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The construction industry is one of the sectors with high employment 
risks and is closely associated with challenging careers. "Dirty, Difficult, 
and Dangerous" or 3D describes the work situation on construction 
sites, making these jobs both difficult and risky. This environment 
creates problems such as negative organizational culture, difficulty 
maintaining positions within organizations, hazardous workplace 
conditions, gender stereotypes, and the overall image of the 
construction industry, which often deters women from pursuing 
careers in this field. This study aims to examine the challenges and 
barriers faced by women in leadership roles in the construction 
industry and how these factors impact their career motivation. The 
study focuses on three main objectives: identifying the challenges 
women leaders face in enhancing career motivation, identifying the 
obstacles to women's leadership, and understanding the relationship 
between these challenges and obstacles in the construction industry. 
To achieve these objectives, this study employs a literature review and 
quantitative methods, involving female leaders working in Grade 7 (G7) 
construction companies who hold positions such as site supervisors, 
site engineers, architects, safety supervisors, and surveyors. Conducted 
in the construction area of Johor Bahru, the study surveyed 172 women 
leaders. Descriptive and inferential analyses were used to measure the 
variables set in the study. The findings indicate that the primary 
challenges for women in leadership are organizational culture, 
maintaining positions within organizations, and gender stereotypes. 
Additionally, significant barriers include career balance and skill 
competence. This study serves as a reference for understanding the 
obstacles and challenges that women leaders face in the construction 
industry, providing insight into how these barriers can be overcome to 
enhance women's leadership and career motivation in this demanding 
field. 
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1. Introduction 
The construction industry plays a vital role in Malaysia's economy, contributing to economic growth through high-
impact infrastructure projects under the 10th and 11th Malaysia Plans. Despite an average growth rate of 11.1% 
during the 10MP implementation, the industry faces significant challenges, particularly related to high job risks 
and male dominance in the sector. The construction industry is often referred to as "Dirty, Difficult, and 
Dangerous" (3D), making it more challenging for women. Statistics show that only 2% of women work in this 
industry, despite some choosing technical careers in site supervision, quantity surveying, construction 
management, site safety, and civil engineering. Women in this sector face various barriers, including 
discrimination, sexist attitudes, and inflexible work practices that make work-life balance difficult. Therefore, 
obstacles faced by women include difficulties in achieving a balance between career and personal life, and 
challenges in dangerous workplaces. This situation results in women feeling undervalued and disturbed at work, 
making it challenging for them to reach top positions in organizations. In the era of globalization, women's 
leadership in various sectors has increased, providing equal opportunities in holding important positions in both 
government and private sectors. Leadership is considered the ability of individuals to influence, motivate, and 
enable others to contribute to organizational success. In the construction industry, leadership is critical to project 
success and effective handling. However, women in construction leadership face many barriers and challenges 
that reduce their ability to reach their potential as leaders. This study aims to understand the extent of the 
challenges and obstacles faced by women in increasing their career motivation in the construction industry today. 

1.1 Study Background 
The construction industry, often perceived as a challenging 3D career (Dirty, Difficult, and Dangerous), remains 
male-dominated due to the nature of site work which involves exposure to hazardous environments and extreme 
weather conditions. This perception, as supported by the 2019 Statistics of Women, Family, and Community, 
indicates that only 2% of women are employed in the construction sector. Despite this, some women pursue 
technical careers within the industry, focusing on site supervision, surveying, construction management, safety, 
and civil engineering. This study aims to identify the challenges and obstacles faced by women in leadership roles 
to enhance their career motivation in the construction field. A significant challenge highlighted by Nathesan 
(2017) is the discriminatory organizational culture. Women, despite having similar qualifications as men, are 
treated unequally. Issues of promotion are particularly severe, as women with comparable performance scores to 
men still face difficulties advancing (Alias, 2017). Gender discrimination in recruitment, promotion, and salary 
increments is common, leading to women feeling less appreciated than their male counterparts. This 
discriminatory culture and persistent gender stereotypes hinder the career development of women in leadership 
roles (Subramaniam et al., 2019). 

Kelly et al. (2022) emphasizes the difficulties women face in maintaining their positions within organizational 
hierarchies. Rios et al. (2017) report that many women leave the construction industry due to workplace issues 
such as the lack of privacy with shared toilets and insufficient guidance and training. These factors contribute to 
the lower involvement of women in construction, leading to feelings of disturbance and inadequacy compared to 
their male colleagues (Md Isa, 2020). Another significant challenge for women leaders is the hazardous work 
environment, which poses greater risks to women than men. Rios et al. (2017) note that construction work 
exposes all workers to extreme temperatures, dangerous conditions, and psychological pressure, with higher 
incidence rates of musculoskeletal disorders among women. These injuries, often resulting from heavy and 
overloaded work, can be mitigated with equipment designed specifically for women, considering their generally 
smaller body structures. Therefore, personal protective equipment (PPE) tailored for women is essential for their 
safety (Rios et al., 2017). 

Gender stereotypes further complicate women's leadership in the construction field. According to Nayak et 
al. (2021), stereotypes about men and women's roles persist, making women appear suitable only for certain jobs. 
The misconception that men are more capable of performing tougher construction tasks (ManpowerGroup, 2020) 
perpetuates the stereotype, making it challenging for women to thrive in physically demanding industries. The 
construction industry's image also poses a challenge. Rostiyanti et al. (2021) highlight negative perceptions about 
the sector, including the lack of appropriate welfare facilities and the technical risk, boredom, and uncleanliness 
associated with construction work. This discourages women from pursuing careers in construction. Data from the 
Department of Statistics Malaysia (2019) show a significant gender disparity in the workforce, with 9.47 million 
men compared to 6.06 million women, underscoring the impact of these perceptions on women's participation in 
the construction sector. Balancing career and personal or family life is another leadership obstacle for women. 
Oyewobi et al. (2023) point out that the gender role of women as primary family managers raises questions about 
their suitability for senior leadership positions. Women often struggle with work-life balance, especially when 
assigned tasks outside their expertise, leading to overtime work and insufficient family time (Ismail, 2017). Sule 
et al. (2017) and Beauregard et al. (2019) also note that female leaders with young children face significant 
challenges, including long work hours and high work burdens, which contribute to conflicts between work and 
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family responsibilities, affecting their performance. Lastly, skill competence is a barrier for women in the 
construction field. Marwa & Noof et al. (2021) indicate that women are underrepresented in construction craft 
programs due to masculine norms and perceived incompetence. Women are seen as less capable of using tools 
and handling physically demanding tasks, necessitating them to prove their competence to gain equal job 
opportunities and avoid exhausting responsibilities. 

1.2 Problem Statement 
The researchers focus on the study's problem: the challenges and obstacles to the career development of women 
leaders in the construction field. An increasing number of women are entering leadership roles, particularly in 
construction. Preliminary observations reveal that women on construction sites experience discrimination and 
unequal treatment despite having the same qualifications as men. This often results in women being oppressed 
by male workers who perceive them as lacking the same physical capabilities. Furthermore, women on 
construction sites frequently face issues such as workplace harassment. For example, the shared use of toilets at 
construction sites, where female workers must share with male workers, disrupts women's privacy. These 
conditions cause many women leaders to face significant difficulties in pursuing their careers in technical fields, 
especially in construction. Hence, this research aim is to investigate the challenges and barriers among women 
leadership facing in construction industry towards their level of motivation 

1.3 Research Objectives 
i. To identify the challenges of women's leadership in increasing career motivation in the construction 

field. 
ii. To identify the barriers to women's leadership in increasing career motivation in the construction field. 
iii. To determine the relationship between the challenges of women's leadership and the barriers often 

faced in increasing career motivation in the construction field. 

1.4 Research Scope 
The scope of this study involves mid-level and upper-level employees within the organizational hierarchy at 
construction sites around the Johor Bahru area. This is because Johor is the third-largest state contributing to the 
construction sector in Malaysia and is one of the fastest-growing and developing regions (Department of Urban 
and Rural Planning, Peninsular Malaysia, 2020). This study focuses on women leaders working with Grade G7 
contractors. G7 contractor companies manage large-scale construction projects. This is since in 2021, women's 
participation in professional and technical fields was 41.5% compared to 58.5% for men (Ajos, 2023). According 
to the Department of Statistics (2020), the total income earned by women increased to RM 35,508 in 2019 
compared to RM 33,264 in the previous year. This shows an increase in the labor market demand, especially for 
the recruitment of highly skilled women in various economic sectors. This study uses quantitative methods by 
distributing questionnaires. The analysis of the study's findings will be conducted using the Statistical Package for 
the Social Sciences (SPSS) software to obtain the results. 

1.5  Conceptual Framework 
Women in leadership positions in the construction field tend to face challenges and obstacles in the workplace 
(Awang & Abd Rahim, 2022). This has been evidenced by previous studies conducted by several researchers 
(Latiffi et al., 2020; Awang & Abd Rahim, 2022). Some of the obstacles and challenges faced by women leaders in 
increasing career motivation in the construction field can be seen in Figure 1. Challenges are elements or factors 
that test the ability of a person or organization. Disruptions or obstacles and problems refer to circumstances that 
make it difficult for women on construction sites to avoid dangerous workplace issues, resulting in higher 
challenges for women compared to their male colleagues (Rios et al., 2017). A barrier is something that causes the 
failure of a plan in the field of construction, such as balancing a career with personal or family life (Oyewobi et al., 
2022). Women's leadership refers to the management and guidance style applied by female leaders. This includes 
leadership characteristics, approaches, and management styles typical of women in leadership roles. Women's 
leadership in construction influences the field from various perspectives, and there is discussion about the unique 
advantages it can offer an organization or society (Beden, 2020). According to Suparno (2019), motivation is a 
process that involves persistence, determination, and the strength of a person's desire to achieve a goal. There are 
two types of motivation: extrinsic and intrinsic (Hartini et al., 2021). A person motivated by external stimuli 
experiences extrinsic motivation. In general, internal elements lead to happiness at work, while external factors 
bring dissatisfaction. Intrinsic elements include work itself, achievement, progress, recognition, and 
accountability. 
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Fig. 1 The elements of challenges, barriers, and career motivation 

1.6 Importance of the Study 
The study on the obstacles and challenges of women's leadership in the construction industry needs to be 
emphasized to ensure equal opportunities for women to hold important positions, whether in the government or 
private sector. Although the construction field is still male-dominated, women can better enter this field if given 
equal opportunities, helping to create a more inclusive and fairer environment. Overcoming the obstacles and 
challenges faced by women in construction can maximize their talent potential. This provides access to more 
diverse talents, leading to better industry innovation and performance. Women's leadership also brings diversity 
in decision-making, benefiting organizations through different perspectives and creative thinking. Overall, this 
study is important for promoting gender equality, enhancing talent, creating diversity in decision-making, 
building role models, maintaining work-life balance, and contributing to the overall progress of the construction 
industry. 

2. Literature Review 

2.1 Challenges of Women’s Leadership in Increasing Career Motivation in the 
Construction Field 

i. Organizational Culture Challenges 
A study by Nathesan (2017) shows that women in the construction industry face discrimination and unequal 
treatment in the workplace, despite having qualifications comparable to men. Promotion issues are serious, with 
many gender discrimination complaints reported to the Malaysian Trades Union Congress (MTUC) concerning 
recruitment, promotion, and salaries. Sexist attitudes and unfair stereotypes also contribute to these problems 
(Yeoh, 2017). This discriminatory and stereotypical organizational culture negatively impacts women's career 
development (Subramaniam et al., 2019), causing them to feel disturbed and uncomfortable working with men. A 
report by Rios et al. (2017) states that many women leave the construction industry due to harassment and 
workplace issues, such as sharing toilets with men, which invades their privacy. Additionally, they are not 
provided with adequate guidance and training, reducing women's involvement in the industry (Md Isa, 2020). 
This leads to women feeling unqualified to stand on equal footing with their male colleagues. 

ii. Challenges in Maintaining Positions within the Organization 
According to Kelly et al. (2022), a primary challenge for women leaders in the construction industry is the effort 
to maintain positions within the organizational hierarchy. Many women leave the industry due to harassment and 
workplace issues, such as sharing toilets with men, which invades their privacy (Rios et al., 2017). Additionally, 
the lack of sufficient guidance and training is also an issue. This discrimination leads to reduced involvement of 
women in construction areas, causing them to feel disturbed and unqualified to be on par with male workers of 
the same position (Md Isa, 2020). 

iii. Challenges of Dangerous Working Conditions 
According to Rios et al. (2017), dangerous working conditions in the construction industry pose greater challenges 
for women compared to men. The scope of work on construction sites brings high risks such as extreme 
temperatures, hazardous conditions, and psychological stress, with women experiencing higher rates of incidents 
due to heavy workloads. Musculoskeletal disorders are the primary injuries resulting from overwork. Many of 
these injuries can be avoided by using personal protective equipment (PPE) and clothing specially designed for 
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women, as women generally have smaller body structures than men. Inappropriate PPE and clothing also pose 
safety issues for women. 

iv) Gender Stereotype Challenges 
According to Nayak et al. (2021), gender stereotypes are associated with societal beliefs about the inherent 
characteristics and qualities of men and women. The existence of gender stereotypes in the workplace results in 
women being deemed suitable for only certain jobs. This is because jobs on construction sites, generally 
dominated by men, perpetuate the stereotype that the construction industry is not a place for women to thrive. 
ManpowerGroup (2020) states that one of the misconceptions around construction sites is that men are more 
macho and capable of performing more challenging construction tasks than women. Therefore, it can be said that 
these gender stereotypes make it difficult for women to work in industries that require physical strength and 
intensive labor, such as construction sites. 

v) Challenges with the Image of the Construction Industry 
The image of the construction industry is a challenge for women's leadership. Generally, this industry involves the 
construction and maintenance of buildings and engineering structures. According to Rostiyanti et al. (2021), there 
is a negative perception of this sector due to the lack of suitable welfare facilities, considering it risky, technical, 
boring, and unclean. This perception deters women from pursuing careers in construction. Data from the 
Department of Statistics Malaysia shows that there are 15.53 million laborers with 9.47 million men and only 6.06 
million women, indicating the low participation of women in this sector. Women also face problems when job 
opportunities in engineering, arts, computer, and mathematics fields are more given to men. The percentage of 
women's involvement in STEM (science, technology, engineering, and mathematics) fields is low, and 
opportunities for women to become skilled and professional in digital technology are also limited. Therefore, 
women face challenges in their efforts to keep up with the latest developments in technology. 

2.2 Obstacles to Women's Leadership in Increasing Career Motivation in the 
Construction Field 

i)  Work-Life Balance 
According to Oyewobi et al. (2022), women in the construction industry often face significant challenges in 
balancing career and personal life. Traditional gender roles view women as the primary managers of the family, 
raising doubts about their ability to hold senior leadership positions while managing family responsibilities. In 
this context, women are often faced with situations where they must work overtime outside their expertise, 
disrupting the balance between career and family. Ismail (2017) states that when women are given additional 
tasks outside their field of expertise, they are forced to sacrifice family time to meet work demands. Sule et al. 
(2017) add that work-life balance becomes more difficult for women leaders with young children, as they need to 
prioritize parenting responsibilities alongside their professional duties. Beauregard et al. (2019) show that 
women managing families while performing leadership roles face high workloads, often damaging their work 
performance and leading to them being considered unsuitable for senior positions. Overall, the main challenge for 
women in leadership in the construction industry is managing the balance between career and personal life, where 
they must restrain themselves from professional responsibilities to meet their family duties as parents. 
 
ii) Skill Competence 
According to previous studies (Styhre et al., 2011; Bakar A.K., 2020), women are significantly underrepresented 
in construction craft programs because the industry is historically associated with masculine norms and 
competencies. They are considered incompetent, unable to use tools, extraordinarily knowledgeable about 
building, and not built to move large objects. Therefore, unlike men, female workers must demonstrate their 
competence when they first enter the workforce to be considered. Certain skills or talents can help women secure 
equal job opportunities and save themselves from some exhausting responsibilities (Bakar A.K., 2020). This 
situation causes women working in construction to require strong and stable physical endurance to make them 
resilient, active, and bold in interacting in a predominantly male environment (Zain, A., 2018) 

3. Methodology 

3.1 Research Design 
This study employs a survey design with a descriptive quantitative approach to assess the challenges and 
obstacles faced by women in leadership roles within the construction industry. The study design involves data 
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collection using questionnaires, allowing for the analysis of mean and standard deviation to evaluate the level of 
challenges and barriers. 

3.2 Population and Sampling of the Study 
In this study, the population refers to women holding senior positions in the construction field in the Johor Bahru 
District. This includes site supervisors, site engineers, architects, safety supervisors, and other senior positions in 
the construction industry. Johor Bahru was selected as the study location because Johor is the third largest state 
in the construction sector in Malaysia and is experiencing rapid development (Department of Town and Country 
Planning, Peninsular Malaysia, 2020). According to CIDB data (2023), there are 562 registered construction 
companies with grade 7 (G7) in Johor Bahru. From this number, 460 respondents are estimated as the study 
population based on leadership characteristics in G7 company positions. To determine the sample size, this study 
refers to the Kerjie & Morgan table (Piaw, 2008), which stipulates that the required sample size is 210 respondents 

3.3 Research Instrument  
The research instrument plays a crucial role in data collection to answer the research questions. In this study, a 
questionnaire is used to obtain data tailored to the characteristics of the respondents. There are two main 
variables in this study: challenges, which include career balance, organizational culture, maintaining positions 
within the organization, workplace conditions, gender stereotypes, and the image of the construction industry; 
and obstacles, which include career balance and skill competence. This questionnaire is adapted from four 
previous studies, namely Srivishagan (2019), Bee Lan Oo et al. (2019), Lan & Feng (2019), and Awang & Abd 
Rahim (2022), which relate to the obstacles and challenges faced by women in the construction. 

3.4 Reliability 
The researcher conducted a pilot study with 30 respondents from G7 companies in Johor Bahru using Google 
Forms and WhatsApp to distribute the questionnaire. The purpose of the pilot study was to ensure the suitability 
of the instrument and identify any issues with the questions. The data were analyzed using SPSS 27 to find the 
significant value (p), with the results showing a p-value for the overall instrument of 0.950 and a p-value for each 
construct exceeding 0.6, indicating that the research instrument is suitable for use in the main research. 

3.5 Data Analysis Methods 
Based on this study, the data obtained from respondents were analyzed using SPSS. In line with the study 
objectives, the focus of the analysis is on the challenges and obstacles to career development for women in 
leadership roles in the construction field. Demographic data of respondents in Part A and Part B1 were analyzed 
descriptively, shown in the form of mean and standard deviation. For Part B2, the Crosstabs Analysis test is 
suitable for examining the relationship between the challenges faced by women in leadership roles and the 
obstacles they often encounter in increasing career motivation in the construction field. Table 3.6 shows the 
analysis method for each research question. 

Table 1 Analysis based on research questions 
No Question Analytical Methods 

1 Women's leadership career challenges 
in increasing career motivation  

Mean standard deviation 

2 Barriers to women's leadership in 
increasing career  

Mean standard deviation 

3 The relationship between the 
challenges of women's leadership and 
the obstacles women leadership often 
face in increasing career motivation in 
the construction field 

 Crosstabs Analysis 

4. Research Findings 
This chapter describes the results of data analysis from a questionnaire distributed to 172 out of 460 Grade 7 
female leaders in Johor Bahru, exceeding the 70% acceptable response rate (Babbie, 2010). These respondents 
are qualified because they have experience in the field of construction, and therefore, they are affected by the 
challenges and obstacles in increasing the career motivation of women in the field. 
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Respondent’s Background 
The researcher selected the study respondents at simple random consisting of female leadership workers in the 
field of construction according to the positions that have been set. The demographics of respondents required by 
the researcher are age, education level, work experience, position and distance from home to work. Each 
respondent's demographic analysis for this study will be explained in more detail. The researcher will record the 
results of the recorded data in the form of number (N) and percentage (%) as in the table. 

Table 2 Analysis based on the respondent's background 
Item Background Number Percentage (%) 

1 Age 
20-30 85 49.4 
31-40 73 42.4 
41-50 13 7.6 

2 Level of Education 
Certificate 15 8.7 
Diploma 61 35.5 
Bachelor’s degree 88 51.2 

3 Working Experience 
0-5 years 85 49.4 
6-10 years 57 33.1 
11-15 years 15 8.7 
16-20 years 9 5.2 
25 years above 6 3.4 

4 Position 
Supervisor 48 27.9 
Manager 7 4.0 
Safety Officer 50 29.1 
Quantity Surveyor 27 15.7 
Engineer 40 23.3 

5 Distance to workplace 
Below 5km 68 39.5 
6-km10km 94 54.7 
Above 10km 10 5.8 

 

i. The Challenges of Women's Leadership in Increasing Career Motivation in the Construction Field 

 Table 3 shows a summary of the findings of the analysis of women's leadership challenges. The highest average 
item construct shows that organizational culture is at a "high" level with a mean value of 3.98. In addition, the 
lowest value is the state of the workplace, where the mean value is 3.97 with a "high" level and is at position 4. 
Meanwhile, the item of maintaining a position in the organization and gender stereotyping has a mean value of 
3.97 with a "high" level. Followed by the construction industry image of 3.95. 
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Table 3 Summary of the analysis of women's leadership challenge findings 
No Challenge Mean Level Ranking 

1 Organizational 
Culture 

3.98 High 1 

2 Retention of Position 
in the Organization 

3.97 High 2 

3 Workplace 
Conditions 

3.96 High 3 

4 Gender Stereotypes 3.97 High 2 
5 Construction 

Industry Image 
3.95 High 4 

 

ii. Barriers to Women's Leadership in Increasing Career Motivation in the Construction Field 

Table 4 shows the summary of the findings of the women's leadership obstacle construct, the highest average item 
showing that the skill efficiency is at a "high" level with a mean value of 3.99. In addition, the lowest value is 3.98 
at the high level, which is career balance. 

Table 4 Summary of the analysis of women's leadership barriers findings 
No Barriers Purata 

(mean) 
Level Ranking 

1 Career Balance 3.98 High 2 
2 Skill Efficiency 3.99 High 1 

 

iii. Relationship between Women's Leadership Challenges and Women's Leadership Barriers that are 
often encountered in Increasing Career Motivation in the Construction Field 

Table 5 Crosstabs analysis 
Appr. Signficant Value Detail 

< 0.05 <0.5 There is a relationship between the 
variables and the relationship is strong  

>0.05 >0.5 There is no correlation between the 
variables and their relations weak  

 
Table 6 (i) shows the relationships between variables related to career balance and organizational culture 
challenges in term of organizational structure, career balance and skill efficiency for unfair distribution of scope 
of work. It identifies several key variables that show strong bonds with each other. One notable variable is the 
unfair distribution of work scope, particularly in relation to uncertain working hours, which exhibits a strong 
relationship with a strength value of 0.206 and a correlation value of 0.001 (p < 0.05). This indicates a significant 
relationship, rejecting the null hypothesis (Ho) and accepting the alternative hypothesis (Ha). The findings suggest 
that uncertain work hours are influenced by organizational culture. Another key variable is the lack of 
management commitment due to an unfair work scope distribution, which shows a strong relationship with a 
strength value of 0.241 and a correlation value of 0.001. This highlights the challenges faced by women in 
leadership positions in organizational cultures that lack management support. Additionally, the unfair 
distribution of work scope with changing workplace areas also shows a significant relationship, with a strength 
value of 0.286. Lastly, there is a strong bond (0.294) between unfair work scope distribution and reduced time for 
children, suggesting that career balance is heavily influenced by these organizational factors. In all cases, the null 
hypothesis is rejected, and the alternative hypothesis is accepted, confirming relationships between these 
organizational challenges and career balance. 

The analysis focuses on the relationship between skill efficiency and unfair work scope distribution in the 
construction sector. A strong bond (strength value of 0.201 and correlation value of 0.008) is identified between 
the lack of practical construction experience and unfairness in determining the scope of work. This indicates a 
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significant relationship, leading to the rejection of the null hypothesis (Ho) and the acceptance of the alternative 
hypothesis (Ha). Additionally, there is a strong relationship between the unfair determination of work scope and 
limited opportunities to develop practical skills, with a strength value of 0.260 and a correlation value of 0.001. 
This suggests that limited skill development is significantly impacted by challenges in defining work roles, once 
again supporting the rejection of Ho and acceptance of Ha. Furthermore, the study highlights a relationship 
between low competence in pursuing a construction career and weak physical stability due to unfair work scope. 
This bond is strong, with a strength value of 0.262 and a correlation value of 0.001, further affirming that these 
factors are interconnected. The findings consistently reject Ho and support Ha, confirming that unfairness in 
determining work scope strongly affects skill development and career continuation in construction. 

Table 6 (i) Relationship between women's leadership challenges and women's leadership barriers (Unfair 
distribution of scope of work; career balance & skill efficiency) 

Women’s leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

Organizational 
Culture: 
Unfair distribution of 
scope of work 

Career Balance 
Work overtime 0.001 

 
0.371 

 
6 

 Uncertain working hours 0.007 
 

0.206 
 

1 

High financial commitment 0.001 
 

0.382 
 

7 

Less time allocated for 
children 

0.001 
 

0.294 
 

4 

Lack of work management 
commitment 

0.001 
 

0.241 
 

2 

The workplace area is variable 0.001 
 

0.286 
 

3 

Family pressure 0.001 
 

0.319 
 

5 

Skill Efficiency 
Performance appraisal 
expectations are too high in 
achievement 
work 

0.001 
 

0.305 
 

4 

Limited opportunities to develop 
practical skills 

0.001 
 

0.260 
 

2 

Competence that 
Low in continuing a career in 
construction 

0.001 
 

0.262 
 

3 

  Weak and unstable physical 
endurance stabil 

0.001 
 

0.262 
 

3 

No experience 
practical related to construction 

0.008 
 

0.201 
 

1 

 
 

Table 6 (ii) shows the analysis explores various relationships between workplace inequality and other factors 
such as workplace area, family stress, and working hours. The study finds a significant connection between 
workplace inequality and changes in the workplace area, with a strength value of 0.291 and a correlation value of 
0.001, indicating a rejection of the null hypothesis (Ho) in favour of the alternative hypothesis (Ha). This suggests 
that workplace inequality influences changes in the workplace environment. Further, the relationship between 
workplace inequality and family stress is also significant, with a strength value of 0.297 and a correlation value of 
0.001, showing that workplace inequality contributes to family stress. Similarly, workplace inequality is closely 
related to uncertain working hours, with a strength value of 0.402 and a correlation value of 0.001, reaffirming 
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the acceptance of hypothesis. The analysis also explores the impact of workplace inequality on skill efficiency. A 
significant relationship is found between workplace inequality and high-performance expectations, with a 
strength value of 0.239 and a correlation value of 0.001, indicating that high expectations for performance 
evaluations are influenced by workplace inequality. Additionally, there is a relationship between workplace 
inequality and a lack of practical experience in construction, with a strength value of 0.267 and a correlation value 
of 0.001, showing that inequality negatively affects practical skill development. Finally, workplace inequality is 
linked to weak and unstable physical endurance, with a strong bond (strength value of 0.353 and correlation value 
of 0.001). Across all relationships, the null hypothesis is rejected, and Ha is accepted, confirming the significant 
impact of workplace inequality on various organizational factors. 

Table 6 (ii) Relationship between women's leadership challenges and women's leadership barriers (Workplace 
inequality; career balance & skill efficiency) 

Women’s 
leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

Organizational 
Culture: Workplace 
inequality 

Career Balance 
Work overtime 0.001 

 
0.446 

 
6 

 Uncertain working hours 0.001 
 

0.373 
 

3 

High financial commitment 0.001 
 

0.458 
 

7 

Less time allocated for 
children 

0.001 
 

0.412 
 

4 

Lack of work management 
commitment 

0.001 
 

0.415 
 

5 

The workplace area is variable 0.001 
 

0.291 
 

1 

Family pressure 0.001 
 

0.297 
 

2 

Skill Efficiency 
Performance appraisal expectations 
are too high in achievement 
work 

0.002 
 

0.239 
 

1 

Limited opportunities to develop 
practical skills 

0.001 
 

0.379 
 

4 

Competence that 
Low in 
Continuing a career in construction 

0.001 
 

0.398 
 

5 

  Weak and unstable physical endurance 0.001 
 

0.353 
 

3 

No experience 
practical related to construction 

0.001 
 

0.267 
 

2 

 
The study explores the relationship between career balance, particularly in maintaining a position within an 

organization, and various factors such as lack of guidance in the industry, family stress, and skill development. 
Table 6 (iii) shows a significant relationship is identified between the lack of guidance in the industry and family 
stress, with a strength value of 0.336 and a correlation value of 0.001. This suggests that family pressure 
contributes to the challenge of retaining a position in the organization, leading to the rejection of the null 
hypothesis (Ho) and acceptance of the alternative hypothesis (Ha).Additionally, the lack of guidance in the 
industry is closely related to changes in workplace areas, with a strength value of 0.348 and a correlation value of 
0.001, indicating that workplace area changes affect the availability of guidance. There is also a strong relationship 
between the lack of guidance and uncertain working hours, with a strength value of 0.42 and a correlation value 
of 0.001, further affirming the acceptance of Ha. The lack of guidance in the industry also impacts the development 
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of practical skills, with a significant relationship found (strength value of 0.239, correlation value of 0.001), 
suggesting that limited guidance reduces opportunities for skill-building. Furthermore, the lack of guidance is 
linked to weak physical endurance, with a strength value of 0.426 and a correlation value of 0.001, indicating a 
strong connection between these factors. Finally, the study highlights a significant relationship between the lack 
of guidance in the industry and no practical construction experience, with a strength value of 0.435 and a 
correlation value of 0.001, confirming that inadequate industry guidance hampers practical experience 
acquisition. In all cases, the null hypothesis is rejected, and Ha is accepted, demonstrating the importance of 
industry guidance across various career challenges. 

Table 6 (iii) Relationship between women's leadership challenges and women's leadership barriers (Lack of 
guidance in the industry; career balance & skill efficiency) 

Women’s 
leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

 
Retention of 
Position in the 
Organization: 
Lack of guidance in 
the industry 

Career Balance 
Work overtime 0.001 

 
0.577 

 
7 

Uncertain working hours 0.001 
 

0.402 
 

3 

High financial commitment 0.001 
 

0.492 
 

5 

Less time allocated for 
children 

0.001 
 

0.437 
 

6 

Lack of work management 
commitment 

0.001 
 

0.451 
 

4 

The workplace area is variable 0.001 
 

0.348 
 

1 

Family pressure 0.001 
 

0.336 
 

2 

Skill Efficiency 
Performance appraisal 
expectations are too high in 
achievement work 

0.001 
 

0.397 
 

2 

Limited opportunities to develop 
practical skills 

0.001 
 

0.239 
 

1 

Competence that low in continuing 
a career in construction 

0.001 
 

0.439 
 

5 

Weak and unstable physical 
endurance 

0.001 
 

0.426 
 

2 

No experience practical related to 
construction 
 
 

0.001 
 

0.435 
 

3 
 

 
Table 6 (iv) shows the relationship between the career balance variable of maintaining a position in the 

organization and various factors, including changing workplace areas, family pressure, and working hours. A 
significant relationship is found between the lack of models in the industry and changing workplace areas, with a 
strength value of 0.282 and a correlation value of 0.001. This indicates that changes in workplace areas challenge 
the ability to maintain a position in the organization, leading to the acceptance of the alternative hypothesis (Ha). 
Additionally, the lack of models in the industry is strongly related to family pressure, with a strength value of 0.297 
and a correlation value of 0.001. This relationship suggests that family pressure influences the challenges posed 
by the absence of role models in the industry. Furthermore, there is a strong connection between the lack of 
models in the industry and uncertain working hours, with a strength value of 0.447 and a correlation value of 
0.001. This highlights how workplace instability further complicates career retention, once again supporting the 
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rejection of the null hypothesis (Ho) and the acceptance of Ha. In terms of skill efficiency, the lack of practical 
construction experience is closely related to the absence of models in the industry, with a strength value of 0.423 
and a correlation value of 0.001. This lack of experience significantly impacts career development. Lastly, a strong 
relationship (strength value of 0.445) exists between the lack of models in the industry and overly high-
performance appraisal expectations, suggesting that unrealistic expectations in the construction field are closely 
tied to the absence of adequate role models. All these relationships confirm that the null hypothesis is consistently 
rejected, validating the significance of the identified challenges. 

Table 6 (iv) Relationship between women's leadership challenges and women's leadership barriers (Lack of 
models in the industry; career balance & skill efficiency) 

Women’s 
leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

 
Retention of 
Position in the 
Organization: 
Lack of models in 
the industry and 
changing 
workplace areas 

Career Balance 
Overtime 0.001 

 
0.523 

 
7 

Uncertain working hours 0.001 
 

0.447 
 

3 

High financial commitment 0.001 
 

0.489 
 

5 

Lack of time with children 0.001 
 

0.509 
 

6 

Work management instability 0.001 0.484 
 

4 

Workplace instability 0.001 
 

0,282 
 

1 

Family pressure 0.001 
 

0.297 
 

2 

Skill Efficiency 
Unrealistic expectations 0.001 

 
0,445 

 
3 

Limited opportunity of practical 
skills 

0.001 
 

0.468 
 

4 

Lack of competency 0.001 
 

0.543 5 

Instablity phisycal  0.001 
 

0.426 
 

2 

No practical working experience 0.001 0.4231 1 

 
Table 6 (v) shows the relationship between career balance, gender stereotypes, and challenges in accepting 

ideas or decisions from women, particularly under family pressure. The findings reveal a strong relationship 
between these factors, with a strength value of 0.297 and a correlation value of 0.001, indicating that family 
pressure significantly affects the acceptance of women's decisions in the workplace, leading to the rejection of the 
null hypothesis (Ho) and acceptance of the alternative hypothesis (Ha). Additionally, there is a strong connection 
between the challenge of accepting ideas from women and changes in the workplace area, with a strength value 
of 0.375 and a correlation value of 0.001. This suggests that changing workplace dynamics influence the 
acceptance of women's ideas. Similarly, the relationship between accepting women's decisions and high financial 
commitment is also strong, with a strength value of 0.382, showing that financial pressures affect this dynamic. 
The study also explores gender stereotypes in relation to skill competence, particularly the challenge of accepting 
women's decisions and weak physical endurance, with a strength value of 0.283 and a correlation value of 0.001. 
Furthermore, the lack of practical experience in construction is linked to the challenge of accepting women's ideas, 
with a strength value of 0. 319.Finally, the challenge of accepting women's decisions is strongly related to 
unrealistic performance expectations, with a strength value of 0.404 and a correlation value of 0.001. This 
demonstrates that high performance expectations further complicate the acceptance of women's ideas in the 
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workplace. In all cases, the null hypothesis is rejected, confirming significant relationships between these 
variables and gender-related workplace challenges. 

Table 6 (vi) analysis finds a significant relationship between the challenge of accepting women's ideas and 
the level of men's acceptance of women, with a strength value of 0.309 and a correlation value of 0.001. This 
suggests that men's acceptance of women is impacted by the difficulties in accepting women's decisions, leading 
to the rejection of the null hypothesis (Ho) and acceptance of the alternative hypothesis (Ha). Additionally, the 
challenge of accepting women's ideas is strongly related to uncertain working hours, with a strength value of 0.372 
and a correlation value of 0.001, further indicating a significant correlation. The relationship between accepting 
women's ideas and family pressure is also strong, with a strength value of 0.381 and a correlation value of 0.001, 
showing that family dynamics influence this challenge. In terms of career competence, the study finds a strong 
relationship between the challenge of accepting women's decisions and the lack of practical experience in 
construction, with a strength value of 0.325 and a correlation value of 0.001. Similarly, there is a strong connection 
between accepting women's ideas and weak physical endurance, with a strength value of 0.495. Lastly, the 
relationship between accepting women's ideas and limited opportunities to develop practical skills is significant 
but weaker, with a strength value of 0.506 and a correlation value of 0.001. Overall, the null hypothesis is 
consistently rejected, confirming strong correlations between gender stereotypes and various career-related 
challenges women face in the workplace. 

Table 6 (v) Relationship between women's leadership challenges and women's leadership barriers (Ideas from 
women; career balance & skill efficiency) 

Women’s 
leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

 
Gender 
Stereotypes: 
The challenge of 
accepting ideas or 
decisions from 
women 

Career Balance 
Work overtime 0.001 

 
0.437 

 
5 

Uncertain working hours 0.001 
 

0.417 
 

4 

High financial commitment 0.001 
 

0.382 
 

3 

Less time allocated for 
children 

0.001 
 

0.464 
 

7 

Lack of work management 
commitment 

0.001 
 

0.441 
 

6 

The workplace area is variable 0.001 
 

0.375 
 

2 

Family pressure 0.001 
 

0.297 
 

1 

Skill Efficiency 
Performance appraisal 
expectations are too high in 
achievement work 

0.001 
 

0.410 
 

3 

Limited opportunities to develop 
practical skills 

0.001 
 

0.442 
 

5 

Competence that low in continuing 
a career in construction 

0.001 
 

0.412 
 

4 

Weak and unstable physical 
endurance 

0.001 
 

0.283 
 

1 

No experience practical related to 
construction 

0.001 
 

0.319 
 

2 
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Table 6 (vi) Relationship between women's leadership challenges and women's leadership barriers (Men-women 
acceptance; career balance & skill efficiency) 

Women’s leadership 
challenges 

Women leadership’s barriers Appr. 
Significant 

Value Ranking 

 
Gender Stereotypes: 
The level of men's 
acceptance of 
women 

Career Balance 
Work overtime 0.001 

 
0.425 

 
5 

Uncertain working hours 0.001 
 

0.372 
 

2 

High financial commitment 0.001 
 

  

Less time allocated for 
children 

0.001 
 

0.415 
 

4 

Lack of work management 
commitment 

0.001 
 

0.477 
 

7 

The workplace area is variable 0.001 
 

0.309 
 

1 

Family pressure 0.001 
 

0.381 
 

3 
 

Skill Efficiency 
Performance appraisal 
expectations are too high in 
achievement work 

0.001 
 

0.404 
 

3 

Limited opportunities to develop 
practical skills 

0.001 
 

0.375 
 

2 

Weak and unstable physical 
endurance 

0.001 
 

0.442 
 

5 

No experience practical related 
to construction 

0.001 
 

0.345 
 

1 

Assessment expectations 
performance is too high in 
achievement work 

0.001 
 

0.510 
 

4 

 
The research has achieved the third objective, which is to assess the strength of the relationship between the 

challenges and obstacles of women's leadership in increasing career motivation in the field of construction, 
because no study has done so. Therefore, Figure 2 shows that the main challenges of women's leadership and 
barriers to women's leadership are interrelated with each other, which causes women to face problems in 
construction sites. The researcher can conclude that all the challenge items have a relationship with women's 
leadership obstacles in increasing career motivation in the field of mentoring. 

5. Discussion, Conclusion, and Recommendations 
This study successfully achieved all three objectives by analyzing data indicating that female leadership in G7 
companies in Johor Bahru faces significant tendencies towards challenges and obstacles in enhancing career 
motivation in the construction field. This suggests that the challenges and obstacles experienced by women are 
often perceived as incompetence and unsuitability for roles in the male-dominated construction industry. This 
situation can limit opportunities for promotion and leadership responsibilities. Furthermore, unfair opportunities 
can lead to women not being given the same chances as men to manage mega projects or critical roles due to 
traditional perceptions of their abilities. This situation may cause women to struggle to adapt in a male-dominated 
work environment, which can affect their motivation and sense of acceptance within the organization. Moreover, 
the study also found that all relationships between challenges and obstacles of female leadership have strong 
associations between the two variables, and there is strong and complementary significance between each other. 
Therefore, the relationship of the third objective achieved by the study is to assess the strength of the relationship 
between challenges and obstacles to female leadership in enhancing career motivation in the construction field, 
because no study has been done. Indirectly, women's leadership knows their gaps through the relationship 
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between leadership challenges and obstacles faced. The results of the study are based on figure 3, which shows 
the relationship between leadership challenges and obstacles that women face in improving career motivation in 
the field of construction. 

 

 

 

 

 

 

 

 

 

 

 

 
 
 

Fig. 2 Relationship between the main challenges and obstacles of women's leadership in increasing career 
motivation in the construction field 

 

   

 

 

 

 

 

 

 
Fig. 3 Leadership challenges and barriers of women's leadership that are often faced in increasing career 

motivation in the construction field 

 

5.1 Implications of the Study 
This study has outlined the challenges and obstacles faced by female leadership in enhancing career motivation 
in the construction industry. Regarding challenges, these include organizational culture, organizational position 
retention, workplace conditions, gender stereotypes, and the image of the construction industry. Meanwhile, 
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obstacles encompass career balance and skills competency. Therefore, the study has shown a significant 
relationship between these variables influencing the enhancement of career motivation in the construction field. 
Furthermore, this research can contribute to women by highlighting the potential, opportunities, and career space 
available for women in the construction industry, aiming to provide an approach that construction site careers 
are suitable for building a career. The contribution of this study to the construction industry is to raise awareness 
within the industry to instill confidence, opportunities, and space for women's careers to engage in the 
construction industry, thereby expanding women's involvement in the construction industry. This study 
contributes to the body of knowledge by assisting researchers, scientists, academics, and the discovery of new and 
current research related to the role of female leadership on construction sites. 

5.2 Conclusion 
Overall, this study can serve as a reference for female leadership in the construction industry through research 
information by providing insights into the obstacles and challenges that may need to be faced due to gender 
competition. At the same time, this study aims to provide a clearer understanding of the challenges and obstacles 
affecting women in leaving the construction industry. Therefore, through this study, it is hoped that stakeholders 
can address the challenges and obstacles faced by female leadership, especially on construction sites, so that 
women can compete fairly without discrimination among them. Consequently, it is hoped that the 
recommendations proposed by the researchers can assist future researchers in considering current conditions in 
the construction industry. 
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