judgements, rather than objective circumstances (Ren et al., 2013). Therefore, as Kim (2015)
noted, perceived gender discrimination is more important in predicting satisfaction than actual gender
discrimination. Faced with systemic inequality, female faculty members perceive it as a career barrier in
their work life (Bird & Rhoton, 2021). Gender-based barriers for highly qualified and talented female
workforce especially in the disciplines such as science, mathematics, engineering, technology, are an
important problem that must be overcome for the success of both science and organizations (Bird &
Rhoton, 2021; Chan et al., 2016; Salleh et al., 2020).
Kern et al. (2020) suggested that although the link between gender-based discrimination and career
satisfaction was demonstrated in their study, more research is needed. In addition, research suggested that
intention to leave is not just a will searching for a new job, low level of career satisfaction is one of the
most important reasons behind intention to leave and the possible links should be investigated (Kang et
al., 2015; Salleh et al., 2020). Many studies (e.g., Kern et al., 2020; Qu et al., 2020; Zopiatis et al., 2018)
pointed out the significant relationships between gender discrimination, career satisfaction and turnover
intention separately, however any research linking these three variables has not been conducted.
The present study aims at contributing to the gender discrimination literature in two ways. First, it
offers an understanding on the outcomes of being subjected to gender discrimination in the workplace as
a sample of female employees in Turkey, and second, career satisfaction is investigated as a mediator
between gender discrimination and turnover intention for the first time.
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2. Literature Review and Theoretical Framework
2.1. Gender Discrimination
Gender discrimination in the workplace is defined as gender-based unfair treatment in human
resources practices such as recruitment and selection, performance appraisal and compensation.
Employees belonging to a certain gender group often perceive gender discrimination when they are
limited or excluded from decision making process, or other activities in the workplace and inhibited in
their career advancement in comparison to another gender group (Qu et al., 2020). Even though
experiencing gender-based discrimination is possible among male employees in the workplace, gender
discrimination against female employees is more widespread problem especially in male-dominated
cultures such as Turkey, China, Korea, and Japan (Balkan & Cilasun, 2018; Kim et al., 2015; Qu et al.,
2020). In European settings, gender-based discrimination may be experienced as well. In a study by
Traavik (2018), many Norwegian women surprisingly and sadly reported that they perceived gender
discrimination at high level. In addition, women face discrimination in traditionally male-dominated
career paths and disciplines including technology, science, and engineering. Women who become
successful at crossing the hiring barrier in the male-dominated work environment, face problem in
gaining professional trust and respect from their male counterparts (Lourens, 2014).
Why does gender discrimination matter? A good number of research have demonstrated that
perceived gender discrimination is related to important work outcomes such as work engagement (Kim,
2015), job satisfaction (Andersson & Harnois, 2020; Janjua et al., 2020; Kim, 2015; Shaffer et al., 2000),
career satisfaction (Kern et al., 2020), organizational identification (Qu et al., 2020), affective
commitment (Qu et al., 2020; Shaffer et al., 2000), turnover intention (Qu et al., 2020; Shaffer et al.,
2000), occupational stress (Dilrukshi & Ranasinghe, 2021), subjective career success (Park et al., 2017),
job performance (Dilrukshi & Ranasinghe, 2021), and psychological symptoms such as mental health,
sleep problems, and unhappiness (Andersson & Harnois, 2020).
2.2. Career Satisfaction
Seibert and Kraimer (2001) described career satisfaction as a person’s emotional state deriving
from by an individual's positive evaluation of one’s career or career related experiences. Career
satisfaction is basically considered a self-reported measure of individuals' subjective assessments of how
successful they have been or believe they have been in their careers.
As Pelenk (2020) noted in his study, it is stated in the Social Exchange Theory (Homans, 1961)
that every effort has a reward, and that the employee wants to be rewarded for their efforts. Career
success is one of the positive results that the employee receives in return for his/her effort. Career
satisfaction has two dimensions, objective and subjective. Subjective career satisfaction includes the
employee's evaluation of success. Objective career satisfaction consists of general indicators such as
promotion, wage, and premium increase (Gerçek et al., 2015). Ding and Lin (2006) stated that
organizations that improve their employees' career satisfaction are closer to achieving organizational
goals. The research of Martínez-León, et al. (2018) demonstrated that low career satisfaction reduces the
employees’ performance. Greenhaus et al. (1990) argued that increasing employee career satisfaction
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decreases the negative impact of job-related stress, in turn, lower level of job-related stress improves
employees’ performance. Lv and Yu (2020) found that employee career satisfaction is positively related
to organizational citizenship behaviour. However, there are also factors that negatively affect career
satisfaction. These elements are workload, unequal rewards, conflict, discrimination, and stress (Lepnurm
et al., 2006).
2.3. Turnover Intention
Turnover intention is defined as the desire to leave an organization by choice (Tett & Meyer,
1993). It is one of the most important predictors of actual turnover rate (Griffeth et al., 2000), therefore,
traditionally scholars have investigated turnover intention rather than actual turnover rate to understand
the process ended up with actual leaving the job or organization (Cohen et al., 2016). Turnover intention
has three cognitive processes including initial thoughts of leaving the organization, intention to seek a
new job and intention to leave the present organization (Chan & Mai, 2015).
There are many vital predictors of turnover intention. Job satisfaction has been examined in a good
number of studies and has been generally recognized as a key factor in turnover (Lee et al., 2010; Özkan
et al., 2020). In addition, leadership-related factors, such as ethical leadership, leadership effectiveness
and work-related stress (Elçi et al., 2012), supervisor support, organizational commitment, self-esteem
were frequently identified as important predictors of turnover intention (Siong et al., 2006).
2.4. Gender Discrimination and Career Satisfaction
Regardless of who perceived gender discrimination had lower career satisfaction (Kern et al.,
2020). However, there are some empirical studies that have demonstrated that women are more likely
than men to experience gander-based discrimination on their career advancement and its negative impacts
in career satisfaction. Career satisfaction is a feeling deriving from perceived acceptance. The feeling of
being isolated or underestimated by male counterparts, being inhibited having entire resources and
information needed for tasks to be performed has a negative impact on career satisfaction of female
employees (Chovwen, 2007).
Gender often determines women's boundaries and choices as consequence of social arrangements.
In many contemporary organizations, there is a gendered hierarchical culture shaped by gender that
privileges men and excludes women. This hierarchy is achieved by creating inequalities by re-interpreting
women and men according to 'advantage' and 'disadvantage' computations based on gender (Bhatt, 2013).
In a study by Bhatt (2013) female medical doctors who perceive patriarchal and sexist attitudes in their
workplaces reported that they work harder to gain the respect of their supervisors and colleagues and are
still directed to less prestigious career fields. These highly qualified professional females who are
overwhelmed with psychological pressure, will have to either accept the barriers to their career progress
or manifest every obstacle that they face but at any choice, there may be negative consequences for their
mental health, life, and career satisfaction (Treanor et al., 2021).
A good number of studies suggested that gender discrimination is negatively related to career
satisfaction (Carr et al., 2000; Chovwen, 2007; Ecklund et al., 2012; Kern et al., 2020; Park et al., 2017).
Carr et al. (2000) found that women medical school faculty members were 2.5 times more likely to report
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gender discrimination than male faculty members in the academic environment and women who
perceived gender discrimination had lower career satisfaction. In a research review by Chovwen (2007),
male dominance at work reported as feeling of discrimination and has negative impact on career
satisfaction. Ecklund et al. (2012) examined the gender discrimination among women and men academic
scientists working in the disciplines of physics and biology. The findings suggested that career stages and
gender-based differences in physics and biology are related. In particularly women scientists are more
likely to report discrimination in comparison to men scientists. General results suggests that perceptions
of gender-based discrimination in science are high. Similarly, Kern et al. (2020) examined relationships
between gender-based discrimination and career satisfaction. The results indicated that women are more
likely to experience work-related discrimination than men. In addition, the study identified the gender is
the most common issue of perceived discrimination and this perception was higher among those who had
lower career satisfaction. Park et al. (2017) investigated the relationships among leader–member
exchange (LMX), perceived gender-based discrimination and career success. The results of the study
indicated that gender discrimination factors including promotion, employment, wage, and training
discrimination influenced career success. Similarly, we expected that if female employees perceive
gender discrimination, their career satisfaction will be lower. The proposed hypothesis follows:
H1: Gender discrimination is negatively related to career satisfaction.
2.5. Career Satisfaction and Turnover Intention
Scholars address career satisfaction as one of the major factors that determines turnover. When
employees’ psychological well-being and their career satisfaction are low, they are likely to leave the job.
Higher level of career satisfaction positively impacts employees’ commitment to their organization, and
thus, not just encourages employees to stay, but also keeps the talented people in the organization (Joo &
Park, 2010; Zopiatis et al., 2018). According to Kezar and Acuña (2021), although both male and female
academicians are committed to their academic careers equally, when female academics are dissatisfied
with their career advancement and opportunities, they are more prone to leave.
There are considerable empirical studies that have demonstrated that career satisfaction negatively
influences employees’ turnover intention (Chan & Mai, 2015; Chan et al., 2016; Joo & Park, 2010; Salleh
et al., 2020; Zopiatis et al., 2018). Joo and Park (2010) investigated the relationship between career
satisfaction and turnover intention. The results indicated that career satisfaction is a significant predictor
of turnover intention. Salleh et al. (2020) examined the mediating role of career satisfaction in the
relationship between career planning and turnover intention. The findings indicated that career
satisfaction is negatively related to turnover intention. In addition, the study identified that career
satisfaction had a partially mediating role in the relationship between career planning and turnover
intention. Chan and Mai (2015) found that when employees having a job at a lower level than others in
the organization (low-ranking employees) have higher levels of satisfaction with their career well-being
and achievement, they will not be searching for a new job. Chan et al. (2016) demonstrated that career
satisfaction influences employees’ turnover intention stronger than career adaptability. Zopiatis et al.
(2018) investigated the effects of career satisfaction on intention to remain among employees working in
the hospitality industry in Cyprus. The research results suggested that career satisfaction has a positive
effect on employees’ intention to remain within the hospitality industry. The general results of the studies
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suggest that lower level of career satisfaction would lead to higher level of employees’ turnover intention.
Based on this discussion, the proposed hypothesis as follows:
H2: Career satisfaction is negatively related to turnover intention.
2.6. Gender Discrimination and Turnover Intention
According to gender stereotypes in the workplace, women are generally not allowed to be
advanced in their careers. Stereotyping generally leads to the underestimating qualifications of women in
the workplace or not allowing them to hold jobs that are thought to be inappropriate for their gender.
Females who perceive the presence of stereotyping in the context of discrimination, choose to leave the
organization, even they are committed to their careers (Kezar & Acuña, 2021). In such a situation, women
who prefer leaving their job avoiding from male domination environments, may even set up their own
business to utilize their high-level expertise and full qualifications (Sheridan & Newsome, 2021).
Gender discrimination has important negative outcomes for both the employee and the
organization (Qu et al., 2020). Turnover intention is one of the important negative outcomes. Earlier
studies demonstrated that perceived gender discrimination influence negatively employees’ turnover
intention (Foley, Hang-Yue, & Wong, 2005; Foley, Ngo & Loi, 2006; Qu et al., 2020; Shaffer et al.,
2000).
Foley et al. (2005) investigated the relationship between gender discrimination and turnover
intention among Protestant clergy in Hong Kong. In addition, the researchers examined the mediating
effect of job satisfaction in the relationship between gender discrimination and turnover intention. The
research results suggested that whereas perceived gender discrimination has direct effect on turnover
intention, job satisfaction has no mediating effect in the relationship. Similarly, Foley et al. (2006) found
that gender discrimination is significantly and positively related to turnover intention among practicing
solicitors in Hong Kong.
Qu et al. (2020) investigated the relationship between Chinese hotel employees’ perceived gender
discrimination and organizational outcomes. The findings showed that perceived gender discrimination at
work is positively related to employees’ turnover intention. Similarly, Shaffer et al. (2000) found that
gender discrimination has positive impact on turnover intention among 583 female employees in the US.
Hong Kong and mainland China. Based on these theorical and empirical findings, the proposed
hypothesis as follows:
H3: Gender discrimination is positively related to turnover intention.
2.7. The Mediating Effect of Career Satisfaction in the Relationship Between Gender
Discrimination and Turnover Intention
Female employees who perceive that her work environment is full of negative feelings toward
women may lose their self-esteem. Because of their gender identity, they may think that striving to
advance in their careers will not bring any benefit and making more effort will not work. Female
employees who think that they are prevented from reaching higher positions in their careers and from
having better opportunities because of their gender identity are more likely to leave the job and seek a
new organization in which they are less marginalized, have an advantage in reaching a higher position,
69

https://doi.org/10.15405/epsbs.2021.12.04.8
Corresponding Author: Gülay Murat-Eminoğlu
Selection and peer-review under responsibility of the Organizing Committee of the conference
eISSN: 2357-1330

and have a certain maturity in advancing in their careers (Qu et al., 2020). Indeed, discrimination in the
workplace shows that an organization does not treat everyone equal, so individuals who are
discriminated, naturally feel themselves disadvantaged. In this vein, exposure to gender discrimination
leads to a sense of being unsuccessful (Herrbach & Mignonac, 2012).
Therefore, it is logical that female employees who feel that they are discriminated against because
of their gender identities are more likely to experience a lower level of satisfaction in terms of their
professional career, and in turn, lower level of career satisfaction increases the probability of being in
search of a new job and leaving the organization.
H4: Career satisfaction will mediate the relationship between gender discrimination and turnover
intention.

3. Research Method and Analysis
3.1. Sampling and Measures
The current study consists of 256 female employees. Most women (82.5%) are married and
between the ages of 20-35. Of the total participants, 60.3% have a bachelor's degree and 25.7% have a
master's or doctoral degree. 17.6% of the participants are in the education sector, 13% in the finance
sector, 11.8% in the chemical sector, 10.6% in the health sector, and 3.9% in the transportation, logistics
and communication sector and the remaining participants work in other sectors.
All the scales used in the current research were adapted from the earlier empirical studies. “Career
Satisfaction” scale was adapted from Greenhaus et al. (1990). “Turnover Intention” was measured by the
scale adopted from Mobley et al. (1979), and “Overt Gender Discrimination at Work” scale by Jagusztyn
(2010) was used to measure the “Perceived Gender Discrimination”.
3.2. Measure Validity and Reliability
Subsequently data collection, exploratory factor analysis was applied using principal components
extraction with varimax rotation. The factors are divided into three variables as expected and all the items
were distributed to the factors as it expected to be. All the factor loadings are above, 50. The KaiserMeyer-Olkin (KMO) index has been found as, 893 and is higher than the recommended ,50 value.
Bartlett's test of sphericity is at statistically significant level of 0.00 (ꭕ 2 (136) = 3840,713; p=.00).
Table 1 shows the means, standard deviations, and Cronbach’s Alphas of the variables. The
correlation coefficients are moderate as seen in Table 1. All Cronbach’s Alphas are higher than 0.70 as
suggested by Nunnaly (1978). These results demonstrate that the validity and reliability of our
measurement is sufficient.
Table 1. Means, Std. Deviations, Cronbach’s Alphas and Correlation Coefficients
Variable

1

Gender Discrimination

1

2

3

Turnover Intention
,263**
1
Career Satisfaction
-,230**
-,333**
1
**. Correlation is significant at the 0.01 level (2-tailed).

70

2,3885

Std.
Deviations
1,36573

Cronbach
Alpha
,955

3,0352
4,6141

1,64312
1,48576

,870
,929

Means
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3.3. Hypothesis Testing
We used regression analysis to test our hypotheses. According to the results (Table 2), Model-1
(F= 14,134; R2= ,053; Sig=,000), Model-2 (F= 31,733; R2= ,111; Sig= ,000), and Model-3 (F= 18,866;
R2= ,069; Sig=, 000) are significant. In Model-1, it is found that gender discrimination is negatively
related to career satisfaction (β= -,230; Sig<0.01). As seen in Model-2, it is found that career satisfaction
is negatively related to turnover intention (β=-,333; Sig=,000). And finally, in Model-3 it is found that
gender discrimination is positively related to turnover intention (β=,263; Sig=,000). So, H1, H2 and H3 are
supported according to the results.
Table 2. Regression Analysis Results
Model-1
(DV: Career
Satisfaction)
β
t

GD

Model-2
(DV: Turnover
Intention)
β
t
Sig.

Sig.

CS
-,230 -3,760 ,000
-,333 -5,633 ,000
F= 14,134
F= 31,733
R2= ,053
R2= ,111
Sig= ,000
Sig= ,000
Note 1: GD: Gender discrimination, CS: Career satisfaction

GD

Model-3
(DV: Turnover
Intention)
β
t
Sig.
,263 4,344
F= 18,866
R2= ,069
Sig= ,000

,000

The mediator analysis was performed with PROCESS Macro on model 4 (Hayes, 2013). 5% biascorrected confidence interval with 5,000 bootstrapping method was utilized. In Model-1, it is found that
gender discrimination is positively related to turnover intention (β= ,3164; p<.01). Moreover, it is found
that gender discrimination is negatively related to career satisfaction (β= -,2498; p<0.01) showed in
Model-2. In Model-3, both gender discrimination (β= ,2368; p<0.01) and career satisfaction (β=-,3186;
p<0.01) is related to turnover intention. When career satisfaction is included in the analysis, gender
discrimination is still related to turnover intention, but the regression coefficient reduces from (β= ,3164;
p<.01) to (β= ,2368; p<0.01). So, these models indicated that career satisfaction partially mediates the
relationship between gender discrimination and turnover intention according to Baron and Kenny (1986)
procedure.
Table 3. Mediation Analysis Result

Gender Discrimination
Career Satisfaction
R2
F

Model-1
(DV: Turnover
Intention)
β
t

Model-2
(DV: Career
Satisfaction)
β
t

Model-3
(DV: Turnover
Intention)
β
t

,3164** 4,3435

-,2498** -3,7595

,2368** 3,3003
-,3186** -4,8307
,1477
21,9306

,0691
18,8661

,0527
14,1340

Moreover, both indirect effect (.0328, .1523) and direct effect (.0955, .3781) of X on Y are
significant as seen in Table 4. Career satisfaction partially mediates the relationship between gender
discrimination and turnover intention. Hence, H4 is partially supported.
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Table 4. Mediating Effect of Career Satisfaction
Effect

SE

Indirect Effect

.0796

.0302

Direct Effect
Total Effect

.2368
.3164

.0717
.0728

t

p

95% CI
(.0328, .1523)

3,3003
4,3435

.0011
.0000

(.0955, .3781)
(.0717, .4598)

4. Conclusion and Discussion
The aim of this cross-sectional study was to investigate the relationship between perceived gender
discrimination and turnover intention and explore the mediating effect of career satisfaction in the
relationship between perceived gender discrimination and turnover intention.
H1 hypothesis ‘Perceived gender discrimination is negatively related to career satisfaction’ was
supported. The findings on the relationship between gender discrimination and career satisfaction is
consistent with the literature (e.g., Carr et al., 2000; Ecklund et al., 2012; Kern et al., 2020; Park et al.,
2017). Employees who perceive gender discrimination, tend to be dissatisfied with their careers. H 2
hypothesis ‘Career satisfaction is negatively related to turnover intention’ was supported. The result is
consistent with the findings of the previous studies (e.g., Chan & Mai, 2015; Chan et al., 2016; Joo &
Park, 2010; Salleh et al., 2020; Zopiatis et al., 2018). When female employees face career obstacles
because of their gender, they tend to quit their current job and seek a new organization in which they
fulfil their career goals. H3 hypothesis ‘Perceived gender discrimination is positively related to turnover
intention’ was supported. The findings find support from the earlier studies (e.g., Foley et al., 2005; Foley
et al., 2006; Qu et al., 2020; Shaffer et al., 2000). The positive relationship between perceived gender
discrimination and turnover intention shows that when female employees feel restrained in an unjust and
male dominant work environment, they tend to leave the current job and searching for other opportunities
in different organizations. Finally, H4 hypothesis ‘Career satisfaction will mediate the relationship
between perceived gender discrimination and turnover intention’ was partially supported. The results of
the study showed that the mediating effect of career satisfaction between gender discrimination and
turnover intention is partial. Gender discrimination may not entirely have an impact on turnover intention
through career satisfaction.
The current research has two contributions to the literature. First, many scholars have researched
considerably the relationship among perceived gender discrimination, career satisfaction and turnover
intention and these studies generally investigated the direct effects (e.g., Shaffer et al., 2000). However, to
our knowledge, the mediating role of career satisfaction in the relationship between gender discrimination
and turnover intention was examined for the first time. The mediating effect indicates that when
organizations can’t provide equity among both female and male employees, female employees perceive
gender discrimination. At this point they start to see their job requires unfair challenges and no chance in
advancement in their career and therefore the female employees may be inclined to leave the job. The
second contribution of this study to the existing global literature is including a sample of female
employees in Turkey. The result of the study indicates that when Turkish female employees working in
different sectors perceive discrimination in their workplace, they tend to leave the job. In addition, they
are sensitive to career issues.
72

https://doi.org/10.15405/epsbs.2021.12.04.8
Corresponding Author: Gülay Murat-Eminoğlu
Selection and peer-review under responsibility of the Organizing Committee of the conference
eISSN: 2357-1330

For future research, the current study investigated the effect of gender discrimination on turnover
intention with mediating effect of career satisfaction and found this effect was partial. Further studies may
go beyond single mediator to describe the mechanism of impact of gender discrimination on employees’
turnover intention. In other words, there could be other possible mediator variables in addition to career
satisfaction, which may contribute to a better explanation of turnover intention in the context of gender
discrimination. In addition, future studies may focus on different organizational level variables such as
organizational climate, organizational trust, leader–member exchange, organizational politics, or other
individual level variables such as role ambiguity and conflict, self-esteem, self-efficacy, worker
productivity and personality types. The main limitations of this study are its cross-sectional nature and
small sample size which is not adequate to represent the whole sample of the sectors.
For practical implications, turnover intention represents not just the employees’ intention to leave
the organization, but also it represents the loss of organization’s qualified and talented employees. Gender
discrimination is one of the stronger predictors of valuable employees’ turnover intention. Female
employees prevented from their career achievements by the lack of managerial support or unjust
behaviour of their male counterparts, experience career dissatisfaction. In turn, career unsatisfaction
determines the employees’ intention to leave the job or organization. Therefore, promoting equal
opportunities for female employees and reducing gender discrimination in the workplace should be an
organizational goal. When a "just" workplace climate is created, employees perceive that diversity is
valued and discrimination is discouraged. In addition, supporting female employees with the right attitude
will lead to career satisfaction and improve their commitment to the organization. Not only women, but
also men, prefer to work in a "friendly" work environment and such an environment supports successful
employees to fulfil their career goals and encourages them to stay longer in the present organization. In
the end, everyone wins.
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