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Gender Discrimination in The Workplace
[bookmark: _GoBack]Various forms of gender discrimination define sex discrimination in the working environment is available in many diverseways. Generally, it means that a staff member or jobseeker receives different or less favorable treatment due to various gender, associated with particular sex or organization. Although the terms sex and gender have different meanings, the law in the workplace often interchangeably applies them against discrimination. Workers are often oppressed by their sex and by something such as race or ethnicity. For instance, a white woman may face less or no discrimination as compared to a non-white woman in the workplace. A non-white woman may experience discrimination in terms of harassment, low salary payment, harsh evaluation, or delayed payment due to her race and sex.
There isa various example of how gender discrimination manifests itself in the workplace. First, one may not be hired or may be employed for low paying positions despite his or her qualifications, due to gender. Secondly, one may be paid less for a potion whose co-workers are paid more
Historical Background
The Female Liberation Movement was launched in 1960 and approved the birth control pill federally to enable women to choose their lives and careers more flexibly. More than ever in American history have been widespread advances in the Movement and women's entry into wages.Also, persistent cry for wage disparity, denial of promotion, sexual harassment, glass ceilings, and gender discrimination increased with time. Additionally, other protection such as Title VII of the 1964 Civil Rights Act(Aiken et al.), which "prohibits employment discrimination based on race, color, religion, sex, and national origin." were developed. In other cases, the Civil Rights Act of 1991 and the Lily Ledbetter Fair Pay Act of 2009 (Civil Rights Act of 1991),which "provides for the recovery of compensatory and punitive damages in cases of intentional violations of Title VII," covered some other protections.
Apart from gender discrimination acts, other acts were put in place to favour the employees. Such acts include the Equal Pay Act of 1963, the American Handicap Act, and the Fair Employment and Housing Act of California. There are, however, additional safeguards with currency damage caps, limited fee provisions for lawyers, the restrictive legal burden of evidence, and other special defenses. Furthermore, under the federal Act, it requires an employee to file a complaint through the Equal Employment Opportunity Commission (EEOC)("Gender Discrimination at Work"). For instance, the Department of Fair Employment and Housing (DFEH) in California allows for one full year to file a complaint. 
Current Status
At present, the Sex revolution has brought profound changes to gender equality, opening the door to lesbian, gay, bisexual, and transgender workers (LGBTs). Furthermore, while rare, the safeguards apply to the heterosexual man in work because of his gender. The federal and California legislation is complicated, specific, and detailed, and provides numerous safeguards against gender discrimination.However, it is difficult to prove discrimination and enforce the law. It is vital to be informed about the rights of an employee to avoid suffering discrimination based on gender, ensure protection, and know when to seek legal support. While the legislation initially provides for the protection of women at work, it also protects those oppressed due to gender identity, including sexual orientation and transgender status. At this point, when non-heterosexuals are provided with the same protections as heterosexuals, they also have the same labour laws.
The Commission for Equal Employment Opportunity enforces current legislation on gender discrimination following Title VII that applies against prejudice to LGBT applicants and employees. All forms of sex discrimination today are unlawful in the place of work, whether in respect of an individual identified as heterosexual or LGBT(Hazel and Kleyman). Sex discrimination policies, therefore, prohibits gender discrimination based on the terms of recruitment, firing, work responsibility benefits, training, layoffs, and promotions according to Title VII and California employment laws. 
Title VII offers additional safeguards for LGBT claims, such as discrimination against a worker intending to have a gender transition. Other claims include denying access to a worker's bathroom as per their identity, harassment of an employee as a result of a gender change andthe refusal of the promotion or increase in wages based on race. The responsibility of enforcing these laws is carried out by the Fair Employment and Housing Act (FEHA).
The California Family Rights Act (CFRA) gives additional protection to expectant women. It requires employers of fifty or more employees to hold work for the time of their leave of absence to give birth; when adopted children arrive, or if the staff member's child, parent, or spouse has a major disease. Such employers, as mentioned above, are required to grant a worker up to four months' leave of absence because of their pregnancy, delivery, or related illness. On the other hand, employers with 50 or more employees must offer managerial department sexual harassment training.
Remedies
Reporting discrimination or taking other steps to stop discrimination is normally worrying. Doing the right thing for you or anyone else, however, ensures that you get the deserved respect, treatment and always be on the right side of the law. Here are some actions you may take if you or anybody you know has suffered or has experienced gender discrimination at work. One may consult the measures of the employer. When one starts, most employers will issue a job-manual. Search for discriminatory policies to see what measures could be in place to protect you. Also, find out what the complaint procedure for your company is and be very careful about the time limits. However,   if no information is available on how to report discrimination, find out whether a telephone number is available for Human Resources.   
One has a choice to report concerns about discrimination to Human Resources offices, also called internal complaint filing. After talking to your supervisor or colleagues about discriminatory treatment, it is always understandable to not feel safe or comfortable on the job. However, it is recommended that someone at work who can stop discriminatory behaviour, or change the practice, which affects you, be informed. Additionally, In each state, you need either to submit a complaint to the EEOC or to an administrative body that enforces anti-discrimination legislation, often known as a Fair Employment Practices Agency (FEPA), and to have the right to sue notification in advance of a court action. The time limits for filing a discrimination complaint as per the Title VII are dependent on the state you are in(Justifying Gender Discrimination in the Workplace: The Mediating Role of Motherhood Myths).For instance, in the states that have no FEPA, there is an allowance of 180 days only to file a complaint from the last Act of oppression with the United States Equal Employment Opportunity Commission (EEOC). Therefore, one should be careful about time limits. 
Conclusion
Not all oppression between men and women is deliberate or specific. It may still be considered as discrimination if your employer does something that excludes or harms workers of a certain gender without intending to do so. Often, a certain practise or policy, such as the recruitment test or requirement, says nothing about sex and may not be implemented to keep women from certain jobs, but it ends up with this effect. This kind of practice may still be considered discriminatory, and if you have been denied, paid less, or fired, you might have discriminatory claims.
For discrimination against women and men to be considered illegal, treatment must be included that hurts the conditions of your job. All the responsibilities, rules, and benefits of a job are the terms or conditions of employment. They are most often set up by an employer or negotiated at the time of recruitment by a worker and the employer. They are negotiated and agreed in unionized workplaces as part of the process of collective bargaining.
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