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Abstract 

Resolving workforce conflict and turnover issues have being a great concern. Even a greater 
challenge is to know how this conflict takes place. Organizations working to overcome 
gender inequality find it even more difficult to cope up with this situation when conflict 
arises in the Women Workforce. This study aims to explore the reason for Women Workforce 
conflict and turnover, and particularly explore the role of culture and environment. We 
proposed a theoretical framework explaining this phenomenon. We hypothesized that various 
factors such as Psychological work factors, lack of Diversity, incivility, Discriminatory HR 
planning, no identity separation, and Gender inequality negatively affect both work both 
culture and environment. And this would ultimately lead to women workforce turnover and 
conflicts. We establish its empirical validity by conducting a survey using a close-ended 
questionnaire. Data was collected from 314 individuals and analyzed using confirmatory 
factor analysis and structured equation modeling. The results showed that Diversity, and 
Identity Separation have a positive whereas Gender Inequality, and Discriminatory HR 
Planning have a negative significant effect on the Work Environment. Moreover, the work 
environment in turn positively affects Women Workforce Turnover and Workforce Conflict. 
Psychosocial work Factors also positively affect work culture, which subsequently affects 
both and Women Workforce Turnover, and Conflict. Hence work environment, and culture 
both play an effective mediatory role in-between these factors and Women Workforce 
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Turnover, and Conflict. Findings imply that Culture and work environment should have been 
considered in a professional and well-directed manner.  
Keywords: HR Policies, Incivility, Diversity, Women Turnover, Culture, and Work 
Environment Contents  
1. Introduction 
1.1 Background of the Study 
The organizational environment is an important part of the work environment and has been 
focused on reducing aggressive behavior. People interact more with demographic groups 
(colleagues and acquaintances working outside the workplace) and need more collaboration 
between similar demographic groups. Also, many jobs can be found via social media, not the 
official application procedure. Similar demographic staff therefore, social networks tend to 
overlap. Reputation for bad behavior is easier to spread among people who share the 
population and those who violate group rules may be more effective in that group. Jobs 
provide employees with a variety of public goods and employee-friendly work, affecting all 
employees. The range of these items is plentiful and includes the complexity of playing good 
music at the workplace, beautiful outfits, language features and enjoying more time for 
friends and others behind the scenes. If population heterogeneity increases the priority 
equality, then diversity can reduce the overall satisfaction rate of a universal product mix. In 
general, small demographic differences can easily fit into the unique demographics of the 
demographic. These effects allow employees to become more homogeneous. Conversely, a 
lower category may reduce some public goods.  
Chen, Wang and Tang (2016) describe workplace incivility as "low-intensity crime, a 
violation of mutual respect at work, with the intention of closing an object". However, to 
qualify for torture, you must hide the malicious intent of one or more parties involved. Over 
time, the level of distraction, dissatisfaction, creativity and cooperation decreases, and the 
level of psychological suffering increases and the level of organizational commitment and 
resignation increases. Previous studies have provided insight into the definition of discomfort, 
its impact and an understanding of other forms of workplace violence. Questions have been 
raised about hostile views of certain civilians and groups, such as gender and race. There are 
many similarities with violence, sexual harassment and racism.  
Researchers say that participation is closely related to organizational responsibility and 
employee retention. In 2004, researchers at the company management said that by increasing 
10% of employee engagement, this would reduce employee energy levels by 6% and increase 
their performance level. 2%. Individual organizations, essential to bridge the gap between 
workplace research and employee relationships, are essential to meeting with company 
leaders. From the standpoint of human resources, loyal employees will continue and continue 
to work (Choi, 2018).  
Workplace or organizations offering jobs are often referred to as inhospitable for the 
placement of females. This phenomenon is a common practice among organizations and it 
exists due to certain perspectives of gender inequities that have been developed, propagated 
and prevailed for the last century in the workplace (Burgess & Borgida, 1999). These 
discriminations arose primarily due to wrong concepts and stereotypes that restrict the 
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women to confine themselves to certain tasks and activities of life; managing the household 
and raising the children. These negative concepts have drastically imparted negative impacts 
on the professional development of women in certain aspects of life. These concepts have 
drastically disrupted the women's rights that allow women to pursue a career or job of their 
talents depending upon their intellect and talent (Mobley, 1982). At the organizational level, 
there is a great extent of trends in sexism that allow males to secure more benefits and 
opportunities than that of women. It has been noticed that due to the lack of Diversity 
Management, certain companies and organizations are failing to maintain the inclusiveness of 
both males and females in the job activities and maintain a balance where the phenomenon of 
gender discrimination is degraded. When the organizations fail to establish terms and 
conditions based on the theories of diversity management and inclusiveness in their Human 
Resource management departments, they develop trends of sexism among the employees as a 
consequence of which, women's rights at the workplace are greatly affected and disrupted 
(Hom & Griffeth, 1995).  
Besides this, it has been reported that women are subjected to sexist comments at their job 
place. It has been evaluated that this problem; subjective stigma, low pay rate, low rate of 
employment opportunities and less chance of getting promoted have significantly increased 
the rate of women’s physical stress, physical health and psychological health and 
consequently, have promoted less satisfaction at job place that resulted in low progress and 
job performance of women in an organization (Burgess & Borgida, 1999).  
1.2 Problem Statement  
The discrimination factor between male and female workforce has been increasing and create 
certain issues and problems in Pakistan. Due to ineffective equality, problems such as 
women's turnover are increasing. Apart from inequality, HR Policies, incivility and 
ineffective diversity are some of the elements that push the workforce towards more jeopardy. 
Most of the organizations of the world are now facing the problem of inequity and inequality. 
Therefore, a positive attitude should have been considered for their competitiveness in 
bringing effective change in society. Most of the organizations across the globe are 
maintaining values for their development and efficiency.  
1.3 Gap Analysis 
Jabeen, Friesen and Ghoudi (2018) provide evidence that emotionally expensive work affects 
women more than men. Santhanam et al. (2015) examined gender impacts on stressful 
processes and concluded that men and women can meet traditional social criteria. The studies 
that have been mentioned earlier were conducted in the Western markets and emphasized 
more on the employees’ satisfaction through effective HR policies and others. However, this 
study is somewhat different in which it focuses mainly on Pakistan, in which the intensity of 
women's empowerment and diversity problem is high. Moreover, this research has covered 
more variables such as HR policies, incivility and discrimination that put more emphasis on 
the same connection for providing everything accordingly. Particularly this research 
additionally focused on cultural and environmental aspects that were not covered before. 
Hence, it is a novel attempt to find the effect of multiple factors on women's workforce in the 
context of Pakistan combining them in a single structural model. 
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1.4 Research Objectives 
The first objective of this research is to examine the impact of HR policies on the diversity of 
the women turnover. Based on the same aspect, the HR policies in different Pakistani 
companies have been examined, and its impact has been visualized based on the turnover 
factor of the women. The second objective is also connected with the first one, in which more 
detailed information about civility and process of diversity has been examined, and its impact 
has been visualized on the turnover of the women in particular. Last, but not the least, the 
cultural and environmental factor has also been analyzed on the turnover of the women. 
1.5 Research Question  
1) How psychological workforce connected with the culture of an organization? 
2) How collectivist culture of the organization impacts the diversity of the workforce for 
bringing new ideas and innovation? 
3) How collectivist culture of the organization's impacts on the discrimination of HR 
planning? 
4) How collectivist culture impacts on gender inequality? 
5) How psychological workforce connected with the work environment of an organization? 
6) How collectivist culture of the organization impacts the work environment for bringing 
new ideas and innovation? 
7) How Discriminatory policies of the organization's impacts on their work environment? 
8) How collectivist culture impacts on workforce turnover? 
9) How collectivist culture impacts on the level of conflicts in an organization? 
10) How discriminatory work environment impacts the women's turnover in organizations? 
1.6 Significance 
This research directly impacts on two different aspects. Firstly, women's empowerment and 
turnover have not been analyzed critically with the perspective of Pakistan. It means that 
different industries in Pakistan will get a complete idea about the importance and implication 
of equity in the market, and how equity could bring a high level of competitiveness for them. 
The effect would be tangible, as it helps the individuals to retain their employees for a long 
period that further leads to certain economic benefits in particular. It impacts positively on the 
organizational sector of Pakistan and impacts it accordingly.  
Secondly, this research would be effective for future researchers as well to examine a similar 
notion in the future. Future researchers will get an idea about the importance of equity, and 
how the factor of equity would be ideal for their efficiency and betterment, especially in the 
long run. 
2. Gender Discriminations at Organizations 
Following are the possible cases and examples of gender discrimination at the workplace that 
might violate women rights and disrupt the professional development of women due to 
gender-based biases: 
2.1 Gender Wage Gap  
This is one of the most obvious and most observed examples of gender discrimination at the 
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organizational level. It has been a common practice at certain organizations and companies 
that women are generally paid less than men. These gender biases have significantly 
propagated a lack of self-confidence and disappointment in women at work. This is certainly 
problematic because employees are not evaluated on the base of their talent and performance 
but based on what gender they belong to this problem has significantly led to decreasing 
trends in productivity among women employees at the workplace (Livanos, Yalkin, & Nuñez, 
2009). 
The term Gender Wage gap is referred to as the potential difference among the wages of 
women and men at a particular place at a particular time. This phenomenon is of common 
observation in today’s world (Angelov, 2016). 
It might be observed in different countries and it has been prevailing in the world for a very 
long. The potential reason for this wage gap is primarily because of the gender discrimination 
that has been prevalent in the workplace and different organizations. The victims and 
assailants of the gender wage gap are more specifically women than that of men (Rubery & 
Grimshaw, 2015). It is a phenomenon of common observation that women are generally paid 
fewer wages as compared to that of the men. There are two discrete types of wage gaps; the 
adjusted wage gaps and the non-adjusted wage gaps. The former one typically considers the 
number of hours that are designated for work, education, occupation types and the experience 
of work. For instance, a person who takes an off such as for maternity leave (a woman) is less 
opportune to earn as much as that if the person who does not take an off (a man). The 
non-adjusted female per annum salary is recorded to be 78% of the male’s salary in the 
United States while it is 98% for the adjusted salary.  
The current trends in the gender wage gap show a very low eradication rate and there is a 
serious need if incorporation if policies and norms that might eventually reduce the trend if 
gender wage gaps in different countries of the world (Connell, 2012). This paper will explore 
the features of this phenomenon and the possible reasons & theories that are responsible for 
the prevalence of this issue in the workplace. As per Currie, Gormley, Roche & Teague 
(2017), HR Policy, Decision-Making and Formulation clarify the differences between HR 
deployment, HR-related basic leadership and HR empowerment, and the relationships 
between them. Gender imbalances are a form of institutional separation.  
2.2 Questions Asked at the Time of Interview 
When it comes to interviewing, we note that women face gender-based or stereotyped 
questions by the interviewers. It is a common observation that women and men are 
questioned differently by employers at the time of the interview. Asking women about their 
family, children, and management of household and job might discriminate them from men. 
These questions should not have any place in the interviews because the placement of a 
person on a vacancy should be based upon the experience and skills of an individual. 
2.3 Fewer Responsibilities in the Workforce 
It has been noticed that women are considered fragile enough to handle a certain situation and 
carry things as men do at work (Nyberg, 2018). This is another mode of gender 
discrimination that is observed in different organizations and companies. This factor might 
contribute to the development of a lack of confidence amongst women at different 
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organizations because they are restricted to work at the workplace because of their gender. 
2.4 Pregnancy 
It is a common practice at different organizations that pregnant women are victimized of 
gender biases and discrimination (William et al., 2018). A pregnant woman is highly 
discouraged to work at certain organizations because the HR departments and authorities 
assume that being pregnant makes women less competitive for a job and daily tasks as 
compared to that of men. However, certain federal and state laws largely discourage the 
practice of gender discrimination based on pregnancy at the workplace. 
2.5 Gender Biased Comments and Conversations at the Workplace 
It has been observed that women face a significant amount of unconscious or deliberate 
comments based on gender biases at their workplace (Altonji & Bla, 1999). This is another 
type of stereotypic way in which women are victimized of gender biases at the workplace. 
Moreover, it is observed that the authorities address women and men is significantly different 
ways that might propagate the chance of gender discrimination at the workplace. 
2.6 Glass Ceiling 
It is a metaphor used in the professional terms to indicate a phenomenon where an unofficial 
hindrance to the progressive development in the profession is made by stereotypes more 
specifically for the women. A false concept of the glass ceiling has been made by different 
organizations to inhibit women from developing professionally at the workplace. It is another 
common example of gender discrimination at the workplace that women are subjected to. 
This phenomenon is also observed to create psychological and mental discouragement for the 
women and violates their basic right of working and pursuing a position of their choice based 
on their personal and professional skills & talents (Livanos, Yalkin & Nuñez, 2009). 
2.7 Radical Feminism 
Radical feminism has been a part of our society for decades, this type of orthodox thinking 
restricts the women to household and one step back as compared to the men. This 
phenomenon is still a part of certain societies and cultures such as the Asian cultures where 
women are considered inferior to men in the context of every aspect of life such as household 
decisions, work, and other matters. This typical phenomenon has organizations to impart 
gender discrimination at the time of employment, promotion, and perks for the employees 
because they always prefer men over women due to this outdated view of women workforce. 
2.8 Sexual Harassment 
Last but not the least factor contributing to gender discrimination at the workplace is the 
phenomenon of sexual harassment at the workplace that is a common practice among 
companies and organizations. It is one of the most important issues that need serious 
concerns at the workplace (Williams et al., 2018). Women are largely targeted by this 
phenomenon at their job place. It is reported that sexual harassment has significantly 
contributed to the diminished progressive development of women. Sexual harassment has 
significantly increased the ratios of psychological and mental stress in women at the 
workplace and has significantly refrained women to pursue the job and position of their 
interest by stepping them back from professional development. This factor has also 
contributed to the dominance of males at the workplace on females (Nyberg, 2018).  
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3. Theoretical Framework 
3.1 Women Workforce Turnover 
Workforce turnover is a type of turnover, in which the turnover increases for the women at a 
higher intensity as compared to men. Researchers have shown adverse effects on sexual 
harassment and employee harassment on women workforce turnover. Low-intensity 
behaviors represent intangible, inactive and indirect consequences and stronger or more 
intense behaviors that show both proactive and direct consequences (Ayoko, 2016) 
3.2 Workforce Conflicts 
According to Pitafi, Liu & Cai (2018) the explanations for workplace conflicts are personal, 
psychological, or authoritative factors that can cause workplace conflicts. Authoritative risk 
factors are insufficient assets, spells, job uncertainty, changes, poor physical condition, stress, 
and overtime Currie, & Teague (2016), and preventive variables are social help for the career 
success of partners and bosses and vacancies. These elements are identified by a prestigious 
cultural and hierarchical atmosphere that describes the quality of the association. The former 
authoritative atmosphere gradually increased instead of a layered atmosphere with two 
structures and faster adjustments. According to Pitafi, Liu and Cai (2018) and Currie & 
Teague (2016), personal and organizational factors that help reduce workplace conflicts. 
Researchers have previously hypothesized that uncivilized behavior can cause organizational 
negativity, eventually leading to major organizational conflict.  
3.3 Psychological Work Factors 
The psychological atmosphere of work is concerned not only with the structure and status of 
the network, the segmentation but also with the monetary and social aspects. It is recognized 
that money development, career advancement and efficiency, and social stability depend on 
the methods that are created, as well as the living and working conditions, on the prosperity 
and prosperity of employees and their families. Jnaneswar (2016) and Jabeen, Friesen & 
Ghoudi (2018) identified that psychological factors are effective to bring new soul to the 
employees through which they can buy more effectiveness in the long run. However, 
Lapointe & Vandenberghe (2017), negated the same idea as according to the psychological 
work factors are not efficient to maintain the workability accordingly.  
Williams et al., (2018) researched to find the impact of psychosocial factors on the 
development of the conflicts at the workplace regarding more specifically in the case of 
women. The research was conducted through survey data that was collected by two 
employees. These two employees were studied in their workplace and results were generated 
correspondingly. It was found that there are several psychological factors that impact 
profound impacts on women at work as they undergo several psychological issues at a time.  
Browne et al., (2018) conducted a systematic review of the impact of psychosocial factors to 
determine workplace disorders and intentions of employee turnover. For this review, papers 
were identified and scrutinized from some of the most reliable resources; PsycINFO, Web of 
Sciences database and PubMed. Forty-six papers suggested that psychosocial factors play a 
profound role in the determination of jib satisfaction, turnover number and other such 
disruption at the workplace faced by an organization.  
Another research suggests that the psychological atmosphere of work is concerned not only 
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with the structure and status of the network, the segmentation but also with the monetary and 
social aspects (Williams et al., 2018). This study correlates positively with the findings of 
Nyberg (2015) who researched by the data collected by the SLOSH (Swedish Longitudinal 
Occupational Survey of Health) where samples were collected of both male and female 
employees and it was found that money development, career advancement and efficiency, and 
social stability depend on the methods that are created, as well as the living and working 
conditions, on the prosperity and prosperity of employees and their families (Nyberg, 2015).  
Studies have shown that there are several psychosocial and psychological factors (such as 
well-being and interface between work and personal life of an individual) that impart a great 
impact on the overall work. Mukarram (2012) found that it is the family-oriented 
psychological stress that gives an incline to the conflicts related to the female workforce in 
Pakistan. It has been claimed that psychological parameters are most important when it 
comes to workplace conflicts (Greenhaus & Beutell, 1985). Moreover, Nyberg (2015) has 
found that female managers have been reported at a higher chance to face emotional demands, 
work & personal life conflicts, low influence and high quantitative demands than male 
workers. In this way following hypotheses might be generated to test the impact of 
psychological factors on the workforce of female at workplace/ organizations of Pakistan: 
H1. Psychological work factors are positively associated with the culture of an organization. 
H2. Psychological work factors have a positive relationship with the work environment 
3.4 Diversity 
Diversity in the work environment is an association that uses the workforce intentionally, 
including people of different sex, religion, race, age, ethnicity, gender, orientation, training, 
and personalities. The versatility in the work environment offers many benefits, both 
internally and externally. In any case, this does not mean that you will be versatile in the 
workplace without new problems. Chen, Wang & Tang (2016) and Choi (2018) put an 
assessment of workplace diversity in the health care system that helps HR and HR managers 
deal with stress and job satisfaction issues. A total sample of 150 individuals was selected to 
conduct the research in order to determine the impact of several factors on turnover rate of 
women in an organization. It was found that several psychosocial and other such impacts 
affect Workplace disruptions. 
Several paradigms and theories have been identified to be used and implied in different 
perspectives of lack of diversity management and the subsequent gender discrimination at 
work (Cumming et al., 2015).  
Following hypotheses are generated to test the inter-relationship of the diversity with culture 
and environment as stated in the prior literature: 
H3. Diversity among the employees has a positive significant impact on the culture 
H4. Diversity among the employees has a positive significant impact on the work 
environment 
3.5 Incivility 
Incivility is a term that promotes social behavior in the classroom or is rude, indifferent, 
cruelty or hooliganism to older people through open and destructive behavior. The term 
"instability" was derived from Latin incivilis meaning "non-resident." Low levels of non-civil 
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behavior include many specific behaviors, such as sexual harassment, depression and 
micro-workplace behavior. Low-intensity behaviors represent intangible, inactive and indirect 
consequences and stronger or more intense behaviors that show both proactive and direct 
consequences 
Pearson et al., (2000) found in his research by the survey of a questionnaire in a sample of 
350 employees that the low levels of non-civil behavior include many specific behaviors, 
such as sexual harassment, depression and micro-workplace behavior. Low-intensity 
behaviors represent intangible, inactive and indirect consequences and stronger or more 
intense behaviors that show both proactive and direct consequences. Choi (2018) claimed that 
when an individual is in a state of stress, they feel intense anger revenge in fact; the passivity 
is often not obvious. Individual misconduct greatly affects the process and performance of the 
team. Part of the uncivilized spiral theory is a model of simple, disrespectful behavior in 
which an individual does not understand his situation and cannot change his behavior. Rude 
behavior of employees indicates that negative interactions have begun to increase (Yu, 2019). 
One of the most negative outcomes of incivility is that it is contagious, that in a very short 
time uncivilized behavior becomes part of the culture and spreads as norms that produce 
long-term adverse effects and have a significant effect on general productivity (Anderson & 
Pearson. 1999). Workplace incivility does not only affect those engaged but also on 
individuals around this contagious disease as they can also become carriers of it. Despite 
tackling several damaging implications of work incivility, it is still seen as a principal factor 
in every industry. It has been found to effect  
H5. Workplace incivility has a significant negative impact on the culture 
H6. Workplace incivility has a significant negative impact on the work environment 
3.6 Discriminatory HR Planning 
Instead, separation and sanctions of human resource-related options may come from the 
unilateral response by an authoritative leader. This is an individual separation. Upchurch and 
Grassman (2016) provides evidence for the highest-ranking CEOs to individually oppressed 
women when approving basic human resources-related leadership and human resources 
strategies In HRM, HR professionals and department managers can select candidates that 
match customer satisfaction and lower operating costs. Also, workplace injustice is somewhat 
similar to the definition of interaction, determined by the quality of personal interaction 
individuals receive during the workplace process. 
The discriminatory policies of the Human Resource department might lead to the 
development of uncivil culture and disruptive environment which in turn might impart an 
effect on the female workforce turnover and might lead to the development of conflicts 
related to female workers at the workplace. Following hypotheses are generated based on this 
prior knowledge: 
H7. Discriminatory HR planning has a significant negative impact on the culture 
H8. Discriminatory HR planning has a significant negative impact on the work environment 
3.7 Identity Separation 
The positive and negative personal behavior of one employee can affect others. To increase 
investment in an organization, managers need to identify the causes and consequences of 
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employee engagement, including finding a job. Institutional oppression of women occurs in a 
variety of human resource strategies for registering and identifying individuals through 
assignments, preparations, salaries, executive evaluations, promotions and departures. For 
example, if a woman is not participating in a particular education program or type of activity 
and should take this certification or past professional education into consideration, the 
woman is not sacrificed intentionally but is systematically adopted.  
It has been found that identity separation has direct effects on the disputes that arise in terms 
of gender biases and discrimination (Pearson et al., 2000). That is how the following 
hypotheses have been generated to test the correlation of identity separation with culture and 
environment and hence finding the impacts on Female workforce turnover and conflicts. 
H9. Identity separation has a positive relation with culture 
H10. Identity separation has positive relation on the work environment 
3.8 Gender Inequality 
As per Avgar (2017) and Einarsen, Skogstad, Rørvik, Lande& Nielsen (2018), in gender 
inequality, procedures, and practices, the association's sexual orientation imbalance is a 
complex miracle. For women, the most disruptive sexual orientation mismatches may be 
approved in human resource (HR) exercises. As per the opinion of Ayoko (2016), gender 
inequality theory explains environmental and social factors. Personal experience provokes 
aggressive behavior. All the factors that were actually discussed, they did not clearly describe 
the organizational atmosphere, which reflects the organizational factors that influence the 
state of events. However, recent research by Pitafi, Liu & Cai (2018) has explored the role of 
climate in understanding and responding to workplace aggression and violence. The 
following research shows that climate affects violence and language invasion in an 
organization. 
As per Avgar (2017) and Einarsen, Skogstad, Rørvik, Lande & Nielsen (2018), in gender 
inequality, procedures, and practices, the association's sexual orientation imbalance is a 
complex miracle. For women, the most disruptive sexual orientation mismatches may be 
approved in human resource (HR) exercises. This is evidence-based on human resource 
exercises (i.e. preparations, basic leadership and their institutions) affecting women's 
enlistment, preparation, pay and promotion. We propose a gender-oriented isolation model in 
HR, which emphasizes the concept of proportionality of gender imbalances within 
associations. We recommend that gender-related segregation in the establishment of basic 
human resources-related leadership and human resource drills stems from a wider authority 
structure, gender imbalances in procedures and practices. 
Certain theorists have given rise to a discourse of how stereotypes regarding female 
commitment to work have negatively disgraced the employment of females and restricted 
them in the persuasion of their professional development and career (Anker, 1997). That is 
how gender discrimination might impart impact the work environment and culture. The 
following hypotheses have been generated to find the impact of these factors upon the future 
and environment of an organization that will in turn find the relation of workforce conflicts 
and women turnover.  
H11. Gender inequality has a significant negative impact on the work environment 
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H12. Gender inequality has a significant negative impact on culture 
3.9 Collectivist Culture 
Collectivism is defined as the theory or concept of cohesiveness of members or individuals of 
an organization that leads to the prioritization of grouping and making classes instead of 
working individually upon something (Cialdini & Trost 1998). As per Gifford, Gould, 
Latreille & Urwin (2016) and Avgar (2017), the Collectivist Culture defines an integrated 
vision of the organization's policies, procedures and practices among its members. Such 
peritoneum varies significantly with interpretation, but both play an important role in tissue 
research.  
It has been found that collectivist culture improves the upbringing of a team of employees 
working in an organization. The Collectivism Theory promotes a culture where each 
individual has equal opportunity to avail the chances of success, share ideas and get promoted 
(Anker, 1997). This culture propagates the trend of giving chances to everyone irrespective of 
the fact to which race they belong, what gender they have, what age group the secure and 
what ethnicity they hold, it gives strength to individuals from all domains of life. In this 
context, the following hypotheses were generated to find the relation between collectivist 
culture and women workforce turnover and women workforce conflicts. 
H13. Collectivist culture has a significant positive effect on women workforce turnover 
H14. Collectivist culture has a significant positive effect on Workforce conflicts 
3.10 Work Environment 
Yu (2019) contended that people who are characterized by a regular pattern of ups and downs 
can develop stress in the work environment due to a lack of understanding of their situational 
and behavioral change skills. Individuals experience a tantrum and respond positively to their 
goals. This further increases the impact of persistent uncivilized acts on harm. In each 
episode, the criminals increase their attacks significantly and increasingly aggressively 
towards the target.  
Currie and Teague (2016) revealed that despite changing connections, the generalization of 
sexual orientation continues to thwart women's ability to overwhelm men. Ladies struggle 
with weakness, enthusiasm, deliciousness and initiative. Also, women are considered 
ordinary workers because they recognize that women are less loyal to their profession and are 
increasingly family-oriented. It is customary to sign in a manly place, reduce the chance of 
opening a business, and do not favor women because it does not properly get a male partner 
and does not shock anyone.  
A healthy working environment is mandatory to bring the optimal working and consequences 
from an organization. It has been found that better working environments help the employees 
share their ideas in a better way, interact efficiently and learn from each other by maintaining 
the calibers or norms & respect among each other (Pearson et al., 2000). Depending upon 
these assessments of a healthy environment, the following hypotheses have been generated to 
find the relationship among female workforce turnover, workplace conflicts and a better 
working environment for the employees of an organization.  
H15. The better work environment has a significant negative impact on women workforce 
turnover 
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H16. The better work environment has a significant negative impact on Workforce conflicts 
4. Methodology 
4.1 Sampling  
The total sample size which has been covered in this entire study is 314 whose data has been 
found through online sampling and analysis. 
4.2 Questionnaire Design 
The research method provision should be effective and well-directed otherwise things might 
not go in the right direction. The research method is divided into two main types which are 
quantitative and qualitative. The quantitative research method is a method in which 
quantification numbers have been examined and explored accordingly. On the other hand, the 
qualitative research method is more towards the analysis through previous factors in 
particular. This particular research is based entirely on the quantification; therefore the 
research method is quantitative in particular. This outcome will be helpful for the researcher 
to examine the impact of women turnover in the Pakistani environment through different 
factors and elements. After the research method, the next valuable factor that examined in the 
same output is the data collection method. The data collection method has been divided into 
two main factors such as primary method and secondary data collection method. The primary 
data collection method is a method in which data is collected via a questionnaire, while the 
secondary data collection method is more towards the second factor and presented and 
covered data before. A close-ended questionnaire has been used which has been distributed to 
the individuals through different online mediums. The scale that has been used in each of the 
variables is Likert Scaling. The questionnaire has been adapted from different sources and the 
scale is Likert Scaling in which 5 options, 4 options and 7 options are given. The following 
table explains the questions developed for each variable along with the references, scaring 
and several questions per variable of the questionnaire developed. 

S. No Variables Source Scale 
No. Of 

Questions

1 Work environment Warr, P. (1990). 
Five-point Likert scale (from All of the time to 

Never) 
12 

2 Culture 
Hurst et. al. 

(2016) 

Five-point Likert scale (from strongly disagree to 

strongly agree) 
9 

3 Workplace incivility 
Cortina et. al. 

(2001) 

Three points Likert scale from (Never to More 

than once or twice) 
7 

4 Workplace conflicts 
Kinsten et. al. 

(2007) 
Four-point Likert scale (from Always to Never) 5 

5 Diversity 
Hurst et. al. 

(2016). 

Four-points Likert scaling (from To a Great 

Extent to Not at All) 
3 

6 Gender inequality 
JL, L. F. Q. R. S. 

(1971). 
7 and 4 points Likert scale 3 

7 
Human Resource 

Planning (HRP) 

Kinsten et. al. 

(2007) 

Seven-point Likert scale (from Strongly disagree 

to Strongly agree) 
4 
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8 
Women Workforce 

turnover 

Mayende & 

Musenze (2018) 
11 

9 
Psychosocial work 

factors 

Nyberg et. al. 

(2015). 
3 

10 Identity separation 
Hippel et. al. 

(2011). 
2 

 
5. Analysis and Discussion 
5.1 Preliminary Analysis 
5.1.1 Demographics Analysis 
 The first question that has been asked in the same connection was about the gender that 
has been included in the data collection purpose. The chart showing the gender distribution in 
the data collection purpose  
Gender 
  Frequency  Percent  

Male  10 3.2 

Female  304 96.8 

Total  314 100 

 
Among a total of 314 respondents, around 97% were female while the remaining 3% were the 
male candidates. The main reason for having a high proportion of women in the data 
collection was the aim of the research that tilts more towards women. The next question is 
about the city from which the respondents belong  
 
City 
 Frequency  Percent  

Others  16 5.1 

Islamabad  2 0.6 

Lahore  6 1.9 

Karachi  290 92.4 

Total  314 100 

 
290 out of 314 respondents who proportionate to 92.4% of the total respondents belong to 
Karachi, while others were 5.1%. Having qualified respondents is essential for research, and 
the third question which has been asked from the respondents was about the degree they hold, 
and the answer is as follows  
Degree 
 Frequency  Percent  

Matriculation  4 1.3 
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High School  20 6.4 

Bachelors  87 27.7 

Masters  169 53.8 

PHD  21 6.7 

Technical  13 4.1 

Total  314 100 

 
Based on the above-mentioned table, it is found that most of the individuals were relating to 
the Masters Level, as 54% of the respondents were Masters, while 27% of the respondents 
were Bachelors. 6.7% and 6.4% of the respondents were connected with Ph.D. and High 
School degrees respectively. The age factor is also mandatory for a researcher to analyze, and 
the same is applicable in this research as well. The table shows the age of the respondents is 
as follows  
 
Age 
 Frequency  Percent  

Less Than 20  10 3.2 

20-25  93 29.6 

25-30  131 41.7 

30-35  54 17.2 

35-40  16 5.1 

40+  10 3.2 

Total  314 100 

 
The best thing connected with any research is the association of young individuals with the 
research. It is found from the analysis that 42% of the respondents were relating to the age 
bracket of 25-30 years, which is indeed an effective sign because it shows the transparency of 
the research. It is followed by the age bracket of 20-25 years that proportionate to 29.6% of 
the total respondents. Current Level of Job and Area of Working are some other questions 
that have been asked with the respondents. The answers are mentioned in the 
below-mentioned charts  
 
 
 
 
Current level of Job 
 Frequency  Percent  

Entry  95 30.3 

Middle  171 54.5 



 Human Resource Research 
ISSN 1948-5441 

2020, Vol. 4, No. 1 

http://hrr.macrothink.org 190

Top  48 15.3 

Total  314 100 

 
Area of working 
 Frequency  Percent  

Others  48 15.3 

HR  20 6.4 

Supply Chain  22 7 

Marketing  31 9.9 

Operations  32 10.2 

Finance  40 12.7 

Banking  36 11.5 

Education  85 27.1 

Total  314 100 

 
Nearly 54% of the total respondents were associated with the Middle level. It means that they 
at the level of supervisor or assistant managers. However, 15.3% of the respondents were 
associated with a top management position. The area of working is essential to persuade the 
researcher for data collection transparency. It is found from the analysis that 27.1% of the 
total respondents were relating to the Education field followed by the field of Finance and 
Banking with the proportion of 12.7% and 11.5% respectively. Working hours have also been 
found from the analysis, and the output is as follows  
 
Normal Working Hours 
 Frequency  Percent  

Discretionary/urregulated 59 18.8 

Discretionary/urregulated 28 8.9 

Timetable work (i.e. following a duty rota)  19 6.1 

Shift work, three-shift  20 6.4 

Shift work, two-shift  22 7 

Night Work (about 06:00 pm06:00 am)  18 5.7 

Evening Work (about 06:00 pm-10:00 am)  19 6.1 

Day Work (about 06:00 am06:00 pm)  129 41.1 

Total  314 100 

 
Nearly 42% of the respondents which were the highest revealed that the normal working 
hours for them were at the Day Shift for example 6:00 AM to 6:00 PM. Since, this study is 
focusing mainly on working women, therefore, it is essential to ask from them about the 
behavior of their immediate supervisors and fellow workers. The output is as follows;   
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5.1.2 Descriptive Statistic 

Variables Questions 

Descriptive Stats 
Confirmatory Factor 

Analysis 

Mean S.D 
Outer 

Loading 

T 

Stats

P 

Values

Work 

Environment 

1 
Thinking of the past few weeks, how much of the time has 

your job made you feel each of the following. 
0.886 0.026 0.877 34.666 0.000

2 

When you think about your career progression in the 

organization, how much do you compare yourself to men in 

the organization? 

0.887 0.024 0.888 36.720 0.000

3 

When you think about your developmental opportunities in 

the organization, how much do you compare yourself to men 

in the organization? 

0.832 0.048 0.844 17.505 0.000

Identity 

Separation 

4 
I am conflicted between the feminine and work ways of doing 

things. 
0.857 0.032 0.866 27.029 0.000

5 
I feel I am continuously switching between my usual 

feminine-self and my work-self. 
0.917 0.019 0.922 49.119 0.000

6 
During the PAST FIVE YEARS while employed, have you 

been in a situation where any of your superiors or coworkers?
0.869 0.036 0.878 23.230 0.000

HR planning 

7 

How much of your regular working week do you normally 

spend working 

From home? 

0.904 0.052 0.944 17.370 0.000

8 
Do your responsibilities involve supervisory duties or 

delegating work to other employees? 
0.912 0.067 0.935 13.727 0.000

Psychosocial 

work factor 

9 
“Is there anyone at work who can help you if you are in a 

difficult situation (e.g. a serious conflict)?” 
0.938 0.016 0.945 58.127 0.000

10 
In the past 2 years, have you been involved in any kind of 

conflict at your workplace with bosses/workmates?” 
0.896 0.027 0.921 33.561 0.000

Gender 

inequality 

11 

To what extent are working women denied occupational 

rewards on bases other than those justified by the achievement 

ideology? 

0.788 0.067 0.812 11.847 0.000

12 
Do you feel in any way discriminated against on your job 

because you are a woman? 
0.848 0.044 0.867 19.625 0.000

13 
To what extent are reward inequities related to the satisfaction 

of women with their jobs? 
0.820 0.035 0.865 23.497 0.000

Culture 14 

“I find that working as a Preference for group work in China 

and the US member of a team increases my ability to perform 

effectively,” 

1.000 0.000 ---- ---- ---- 
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Women 

Workforce 

turnover 

15 
Is Advancement Opportunity have a direct effect on employee 

decision on leaving at the Job? 
0.953 0.014 0.982 67.706 0.000

16 

Does a hostile environment for both the genders have a great 

effect on 

Turnover? 

0.950 0.016 0.991 58.641 0.000

Diversity 

17 

Leadership development opportunities are designed to 

increase diversity in higher-level positions within the 

organization (e.g., mentoring, coaching, etc.). 

0.889 0.036 0.911 24.761 0.000

18 
Organization’s employee attitude/satisfaction/engagement 

survey includes items that relate to organizational diversity. 
0.877 0.036 0.899 24.753 0.000

Incivility 

19 

During the PAST FIVE YEARS while employed, have you 

been in a situation where any of your superiors or coworkers: 

Paid little attention to your statement or showed little interest 

in your opinion? 

0.915 0.029 0.942 31.922 0.000

20 

During the PAST FIVE YEARS while employed, have you 

been in a situation where any of Doubted your judgment on a 

matter over which you have responsibility? your superiors or 

coworkers? 

0.919 0.022 0.953 42.379 0.000

Workplace 

Conflict 

21 

During the last two years, when you have felt steamrollered or 

unfairly treated by your manager/managers, how have you 

reacted? 

0.898 0.065 0.921 13.920 0.000

22 
Are you subject to personal persecution in the form of unkind 

words or behavior? from your superiors or fellow workers 
0.926 0.050 0.930 18.576 0.000

Several results might be drawn from the descriptive statistics. There were several questions 
asked in the questionnaire regarding different variables to determine the average trend of a 
particular variable and its subsequent impact on the women's workplace turnover. The first 
variable/ factor analyzed in the questionnaire was “Work Environment” for which the impact 
on the women workplace turnover was studied by recording the answers of three questions. 
The mean value calculated for the response created by respondents of the questionnaire is 
recorded to be is 0.886, 0.887, and 0.832 respectively. These values show that most of the 
respondents agree upon the fact that the work environment has a significant impact on 
women's workplace turnover. Identity separation is yet another important variable that was 
analyzed through the questionnaire by asking three questions from the respondents. The mean 
values calculated for these questions are 0.857, 0.917 and 0.869 respectively. These values 
show that the respondents at the majority agree upon the fact that Identity separation is a 
phenomenon that takes place at the workplace and significantly affects the women workforce. 
The third factor/variable that was determined through the questionnaire was Human Resource 
Planning (HR planning). Based on the results of descriptive statistics, it was found that the 
mean values for the recorded in response to the two questions asked regarding Human 
Resource Planning (HR planning) were 0.904 and 0.914 respectively. This value shows the 
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trend of significant effect that the HR policy of an organization imparts on the women 
workplace turnover. When it comes to the Psychosocial Work Factor, there were two 
questions asked in the questionnaire to study the relationship of this factor with the women 
workplace incivility and turnover. The mean values for the responses created by the 
respondents for these two questions were recorded as 0.938 and 0.896 respectively. This 
value shows that there is a great impact of several psychological factors that govern the 
attitude of employees towards the female workers and other such psychosocial factors that 
might influence women at work. Another key factor that was estimated by the questionnaire 
is Gender Inequality. It was recorded by getting the response from two questions in the 
questionnaire circulated in the respondents. It was found that the mean values for both of the 
questions recorded were 0.848 and 0.840 respectively. Such a ratio depicts that there is a 
great impact of gender inequality on workplace conflicts related to women and the 
subsequent Women Workplace Turnover as the women at the workplace primarily face this 
issue that morally degraded them to work. When it comes to relating the impact of Culture to 
the workplace conflicts related to women at work. It has been found that the mean value is 
1.000 which shows that culture plays no role in the determination of women workplace 
conflicts and the subsequent women workplace turnover. Another key variable that was 
determined by the responses created in the questionnaire was Women Workplace Turnover. It 
was asked in two questions. The mean values for which were estimated as 0.953 and 0.950 
respectively. The women workplace turnover is found to be an important factor that is 
prevalent in the organizations where the female workforce is present in the majority. The next 
factor that was determined was Diversity at work. Two questions in the questionnaire were 
asked to determine its impact on the women workplace turnover. It was found that the mean 
values for the responses created by the respondents for these questions were 0.899 and 0.877 
respectively. This ratio shows that Diversity plays a key role in determining the Women's 
Workplace turnover as indicated by the respondents. Another important factor that was 
identified to be an important variable in determining the women workplace turnover was 
workplace Incivility. The mean values for the two questions asked about this variable by the 
respondents were 0.915 and 0.919 respectively. These values show that there is somehow a 
relationship between workplace incivility and the women workplace turnover as incivility 
plays a distinctive role in the development of several workplace conflicts one of them might 
be women workplace turnover. The last variable that was determined was the Workplace 
conflict through two questions in the questionnaire. The mean values for the responses 
created by the respondents against these questions were recorded through descriptive analysis 
as 0.898 and 0.926 respectively. These values show that the majority of respondents agree 
upon the fact that workplace conflict is an important variable in determining the reasons 
behind women's workplace conflicts and turnover.  
5.2 Structural Equation Modeling  
To test the study hypothesis we have used the structural equation model (SEM) whereas the 
testing has been gone through Smart PLS software. Moreover, to evaluate the indirect and 
direct effects of all the constructs the testing was done. The use of (SEM) structural equation 
model has been observed to be a foremost procedure that has been used below different 
regression models and methods (Barron & Kenny, 1986). It used to evaluate the structural 



 Human Resource Research 
ISSN 1948-5441 

2020, Vol. 4, No. 1 

http://hrr.macrothink.org 194

relationship between exogenous and endogenous variables. It includes factor analysis and 
multivariate analysis. Moreover, the equation of regression targets at explaining each 
construct to assess the cause and effect relationship while all of the factors in the causal 
model could demonstrate their cause and effect at the exact time. Likewise, the idea of using 
this model ensures to apply the technique of bootstrapping which has been viewed as 
reasonable for both small and large sample sizes and does not require any kind of indirect 
effect (Hayes, 2013). To check all direct and indirect effects, a technique has been 
implemented which is known as bootstrapping (Shrout & Bolger, 2002).  
5.2.1 Measurement of Outer Model 
The goal of the measure of fit in the measurement model is to study the reliability and 
validity of the instrument and to check its reliability and validity we perform the test of 
convergent validity and discriminate validity in software naming Smart PLS. 
5.2.2 Composite Reliability 
Reliability implies the stability of questionnaire outcomes. For a similar target population, at 
whatever point the questioner reutilizes the questionnaire it will give a similar outcome. It 
demonstrates inside consistency & repeatability of the survey are high. The primary measure 
for unwavering quality is to maintain a strategic distance from unfairness in research. In this 
manner, it tends to be improved by testing the pursuit procedure and investigation, as is done 
utilizing diverse research and examination techniques or different researchers. This also 
incorporates the dependability and legitimacy of the exploration. 
The reliability of the measurement instruments was evaluated using composite reliability. All 
the values were above the normally used threshold value i.e. 0.70. This is the accepted 
reliability value range. Estimation of reliability can be done by the degree of constancy that 
lies amongst various variables (Yaghi, 2016).  
5.2.3 Factor Loadings Significant 
A table of descriptive statistics also mentioned loadings used in (CFA) confirmatory factor 
analysis. Construct with the loading of .5 are consider as strong loading variables whereas the 
constructs with the loading of below .5 are considered as less is better to be removed from the 
table. 
5.2.4 Convergent Validity 
Convergent validity is the level of agreement in at least two measures of a similar construct 
(Yaghi, 2016). Convergent validi1ty was assessed by inspection of variance mined for each 
factor. Conferring to Fernandez and Lee (2016), if the, variance extracted value is greater 
than 0.5 then convergent validity is established and the result is drawn that the loadings are 
good but less than 0.5 are termed as less effective for the study. 
The following table displays the result.  
 
Variables Cronbach's Alpha Composite Reliability Average Variance Extracted (AVE) 

Culture 1.000 1.000 1.000 

Diversity 0.726 0.726 0.570 
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Gender Inequality 0.767 0.759 0.518 

HR Planning 0.804 0.807 0.678 

Identity Separation 0.858 0.860 0.671 

Incivility 0.815 0.815  0.689 

Psychosocial Work Factor 0.816 0.829 0.711 

Women Workforce Turnover 0.899 0.899 0.817 

Work Environment 0.841 0.842 0.641 

Work Conflict 0.815 0.817 0.691 

 
5.2.5 Discriminant Validity 
Discriminate validity can be defined as any single construct when it differs from other 
constructs in the model (Chen, Wang, & Tang, 2016). Discriminate validity results are 
satisfactory when the constructs are having an AVE loading more than 0.5 which means that a 
minimum of 50% of the variance was taken by the construct (Chen, Wang, & Tang, 2016). 
Discriminate validity is established if the elements which are in diagonal are significantly 
higher than those values in off-diagonal in the parallel rows and columns. Discriminant 
Validity tests are being conducted to see whether non-related ideas or measurements are in 
fact unrelated or not. An effective assessment of discriminant legitimacy demonstrates that a 
trial of an idea isn't exceptionally associated with different tests intended to quantify 
hypothetically various ideas. The table for Discriminant Validity is given below: 
  1 2 3 4 5 6 7 8 9 10 

Culture 1.000                   

Diversity 0.319 0.886                 

Gender Inequality 0.419 0.435 0.823               

HR Planning 0.163 0.469 0.340 0.914             

Identity Separation 0.358 0.650 0.573 0.528 0.883           

Incivility 0.258 0.634 0.390 0.439 0.524 0.919         

Psycho-social work Factor 0.421 0.396 0.663 0.255 0.518 0.354 0.918       

Women Workforce Turnover 0.556 0.372 0.584 0.215 0.415 0.301 0.416 0.953     

Work Environment 0.413 0.560 0.631 0.320 0.707 0.409 0.459 0.613 0.871   

Workforce Conflict 0.332 0.202 0.266 0.073 0.183 0.372 0.158 0.423 0.258 0.918

 
5.3 Model Fit Measures 
The fitness of the model in SEM-PLS is defined by various measures such as standardized 
root-mean-square residual (SRMR), and the exact model fits like d_ULS and d_G, Normed 
Fit Index (NFI), and χ2 (Chi-square). The model fit measures consisting of the measured 
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value of both the saturated model, as well as the estimated model, are reported in the above 
Table. The saturated model assesses the correlation between all constructs. The estimated 
model, on the other hand, takes model structure into account and is based on the total effect 
scheme. 
 
Fit Summary 

  Saturated Model Estimated Model 

SRMR 0.360 0.095 

d_ULS 0.266 0.130 

d_G 0.115 0.152 

Chi-Square 0.186 0.117 

NFI 0.200 0.179 

 
5.4 Hypothesis Testing 
In PLS-SEM, bootstrapping is one of the key strides, which gives the data of constancy of 
factor guesstimate. Sub-tests are drawn everywhere from the first example including 
substitution, in this process (Tongchaiprasit & Ariyabuddhiphongs, 2016). Bootstrapping 
provides information on the stability of the coefficient estimate. In this process, a large 
number of sub-samples are drawn from the original sample with replacement (Ali, Metz, & 
Kulik 2015). After running the bootstrap routine, SmartPLS shows the t-values for structural 
model estimates derived from the bootstrapping procedure. The results of path coefficients 
for all the hypotheses are shown in the following table. The t-value greater than 1.96 (p 
< .005) shows that the relationship is significant at 95% confidence level (α = 0.05). Paths 
showing whether the relationship between measured and latent variables are significant or not. 
The path diagram showed in Figure 1.  
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Figure 1. Research Model 
 
5.5 Testing of Hypothesis 
There are a total of 16 hypotheses that have been selected for the same assessment. Each of 
the hypotheses has been evaluated differently. The hypothesis output is as follows;  
 
 Original 

Sample 

(O)  

Sample  

Mean (M) 

Standard  

Deviation  

(STDEV)  

T Statistics  

(|O/STDEV| 

)  

P  

Values 

Culture ->WomenWorkforce Turnover  0.365  0.360  0.095  3.841  0.000 

Culture -> Workforce Conflict  0.271  0.266  0.130  2.087  0.037 

Diversity -> Culture  0.111  0.115  0.152  0.735  0.462 

Diversity -> Work Environment  0.183  0.186  0.117  2.573  0.016 

Gender Inequality -> Culture  -0.193  0.200  0.179  1.078  0.281 

Gender Inequality ->Work Environment -0.371  0.375  0.104  3.556  0.000 

HR Planning -> Culture  -0.065  -0.064  0.103  0.626  0.531 

HR Planning -> Work Environment  -0.121  -0.112  0.091  2.326  0.019 

Identity Separation -> Culture  0.090  0.083  0.150  0.601  0.548 

Identity Separation ->WorkEnvironment 0.493  0.488  0.099  4.977  0.000 

Incivility -> Culture  0.018  0.019  0.131  0.134  0.893 

Incivility -> Work Environment  0.031  -0.034  0.097  0.321  0.748 

Psychosocial work Factor -> Culture  0.212  0.203  0.139  2.529  0.013 
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Psychosocial work Factor -> Work Environment  0.073  -0.082  0.116  0.629  0.529 

Work Environment -> Women Workforce Turnover  0.462  0.458  0.102  4.545  0.000 

Work Environment -> Workforce Conflict  0.146  0.152  0.104  2.406  0.016 

  
The results showed that Diversity, and Identity Separation have a positive whereas Gender 
Inequality, and Discriminatory HR Planning have a negative significant effect on the Work 
Environment. Moreover, the work environment in turn positively affects Women Workforce 
Turnover and Workforce Conflict. Psychosocial work Factors also positively affect work 
culture, which subsequently affects both and Women Workforce Turnover, and Conflict. 
Hence work environment, and culture both play an effective mediatory role in-between these 
factors and Women Workforce Turnover, and Conflict. 
6. Discussions 
Most of the results are well-correlated with the prior knowledge of workplace conflicts while 
some of them are surprisingly new to literature such as the role of a better environment in the 
organizations of Pakistan about women turnover at the workplace. The results showed that 
Diversity seems to have an insignificant effect on culture but a positive and significant effect 
on the work environment. as stated by Sharma (2016) that diversity management leads to 
better environment propagation and an improved collectivistic culture; Pearson (2000) 
suggests that collectivistic culture is promoted and developed by embracing the role of every 
employee in an organization that further leads to the development of an improved 
environment.  
Similarly, gender equality and HR planning seem to have a significant negative effect on the 
work environment. However, it remained insignificant in terms of culture. The social 
cognitive theory recognizes every individual equal, irrespective of gender while identity 
separation and gender inequality negate this. The negative correlation shows that the 
prevalence of gender inequality and identity separation among male and female employees of 
Pakistani organizations leads to the development of women workforce conflicts as suggested 
by Choi (2018), explaining the Chinese employee's workforce rights. Similarly, 
discriminatory Human Resource policy of an organization can lead to the development of a 
disruptive culture and environment of an organization that further leads to the arousal of 
negative workplace conflicts regarding women workforce and turnover. Williams et al., (2018) 
have undoubtedly explained that the discriminations created in selecting the workforce 
depending upon age, gender, race or ethnicity lead to the development of a flawed 
environment that further affects the women workforce and the subsequent turnover 
disruption.  
Identity Separation seems to affect the work Environment positively, however, it remained 
insignificant for culture. Incivility has no significant effect on either culture or work 
environment. As suggested by Stamkou, et al., (2018) that the culture is always negatively 
correlated with the workplace incivility. Uncivil behavior among employees degrades the 
integrity of workplace culture and leads to further disruptions (Pearson, 2000). 
Psychosocial work Factor seems to have a positive effect on Culture, however, it remained 
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insignificant for the work environment. As contended by (Williams et al., 2018), 
Psychosocial workplace Factors have been responsible for bringing about positive correlation 
in the women workplace conflicts. 
And lastly, collectivist Culture, as well as work environment both, have a positive and 
significant effect on both reducing Women Workforce Turnover as well as Workforce 
Conflict. Findings imply that Culture and work environment should have been considered in 
a professional and well-directed manner. A collectivism-oriented culture promotes the 
inclusion of every individual at the workplace as claimed by Pearson (2000), the 
organizations that maintain inclusiveness have more chances to maintain a better 
environment that further leads to lower conflicts related to women's workforce.  
7. Conclusion 
Female workplace conflicts and turnover are one of the most important factors associated 
with the organizations and companies in Pakistan. It is important to address these issues in 
light of several moderators, dependent and independent variables. The growing trend of this 
issue at an exponential rate demands it to be discussed by the researchers to find the possible 
antecedents of this issue, relating factors, governing factors, responsible factors and the 
possible domains of culture and norms involved in making possible assumptions or 
framework to explain the main cause of this prevalent and propagating issue of the 
organizations of Pakistan. This issue was very limitedly discussed in the literature. There was 
no piece of literature or research done in Pakistan specifically. For this purpose, this study 
was designed to find out the relationship between various cultural & social, environmental 
factors and the workplace conflicts that the organization has. It is important to address these 
problems to get them resolved. This research was designed to fill this gap for the literature 
related to women workforce conflicts and women turnover in the organizations of Pakistan. 
This research is expected to add a valuable addition to the existing knowledge of antecedents 
of the women workforce conflicts and turnover. It was done by distributing a questionnaire 
designed carefully based upon the prior knowledge obtained from the literature. It was found 
that the possible factors that need to be considered as independent variables for this research 
such as gender inequalities, workplace incivility, identity separation, discriminatory human 
resource policies and other such issues.  
The findings from this research that there are several different antecedents of Women 
workplace turnover and conflicts such as derived by varying cultural and environmental 
conditions of an organization or workplace such gender inequality, work segregation, 
psychosocial work factors, human resource planning and other such factors. It was found that 
gender inequality, identity separation, discriminatory human resource policies of an 
organization and other such factors promote the prevalence of conflicts related to women 
turnover and workforce in various organizations of Pakistan.  
This research might be used in future perspectives of research related to the organizations of 
Pakistan. It might be used to find the possible solutions to such issues that have been 
prevalent for decades in Pakistan to gain an improved status of the organizations of Pakistan. 
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