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CHAPTER I 

INTRODUCTION 

 

1.1 BACKGROUND OF THE STUDY 

Generally, people perceive women will eventually be a wife and a mother 

after marriage, then stay at home to do household work and take care of the family 

and let men as the head of the family who struggle outside to earn money for 

family’s living. dogma inherited from ancestors down until this day. A change came 

starting from the Industrial Revolution era, between 18th and 19th centuries 

(Encyclopedia Britannia, 2019), about the norm of working in terms of sex as 

women started to work in factories since then.  However, only similarly-household 

occupations that women can get at that time seeing that the only capability that 

woman has, which mostly relatively earns low payment, just enough as extra 

income from part-time or temporary job. 

Today, a lot of housewives need a former job attributable to increasing 

living cost due to inflation. Relying solely on men or husband in a family can be 

overwhelming. Besides, same as men, women also have an entrepreneurial and 

leadership skill. The talent and potential that anybody may have despite of gender, 

sexual orientation, racial, religion, skin color, and ethnicity.  

According to an article written by Guilder (2019) with the title ‘Women in 

the Work Force’, women between the ages of twenty-five and forty-four increased 

from 15 to 71 percent, counted from 1890 to 1985. Then, the number of women 
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working above fifteen years old is increasing from 1890 to 2016 in rich countries 

such as Canada, United Kingdom (UK), United States (US), Germany, Spain, and 

France, as shown in the following Figure 1.1. This shown that women have the 

same interest to work as men have. 

 

Figure 1.1 Long-Run Perspective on Female Labor Force Participation Rates  

Source: Our World in Data (2018) 

Ironically, discrimination comes from the society has hindered women to 

grow within career spectrum by reason of supposedly putting family first and work 

second, though some women would determine those oppositely. Most organizations 

prefer to assign women on low responsibility jobs in order to let women have time 

to take care of their families. According to Fensom (2019), the world has lost around 

$6 trillion as a consequence to gender discrimination or 7,5% of global Gross 

Domestic Product (GDP) which is equal to a combination of Japan and South Korea 

countries’ economy. The pay scale is usually higher for men than women with the 

same job which historically based on the assumption in World War II that men had 



3 
 

to be paid enough to support a family while most women who entered the workforce 

in the US were single and did not have families to support, so they could be paid 

lower (Encyclopedia Britannica, 2019).  This phenomenon still exists until now. 

Actor and actress in Hollywood, for instance, have $1.8 million pay gap based on 

2018 films (Doward and Fraser, 2019).  

Besides, women rarely get the decision-making position such as manager, 

board of directors, or CEO. International Labour Organization (ILO) (2019) 

concluded that from the survey ILO did in almost half of companies that are 

associated with them resulted with only one third of beginner level manager 

recruitments are filled by woman.  

For example, ASEAN as an organization is still fighting for the inclusion of 

women in 53 years of operating, as it has only one out of ten female foreign minister 

as one of the reason is because politics has interfered women to involve in the 

organization which causes low and minimal cover on gender issues (Septiari, 2020). 

Even though women can take high-positioned roles in politics, for example in 

Philippines and Indonesia, blood line and famous man behind them assisted to get 

them promoted (Andaya, 2020). But, lately, Septiari (2020) stated that ASEAN 

planned to resolve this problem regionally through the ministries to act on 

eliminating violence against women and children. 

Besides political hinderance, traditional entrenched norms and also highly 

contributed in the stereotype on women to involve in a world where people used to 

believe only men deserve the place, especially in Asian countries. Vietnam and 
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Laos did not sign the Convention on the Elimination of All Forms of Discrimination 

Against Women while the other Southeast Asian countries has, as according to 

Andaya (2020), Vietnam strongly holds the Confucian norms about women as wife 

is possessed by men as husband. 

Fortunately, there are people with opened mind about sex segregation and 

stand for equality and treating every human fairly, overlooking race, color, gender, 

religion, appearances, origins, sexual orientation, work and family standard, 

physical and mental skills and cultural orientation (Bibi, 2015).  

Laboring in Indonesia positively involves women which can be seen in the 

Figure 1.2 down below. 

Figure 1.2 Female Labor Force Participation Rates, 1980 vs 2016  
Source: Our World in Data (2018) 

Above is a visual explanation about female labor participation rate out of 

the population in each country. The grey diagonal line has a slope one which is an 

indicator that countries with positive changes towards women appear on the bottom 

right of the slope. Indonesia lies in the bottom right with 37.07 percent female labor 
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participation above the age of 15 in 1980 and 50.94 percent female labor 

participation above the age of 15 in 2016. Female labor participation in Indonesia 

has improved 13.87 percentage for 36 years.  

In Indonesia, at least 30 percent of the amount of people in political parties 

are women which is mandated in UU No. 2 Tahun 2008 as the number is based on 

the results of United Nations research which is believed that it can bring a change 

and has an impact on the quality of decisions taken in public institutions (Hidayah, 

2019). 

Organization that has a diverse workplace in order to have diversity of 

viewpoint and ideas that allows better decision making and problem solving which 

leads to improvements in organization performance. Gender diversity in workplace 

supplies variety of information, talent pool, and customer base that benefit the 

organization to obtain. When a workplace is heterogeneous, employees will 

confront different perspective, expectation and belief and give effort to come out 

with one consensus in the end after adjusting with each other behavior while 

homogeneous workplace always meet the same way of thoughts and easily reach 

an agreement with simply one single decision (Bibi, 2015). 

The writer will conduct a research at a family owned company named PT 

Prabu Jaya to study further about gender diversity in workplace and the effect on 

organization performance. This is a woodwork company that produces wooden 

door, floor, plywood, decorative molding, and others wooden products, located in 

Jalan Pertahanan No. 10 A, Patumbak, North Sumatra. Established in 1973, this 
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family business is currently in the second generation under owner-managed stage 

that is led by Usup Tjanggal as a Chief Executive Officer (CEO), the son of the 

founder, Kisudjo Tjanggal. Usup Tjanggal’s wife joins the company as one of the 

board of directors. The eldest son of current CEO, Hendra Palisades, also takes part 

as a director.  

This company has 414 employees that consist much more of women than 

men labor that contribute in their business duties. There are about 38,4% men and 

61,6% women employees which obviously more than 50% of company employees 

are women. Below is a table about the amount of man and woman employees in PT 

Prabu Jaya in 2019. 

Table 1.1 Amount of Man and Woman Employees at PT Prabu Jaya in 2019 

Position Male Female 

Executives 18 20 

Permanent employees 83 35 

Non-permanent employees 58 200 

Total 159 255 

Source: Prepared by the Writer (2019) 

The position that have the most women is non-permanent employees with 58 men 

and 200 women labor, then follow up by executives with 18 men and 20 women labor. 

Non-permanent employees are employees who are in charge in producing process in the 

factory as freelancer while permanent employees are in-office-employees. Impressively, 

this company has women between 21 to 40 years’ old who do rough job under man 

supervisors. Only permanent employees that are mostly filled by men with more than twice 

its number of women with 83 men and 35 women labor. Based on the data, the conclusion 

about the company is women and men has the opportunity to contribute in the company. 
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Looking at how countries around the world and the government positively response 

on working women and wanting to attract more women to contribute, the writer wants to 

learn further about gender diversity and discover the effect on employee performance. 

Therefore, the writer decides to do a research with the title “The Effect of Gender Diversity 

in Workplace on Employee Performance at PT Prabu Jaya”. 

 

1.2 PROBLEM LIMITATION 

The study of this skripsi is focus on the extent to gender diversity in 

workplace as independent variable that may effect on employee performance as 

dependent variable at PT Prabu Jaya. Also, due to geographical issue, the writer 

obtains data from the company through e-mail and by contacting the contact 

person via telephone call or messenger since the office is located a little bit far 

away from where the writer lives. Nonetheless, the writer will interview the 

employees and the owner of the company once in a while to get direct answer as 

the data. 

 

1.3 PROBLEM FORMULATION 

To investigate the effect of gender diversity in workplace on organization 

performance, this research tries to answer these questions: 

1. How well does PT Prabu Jaya implement gender diversity in its working 

environment? 

2. What are the factors of gender diversity in a workplace that contribute to 

employee performance at PT Prabu Jaya? 
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3. What are the effect of gender diversity in workplace on employee 

performance at PT Prabu Jaya? 

 

1.4 OBJECTIVE OF THE RESEARCH 

The purpose of this research is to know anything from diversity in terms of 

gender might bring into a working environment and whether or not PT Prabu Jaya 

has implemented gender diversity well within the organization as a workplace or 

working space for the employees. Hereafter, this research will identify any factors 

that may affect the performance of employees in the organization while they are 

working in a gender diversity environment. 

 

1.5 BENEFIT OF THE RESEARCH 

This research provides benefits in both theoretical and practical which the 

writer addressed on the following sub-chapter. 

 

1.5.1 THEORETICAL BENEFIT 

This research supports and contributes to human resources management 

theory, specifically about gender diversity. Any effects on employee performance 

that may emerge whether those are advantage that give opportunity or disadvantage 

towards working process. Other than that, this research specifically studies the 

phenomenon of gender diversity and employee performance in a family-owned 

company where the writer does the study.  

 



9 
 

1.5.2 PRACTICAL BENEFIT 

This research gives more information and supporting evidences to the 

company where the writer conducts the research, other companies that are in the 

same industry, family businesses, Indonesia’s government, other researchers, and 

the writer herself, that are going to make a practical decision regarding about gender 

diversity in a workplace. The benefits are: 

a. For the company, this research can give suggestions to improve the 

implementation of gender diversity which effect on employee 

performance as the study is conducted in it. 

b. For other companies that belong in the same industry, they can use this 

research as an additional information for gender diversity 

implementation. 

c. For other family businesses, they may let them consider putting more 

attention into gender laboring besides having potential non-family 

people take part in the company.  

d. For Indonesia’s government, this research can be a reference to improve 

gender composition in political parties.  

e. For the other researchers, this research can be an additional reference 

for their own research that cover the same topic. 

f. For the writer, this research benefits a deeper knowledge about the topic 

in the actual company that implements gender diversity during the 

process of making this research and gathering supporting data. 

  


