CHAPTER 2 v
LITERATURE REVIEW V
| l

This chapter will provide an overview concept and erecg:gs of

2.1 Introduction

women’s career advancement based on the Nagli lation),and Agli (hu?an mind)
arguments. Researcher will come up with the stwﬁa w omen %eédershlp in
the time of the Prophet S.A.W. Next, the ¢ Il foCus on wevv@atures behind
the meaning of career advancement a % career a
about the factors that influencing w en caree %Y

the researcher comes up with r erature 3% th

evi
career advancement by others ese rchers uthor scholars. This literature

em (Q'herefore review
t. Then last but not least,

riers facing by women

review explain that barriers t en t is influenced by a several
factors. Among the facters is{gender {ereo Pe, @/ responsibilities, organization
culture, low self-confidence and self- , diserimination and many more.

& &
C\ . C,)(J
2.2 Conte@v holar ﬁorkmg Women
.\f%hough there are @Sl_ars who prohibit women from going out to work,

jority of other Islamic shfolars allow and require the involvement of women in

dership (Fatimah Ali, 1996). Dr. Hassan al-Turabi explained that the allegation
prohibits women from going out to work is actually not based on Islamic Shari'a,

a
&en according to the customs and practices of a society at that time (Faisal Othman,
1993).
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Commands in religious matters such as demands in worship, developing r i
fulfilling the obligation, abandoning all prohibitions, calling for Islamic preaching and
preventing evil are imposed on men and women together (Al-Qardawi, & refers
to the history of Islam in the past, this can be seen through the achievement'of women
involves in society and the country such as narrators of hadith, nursesWunds during

wars, being fighters during wars, traders in the market and also in\win giving bai‘ah

to the Prophet S.A.W. Y"

One example of a working woman is Al-Shi t Mu' iz who was the
first Muslim woman appointed as a government official during thereign aliphddmar
Madinah kéag\ﬂ%ttime
and gliminating fraud while
conducting business affairs (Nooh Gadut, 2006){ This that ofmen can also

i of the ceuntry.

work as well as being able to be involvedc’ Nmml

According to the view of sc S, a woma

al-Khattab (Al-Asqalani, n.d.). He served as the ruler

who was responsible for ensuring the smoothne

ho the title of wife is
allowed to leave the house With@jr husba% ?r ssion” in the event of an
emergency (forcible) situation. %w isSupp by @ Hajar al-Haithami who
allows the wife to leave theﬁks without usba permission in emergency
situations such as saving h ro::lvire, tural \ters, religious needs such as

istifta (requesting a fal% ell as the ne }o' s@rt living expenses (Ibn Hajar al-
Haithami, 1983). \ NV

Thi\&? als
1y d

book Fath al amal

ith tl&; uments of Zainuddin al-Malibari in his
)—’unﬁa@n from the Hanafi School in his book Fath

e allowed fo lgave {&Jhouse with the husband's permission or not in
e d%@é]; th munity which include affairs related to fardhu
kifayah'such as being a midwifquoathing a dead body. Even in certain situations such
a ﬁ%is no one to support h%ivelihood and her dependents, then the woman needs

k to avoid the attitude of expecting society's courtesy only. (Sabig, 1998 &

U ad et al., 2021).
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In addition, most Islamic scholars allow women to leave the house to work
subject to certain conditions. The obligation of women to go out to work is rel?#y

the general verse of the Qur'an, the words of Allah S.W.T: \

4 a8 g Laills e s 2 gl

(AI-Q Wn-Nisaa’, 4: 32)
I

Meaning: "For a man the part he works for and for a woman th pz:?rsndgrks for"
Y
| S
While the leadership of women in rgahizatiof of i ltuti%‘&'ﬁat holds
the highest position is related to the leadership of aispecia

ion whichyisa special task
in relation to the authority and ability of N itout. g?cholars allow
the involvement of women in this field \% several S of@% S.W.T. and this
argument related to the question of ositio%l‘ @ren in the government
of the country is the word of A@. which me 4 s: QC:}

So

N N

9
2 P

{ S g2 G sl 3336 o sl i Sl okl )
vy 7

) v/
\ C/Q (Al-Qur’an. At-Taubah, 9: 71)
Meaning: @5 believing I}And en, some of them are helpers to others.
They enjain (do) g&od deeds and prevent evil ”

A Every human beina(;\)Nhether male or female, has a share of what is being

WO on according to their efforts and abilities. Islam strongly recommends that its

le always try to carry out their respective responsibilities as best as possible and
so try to improve the quality of their lives without being jealous of the advantages of

o

(@]

others (Hamka, n.d.). Therefore, women also need to work on their own efforts to obtain
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an abundance of grace and love from Allah S.W.T. while also praying that every action
taken is accepted by Allah S.W.T.

According to Yusuf al-Qaradawi (1996) and Mohamad Ali Qut 2),
there is no absolute syarak text regarding the prohibition in Islam agains % going
out to work. If the woman does not have a guardian or a husband, then the®"woman is
required to go out to work to support herself and her dependents. In ling with this view,
Mustafa Ahmad al-Zarga' (1999) also stated the necessity for WOM go out to work
orld affairs. The
auset the occurrence

in order to meet their own demands, covering both religious
difference in nature and essential role between men and w
of balance in society by complementing each other. Alth worhen wed to go

®
out to work, their basic responsibilities as a wife and er remain a pri it'/ inéggzion
to meeting other conditions and manners as a Mu while workKing. Y:\

The view of this group was reinforcq by t

Council in the 16" conference held in Du Mril 9-?%1, whichsallowed women
to go out to work for certain reasons.t@r, the job mdst b@%ﬂpatible with his
habits and skills as well as in line withrthe Shariawi se j@and obeying religious
laws. This fatwa also states that %sbw%p E p@ﬂide maintenance to his
working wife does not expiresacterding toslslam jas i‘ozé’there is no nusyuz by his
wife. It clearly shows that xfent omenon shows that more and more
women are involved in%i(;%? work’

as a Muslim, it is necessary.10 be sit the limits allowed by Islam when carrying

out their job dut@?@ldit@e&rly u@%’r{c,tanding the priorities that they are
obliged to implement towar i insti@)’%ﬁs.
\ P " (')

&
poty
~\ -
2.3 Leadership Figu@n Islamic History

Islamic history has never forgotten the role of the heroines of the time of

Q Prophet S.A.W such as Khadijah, Ummu Salamah, Bai"Ah Al-Nisa’ and Queen
alqis.

N
ision of the"World Figh
Fsll

Is somethi tis required in Islam. However,
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2.3.1 Saidatina Khadijah Bin Khuwailid Y‘

In beginning of the advent of Islam, which is in the time S;I(fe)rophet
S.A.W, although women did not lead in line with the companions, they t
group to approve the teachings of Islam and at the same time believe Ilah SW.T.

and his messenger. This faith-based action by the first woman ith,has made her a

when receiving revelations should be seen as a wise st very important

aspect in leading. That is with her steps she brought the Messenger of to‘m&the
well-known and trusted priest, Waragah bin Nauf has givenfan answer imthie form

ror‘%@e noble\grd mature
personality traits when faced with uncertai

n thg{v&.}het SAW,
began to be visited by the Angel G brcbj st revglation. Words of
encouragement by mentioning the \m

ga Q\%\nly reflects the loving
iti alue@ﬂdeveloping the soul and
king&‘pfraising kindness, caring,

nxie@re also characteristics that are
d}b'pathy based leadership. Women's

of good news and confidence in His Majesty.

strengthening the feelings OW
emphasized to leaders Wi alu

leadership in busine@ also pe rough@e success of Saidatina Khadijah binti
Khuwailid, who leadin SSWO0 nd respected since before the advent of

N
Islam. WiIIin%Mific hgr? }hlfo%ﬁugion (Sharifah Hayaati et al., 2016).

\; 2 Bai'Ah Al-Nisa’ ™

Apart from the leadership value of Saidatina Khadijah r.ha, women have
formed their role in giving the promise of loyalty to her majesty through what is
called bay 'ah al-nisa’. The role of this woman can be seen through the involvement of

two women, namely Asma' binti "Amr from Bani Salamah and Nusaibah binti Ka'ab
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from Bani Najjar in Bai'ah al-"Agabah Il which consists of 73 individuals. (Al-Jabari

n.d.). The word of Allah S.W.T in Surah Al-Mumtahanah verse 12 means: Y_

"O Prophet, when believing women come to you to pledg&@ce that
they will not associate anything with God, will not steal, will not commit.adultery, will
not kill their children, will not tell lies that they have- keep the bmmir hands
and feet and they will not disobey you in good affairs, so acce%.mledge of loyalty

n

and ask God for forgiveness for them. Indeed, Allah is Forgiving,and Merciful™.
(AL an. Al Wah, 60:12)

NS
S shou%lhat they

The number of women even though re very fe

have leadership values that is having a vision,of faith, t

to choose a religion, and speaking for th%é. T
exN i

were not excluded or prevented from Ing their

etode ine the right

=

aIsleows that women

att ime. Their role to

)

display the belief and promise of to the legder; whi h\‘i& rophet S.A.W, has a

greater meaning and impact co o thd'meani cochﬁEd in the term legitimacy
in modern political science beM meMce t <fs’lamic beliefs in addition to
the leadership. (Sharifah HaWﬂ,'zooz 1998;/Ali man, 1993).
!
o WO
il
A N
NN C_)(.z
2.3.34mmu Salam @)
NN
<§( poty
§ milarly, the role o men in decision-making in the time of the Prophet
S ong them related to\fheir position in the war as voiced by Ummu Salamah

e |

r the Battle of Hudaibiyyah. His Majesty Prophet S.A.W's decision to allow

en to help men in war despite being seen as working 'behind the scenes' has been
idence of recognition of their courage in facing high risk situations in addition to their

role outside the household circle.



This role has helped to give strength to the Muslim community through the
solid cooperation of its community so as to bring success in defeating the enemies of
Islam. Here is the benefit that may have been seen by His Majesty the Pro eﬁv
when receiving the views and contribution of women's energy even th % also
have responsibilities towards the family. l

Ummu Salamabh r.ha has also played a role in changi%zews of leaders

in determining decisions or laws during the time of the CaIiQh Satdina Umar bin al-

Khattab. That is the view in determining the dowry rate an gth of time a woman

can be patient when left by her husband (Al-Qaradawi . Alth h both of these
issues are women's issues, the act of voicing a different th th iph VQ).Q is

known for his strictness is a bravery in ensuring @lghts e arte

This action accepted by Caliph SaTJma 0 at théiv‘z\;iews are
very important in determining a decision re w airs, hose that are
i

closely related to the well-being of the % ortglu determining the
social welfare policy at this time. In a |on, Im‘&h ha's sensitivity in

women's affairs has caused her to Me s II htpeace be upon him,
"O Messenger of hédld no Ilar@ecmcally mention women in

sis

the Qur'an regarding the e ura,
l
So God sent do versedd Sﬁ{d-l},All Imran as an affirmation of her
question. His Wor m |

(m anted_thei Q,Lgsf (by saying): "Indeed | do not waste the

deeds of thesgwhe'do ggod amohg yo hether male or female, (because) some of you
are des %f sQf ‘55 Soﬂ&? people who emigrated, who were expelled from
their ns, who were hu my way, who fought and who were killed, I will
su qe out their sins andNHl surely admit them into the paradise under which
~%ow as a reward in God's side. And with Him is a good reward".

0 (Al-Quran. Ali-Imran, 3:195)



According to Sheikh al-Sya rawi in his interpretation (1991) God answers
the prayers of every man and woman for those who do righteous deeds
Salamah's question can also be seen as an effort to get an explanation and a &

(recognition) about women's struggles.

2.3.4 Queen Balqis : '

In the history of Islam, women havwnvolve in sllp;(nce

Prophet Muhammad S.A.W, was sent as the last et and Messe er aJesty

of Queen Balgis who rules the Kingdom of th ity omen in

handling things beyond the scope of herself Jempnl{\eadl@ﬁ community
&

and shaping the politics of a country.

@
"Indeed | (Prophet Sulaiman @a
and she was awarded every{Em? d h,
: J \"vj

A m td'o gt to gree that the verse above is not intended to
describe t on of ue9 le but rather to shows a picture of the state of

S

the soci hat WOI‘S{I there is a view that sees from the perspective of

bilities. It has show @posmon of women who have played a role in leading

t:wtry as early as that (AI Qaradawi, 2002 & Sharifah Hayaati, 2002).
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2.4 Transformation of Women Career Advancement

Al-Qardawi (1995) and Muhammad Ali (1984), asserted that th t
important job for women is to educate the next generation. Allah SW.T tE ipped
women with physical and spiritual preparation. Therefore, it is not appropgiate for

women to busy themselves with material affairs and so on. The younger generation is

the greatest asset to mankind. ?

Other women's work includes maintaining the old, pleasing the

husband and forming a happy family based on love and tra ] Th"s does not mean

that women's work outside the home becomes har -Qardawi, 1995). Haram
because of its essence is when a woman holds the{position of imal rd Qr\‘mce-
president. Scholars are unanimous in their opini at'women shéild hotihold the
position of Head of State (Abdul Karim Zai
Bahruddin, 1999; & Al-Qurtubi, 1967). The co

00;_Ab arimégi'dan and
highest ruler must be a Muslim and a ma% eg

\he ap@nent of the
nt w. as rulers (Al-
Khin et al., 2005). Evidence about thN i

S.A.W means: (0 \>? ,Q\\
o S
"A race that appoin\ en i
( I-Bu’h i
C_) v
Aco@o Al= h(19 7)ythe hadith means a leader who covers all
affairs of the &7 on.If the dérs iﬁ'aarried out only involves some affairs then it

is not the \QVS fault to ac€ept the,position. According to Al-Qardawi (1997) again,
b4

the prohibition of wom C&priag- he position of caliph or position is generally due
to 's physical inability@ar the burden of the position. It is called a general

—+

t \@ause there are women who have more ability than men like the Queen of Saba'

story is mentioned in the Qur’an due to her success in leading her people to
Oieve success in the world and the hereafter.

22



In the context of Malaysia, the highest position named as caliph does not
arise because the head of state of Malaysia is the Yang Dipertuan Agong, in additi
the male-dominated political culture, he has demonstrated the ability to be ‘pelitigally
effective (Sharifah Hayaati, 2004). Similarly, it is forbidden when the w rks in
a field that is considered a sin to Allah S.W.T such as singing, da odeling,
playing musical instruments, selling and buying alcohol, witches, fo ellers, spell
caster and others (Basri, 2009). Without a truly authentic and C|$Xt, a person
cannot prohibit something. This is because the origin of so

le
or an action is
necessary (Al-Qardawi, 1995). '

Based on this basis, Al-Qardawi (1995) st th tMS.W%k is
essentially compulsory. Sometimes it becomes r%w and someti ej iE\ mes
obligatory especially in situations that urge the wo to work. For ampl%-a widow
or a divorced woman in a state of no property, Ii\mst M avoid @ﬁg begging.

A family situation that requires women t W helpufver band;"Rer children, and
her relatives (Al-Qardawi, 1995; Basri;*"2009 6

Sometimes, the society™ nee e"s e@y, such as becoming
nurses or doctors for people of gen‘&er. is4is beCause men are only allowed
to get services from women N state ah @éfgency). The permission is

rd

limited to matters related to I v%1995).Accordingto Ibn Hazm,
women are required (

inistrative matters based on the

of leadership. They require women to be appointed as executors of the property

Qyoung orphans or people of unsound mind. Women should also be appointed as
representatives of organizations or groups as property managers, administrators of

Consensus of scholars does not absolutely prohibit women from entering
&ield

agricultural and plantation affairs (Mustafa al-Siba'i, 1963).
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2.5 Career Advancement

McKay (2018) career advancement is the upward trajectory of ﬁon’s
professional journey. Examples include progressing from an entry-leveﬁj’t n to

management and transitioning from one occupation to another. A

Career advancement is defined by Newman (as cited irwﬂamaniam &
Arumugam, 2013) as the consequences of socio-psychologicWan capital and

systematic factor. Y~

Career advancement implies a series o kexp i‘nces in which
responsibilities, skills, authority, commitment, and chang evel o d in%gase
in a relatively linear fashion over time (Parasuraman eenhaus, 199 ).’ _\c,}

evolution of one’s career. Moving from entry-level €

Based to Johnstone (2022) career a%ge ent isreferred to @ upward

Ment Tg.?'managerial
i

L&
position within the same industry or fr cc another*is one way to

advance. Gaining experience and potent mpleting extra trai@ can help a person

advance in the same sector. When n advapﬂsg;\&%h @jobs, they may enter
requi

a related profession with higher ional ments’—}ld responsibilities. For
q E
example, a physical therapy % 0 goe

séhool to<become a physical therapy
A

assistant. The first emplo nly rem a h@\school diploma, whereas the
second requires an assQciate’s degree. ( 0’
’ f &

There W sectli \a.r er pl G.Mng and career management. While
being able to crea&gjllsti eer; to@s employees' talents and potential with
the assistancee}!vult t%tyj -@&Vduals, career planning outlines the actions

er C

an
ri

taken by % . Same itieK(belp with personality development and the

formulw areefgoal reerﬂé}nagement is primarily concerned with what the

orgw an do to implement.the essential strategies and promote employee career

grm{.d ecause the vast mﬁcrity of workers transform their occupations into a

| lifestyle, it is apparent that career advancement courses are required at all

@Ees of life.
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The traditional concept of “career” was progression of an individual to go
up an ordered hierarchy within an organization or profession of work. Howev t
used to define the concept of “career” is now disjointed because of globali w
our constant exposure to ever changing technology (Watts, 2004). ﬂ&_‘ archer

described career development as an ongoing process of advancement ongoing
education and employment. Due to the fact that there was a sy place for
education but not for lifelong learning, it is essential that Ilfelon ing be driven by

individuals (Lui, 2012).

According to Anderson (2007) career developm Ilfe‘me behavioural
process that influences an individual's choice of vocatien, d Wlng style,
decision-making pattern, self- and career identity, antheducational litefacies. guse
women frequently had to interrupt their educa nd career planning @rder to

balance job and family life, the study suggested n foggemen is far
more complicated than for men. Betw W, klng\ aklng@re of family
responsibilities, women faced a preca@tlon ( : 1@.

QS
S

(.)
Q-
&o
2.6 Women Career Advancem %\

—-o

[
According %yamsulo.e al. 91 ) eer development was regarded in
the 1950s to be a omg pr(f at wa pleted in early adulthood. Only in
the 1970s was a V|ew Iong @ss involving work activities (Patton &

McMahon, 2 4 ide! frem growth, common career topics explored
include jO hoice, careerys cesg&pareer goal, career motivation, and career
advanc areef"adv ment«% regarded the objective aspect of success, but
career %lon is considere subjective part of success (Shah, 2014). Career
ad ce nt refers to one's status or achievements as a result of activities to develop

‘%areer Career development, on the other hand, refers to the process conducted by
rganization and the individual over a specific time period to improve the

&ployee 's performance and work position (Khadijah et al., 2015).
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In the study of career advancement in the 1990s and early 2000s show

women were still considered as a minority, "separated from mainstream career
(Patton & McMahon, 2014). This show that in the early times of career a c ent

theories it only focus on men and it is not surprising since women were |nor|ty
populations took part in the workforce. Additional studies regardln le career
advancement should be conducted due to the physical, mental, chological

differences between men and women, as well as varied perceptions based on religious
and cultural inclination. For example, family commitment | the factors that

distinguishes women's professional choices from men's.

According to the Tlaiss (2015) women's perspectives o0 er success
varied in interpretation, with some defining success'as,advancement tre tt&.ers
while others describe success as being able to h confllct between w nd life.
For decades, scholars have attempted to co nd N men fflcultles
affecting women's job advancement. There hayve ndm\cuss (Fa.é@r 1987; Kelly
& Dabul Marin, 1998; Metz, 2017; %b, 20 t c@&nges concerning
women's career advancement. Women's ca ra nc facilitation (Knorr, 2005),
@6) and the relationship

between women's career adv waﬂml@ﬂlct (Slan-Jerusalim &

('D

organizational supports (Burke, , u

Chen, 2009) have all been i |nve5

Career dev(ogmg or Wor 1ng Vdn@nt 1s used to fit employee’s goal
ani

with the needs of an org y's ématic, quality management approach

(Hussin et al., )\Iwccordanc Maslq@s hierarchy of needs, career mobility,
which mcludes an gc flop ased on performance appraisal, merely
provides self moti tlcmg employees to take advantage of the
opportuni pI be itions and to achieve self-actualization upon
meeti a zatlonal r, the results of the previous study indicate that

ve a conS|derany r time advancing their careers than males do since
t ve to choose job and family life over their education and professional

ment. For other working women, this situation became a barrier because they
to decide between focusing on their home responsibilities or pursuing their career

oals.
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Male peers do not experience the same impediments that women do while
trying to advance within an organization. There is still a glass ceiling for women ?@q
nd, the

executive positions in several nations, including Japan, South Korea, Indi

Middle East. The findings of the studies support the notion that professio:a%ers for

women arise at much earlier stages than men and that, when wo vance in
managerial positions, they are continually prohibited from applying loyment in
the scientific, technology, and engineering fields due to the "gla:

Based to other research made by Catalyst (2018), n presently make

up 5.1 per cent of CEO roles, 21.2 per cent of board seats, r cenl of executive or

senior-level officials, and 369.9 per cent of first- an iddletlev agers and
officials. This demonstrates that there are still few n in executiv iti‘@)s.\g all
levels. It has been suggested that gender bias in evaluation fof work performance
may be the cause of the dearth of women in or {;a al positions. Such

stereotypes have the potential to affect emplo

WOI@*Workers. An
i perc5§ and hinders the
advancement of women into senior managerial Qslt\lorg ma_n\y rganizations might
exist in the absence of systema c%ria a&v ruc‘ugsd rules on evaluation

majority-of decision-making roles

processes. It is actually devastati aIize‘}hatt
are held by men, which contm to

used as an excuse for w. w&en in Malaysiaare @ancing into senior managerial
a

|
and leadership position same rate as eir Q/ counterparts generally. Women's

internal characteris wch ai \?*ewn id%g.mtitudes, and perceptions, may also
support or inhibi& esi e@ue a,@,(McKelway, 2018). When women are
exposed to gender-based soeial r'plng ing adolescence, they begin to believe that
they are Ie@entt an meny As K&vult, they have low self-efficacy, which further

prevent rom &spiri ‘Jo'variéﬁs career-related outcomes. The impact of such

rablgésereotypical attitudes that are

cognitl;l\.;I forces on women's pr, ional behaviour becomes even more important in
tradlitional cultural settings (M?Kelway, 2018).

Men and women are treated differently from an early age, according to

QVious studies. Hussin et al., (2021) claimed each may have different ideas and
ttitudes as well as communication and leadership styles. Due to gender stereotypes,

men have consistently been given the chance to assume higher positions in
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organizations than women. It is required that an organization or company recognize
how men and women pursue their careers differently and practice gender equali
fairly reviewing employee performance based on the same standard ing

procedures, awarding promotions, and paying wages. Positive resu:ssclﬂy been

reported by these organizations, including an increase in the nu f women

participating in important training, seminars, workshops, and deve t activities.

This has increased the number of women on the short list for pr as well as the

number of women achieving more senior positions, increasin

in their careers (Hussin et al., 2021). '
Interestingly, we can observe that many ‘Successf IWan career
®

women are now on level with males in a variety ctors, proving 7t an) g is

ies, and advancing

impossibly difficult. Malaysian women should old, multl askers, a utsy to

pursue their goals. They should also continue to b ‘a% tot e\best of their

ability for the nation, shattering the gla w"nin Ilght.é\zur nation. In

light of this, organlzatlonsshouldtrea sasou 0 umﬁaﬁpltal by ensuring
to.eliminating the gender

~ |

f @r contributions to the

r
political stability, social progre verall dev pme%(')l\/lalaysm
o '}? &
N
4 ¢ &

2.7 Factors Influe NWomfn r Ad ement
&
% Sﬁln@gdh support systems to carry out these two

that they have equal rights to pursue a car and, n adeli

pay gap, should recognize and om

W ed
respon3|b| bal cedsan eff@e manner. Women are capable of being good
wives, t and W jnd sﬁed in generating solid support from all parties
(A° da small 2011). Acc g to a study conducted by Hamzah et al., (2014)
st women who excel |n\career and household need support from various parties
‘% e the balance of two responsibilities that can be carried out well and balanced.
on the research done by Hamzah et al., (2014) in general has produced a model
ﬁated to the main individual support factor when a woman is involved in the world of
work and women's success is dependent and closely related to the main individual,

namely husband, children, employers and colleagues.
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2.7.1 Individual Support Factors

2.7.1.1 Spousal Factors \i

Based on a study conducted by Hamzah et al., (2014) on (thQuccess
factors of a working woman is encouragement from her husband, including from the
aspect of supporting and improving self-motivation, along with helpﬁt?e wife carry
out their functions and roles in the household. In addition, the hus plays a role in
helping to manage the household to ease the wife's burden, espécially if she does not
have a maid (A’dawiyah Ismail, 2011). The husband's es elltial tg take care
of and manage the children when the wife is on duty abroatheue qus%f.her

job as a management and professional staff such as%djpg conferences, rpe@s and

seminars either inside or outside the country (Hamzahet al., %01 ). X
N

This is also supported by the statement of husbands v%&?)nsider that
husbands also need to help wives carry % fun ans roles 1 the household
(Rumaya Juhari, 2006). The followin m

husbands who have working wom avoidﬁk%nd @ in their careers and

households (Al-Buty, 1996; Kamar mi@nd Siti “auzi &B” 2007). In addition, the

husband also needs to suppork&' e from
engls m and physical endurance in addition to

continue the work that alwa

creating a harmonious%?‘r’eI in the ho selﬂoid@asri, 2009). A woman's success
is thanks to prayers and enc€our en rom“@husband and family members. The
encouragement o& an And th cheer@nd happy household atmosphere invite

the stability of fewyi ) O
Cq 2 9
is eoinci t the@d right that the husband must fulfill is to
associate in,a geod haili=2008; Al-Qardawi, 1999; Al-Buty, 1996; Al-Khin
and Aisug , 1998; 2008; & I&;Ehza.mmad Bakar Ismail, 2008). This right is included
wi

@D

ct @creasing self-motivation to

's right which is n?f*a property concept (Sayyid Sabiq, 1995; Al-Zuhaili,

n

‘% he need of mu'amalah in a good way and pleasing the wife's heart is a need as
rtant as food, drink, clothing and shelter (Al-Qardawi, 1999). Good

im
dmmunication involves a polite conversational style, the use of good language, a smile,
a radiant face, entertaining the wife with jokes and adorning the husband-wife

relationship with warmth and tenderness (Al-Qardawi, 1999). A household must
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establish communication that aims to advise, exchange thoughts, opinions, experiences
and delve into each other's feelings. Sharing between husband and wife also i S
work matters to reduce problems and stress (Hamzah et al., 2014). \

In addition, according to Hamzah et al., (2014) a husband % certain
expertise and skills can helped his wife in facilitating the work done. For example, a
husband who is a lecturer can help his wife review papers, meeting f(R;E and various
other advice related to management and leadership as additionalMWives will feel
appreciated and loved by their husbands and able to strengthen the'r

N 014)lthey have found

thos Malities are

®
tolerance, cooperation, understanding, not fussy, b a loyal liste r,' dinp)K;cy,
responsibility and caring. The noble role and ¢ ter shov"vn y sbeﬁmday IS

demanded in Islam as is found in the rights a es o‘szh nd iQ:{~ ousehold
towards his wife who has been married so that t jOUNI\ey ofsthe ho Id is always
smooth. % 64.

This noble nature and rele is a ba: \dsn{?d i usehold, let alone a
ti Feggiyani, 2007). Husbands

must be more understandin se these_wo in(é] \M&:n have helped ease the
family's economic burden inab al-Ghazali}j 2004 Ane husband must help with
household tasks to givtﬁe wife a comfortable sp serve the community. This can

refute the misunderstandin soc% ook ‘askance at the husband's involvement

in household cho@use itlc
have explained bxch cteristi goo a&fideal husband according to Islamic eyes.
This is very ir‘gy t in/buildi aﬂaraj ife because it can affect various aspects.

a5}

tionship between

husband and wife. Based on the research done by Hamzah e

some noble qualities that a husband should have. Am

husband who has a working wife ul 6\ I and’S

an bring dox@ra man's dignity. The fact is, scholars
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2.7.1.2 Employer Factors Y*

According to the results of a study conducted by Hamzah et al., 4), the
next factor that motivates women to work is having an employer who haﬁ%cteristics
such as caring, understanding, giving support, providing a flexibl schedule,
showing good examples such as covering the private parts, “punctuality at work,
maintaining relationships and finally providing facilities su mergency leave,
providing workplace nurseries or integrated schoolsﬁs’ance and even
permission to leave the office. An attitude of conside an r'ng\cﬁeduce the
problems faced by working and married women. ’ ’ (’.}\3’

In fact, employers who act as top man ent alip lay an im@ant role

in encouraging employee participation and ensuring tﬁat,{h alwa%s\.’have high
an organization in improving quality&an

According to Faudziah and Nor Ba’yah™(2012: 75)3 ingqease in the level of
satisfaction and work performan: ioccuti I yee&e given fair treatment

without being differentiated ery .aspect.yThe Q?;ence of any elements of

performance. The encouragement and sup Wn shaﬁ(ld include nd women in
%ter care elo t (Lunn, 2007).

>

discrimination by the organizatiormwill al to feelsatisfied with their respective
jobs. Employers shouldsalso advise em}loye t]o @he most honorable manner. A
rude and impudent attitude in/giving geprimands % Instructions will not help improve

the ability and per wce ofle es ar@r’ganizations. According to Rosninah
(2013: 258) throlg cer mithe Iné&ational Biography of Prof. Dr. Muhaya

emphasized that oyers an PI!)ydae) re like the bamboo with the riverbank and

nds on thejba boe@m is to help each other and strengthen each
hichﬁ m Prof.Dr Muhaya:
X

ork not only for tha.@/ads of life but work to fulfill the purpose of life".

\~>m Moreover, in order to carry out a balanced function as an employee, wife
a

other, women need various facilities to realize the trust and responsibility. For

Qample, professional women need emergency leave facilities, especially when there is
a problem in the family and they need an immediate solution, such as a husband or child

falling ill. Hasni Mohd Ali (2003) asserted that employers need to give flexibility in
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certain situations at their discretion. Negotiation between employers and employees is
the main method used to resolve issues and problems related to wages, allo ,
facilities and terms and conditions of service of public sector employees (Hamzah et al.,
2014). Conflict between the demands of work and family due to div'&ﬂyalties
between the two can cause stress (Hamdan, 2009). Clearly, women in tHAution need
to take on roles and responsibilities to manage their households (Saweabiq, 1995;
Muhammad Bakar Ismail, 2008; & Basri, 2009). This is beeause,Wo

important responsibility is in the household (Al-Qardawi, 199 ition, employers

men's most

and female employees who have children and husbands ne
priority (aulawiyyat) (Al-Qardawi, 1996; 1999). If the j

and there is no urgent need, then they should prioriti

Kk fr':)m the aspect of
st to megt socid@l demands

families howé i{W&'ed.

out the r osib!tl‘t%/ina

as @e reng@z(Al-Buty,
se-lac

Kk ~Z(E\%"ncentration,
2009). Employers who

But, if both are important, then it is necessary

balanced way with enthusiasm and knowledg

miss work, often get sick and make a lot

are concerned and sensitive to emploN
with the problem before it gets woré%

Working women al%hild are fagi @t- re safe, comfortable and

close to the workplace to faciwre Hanli}h et al., 2014). Child support
includes breastfeeding when'they are small -l S&%ﬁ 2006). This is because every
child born also needs %breastfgedin q\-e@ their health. The principles and
rights of breastfwxm@breastfe ing prioritizes the rights of children
(Normadiah et al4 . - (5(,

on ee&?rﬁy ﬁﬁ)antees when traveling to attend seminars,

paper prf%s and offici ngs. A working wife also needs to obtain

permi and be aéo anied r husband or mahram when she wants to travel
for r other purposes (A@Erfah, 1978). This is because women are unable to be

a;Ng e to their physical weakness and lack compared to men (Abdullah, 1978). If the

d is unable to accompany his wife due to illness or other reasons, then women

Q allowed to travel without mahram under the following conditions, just like the
onditions for women traveling for the purpose of Hajj or Umrah. Among the conditions

are safe travel and guaranteed safety, getting the husband's permission, together in a
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vehicle that brings together many passengers such as a bus or airplane, together with a
trusted group of women, the journey does not cause defamation, good healtw
0

character and encouraged to inform development from time to time to mah h
Gadut, 2006). Therefore, employers need to provide official vehicles an ions to
use safe transportation facilities such as airplanes. This matter is impor uarantee

their safety especially when the mahram (husband) cannot send the \Tw to a distant

location due to busyness with other duties (Hamzah et al., 2014)-

Integrated schools can also save time and e erWick up and send

children to school (Hamzah et al., 2014). Women involve minlstration have to

carry out their duties starting at 8.00 am until 5.00 pm. rocess icking up and
sending children to school sometimes interferes with their work affairs. eare‘a@g\mell-
being as well as the smoothness of household rs can increase/a person's work
productivity (Angeline Teng, 2013). Therefore, in "m ed women need to
manage their working time Wisely(Rumayaﬂu@ 00 $~

also equip themselves with various ski s%

knowledge and good communication skill amw

This is can conclude Qd su Visi

7]

oyers should

Iving p

AN
nv@es the activity of giving

guidance, directing and tellin hould'e doneg, rath n finding fault. Glickman
and Gordon (1995) have up ion &s thS@ kbone of an organization's
effectiveness. Effectiveé supervision

equi s[g@. planning and is carried out
continuously to ensure th the%' g&ad?and objectives carried out by an
individual are acr@unt (|199 tated E;h/%rt e influence of the supervisor is very

important on tw itm en@}nyee. Charles (1985) on the other hand
assumes that sion that i rient é'fbwards human relations will increase work

commitm&atause it ¢an %the non-economic needs of employees.
/. Vis e

Encou t from su ors |~§zo of the important factors influencing employee
commitment. Zeichner (1983)\‘%6%5 that supervisors greatly influence the way a
Works. This is because supervisors are directly involved in the evaluation of
performance where this evaluation is based on the commitment shown by
ployees while performing their duties. Therefore, a supervisor is responsible for
roviding guidance, instruction, support, listening to problems and giving due attention

to employees.



2.7.1.3 Peers Factors Y‘

Other individuals who are close to working women are their colleagues
(Rumaya Juhari, 2006). Therefore, good colleagues need to show the naturésef helping
each other, working together and advising each other towards goodn?d success in
this world and the hereafter (Maznah, 2006). When a wom aspan outstanding
personality, she is indirectly able to generate the strength tTith the pressure

around her and is able to build good relationships With% plot,/ers, colleagues
and the surrounding community (Azizi and Tan Yin anriendly
relationships with colleagues can cause stress amdan, (200 rﬁ&ﬁr the

Qﬁwmg an

characteristics of colleagues based on a study b zah et alj, (2014)

attitude of helping, cooperating, advising each (v-and s% \Y
Yv
Roffey (2016) stated that ne Woyee need Jhelp support from
qe’ i :

colleagues since they first venture i ague support is
important in career development and the s WI
colleagues are the closest guidessand stgj W&Q loyees. Although co-
workers do not have the same @s supervisors to i ce new employees, they
can influence employees, especially t av@st entered a job informally.
Roffey (2016) stated %#: who [can t[uw(\\% his is because employees go

through various stages of develop ch @development from the aspects of

socialization and p N)nalis'n.\ %
&

Gooﬁq&zr re a lin(%?@}hare various knowledge and skills they
‘

possess to he ilitate workim te@ their group (Hamdan, 2009). In addition,

working %I’nee} nyd 0 s@ their problems in order to get motivation to
w\ﬁiﬁ rk 'matt

contin in wo E'rs that are done or related to family aspects such as child

>
car: ducation (A’dawiy@)lsmail, 2011). Even male colleagues also respect

‘% ho perform well in assignments (Maznah, 2006). Nevertheless, every Muslim
uld

rogess. This is because

=0

take care of relationships between men and women who are not mahram (Basri,
9). This is no exception to any woman who leaves the house to work, study, play

politics and carry out other life activities (Afzalur Rahman, 1993). Colleagues, whether



male or female, can cooperate with each other in work matters according to the
guidelines set by Islam in social relations (Al-Qardawi, 1995; Maznah, 2006). T

2.7.1.4 Children Factors Y’
Children also play an important role as drivers Vﬂss for working
'S

women. The number of children, gender, age and chil

araiteristics greatly

influence the role of working women to be excellent s (Rumaya Juhari, 2006).

Naemah et al., among the purposes of working womegn is to"provide a r Eduwi-ion
. . A aidh | >

to children. According to him, children become a teand motivation oLé'ﬁ]other

to succeed in career and household. 7 \/Y*

Therefore, Islam obligates child-gio, ents Q!XZ; as they do
not command them to commit immora@ go both of thém. Always be kind
hu

to your parent means respecting, being ei ang along well and

obeying their orders as long as i (‘!vot cc@fi Jén’a (Al-Qardawi, 1999;
iti em

Muhammad Uglah, 1989). In for@dren to do good to their

parents including actions and

Allah S.W J"had state in the Qurfanjw, eans:

: ‘ N3 .
"And we oblige ma%j go ‘rs{ his @énts; and if they both urge you to
associate me (in %v ship) with_something.of which you have no knowledge, then

do not obey then e s yo i, a)@ will explain everything to you then I will
explain to y: erything yo eﬁ "

one.
Y
% 4 f % (Al- Qur’an. Surah Al-'Ankabut, 29: 8)
Y.
N
S
\ Therefore, the birth of a child in the family should not be wasted. Parents

dﬁld educate their children to be good children in this world and the hereafter

osninah, 2013). Children's education according to Mohd Hamid and Khaulah (1994),
includes education from physical, spiritual, religious, moral, social and intellectual

aspects. Because of that, Islam obliges parents to provide sustenance and educate
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children to obey the commands of Allah S.W.T and have noble character (Mohd Hamid
and Khaulah, 1994; al-Khin and al-Bugha, 2008). Choosing a good school is
basis for the formation of children's good morals and determining theilﬁ ion

(Rosninah, 2013). (f)

Al-Qardawi (1995; 1999), asserted that the most important job for women
is to educate the next generation. Women are responsible for caring fer and educating
children (Al-Buty, 1996; Abu Syuqggah, 2002). Women are reswe for educating
Mohd Hamid and

e cal1 be an effective

children starting from the womb until they are born into the
Khaulah, 1994). In fact, in certain situations the atmosphere

and better learning environment than at school especiall e early I\‘/Iakheran
Asarona et al., 2013). Wives need to educate childr ith solid relig ui k 'bxdge
by performing all the duties that have been mad igatory for!Muslims (Al-Zuhaili,
2008). Thus, parents who are successful in edu nd DQIQ od model for their

children will give birth to children who a e enev? anthable t e both their

parents happy as well as support the ca@ess of amaut ndignother (Rosninah,
2013).
| <N
@

&
< Gt E
TS
WAdvelej%

S
2.8 Barriers on Women Ca ce mi 0’
> P 4 4 &
Based t h the r‘e \!&0 the iers on women career advancement it
derives on two ctive_whichds by

NN
Simpson persﬁm which the ?rherﬁ,gdhsist in two aspect which is by “person-
S

—9

ardawi perspective and also from the

centered b%: nd ‘Ssituatio cené];ed barriers”. The following explanation were
explain % . f é\

A X"

E\.S.l Islamic Perspective by Al-Qardawi

N
S

Based to the Islamic perspectives in term of limits of working Muslim

omen in Islam, through the Fatwa al-Mu'asarah, Al-Qardawi (1995) asserted that it

is necessary for women to work, then the necessity must be bound by several conditions:



which is firstly, the work to be done itself is halal work. In other words, it is not an
illegal job or one that can lead a woman to the valley of immorality. For e ,
working as a salary man for a single man and being a waitress in a bar that serves aléehol
and arouses men's lust. Secondly, the woman must maintain manners £ﬂ)ﬂuslim
woman, whether from the point of view of dressing, walking, speaking Aon. Lastly,
the work done also does not affect other obligations. This includes oTons towards
husbands and children (Al-Qardawi, 1995; Basri, 2009). As a wifg, child, a

this is a woman's job and obligation for her family. Furthermo en are permitted

nd mother,

to work within Islamic rules and limits. If the work they do e then' to neglect their

aWith their
of usba{mnd
work b se’ m&ﬁhatory
ethin’g per@ggible.

responsibilities, such as taking care of the welfare
children, as well as other matters related to the marri
the rights of their children, they are not permi

responsibilities cannot be neglected in order to

NGBS
. &
2.8.2 Western Perspec@mpﬁon v Q&)
PP

According to nd Barbosa (as dgrl ed in Domenico & Jones,
2006), there are major obstaeles to \&:jeg ba@ advancement. These obstacles
develop over the course of oman'!‘{ sﬂ.e(au,ends school, works, and gives birth.
Barriers can be ov; m as @Swan tal., (1997), if the type of barrier and
the person's per %are i FI T@two different sorts of career obstacles,
according to SZO )d;%cﬂbe&‘b? Simpson (2004) which is the first barrier is
“person- e%’ an‘('l tbeﬂo ba@ers is “situation-centered”. The explanations of

the bari explained as belo
S
N

d
N



2.8.2.1 Person-centered barriers Y-
The first barrier is "person-centered," which includes pers:gﬂracter,

qualities, and behaviors that are unsuitable for managing responsibili Person-
centered explanations claim that for example, that women may lac e important
abilities or have inadequate educational backgrounds. AIternatw ey may value
work-life balance and job satisfaction over traditionallyw conceptions of
professional success. As a result, women may be less read en ,o undertake the

time and energy sacrifices that full commitment to Ing rapidsimprevements in
status, salary and managerial level demands. AccOkding to the re rih 'rae)@' by
Simpson (2000) a barriers of persons-center%e overco by e\hancing
confidence, management skills, credibility an I a H'gn i caree(gs'piration.
Moreover, improved credibility, embark of hi m :&ak

ions a ‘gssertiveness
are significant outcomes and this ma I'ﬁaj imp
s 1IN

change agents by seizing opportunitie stance, see

omen’s ability to act as

and @aining a job move

and or challenging the status quo f&?ance%?i %q er a typical activities

and functions) in order to overc@ e barriers faqg.\iﬁtheir careers. (Simpson,
N Af

2000). S"

N
Through thi resegch the althor fin@“person-centered barriers” are
rﬂo&

linked to the barriers o ninr the pgsonal factors. Personal factors that

effected career wo M co@conte@mk of confidence skills, credibility,

career aspirations andhso on: iﬁ'

@ ! (,)(J
Q? *
Y.
28.2.1.1 nal Factors
According to Bombuwela and De Alwis (2013), the individual element
Qers to a person's personality and attributes which differentiate them apart from others,
u

ch as their level of confidence, unique characteristics, and inability to market oneself.

e |

Accordingly, women have a profound impact on a person’s attitude and traits, such lack
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of confidence and difficulty managing their emotions. Consequently, this has put
obstacles in the way of women's career advancement. As a result, this had made i r
for women to succeed in their careers. In addition, women are inferior to mﬂ?nfs
of their physical attributes. Men are strong, whereas women appear to b% As a
result, both exhibit physical differences. While in terms of socializatﬂ,&ach person
differs in the roles they learn and adapt to as a result of gender role tereotypes.
Women prefer to speak and hear a language of connection and W , While males
tend to speak a language of status and independence, since re influenced by
gender norms and stereotypes (Goodman et al., 2007). Me ?r:a'sculinity, whilst

women exhibit femininity. '\d
]

Not only that women easy getting on to otional jwhen hiy p{%&red
with works (Bombuwela & De Alwis, 2013 ce the} ave/to handle dual

responsibility at a time. As a result, it gives paT! nega%
o ;

leading them to believe that they have a hw g thei otions when

faced with obstacles than males do. BK%? Is sim f org@lations to manage

men than women, they choose to hire men‘ave ever, despite the fact that

women have difficulties managi %emo& l’\‘have an advantage over
4]

men (Hussin et al., 2021). Ba e research yuHué?et al., (2021) individual
factor has a significant impacthﬁrds eer d\e%e opment.
f @

According Gooaan et ) t@hor suggests that when dealing
om;

with their employees, w mer suasive, better listeners, empathic,

ression~of women,

3
@

D/

\‘

and open to other peo poir{ts of'view. T ore, even if it is simpler for males to

be involved in v@w it en, \@jél@n still have a high level of qualification
since they ar(a? to fmana dgme Sﬁhl tasks at once, such as family and job
engagem rder t0 ensure th omen have the opportunity to advance their

sho

career e sotal&‘n re»'ofthQi-;responsibilitiestotheirfamilies, the organization
\Mke this into considera@’

Women's career advancement is also influenced by personal characteristics
S as education, self-perception, self-efficacy, and motivation. YekinniOjo et al.,

017) discovered that for women to advance in their careers, they need to take more
chances and have trust in their abilities. According to Fernando et al., (2014) study

findings, women's career performance is positively impacted by their capacity for

39



leadership, working well with others, integrity or honesty, dedication, and adaptability.

Through the study relate to “Gender Inequality Affecting Women’s Career Pro
in Malaysia conducted by Krishna et al., (2022) found that there is an inﬁ@:ﬂt‘
relationship between individual factors and women’s career progression, %idence
shows that individual factors are not major factors towards women’s ca gression.

However, researcher will study and make a research again related to t onal factors.

2.8.2.2 Situation — centered barriers \d
X

The second barrier is "situation-centeé?ﬁch refers e'imxie%iment
within the social and cultural context of the workplace*enviroament itua.t\ivéﬁ'?centered
explanation are those barriers that are located incompa tices and, barriers that

ster, g;e on women.

have behavioral and cultural roots Which(sNE m
ieS and es in@xining and career

Within the former group, corporatem
@ponents of the glass

n
development, promotion, and wag@icited \mﬂ ta

ceiling that block women fror@ the top, lack of C@ning provision, lack in
leadership training, lack of 4gar guiwjd‘d@)m colleagues, negative
attitudes to women managev%/it:lt e ext titudinal and cultural reasons,
negative stereotypes rr% y women aglless h@cal and consistent, and thus less
capable of making %ﬂ bﬂ\% wg:égtated by Heilman et al., (1989) and
re he c

many more. Thes& on sifica&r;% based on Powell (2000) and Oakley
(2000). N

N T o C_)(.z
chiaesea h itcl 'fled{ﬁat glass ceiling context, gender discrimination,
work lifg"confhict, cfflduq;%ppor@nter, family consideration, excessive work and

exhaustion and also organizatlong;[ructure, culture and practice are associated with
= S

tha‘\'tu on-centered barriers™

N
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2.8.2.2.1 Gender Discrimination T

Discrimination is nothing new in the world of work and has be@en to
have a negative impact on victims. Discrimination can be defined as a-%ful action
06). While
ecision based

by one party to a subordinate party (Parkins, Fishbein & Ritch

according to Mishra et al., (2015), discrimination is defined as
on prejudice against a group of individuals caused by race, clas orientation, age,

and disability. In general, discrimination can take man d ong them are

physical attacks, verbal threats, avoidance, and exclusi ork (Parkins, Fishbein, &
Ritchey, 2006). For example, discrimination against candidates aged dt)vet{who
apply for a job where the candidate is not glven®rt informa a‘)q_qi'the job
applied for (Pager & Western, 2012). P 4 \/V("

en focu%&.searchers is

feMale workers compared to

One of the forms of discriminati
discrimination against gender which is u i
male workers. There are many preMtud' th ove ggt female workers

s
%ce intﬁws @exual harassment, for

formS of di 'min@n (Cheung et al., 2016).
ect "ﬁfis caused by the reluctance

of the victim to make a rep?becia ly w nlitﬁi&.@w\es the leader or an individual

who has an interest in% pany (Ahm ‘Sh&/ [, 2005). In fact, Wilson (1995)

also supports that soxal)hara N ually involves high-ranking parties at work.

Mathis and JackMO ) on.the r ha ink that sexual harassment can happen
N

between emp y}\and fe;%enblo&%e’ if it involves certain rewards such as

promotion%ds' on. Howevyery, as s@_gd by Ahmad Shamsul (2005) cases of sexual
harassm% sually not rtede&h this makes it difficult for the authorities to take
action.

\ Other than to sexual harassment, female workers also face discrimination in

experience discrimination in the

example, is one of the most w.

This is because sexual harassment.is diffic

orms such as receiving lower wages than male workers (Bobbitt-Zeher, 2011).
vious studies have shown that female workers receive lower wages even though they
old equivalent positions to male workers (Simun & Azizan, 2016). The wage gap

between female and male workers has been found to occur regardless of whether it is in
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developing countries such as America (Simun & Azizan, 2016) or in developing
countries such as Malaysia (Rahmah, 2009; Mohd Nor Aizat, 2012) and in b
countries such as in Bangladesh (Ahmed & Maitra, 2011). The lower participationyrate

commitment (Siti Norhawa, 2018), the stereotypical view that women

among women is driven by various factors. Among those factor, family
Q&qualified

to be leaders in organizations (Eagly & Carli, 2003), and wage dis tion where

female workers earn lower wages than male workers (Ministry4@f H
2008; Noorazeela et al., 2016; Zaiton & Nooraini, 2015; Rahn‘T
e

an Resources,
ris, 2012).

dénied the right to

promotion despite being qualified (Simun & Azizan, 6; b'B‘I&-der, 2011).
@

According to Bosak and Sczesny (2011), employers
performance of female employees, thus affec

Stereotypes that state that women are not capab i
of the causes of this problem (Ridgeway &S@j
a form of discrimination against wom e they
performance but on identity and femh chas@'
Klonoff et al., (1999) the researc e%ﬂd th@ﬁ'
associated with luck and hard the other h?ndg su@fgful male employees will

is has@&;ctly created
@wt based on work
In,a"study conducted by

le employees will be

be associated with the abilityN e. In-addition to cultural factors or

ilities
- - - \ - -
beliefs that believe that ﬁomﬁsﬁould ot be'given :q%l rights with men, other factors

|
that are also the cause rimination a igst<f<e/ le employees are organizational

structures, policies, WacticTs
ura@%a et al., (2020) highlighted the level of
discriminationwinsthe rk‘pl ,.Epecﬁ’l'éally against female production operators

working i nufactring'sector.\By using the model of Ozer and Giinliik (2010) as
the bZEWe fraF;e rkdfor Qle study, which relates the relationship between

\geway %@.ﬂgland, 2007).

discri tion and the intenti@ remain working, supported by previous studies in
a Nide the country, for example, Noorazela et al., (2016); Zaiton and Nooraini
% Rahmah and Idris (2012); Nurul Nadia et al., (2016); Plickert and Sterling
17); & Sultana and Erlina (2012). In this study it proves that gender discrimination
eferring to female workers still occurs in Malaysia. As the number of women

participating in the manufacturing sector is increasing, coupled with the high number
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of job vacancies in this sector, it is important for employers to take serious attention to

human resource practices in the workplace.

Based on a research survey conducted by the Women's Aid Qrganization
(WAO), (2020) in collaboration with research agency Vase.ai (2020) en@nmen‘s
Voices in Malaysia on Discrimination & Harassment at Work" shows that 56 per cent
of women in Malaysia have experienced at least a form of discrimination in the
workplace. This includes receiving comments or questions aboutwl status or plans

aWnd being asked to

and lJreparing drinks

to have a family, promotions being left to less qualified colle

perform tasks that male employees do not, such as making
and so on. This survey is based on the views of 1,010 wo in Malaysi nderstand
@

the conditions and experiences of women with @nt and discrimi ati(&;x‘the
-\

workplace.
P ’ X

N
WAO Campaign Leader, Natasha ngavat', Masized HQL~47 per cent

job interview process,
erf@ertain tasks as a

r cent of women say

of women have been asked about their m Ntus dm‘in
while 1 in 5 women have been asked ahgut their ability
woman (Women's Aid Organizatio % 2 : T

itytégve or no paternity leave,
and 55 per cent say that the paxleave iven ishot eno&. According to the World

Bank (2020) the female lab art tionjrate @9 was 55 per cent, far below
the male labor force p%ﬁ%ﬁ rate E‘jel c@. iscrimination, harassment and
the burden of unpaid care gn w en m‘ﬁegqhe main causes of women's lower
participation in th Mrce@ affectéébath women who are working and those
who are still Ioo% wo‘ \

N
O
otha constraint
employ% not wa tt

tr'th @ er discrimination is in the beginning, some
N ol 4 > L
when they have a family. In fa% they are able to return to work, it is difficult for

that their husbands are given less than o weeKof pater

plo \men, thinking that women will stop working

wo‘gb advance to a highef‘f@el in their careers. Principal consultant, Shanthi in a
nducted by the United Nations Development Program (UNDP) and the

st
Qﬁysian government to increase and maintain women's participation in the human
r

ources market said, gender stereotypes are common in the labor market. If employers

have the choice to hire either men or women, they prefer (employ) men because they

43



consider women to be less productive. Not to mention women in the childbearing age
group, there will be an aspect of reluctance to hire them (Nina Muslim, 2022).

Currently, gender discrimination is not clearly prevented in Mcm ven
though the country signed the UN Convention on the Elimination of&ll Forms of

Discrimination against Women in 1995. Ironically, the government's effortsto create a
more women-friendly work environment such as increasing maternitm to 90 days,
may encourage employers not to hire women. There is anecdotMence that some
business owners prefer to employ men so that they do pot Wo pay the cost of
maternity leave (Nina Muslim, 2022).

Discrimination not only has a negative,impactron

victim but also on the organization in gener ployees ol e_@'r}lence

discrimination will experience depression and affect'work perfo ce (Hammond et
: : Ny
al., 2010). Sexual harassment that occurs in the w \'HBQWI” ause the work

environment to become unconducive an%?ﬂhe ivity of company, the
problem of absenteeism increases, anw or@eases (Simun &

Azizan, 2016). In addition, organizations also \hQT f being subjected to legal

action that can affect the good né 0 hed) nizatio (R@mi et al., 2009; Austin,
(7]

2000). X
G

hs.z.z Qlass Qeiling, <>
>
|
T‘q} ce in§ definition g‘ﬁbompasses a symbolic barrier that prevents
specific in% s from adyan ingi?g‘(eadership roles in organizations. The phrase
scriﬁwus attﬁu afd difﬁc Ities women and minorities face in their career

de
pat h this invisible bar,@’hindering promotion to managerial and executive
Itlens. Men dominate upper-level careers as part of the culture in society, which
es and accepts them as suitable candidates for such roles (Indeed, 2022). The
QSS ceiling concept highlights inequalities in the workplace, predominately affecting
omen and minorities. Various factors contribute to the social permanence of the glass

ceiling, including gender roles, discrimination, sexual harassment, organizational
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management and psychological factors (Indeed, 2022). The "Glass Ceiling"
phenomenon, which refers to invisible, impenetrable barriers that hinder wom
advancing to higher executive positions, has been studied for years. The W Sis

suggests that women aspire to advance in society and organizations :%lety of

reasons, even when they are qualified and possess the necessary skills i

According to the research made by Rahmah Ismail et al., (217) attempts to
examine the extent to which the glass ceiling and sticky floor eﬁNist across wage

distribution in the Malaysian labour market. The study's findings,demonstrate that there

ur n'arket since men

receive greater earnings each month than women do. Th inary le res (OLS)

®
estimation is supported by wage quantile anal;%ﬁich indicates hrt t@)&age
up

difference is more pronounced at the bottom per" quantiles of't*#e wage

IS a wage disparity between men and women in the Malays

distribution than it is in the middle. This data co the existence of the glass ceiling
and sticky floor effects of the gender e gap, \m“lic ay h@uused by the

overcrowding of female workers % job r d ﬁ&more pervasive
discrimination performed by emplo highe Job & Oneof the causes of the
glass ceiling effect is the difficult #ﬂyncirw\:”h r Qévanks.
< ' &
S«z
S

z {
2.%Work Lei nfli Q

Worl@an @rien@hen the demands of one's work and
family obliga%;onfl t with 'gd awghér and make it impossible to fulfil both
, 2

(Twomey 2). Lb-:?te ow@gny hours they work outside the home, research
S

e

have sh% wongen sti houldé\fhe majority of household chores and raising up

child responsibilities. Burke & MEZeen (1994) came to the conclusion that working
wow{a more stressed than%rking men. Maintaining a work-life balance involves

are of kids and elderly parents, as well as thinking that women should prioritize

efhg good mothers and wives before being effective managers. Twomey et al., (2002)
&im that if women choose not to get married and have children, the need to balance

career and family can be avoided.
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Now, women are often seen always facing conflict balance between family
and career especially for those who have married (Fatimah Abdullah, 1985). M :
the average working woman spends a lot of their time with a tight daily rou% hey
have to get up early in the morning to manage children and families, Csry work
with an average of eight to ten hours a day, return home late aﬂernod&a

and continue the task as a wife and mother. This scenario has caused t to become

too tired, tired and emotionally full of tension. Not only that, theresis so much more who
neglects her husband and children. Yapp (2018) claims that Yw

increasing number of hours, women are still required

orking an ever-

rm fhe majority of
household chores. He discovered that they spent three ti

much time opdlousework
as their husbands or partners did, including cooking, €leaning, and washing. * X~

| &

The same problems that women in Ma aconfrg'nt xistin th as well.
According to Stalsburg (2017) women carriedT more, res

sibilitysthan males

it co@s to financial
th@en to be in charge
social8vent organization.

opt@ion and Family Survey

obligations with alternative jobs. Wo %Jch mo
of grocery shopping, dinner preparation, h ecleaw

Meanwhile, based to Fa h

(KPKM-5) (2016), which x out they Nati Population and Family
Development Board (LPPK: dtI most one fifth, 18.7 per cent of women are

working facing probler(s in balancing

main problems is due to lack of tln{f aFH&((SlQ per cent), childcare problems
(13.0 per cent), Ia&?’h@' e f(@ (11209@ cent) and workload at work (11.2 per
cent) \

=
S

e roles be@ge career and family. Among the

)
cording to'Nutul aﬁ;a@oseand Mohd Yusri Mustafa (2018) (as cited

in Mirowsky, 03)§h S :at eo@\w'/vho experience stress higher is women. This is

due t le that is often p@re and pressure have become the main cause of
emoti stress mental and sical. When the working woman is married, her

‘% bilities and duties are not only focused on her career, but her husband and
children also need to be a priority. In addition, the pressure will be higher when the
1ld care problem is fully responsible for the woman. According to Nurul Naimah Rose

and Mohd Yusri Mustafa (2018) again, among the causes that pushing towards stress is

due to less free time for family and self, excessive homework (as mentioned in Bird,
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1999), childcare issues, lack of communication with spouse and fatigue (as cited in

Glass and Fujimoto, 1994).
For example, due to the COVID-19 pandemic that has hit the %,

the Malaysian Government has implemented the period of the Movement ont Order
(MCO) which started on March 18. Many workers who are instructed to Work from
home include women. However, some individuals feel that working f home is very
challenging especially for those who are mothers so it can causewdue to the need
to fulfill various responsibilities simultaneously such as takin of the household

and children even and at the same time also need to perfor S fro'n the employer.

As a result, women who do not balance work and familyWwith prefera I lead to a
negative impact especially on family institutions whi ill eventually ail to@jsge; of

domestic turmoil and divorce.

Indra, Tanusia, and Abu Baker's 013) Malso errd that the

respondents agreed with the idea trEWm nd hawing additional
a

responsibilities at work will have a ba on family i Th@because working
longer hours is difficult for them. |t|onally, M strated’that women are better

competent to care for children t ?e 4 Ww the_};ellef that they are better

suited to handle family oblig Since t‘Fn nﬁ'r'und it reinforces the idea
that one of the biggest obst o Work pro is family obligations.

Not only % f the main cgn@'alaysmn women leave the job is
lack of work-life balance, accordi surve C nduct from TalentCorp and ACCA

(as stated in Jaya 13 ei ys ar en up by long work hours, which may

seem normal ey re sin ut a G.mproper when they are married and have a

kids. Despl e ct that t oﬁ'ntQJtlme devoted to work is similar for men and

women, o wo V;n spe@ﬂore time doing housework. Working women

fmd |t ging to balance thek/%mmltments to their families and careers in order
both (Lim, Tan, &&Bn 2013).

% Additionally, there is a disparity between family needs and the supports
ded by the employer at workplace. Government and organizations are not doing

ough to support working women. Although the Employment Act of 1955 (Amended

in 1998) introduced flexible working hours, many organizations still do not support flexi
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hours and part-time jobs. The disadvantages faced by part-timers are numerous,
including their placement at a lower level positions, the non-recognition of their its,
and the lack of opportunities for advancement (Abdullah et al., 2008). \

Inequality also exists between the supports provided by th %)nd the
requirements of the family. Government and organizations are failing t0 support
working women enough. Although the government established flexiblg" working hours
under the Employment Act of 1955 (Amended in 1998), many orwnons still do not
support flexible hours and part-time jobs. Part-timers are onw at a disadvantage

advabtages are not

because they are assigned to lower-level positions,
acknowledged, and they have less opportunities for advancement (Ab al., 2008).
Since organizations perceive work and family as w diffe;l:t thi gs' it‘@)&;een
challenging for working women to balance multi uties (Amaratunga et al., 2008).
! 4
According to the survey by made Hui2014) \lclsu'ndica tothe research

lancesswith Malaysian

related to Malaysian women career EVanceme \No(l?
predictor of the barriers of womenycareer ncerment. T@efore, it is proven that
women perceived work-life imbalance as obstaclesin ’ﬂ\eit&eer advancement process.

This result is supported by rr‘Shies rom Lim et a 013) and Amaratunga et al.,
(2008) indicated that %@?&omer’ are avingy%‘iculty in devoting their time
equally in work and family_if ord 16 . in both roles. This is because they
spend more times e Wdrk t men e@n though the time devoted to work is

equal with merg{: worKki ES takﬁ\ja‘ﬁ their whole day, it is a challenge for
working wo lance thei Mti%lé'a)mmitments.

%irvey.pd copdu ted@ Arham et al., (2019) found that household

responsibility’and financial need%gé found to have a significant relationship and effect
towar ork-life conflicts. N(EB Omara, Ahmad, & Ismail (2016) found that the
fi\% needs of employees will be related to their work-life conflict. The findings

r | a strong correlation between a positive relationship and both financial needs and
Qrk-life issues. Increased family expenses may influence this woman to work to help

the family financially.
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2.8.2.2.4 Child-Care Support Centre \? '

Reliable and affordable child care is crucial for working moms whowant to
continue their professional careers, according to Talent Corp (2013). Ac€ording to
studies, working women have difficulties related to childcare (Moilangn et al., 2016).
Finding quality child care while working is an issue for Workingwen according to

Hein and Cassirer (2010). Therefore, the possibility that otWill need to stay at
em‘:loyers for child

care. Working women in Malaysia continue to struggle with the) co gh-quality
®
child care. Therefore, organizations that enforce | in favour of i'd c&zmay

home to care for their children can be reduced with the su

increase the percentage of women who stay in th our. Workihg moms may~depend
on impromptu child care arrangements because ack acces$ito formahchild care,
which can be stressful (Boushey and Wri 20 i

for families experiencing financial ha& oweve
companies have policies supporting child care, which

helpé}y be essential

Iayédust 7 per cent of
eIEi xplain why 35 per

cent of working women leave t SSio i@care is too expensive
(TalentCorp, 2013). In accord the|‘|’ budgetand l@urces, employers should
also have breastfeeding assistamw IiLl' ceduiés Dinour et al., 2017).

%

LS
NS W
AT

ily, Co
2 9
la

Qﬂa:ge IS Iojz%)e e&'(o women's poor labor market participation,
which Qt} the dﬁ‘ 0 have juggling work and home responsibilities
(W nk Group, 2012). TheZ;e\Nest workforce involvement rate is among married

who spend the majority of their time caring for their families at home.
itionally, there are few outside childcare options that are both reasonable and of
ellent quality, and even when their child is in kindergarten or primary school, many
omen find it challenging to return to the workforce due to the relatively short school

day. Managing work and home duties is harder for female managers who are also as a
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mothers. This is due to the fact that childcare is still the mother's responsibility, which

places additional obligation on working women that is rarely faced n

(Amaratunga et al., 2008). \

According to the outcomes of a TalentCorp and ACCA sur\% ducted
in 2013, the primary reason Malaysian women left the job was to start famili€s because
there were few other options available to working mothers for child c&? hey are also
leaving the labour due to increased costs for childcare and maidwes, lengthy and
rigid work schedules, and a lack of workplace support. Abdu al., (2008) assert
that women are strongly committed to taking care of their f , panicularly in many

Asian nations. The fact that there is a conflict between w nd family+i akes them

]
more stressful. ’ ("}\-‘P
A
According to Mallon and Cassell's st fromr 19994 'the \d/qmand for

extended working hours makes it difficult for women IR, promotions in various

5

industries. The chances for advancement also unweort r women because they

have to sacrifice spending valuable ti ith’their fami an@ mothers find it
challenging to concentrate on their work once th \reu{r fr é&ternity leave (Jacobs,
2012). No one will look after their'ehil Ieas%wi atiqb;has a solid child support
system that allows them to %WO i hqpe %f mind. However, some
women continue to work b e they have kinship rust relationships with their

%f tth chi ren\‘l'ﬁe also employ servants to assist

with domestic duties so th ayd@ oré ime to their jobs (World Bank Group,
2012). Additionally; in ertohan the stréses at home, it is crucial for dual-career

couples to plange\fu . So

. . . &
enlist his ass&ﬁj 0 cample
i%unship nd sfri

e supporto sﬁouse?n family is crucial (Lunn, 2007). A research made
14) illustrated that @if consideration is significant and positively relate to

t:Ners of Malaysian women career advancement.

N

parents, who help themi'take

nw are household duties with their husbands
choﬁ@ (Abu Bakar, 2012). In order to maintain a

dual care a nce between a woman's position in family and
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2.8.2.2.6 Excessive Work and Exhaustion Y-

Hasani et al., (2021) in research title exploring the challe ed by
working mothers and the perceived factors to retain them in the private education sector
found that each participant admitted to feeling worn out, to feeling fw frequently,
and to had limited or no time to look after their own personal well=bging. They admitted
oTons causes them a

e aliandoned. Some
e theig familiesi All of the

L . ® .
individuals reported feeling extremely exhausted, w can alsobe a Sign, of &35 in

that managing their work-related responsibilities and famil

lot of stress and confusion about their priorities and wha

women decide to forego their careers in order to pri

one way or another. The results of this study sho t workingm rs’e ehind
their spare time and have little to no time to tak th é}l ; noth@‘zghallenge
to successfully balancing their job and hom@r:eﬂtxime @Eement.
Cqy &
N O
& NP
N
2.8.2.2.7 tio ture, Qtlg’ture and Practice
N N

According to KTYW??’ wo are ag}to advance their careers only
if they have access t% capita‘I‘ whi ‘Jﬁcm}s mentoring, peer support, and
networking opportunities. Accordifig:to aginsémjf Sundstrom (1989) mentoring has a
considerable po&bwp%@me@b advancement. Having a mentor
considerably f, MS W, nl?pwprdé)&}er mobility since it increases their chances
of promoti %imu anequ ﬁ'el@hem achieve their career aspirations through
this sup@m. W e )/ |ca®ack access to power structures in organizations.
In order t courage omen's\c,g%ers, mentorship is a potent sort of professional

strate hrich, 1995; Hopkiﬁsca al., 2006; & Ezzedeen and Ritchey, 2009). Women's

w

—9

ngl Str

trainings may assist in their professional skill development. The concern is,

ac
6 ese programs and training available to women?
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The fact that organizational hierarchy was heavily gendered and pre?:gd
nd

is one of the issues with organizational structure. According to Laura (2011:§0&i

structural barriers continue to restrict women in the profession from reali ir full
potential in seeking of career progression. Glass ceilings that preve en from
rising to the top management positions still exist in organizational CUTM practices.
The 'hidden prejudices' in organizational structure still restrict W(W m entering the

next phase of advancement.

Another challenge that impacts women's produgti a d'effec iveness at
work is a lack of support from organizations. Mothers wh rk, in parti r struggle
to reconcile their conflicting responsibilities, which uently leads |Ple @Xf.lict.

th coulqzb-§|p them

entor@darticularly

why there are so few women in leader: ale @‘Aors tend to favor
stated that male leaders

helping women. This is supported by Colléy 2)
frequently choose to help other m: ce(i rship Qes rather than women in

Additionally, organizations do not give women access,to reSOlj;c

ents™ack

female mentors, who can help women a

order to perpetuate the idea tha en are qualified to those positions. Women
ace t@rejudice that their numerous
responsibilities prevenisthem{from at sitions. A lack of social and
cultural capital chance%omen i the onk;ﬁ@:e is the result of such stereotypes.

Access to informati WU'[ tralnl ortur@fr'and promotions is another factor that
can prevent wo &qu m a ncem@m their careers.
r\ @ l %(J
; O
u) 5\

’
<
O
S

who desire to advance in theiré&rs fF
ini

4

&
$
S
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2.9 Conclusion Y'
Therefore, it clearly shows that Islam does not complete‘I%ernt the
ment

involvement of women in being decision makers at the highest mana vel of the
country other than the position of Caliph. This requirement shows that Islam elevates

the ability and credibility of women as compared to men. This woves that Islam
does not ignore the role of women in contributing to societ nAQe country as a leader.
Although Islam has given freedom to Won%r w that are

compatible with feminine instincts, women musw the principl&s o STE;)BThat

have been established through the mastery of ext knowledge in‘garr in'g\out their

responsibilities in leadership, in addition to beiﬂYwus wji&; ther@é women
a e

who are involved in leadership also need t@ maintain -respe zr?laintain the

manners of a Muslim woman and mainta@j mit mtio@e ween men and

women in every action in order to achi uccess not only in@ world but in the

afterlife which is eternal. c) N
% %






