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Abstract

This study aims to investigate the barriers to women's career development in Jordanian
higher education institutions. The current study comes to investigate the role of different
barriers (i.e., organizational factors, cultural factors, personal factors, and social factors) on
women's career development. The study followed the deductive approach and used
guantitative methods by using SmartPLS software package for data analysis.The data were
collected via online questionnaires that had been sent out to academic women in Jordanian
higher education institutions. 173 responses were received and the response rate was
about84% The results revealed that four hypotheses were accepted (organizational culture,
masculinity, job alignment, and cultural stereotype), and four hypotheses were rejected;
Customs based on gender, Female competitiveness, and gender stereotype, and low skill of
females). Practical and theoretical implications were proposed, and recommendations for
future research were suggested.
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Chapter One
Theoretical Background
1.1 Background and importance of the Study

A career is described as a series of work-related roles that people hold throughout their lifetime
(Bostjanci¢ and Petrovéié, 2019). Career development is an independent term, which refers to the
mechanism through which people and their managers perform different activities, conducts and
experiences inside and through workplaces and organizations (Al Imam, 2020). So, career and career
development concepts are linked but they address varying aspects. When differentiating common
career investigate with career advancement inquire about, career advancement investigates centres on
how individual and organizational components impact people's career changes over time.

Academic career development relates to the development of academic institutions in learning,
teaching and administrative positions in various institutions including schools, universities, colleges,
record studios, research institutes and centres (Zacher et al., 2019).

Academic career development study is highly relevant and crucial for three key purposes. In the
first place, most academics are well-educated and extremely specialised in their study and/or teaching
areas. The majority of academic staff shows high intrinsic enthusiasm in their jobs and “taste for
science”, they are more likely to receive a fairly low wage, and are more concerned with working
arrangements that offer them the stability and freedom they want. (Roach and Sauermann, 2010). It is
imperative to carry out a research on career advancement in this field instance to better understand
how career development can vary in other contexts (Baruch, 2013). Second, Scholastics and
researchers have been paying expanding consideration to scholastic career development in later a long
time (Van den Brink, Fruytier, and Thunnissen, 2013). Accordingly, A few scholarly organizations
around the world have taken a vital approach to staff and career development. Third, Scholastic career
arranging standards and observational articles can be found in an assortment of logical disciplines,
and there is no conceptual integration (Zacher et al., 2019). The inability to integrate would keep the
subject from being understood and so, prevent more theoretical growth, diligent scientific study and
consistent guidelines for practical implementations. Researchers believe that the barriers to career
development are not only known by academics that Look at career development, as well as person
scholastic execution, university and policy makers (Zacher et al., 2019).

However, in the world and the Arab world, especially in Jordan, women’s career development
faces challenges and obstacles, and there is little research on the obstacles to promoting women’s
careers (Afiouni andKaram, 2019; Tlaiss andKauser, 2011).

In the past few decades, the expanding number of ladies entering the workforce highlights the
require for a career advancement hypothesis that takes under consideration women's lives and
encounters. (Omair, 2010). It's worth recalling that the number of ladies working has risen
significantly. Ladies made up less than a third of the populace within the 1950s. Be that as it may,
ladies presently account for about half of the workforce within the Joined together Kingdom, and the
extent is rising in most other nations (Reddy, 2006).

In Jordan, a few endeavours have been made to see at women's occupations and sexism (Nseer,
2015). Be that as it may, scholastic women's status has gotten inadequately thought (Ensour et al.,
2017). The opinions of female scholars have not been studied, and their voices have not been heard
(Ensour et al., 2017).

This study aims to provide insights into the career development of female Jordanian scholars. It
aims to investigate the different types of barriers (organizational factors, culture factors, Women’s
scholastic career development in Jordan’s higher instruction education are affected by individual and
social components.

1.2 Research Context

Higher education policy has become increasingly important to the national agenda. It is
generally recognized that in a knowledge-based global economy, higher education is a key driver of
economic competitiveness. This is a major development, which enables high-quality, high-level
development in both developing and industrialized countries. Education is more important than ever
(Pundy, 2011).

Sex value is vital in nearby government since men and ladies confront diverse impediments in
totally taking part, so that they are being represented and have decent opportunities to work. On the
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other hand, it is important to provide appropriate measures that allow impartial access to basic
services and resources in order to obtain positive management dealing with the gender factor.

Jordan's higher instruction segment is respected as a key player within the advancement handle,
and due to restricted assets, Jordan has centred on progressing human capital through higher
instruction, which has seen a huge advance in terms of the extension and differing qualities of ponder
programs as well as instructing strategies based on quality and quantity and expansion at the same
time in educational institutions (Dandan and Marques, 2017).

The Jordanian case in field of education is considered successful experience. The higher
education sector has developed significantly. There has been a boom in the number of educational
institutions, in terms of the number of students, academics and administrators. The Jordanian
government allocates significant expenditures for the benefit of the education sector in Jordan (Al-
Adwan et al., 2013).

The rate of female enrolment in education is considered the most important achievement, as the
rate of male enrolment has exceeded, which will affect the student composition in universities and in
the future, it will affect the administrative structure in educational institutions, and according to the
Jordanian demographics, Jordanian ladies confront challenges in accomplishing administration
positions in all segments, particularly in colleges, where ladies are underrepresented in positions of
control (Dandan and Marquez, 2017).

Abu-Tineh (2013) underpinned this by indicating out that men hold the larger part of
administration parts in Jordan's Service of Instruction, and the role of Jordanian women in the
education sector does not exceed only teachers or school principals, and this deficiency in women's
representation in this field is due to the stereotypical culture in Jordan that views women as teachers
or principals and does not view them as supervisors.

Analysts may utilize the aggregate data to survey the conditions of ladies in instructive educate
in English-speaking nations (such as the Joined together States, the Joined together Kingdom, and
Canada), while feminist education leaders in other countries have no such knowledge (Abu-Tineh,
2013).

The unjustified absence of women in leadership positions in developing countries is a clear
indication to weakness of the comprehensive development process, especially with regard to gender
equality;As a result, most countries' determination, enrollment, and advancement forms require a
intensive examination (Normore and Trinidad, 2005).

1.3 Problem Statement

In Jordan, women have less opportunity in the labour market(Abu-Tineh,2013).The
employment rate of women in the Jordanian labour market is among the lowest worldwide because
there is a sharp variation related to women education level which affected their labour force
participation (Kasoolu et al., 2019).

According to, Kasoolu, Hausmann, O’Brien and Santos (2019) the highest participation rate for
women in labor force was those women with more than university first degree level (postgraduate).
While those who have high school level and less than high school have the lowest participation rate
for Jordanian women in the labour force.

The academic participation rate of Jordanian women in the 2019-2020 academic year is 27%
(Ministry of Health, 2020), which is higher than the 14% of women in the labour force
(www.worldbank.org). However, in Jordan’s higher education institutions, women’s representation
has decreased.

Figures from the Ministry of Higher Education for the 2019-2020 academic year, 27.8 percent
of the distribution of academic staff and lecturers in universities according to academic rank.
Generally, the women academics and representation decrease. The predicament is apparent when it
comes to administrative parts. Within the same period 2019- 2020, and as recorded by the Ministry of
Higher Education in the distribution of members of the administrative apparatus in universities
women constituted 39 per cent. In general, the problem is not that there are no women in the
academic field. On the contrary, this is because they lack progress in academic and managerial
positions in Jordan universities (Ministry of Health, 2020).

However, there are still some challenges and obstacles facing the development of women in
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their professional lives in the world and in the Arab countries in particular, including Jordan. In
addition, the facilitators and barriers to the path of women have been rarely studied (Afiouni and
Karam, 2019; Abalkhail, 2019). In 2019, Zacher et al., came to confirm Third, Articles on scholastic
career development, both hypothetical and experimental, can be found in an assortment of logical
disciplines. (Zacher et al., 2019).

Based on previous discussion, the current study identifies different barriers (i.e., organizational
factors, culture factors, personal factors, and social factors) that must be investigated further as
independent variables, with women academic career development as the dependent variable (Zachera
et al., 2018; Ensour et al., 2017; Mathis and Jackson, 2017; Mowafak and Hesher, 2015). Therefore,
these issues exist in the practical aspects as well as empirical evidence. This research seeks to fill the
stated gaps and this is the motivation for this study. Hence, through the previous problem this
research is addressing following main question:

What are barriers facing women academic career

Development in higher education institutions in

Jordan?

To the best of the researcher’s knowledge, no quantitative study has investigated organizational
factors, culture factors, personal factors, and social factors with the academic career development of
women in the Jordanian higher education. Therefore, the current study emphasizes a holistic approach
to investigate the barriers facing women academic career development in Jordan.

1.4 Research Questions
In the current research, based on the research problem discussed in the earlier section, the
following questions have been developed:

1) Does organizational culture impact women academic career development in higher
education institutions in Jordan?

2) Does job alignment impact women academic career development in higher education
institutions in Jordan?

3) Do cultural stereotypes impact women academic career development in higher
education institutions in Jordan?

4) Do gender stereotypes impact women academic career development in higher
education institutions in Jordan?

5) Does low skill of females impact women academic career development in higher
education institutions in Jordan?

6) Does female competitiveness impact women academic career development in higher
education institutions in Jordan?

7) Do masculinity and gender-based impact women academic career development in
higher education institutions in Jordan?

8) Do customs based on gender impact women academic career development in higher

education institutions in Jordan?

1.5 Research Objectives
The most point of this think about is to see the components that impact women's scholastic
career development in Jordan’s higher instruction teaches. The following goals are the fundamental
objectives of this consider:

1) To investigate the impact of organizational culture on women academic career
development in higher education institutions in Jordan.

2) To examine the impact of job alignment on women academic career development in
higher education institutions in Jordan.

3) To explore the impact of cultural stereotypes on women academic career development
in higher education institutions in Jordan.

4) To investigate the impact of gender stereotypes on women academic career
development in higher education institutions in Jordan.

5) To explore the impact of low skill of females on women academic career development

in higher education institutions in Jordan.
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6) To examine the impact of female competitiveness on women academic career
development in higher education institutions in Jordan.

7) To investigate the impact of masculinity on gender-biased on women academic career
development in higher education institutions in Jordan.

8) To explore the impact of customs based on gender on women academic career
development in higher education institutions in Jordan.

1.6 Conceptual Framework
The proposed framework of this particular study has eight independent variables that belongs to
four categories(organizational barriers, cultural barriers, personal barriers and social barriers) and the
dependent variable of the study (women academic career development). Figure 1.1 shows the
research framework.

Organisational Factors
» Organization Culture
» Job Alignment

H1, H2
Cultural Factors
» Cultural Stereotypes
* Gender Stereotypes

H3, H4

Women Academic
Career Development

Personal Factors H5. H6
* Low Skills of Females !
» Female Competitiveness

H7, H8

Social Factors /

»  Masculinity
+ Gender Based Customs

Figure 0.1: Research Framework
Source: Developed by the Researcher

1.7 Research Hypotheses

e H1: There is a positive impact for organizational culture on women academic career
development in higher education institutions in Jordan.

e H2: There is a positive impact for job alignment on women academic career development in
higher education institutions in Jordan.

e H3: There is a positive impact for cultural stereotypes on women academic career
development in higher education institutions in Jordan.

e H4: There is a positive impact for gender stereotypes on women academic career
development in higher education institutions in Jordan.

e Hb5: There is a positive impact for low skill of females on women academic career
development in higher education institutions in Jordan.

e HG6: There is a positive impact for female competitiveness on women academic career
development in higher education institutions in Jordan.
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e H7: There is a negative impact for masculinity and gender-biased on women academic
career development in higher education institutions in Jordan.

e H8: There is a positive impact for customs based on gender on women academic career
development in higher education institutions in Jordan.

1.8 Operational Definitions

e Career Development: A progressing, formalized activity by companies to improve their
human capital in agreement with the requirements of their specialists and the company.
(Osinbajo et al., 2014)

e Organizational Culture: Fundamental presumptions, values, and ways of communicating
that lead to an organization's interesting social and mental climate (Saifuddin and Hossain,
2019).

e Job Alignment:The process of assuring that the workforce is aligned with the organisation
strategic goal (Khair et al., 2020).

e Cultural Stereotypes:Cultural Stereotyping is when someone has an opinion on another
person based on who they are, where they're from, or the language they speak without
getting to know the individual(Ensour et al., 2017).

e Gender Stereotypes: Beliefs about how males and females should act (Nguyen, 2013).

e Low SKill of Females: Modest woman skills as a result of her female nature (Alnaser and
Alhaj, 2018).

e Female Competitiveness: The ability of a business, a country, or a person to compete
(Alnaser and Alhaj, 2018).

e Masculinity and Gender-Biased: Gender bias is behaviour that shows favouritism toward
one gender over another (Khair et al., 2020).

e Customs Based on Gender:Customs or rituals emerge that conform to societal norms based
on a person's gender (Saifuddin and Hossain, 2019).

1.10 Thesis Structure

This research is arranged in five chapters as follow:

Chapter one (Theoretical Background): it comprises the background to the study, problem
statement, research questions, research objectives, research framework, research hypotheses,
definitions of key terms, the methodology used in this study, and the research scope.

Chapter two (Literature Review): it provides the literature review of the five major constructs to
the study. These factors are organizational factors (i.e., organization culture and job alignment),
culture factors (i.e., cultural stereotypes and gender stereotypes), personal factors (i.e., low skill of
females and female competitiveness), the social factors (i.e., masculinity and gender-biased and
customs based on gender) and women career development in higher education institutions in Jordan.

Chapter three (Research Methodology): it focuses on the research design, the population of the
study, sampling techniques, and method of data collection and analysis.

Chapter four (Data Analysis and Findings): it presents the results of Partial Least Squares-
Structural Equation Modelling (PLS-SEM) version 3 analysis. Furthermore, the measurement model
to test the goodness of fit through constructs validity and internal consistency reliability, and
hypotheses testing.

Chapter five (Discussion and Conclusion): This chapter discusses the findings of the study in
order to provide practical and theoretical implications, and recommendations for future research.
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Chapter Two
Design and Methodology

3.1 Introduction
The purpose of this chapter is to describe and design the adopted research methodology to
achieve the objectives of the research that is to investigate barriers of women’s career development in
higher education institutions in Jordan. To answer the research questions, the gquantitative approach
was adopted. This chapter provides an overview of the research methodology, research strategy, time
horizon, unit of analysis, research instrument development, study population and sampling, data
collection method, and data analysis.

3.2 Research Methodology: Quantitative

Two categories of research processes used in studies, qualitative and quantitative approaches.
Quantitative information is accessible within the shape of numbers and is ordinarily accumulated
through organized questions, whereas qualitative data is accessible within the frame of words and is
in most cases assembled through organized questions, the available information nature is determining
the approach to be used, these two methodology approaches (qualitative and quantitative) usually
used in social science, In most requests, these methods are considered to be two practical and basic
strategies (Mehrad and Tahriri, 2019).

The quantitative examination is the most excellent alternative for gathering huge sums of
information in a brief sum of time and on a little budget, as well as testing inquires about theories
(Kabir, 2016). The essential objective of a quantitative investigation plan is to control the relationship
between a free variable and a subordinate or result variable in a populace (Mehrad and Tahriri,
2019).

Be that as it may, in arrange to meet the study's objectives, the quantitative examination was
utilized.

3.3 Research Strategy: Questionnaire

Kabir(2016) defined research strategy as a plan to achieve the objectives of the research,
including the methods or techniques adopted to the data collection. A survey could be an apparatus
for gathering information from or around individuals in arrange to recognize, compare, or legitimize
their information and activities Kabeer (2018). Interviews, perception, or self-administered surveys
may all be utilized to perform an overview, but the form utilized in this think about may be a survey.

Since surveys are organized to gather expansive sums of quantitative information, they are
moreover less time seriously and less costly than interviews and perception. Besides, they can be
given out in individually or online, or mailed to respondents the main advantage of using a
questionnaire is that it is an effective way to collect large amounts of information more effectively
and easily. Therefore, it is used very commonly by many researchers (Bell et al., 2018).

The questionnaire of this study was designed and sent to the selected females from higher
education institutions. The questionnaire was distributed electronically to the study sample.

3.4 Time Horizon: Cross-Sectional

The study design specifies the strategies that researchers must follow in order to obtain accurate
answers to the research questions. Often times, researchers have primary answers called hypotheses,
which test using data collected from samples or secondary sources in order to reach an informed
conclusion regarding the phenomenon of studies (Setia, 2016).

There are two search designs, longitudinal or cross sectional the cross-section design entails the
use of data collected from the sampled population in a single species. On the other hand, while
longitudinal design is underpinned by the phenomenon concerned using data collected over a period
of time, longitudinal design is mainly done using time series design and plate design (Trochim, 2007).

In this study, the cross-sectional design is used as the suitable research design.

3.5 Developing Questionnaire Instrument
This research aims to study the barriers affecting the career development of women in higher
education institutions in Jordan. A questionnaire was adopted to collect the primary data, it was
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scrutinized in several steps before sending to the respondents, so it passed several steps before
sending as follow:

e First: Statements collected from research published in the field. Items selected because they
match the search objectives and have high Cronbach alpha values in their original source.

e Second: the draft questionnaire sent to three academics from different Jordanian universities
for comments and taking these comments into consideration. The review process included added
elements, improving the wording, and the quality of the English translation into Arabic.

e Third: Within the last adaptation of the survey, a five-point Likert scale was utilized,
comparable to that used by other analysts within the field of career development, as well as
reactions to survey components.

The Likert scale may be a well-known instrument for gauging people's sees and states of mind.
It decides whether respondents concur or oppose this idea with an apparatus calculation, and it
regularly ranges from 1 (unequivocally oppose this idea) to 5 (strongly concur), with an unbiased
point within the centre (Sekaran and Bougie, 2016). It is separated into three parts:

Demographic aspects: This part has five items representing the characteristics of the
participants, mainly age, job title, years of experience, education level.

Independent variables: This part contains items representing the barriers affecting women
career development in higher education institutions (organizational factors, cultural factors, personal
factors and social factors).

Dependent variable: This part contains elements to represent the measurement of the
dependent variable, which is career development as it is derived from the measurement elements for
these combinations that have

3.6 Unit of Analysis: Women

The most person that you simply are analysing is the unit of analysis (Trochim, 2007). It is
population group to be studied is called the unit of analysis and it can be individual, binary, group,
organizations or geographical area, in this research the unit of analysis is academic women in
Jordanian higher institutions.

3.7 Population and Sample

Sampling design is termed the method for deciding a fitting number of a population to represent
the information needed for its analysis (DeCarlo,2018). The sampling techniques are divided into
probabilistic and non-probabilistic techniques. Probability is that the population component does not
have any probability to generalize with confidence, and non-probability samples can be either fit
samples or purposive samples, the probability is a known component of the population who has a
non-zero chance that is chosen as a subject in the sample, and Likelihood inspecting may be either
unlimited or restricted “simple random sampling” or restricted “complex random sampling” (Kabir,
2016).

In the sampling technique appropriate for the current research, a non-probability sample has
been adopted which indicates the collection of information from adequately available community
members, and is the best way to obtain basic information quickly and efficiently (Sikran and Bougie,
2016).

According to the latest data of the Jordanian department of statistics for the year (2018/2019)
the number of women in the institutions of higher education was (2826). The study covers all
institutions of higher education in Jordan.

The following guidelines provided by Sekaran and Bougie (2016) according to the
population size the appropriate sample size is 370 companies and calculated according to the below
equation to determine the sample size, where confidence level is 95%.

_ ()@
nO - d—2 ’
=0.05...equation (1)
2
.= % = 384.16 academic women

And the correction formula (equation 2)

where t=1.96, (p)(q): estimated variance=0.25, d: accepted error
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n, = n—oﬂ ; Where n, is initial sample size, N is population size...... ......... equation (2)

1+N

384 .
n = e =338.1academic women

2826

Accordingly, the sample size is 338academic women from higher education institutions in
Jordan to distribute questionnaires for them.

3.8 Data Collection Method

For data collection there are two main methods; face-to-face data collection and online data
collection. Direct or face-to-face data collection needs the personal physical contact with the
respondents, which could be expensive due to the need for moving between different locations,
especially when the possible samples are distributed in distance locations. However, online data
collection is less expensive because the collection happened online; the costs of printing, data entry
and transportation are waved (Cooper and Schindler, 2014; Ghauri, Grgnhaug, and Strange, 2020).

For this particular study, online data collection took place during 2020 by the use of Google
form. The researcher designs the questionnaire in the Google form then the possible participants
informed via email, WhatsApp, and other social media communication platforms such as facebook
groups for academics in Jordan.

3.9 Data Analysis
The SPSS software packagewas utilized to conduct the specified tests for information
investigation (SPSSver. 22) program and the SmartPLS ver. 3.0 software packages. Descriptive
analysis to draw an idea on the characteristics of the sample, reliability and validity test was
conducted, and multiple regression analysis was undertaken for hypotheses testing. The next chapter
(Chapter 4) will present a detailed analysis and questionnaire results.

3.10 Summary
This chapter describes the research methodology and the design has been chosen to answer the
research questions presented in this thesis. The rationale for choosing the quantitative research
methodology was laid based on its suitability to reply to the investigate questions and accomplish the
study's objectives. This chapter also dealt with procedures for developing the questionnaire
components and testing their validity. The next chapter will go into data processing (Chapter 4).

Chapter Three
Findings and Analysis
4.1 Introduction
This chapter aims to present data analysis procedure and test for the hypotheses of research.
This chapter covers demographics, descriptive analysis, reliability and validity evaluations, as well as
relationships and effectiveness evaluations. Furthermore, as a good statistical technique for obtaining
the findings, this study will use PLS-SEM analysis and SPSS for critical analysis.

4.2 Data Screening
The first and most important step in data processing is data screening. It's the procedure for
cleaning records, which counted as outliers. In order to make sure that all cases used in the final
analysis is good we need to make a process of multiple different steps to remove the strange answers.
The collected dataset is 205, which have 7 uncompleted answers, and 26 univariate answers (outliers
at the variables level). The final valid dataset has 173 participants.

4.3 Respondents’ Profile
Table 4.1 shows the details of respondent’s profile includes Six characteristics as the
following:age, academic level, nationality, qualification, experience, faculty type, university type, and
administrative work.
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Table 0.1:Respondent Profile

HNSJ Volume 2. Issue 7

Frequency Percent
Less than 30 years 3 1.7
Between 30 and 40 years 71 41.0
Age Between 41 and 50 years 79 45.7
51 years and more 20 11.6
Full Professor 15 8.7
Associate Professor 38 22.0
Academic level | Assistant Professor 77 44.5
Instructor 42 24.3
Research and Teaching Assistant 1 0.6
Jordanian 171 98.8
Nationality Non-Jordanian 2 1.2
Bachelor 1 0.6
Qualification Master 35 20.2
PhD or Doctorate 137 79.2
less than 5 Year 42 24.3
5-10 Year 42 24.3
Experience 11-15 Year 43 24.9
16-20 Year 28 16.2
21 Year or more 18 104
Medical faculty 24 13.9
Faculty Type Scientific faculty 51 29.5
Humanitarian faculty 98 56.6
Public University 117 67.6
University Type Private University 56 32.4
Vice President 9 5.2
Dean 5 2.9
Deputy Dean 19 11.0
ijgnrlierfitstrative Department Head 39 22.5
Work Unit manager (Director) 8 4.6
Deputy Director 2 1.2
None 91 52.6
Total 173 100.0
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The respondents’ profile data shows that the majority are belongs to age group 41-50 years with
45.7%, followed by age group 31-40 years with 41.0%. For academic level, 66.5% are either
associate professor or assistant professor. The majority of the respondents are Jordanian with rate of
98.8%. The respondents with PhD certificate are 79.2%. For experience, the respondent are
distributed among five categories with approximately equal rate (24.3% and 24.9%) for the three
groups of experience; less than 5 years, 5-10 years, and 11-15 years. Humanitarian faculty are the
major one with 56.6% of the staff, besides to 67.6% are working in public universities. Finally, 52.6%
of the respondents have never occupy any managerial position.

4.4 Descriptive Statistics
Graphic measurements are the reactions of the respondents to the different proposed factors,
communicated in terms of cruel, rate, standard deviation, greatest and least values. Salleeh, Nair, and
Harun (2012) set up a run the show of thumb for translating scores in terms of fulfilment, in which
the impacts of cruel scores from pondering insights are translated as takes after:

e Up to 1.80; Strongly Disagree/Very dissatisfied

¢ 1.81 — 2.60; Disagree/Dissatisfied

¢ 2.61 — 3.40; Moderate agreement/moderately satisfied
¢ 3.41 — 4.20; Agree/Satisfied

¢ 4.21 —5.00 strongly agree/Very satisfied

For all variables in the valid dataset, the scores are varied between 2.54and 3.72 and the results
show that respondents perceptions are allocated at disagree to agree level. Variable with disagree
level is low skills of females. Rest of variables are showing a moderate to agree level of perception
which are women academic career development, organization culture, job alignment, cultural
stereotypes, negative gender stereotypes, low skills of females, female competitiveness, masculinity
and customs based on gender. The highest perception is about the variable’s customs based on gender
with a value of 3.72 and women academic career development with a value of 3.53. The results are
illustrated in Table 4.2.

Table 0.2:Descriptive Statistics of Research Variables

Min Max Mean SD
Organization Culture 1.00 5.00 3.1230 0.98942
Job Alignment 1.00 5.00 3.0303 1.00876
Cultural Stereotypes 1.50 4.75 3.2413 0.81005
Gender Stereotypes 1.00 5.00 2.8598 0.90714
Low Skills of Females 1.00 5.00 2.5472 0.93724
Female Competitiveness 1.00 5.00 3.2382 1.21643
Masculinity 1.14 5.00 3.6424 0.93178
Customs Based on Gender 2.00 5.00 3.7283 0.78917
Women Academic Career Development 1.67 5.00 3.5328 0.67213

4.5 Normality test
Skewness may be a metric for symmetry, or more specifically, the nonattendance of it. Kurtosis
could be a degree of how heavy-tailed or light-tailed the information is in comparison to typical
dissemination. Information sets with a tall kurtosis are more likely to have overwhelming tails or
exceptions. In case the kurtosis is less than zero, the dispersion is called a platykurtic dispersion since
it has light tails (Cronk, 2017; Leech, Barrett, and Morgan, 2013). On the off chance that the kurtosis
IS more prominent than zero, the conveyance is considered a leptokurtic conveyance since the tails are
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heavier. The impact of test estimates on both skewness and kurtosis may be a concern.The
information is emphatically skewed or skewed right on the off chance that skewness is positive,
meaning the proper tail of the conveyance is longer than the cleared out. The information is adversely
skewed or skewed cleared out in the event that skewness is negative, inferring that the cleared out tail
is longer. When skewness is set to zero, the information is totally symmetrical (Siphon et al., 2013).

The skewness of the factors in this examination is less than -1 or more noteworthy than 1,
showing that the information is greatly misshaped. The information for kurtosis is less than zero,
showing that the dispersion has light tails and is alluded to as platykurtic dissemination.

Table 0.3:Statistics of Kurtosis and Skewness

Skewness Kurtosis

Statistic Std. Error  Statistic Std. Error
Organization Culture -0.208 0.185 -0.574 0.367
Job Alignment -0.248 0.185 -0.637 0.367
Cultural Stereotypes -0.140 0.185 -0.589 0.367
Gender Stereotypes 0.213 0.185 -0.525 0.367
Low Skills of Females 0.171 0.185 -0.342 0.367
Female Competitiveness -0.381 0.185 -0.901 0.367
Masculinity -0.291 0.185 -0.628 0.367
Customs Based on Gender -0.306 0.185 -0.771 0.367
Women Academic Career Development -0.055 0.185 -0.266 0.367

4.6 Reliability and Validity Assessment of the Proposed Model

Sometime recently moving on to auxiliary testing, it's vital to confirm the legitimacy and
unwavering quality of the test dataset. Hair Jr et al. (2016) proposed an orderly strategy for creating
estimation models. Diverse tests are utilized to confirm the stacking, exactness, removal, and
inconsistencies between things and factors within the approach.Indicator reliability (outer loading and
cross loading), internal consistency (composite reliability), convergent validity (AVE value),
discriminate validity (“AVE” numbers and latent variable correlations), and collinearity analysis are
some of the measures that were covered.

Each item's external stacking and cross stacking are calculated in arrange to test it with its
related variable. Inside - related variable, each thing must have suitable stacking. Any stacking over
the 0.708 edges is worthy, whereas any stacking underneath the 0.4 limits is deficient. Any degree
between 0.4 and 0.7 is suspicious, and depending on the circumstances of each report, it may be
overlooked or held (Hair Jr et al., 2016; Hulland, 1999). Cross Stacking scale is utilized to guarantee
that the stacking inside the related build is higher than any other stacking within the remaining
develops for each piece (Hair Jr et al., 2016; Hulland, 1999).

As revealed in Table 4.4, the proposed design model with all the items have proper loading
above 0.708 except ten items, and those items are (CBG5, CBG6, CS3, GS1, OC1, LSF1, LSF2,
LSF3, WACD1, and WACD3). All weak items have been deleted from the final analysis items. In
Figure 4.1, all items and their related factors are outward appear, in conjunction with their stacking
appraisals.
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Figure 0.1:Structural Model Outer Loading Estimates

Table 0.4: Reliability and Validity Results

. Factor Cronbach’s
Variable Items Loading AVE CR Alpha
CBG1 0.778
CBG2 0.883
Customs  Based  on g 0.803 0.626 0.892 0.851
Gender
CBG4 0.798
CBG6 0.680
Cs1 0.893
Cultural Stereotypes 0.823 0.903 0.787
CS2 0.922
FC1 0.819
FC2 0.914
Female Competitiveness | FC3 0.954 0.823 0.959 0.946
FC4 0.921
FC5 0.923
GS2 0.837
Gender Stereotypes 0.719 0.836 0.609
GS3 0.859
_ JAL 0.842
Job Alignment 0.743 0.920 0.884
JA2 0.900
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. Factor Cronbach’s
Variable Items Loading AVE CR Alpha
JA3 0.857
JA4 0.848
_ LSF1 0.980
Low Skills of Females 0.743 0.850 0.729
LSF2 0.725
MAS1 0.710
MAS?2 0.780
MAS3 0.738
Masculinity MAS4 0.840 0.630 0.922 0.904
MAS5 0.826
MAS6 0.848
MAS7 0.802
0C2 0.856
0OC3 0.793
o OC4 0.915
Organization Culture 0.742 0.945 0.931
0OC5 0.826
OC6 0.900
OcC7 0.873
. WACD4 0.859
Women Academic 'y A s 0.938 0.786 0.917 0.864
Career Development
WACDG6 0.862

Each variable's items must be compatible and represent the same definition. Cronbach's Alpha,
also known as the composite reliability metric, can be used to determine internal consistency. Any
test that exceeds the 0.7 threshold is considered effective. Furthermore, in exploratory testing, 0.6 is
considered successful (BagozziandYi, 1988; Hair et al., 2014).

Table 4.4 displays the effects of all of the study's key variables, all of which have a satisfactory
degree of reliability. All of the values for composite reliability are between 0.850 and 0.959,
indicating sufficient internal consistency. The values for Cronbach's Alpha reliability range from
0.609 to 0.946, indicating a sufficient degree of internal consistency. As all results are above 0.7 and
below 0.95, the dataset is internally reliable and consistence. As we can see that all items of
composite reliability are above 0.850, the highest value of the coded variables FC which is showing a
composite reliability of 0.959. On the other hand, all values of this study variables related to
Cronbach’s Alpha is above 0.708 and the highest value was for the coded variables (FC) with a value
of 0.946 which is considered very high, and the rest is showing very good consistency.

This calculated the degree of likeness between things within the same variable. Values of
Normal Change Extricated (AVE) more prominent than 0.5 are considered reasonable. The AVE
values for all of the builds are summarized in Table 4.4. All of the values are between 0.626 and
0.823, agreeing to the results. The majority of core variables have appropriate levels above the 0.5
threshold. As a result, the dataset is free of convergent problems and is suitable for further study. The
item female competitiveness CS had the highest value of AVE, with a value of 0.823.

Discriminant Legitimacy evaluated the degree of non-relativeness of the universal objects,
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whereas AVE appears as the degree of relativeness. As a result, this test comprises a network of
inactive variable relationships that are compared to the AVE esteem. All other inactive variable
affiliations must have the next esteem than the square root of AVE.

Table 0.5: Fornell and Larcker Criterion Matrix Assessment ofResearch Variables

CBG CS FC GS JA LSF MAS OoC WACD
CBG 0.791
CS 0.490 0.907
FC 0.387 0.379 0.907
GS 0.289 0.331 0.379 0.848
JA -0.399 -0.252 -0.125 -0.148 0.862
LSF -0.008  0.007 0.310 0.282 0.126 0.862
MAS 0.755 0.554 0.487 0.340 -0.495 0.048 0.793
oC -0.355 -0.185 -0.115 -0.058 0.717 0.259 -0.415 0.862

WACD -0335 -0.353 -0.186 -0.116 0.558 0.070 -0.484 0550 0.887

The Fornell and Larcker criteria network appears in Table 4.5. The lattice could be a refined
lattice of the relationships of the inactive variable. In case the esteem within the corner to corner is
more prominent than any other esteem within the crossed column, the test is considered exact (Hair,
Hult, Ringle, and Sarstedt, 2014; Wong, 2013). The rating of a social generalization is 0.907, which is
higher than all other scores within the shared column and crude. The discriminant legitimacy of the
remaining factors within the test is satisfactory. Evaluation of Multicollinearity in Inquire about
Factors.

The nonappearance of the considerable relationship between inactive factors and subordinate
factors is tried utilizing the change expansion calculate (VIF). Any VIF esteem between 0.2 and 5 is
considered reasonable (Wong, 2013). The VIF esteem speaks to the degree of resistance between
each exogenous variable (table lines) and the endogenous factors in Table 4.6. (table columns). The
variable LSF has the least VIF rating, with an esteem of 1.310, and the variable masculinity has the
most elevated VIF level, with an esteem of 3.201.

Table 0.6: Multicollinearity Validity Assessment of Research Variables

Variable VIF

Customs Based on Gender 2.398
Cultural Stereotypes 1.560
Female Competitiveness 1.581
Gender Stereotypes 1.318
Job Alignment 2.333
Low Skills of Females 1.310
Masculinity 3.201
Organization Culture 2.264
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4.7 Relationships and Effectiveness of the Proposed Model

Since this investigation is centered on a numerical examination of an auxiliary show, it is basic
to assess the model's connections, impacts, and quality. When the PLS-SEM strategy is utilized, Hair
et al. (2014) suggested an efficient approach to assess the demonstration. When employing a
reflective-based demonstration, the taking after appraisals is utilized.

The prescient control values are basic for demonstrating control and can be supported up by the
prescient significance esteem.

Compelling estimate assessment is utilized to degree the effect of each inactive variable on the
by and large prescient capacity.

4.7.1 Assessing Predictive Power of Research Model

Two measures are used to estimate the overall model success in predicting the dependent
variables; predictive power (R2) and predictive relevance (Q2). Both tests are used to explain the
level of variance that explained by the antecedent variables. Hair (2014) proposed a rule of how to
describe the different scores of the two measures.

Predictive relevance (Q2) — above 0.35 is large; 0.15 to 0.35 is medium; and 0.02 to 0.15 is
small.

Predictive power (R2) - above 0.75 is strong; 0.5 to 0.75 is moderate; and 0.2 to 0.5 is
satisfactory.

The prescient quality and prescient significance of the endogenous inactive variable have
appeared in Table 4.7 (women academic career development). In expansion, Figure 4.2 delineates the
think about the proposed model's social show gauges. The key subordinate variable, women's
scholarly career development, includes a palatable prescient control and a solid prescient centrality,
agreeing to the discoveries. The related R square esteem is 0.433 (a control of 43.3 percent) and the
related Q square is 0.321, as appeared within the table (a relevance of 32.1%), so that the prediction
constructs related to the variable can explain more 43.3% of the women academic career development
variance.

Table 0.7: Predictive Power and Predictive Relevance of Proposed Model

Predictive Power Predictive Relevance
R Square Status Q Square Status
Women  Academic  Career 0.433 satisfactory ~ 0.321 medium

Development
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Figure 0.2: Path Coefficient Estimates of the Proposed Model

4.7.2 Assessing Constructs Effective Size f Square of Research Model

Within a structural model, the 2 effect size is the percentage level of impact of a latent variable.
Simply put, the predictive power of the entire model is measured first, then a latent variable is
removed and the predictive power is recalculated. The contrast between the two tests is the effect of
the idle variable's compelling estimate on the model's prescient control (Hair et al. 2014). Cohen
(1988) built up the taking after running the show of thumb for deciding viable measure levels:

The f? values are small if it has an approximate value of 0.02.

The f? values are medium if it has an approximate value of 0.15.

The f? values are large if it has an approximate value of 0.35.

The comes about of the fruitful estimate assessment of the ponder factors, which are
organizational culture, are appeared in Table 4.8, job alignment, cultural stereotypes, gender
stereotypes, low skills of females, female competitiveness, masculinity, and customs based on gender.
The highest effective is for the variable organization culture in the relationship with women academic
career development with a f value of 0.072. The lowest value was for the variable female
competitiveness in the relationship with women academic career development with f value of 0.000,
and the rest of the variables ranging in small scale between 0.004 and 0.072.
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Table 0.8:Effective Size Assessment of the Variables

Variable f2 value for (WACD) Status
Customs Based on Gender 0.014 small
Cultural Stereotypes 0.036 small
Female Competitiveness 0.000 small
Gender Stereotypes 0.004 small
Job Alignment 0.040 small
Low Skills of Females 0.002 small
Masculinity 0.041 small
Organization Culture 0.072 small

4.7.3 Path Coefficient of Research Model Relations

The study's theory must be tried, and this will as it was being done by evaluating the way
coefficient values of the different connections inside the show. P-values and T-statistics are two
commonly utilized strategies for deciding the noteworthiness of a relationship; t-statistics alludes to
the importance of the way coefficient, whereas P-value alludes to the centrality of the critical level or
likelihood assesses esteem.In expansion, the way coefficient is decided to uncover the degree of the
relationship. Agreeing to Hair et al. (2016), the run the show of thumb for assessing values is:

In mental science, the foremost commonly utilized P-value (likelihood assess esteem) edge is
0.05. (5 percent). A few tests, in any case, may utilize a level of 0.01 (1 percent) or 0.1 percent (10
percent).

For T statistics, any value above 1.96 is significant with a two-tailed test or any value above
0.165 is significant with a one-tailed test.

Table 4.9 shows the path coefficient assessment with the values of T Statistics and Beta values,
first of all we have analysed eight relationships whereby four main hypotheses are rejected and the
rest four hypotheses were accepted. The rejected hypotheses are associated to the variables; customs
based on gender, Female competitiveness, gender stereotype, and low skill of females; with a P-value
more than 0.05. The rest of the hypotheses are accepted with good Path Coefficient and a good P-
value less than 0.05. The ascend precedence of the four successful relationships are organisational
culture (0.289), masculinity (-0.268), job alignment (0.234), and cultural stereotype (-0.170).

Table 0.9: Path Coefficient Assessment of the Study Variables

Path Standard P Value (one

Path Coefficient Deviation T Statistics tailed) Status
CBG > WACD 0.123 0.086 1,573 0.058 Non-
Significant
CS > WACD -0.170 0.097 1.844 0.033 Significant
FC > WACD 0.009 0.084 0.220 0.413 Non-
Significant
GS > WACD 0.021 0.082 0.650 0.258 Non-
Significant
JA > WACD 0.234 0.092 2,507 0.006 Significant
LSF > WACD -0.008 0.082 0.528 0.299 Non-
Significant
MAS- WACD -0.268 0.113 2.411 0.008 Significant
OC > WACD 0.289 0.091 3.341 0.000 Significant
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Figure 0.3: T Statistics Estimates of the Proposed Model

However, the proposed model has eight main hypotheses which were tested in this study; all
hypotheses are to test direct relationships. Table 4.10 shows the hypotheses along with the findings
and evaluation.
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Table 0.10: Summary of Hypotheses Findings

(5}
N
2 € n 8
£ 5 s 2 z E
I 0@ n wn a O LLl ~ o
H1 OC >WACD Accepted Positive 0.289 0.091 3.341 0.000
H2 JA > WACD Accepted Positive 0.234 0.092 2.507 0.006
H3 CS > WACD Accepted Negative -0.170 0.097 1.844 0.033
H4 GS > WACD Rejected Positive 0.021 0.082 0.650 0.258
H5 LFS > WACD Rejected Negative -0.008  0.082 0.528 0.299
H6 FC > WACD Rejected Positive 0.009 0.084 0.220 0.413
H7 MAS -> WACD Accepted Negative -0.268  0.113 2.411 0.008
H8 CSG > WACD Rejected Positive 0.123 0.086 1.573 0.058
4.8 Summary

This chapter aimed to present the data analysis strategies were used to test the research model.
The chapter includes data screening, descriptive analysis for respondents’ profile, and PLS-SEM was
used for hypotheses testing. The proposed model for explaining the women academic career
development has predictive power value of 43.3% and the predictive relevance of 32.1%. The
proposed eight independent variables can explain 43.3% of the women academic career development
variance. The results of hypotheses testing show thatfour main hypotheses are rejected and the other
four were accepted. The rejected hypotheses are associated to the variables; customs based on gender
(H8), Female competitiveness (H6), gender stereotype (H4), and low skill of females (H5); with a P-
value more than 0.05. The rest of the hypotheses are accepted with good path coefficient and a good
P-value less than 0.05. The ascend precedence of the four accepted hypotheses are organisational
culture (H1, Beta = 0.289), masculinity (H7, Beta = -0.268), job alignment (H2, Beta = 0.234), and
cultural stereotype (H3, Beta = -0.170).

Chapter Four
Discussion, Conclusions and Recommendations

5.1 Introduction
This thesisinvestigates the barriers of academic women in Jordanian higher education
institutions.However, this chapter discusses the findings of research results. Furthermore, this chapter
presents conclusion, empirical and theoretical implications, and recommendations for future research.

5.2 Hypotheses Findings and Discussions
The proposed model has eight main hypotheses which were tested in this study; all hypotheses
are testedas direct relationships.

5.2.1 Organization Culture and Women Career Development

The results have shown that there is a direct impact of organization culture on women academic
careerwith path coefficient of 0.289 at 1% significant level. This outcome is an important part of the
study problem, as the study has sought to show the effect of applying organization culture on women
academic career in the Jordanian universities.

According to the research model, the application of organization culture affects women
creations of scholastic careers in higher instruction teach in Jordan. Based on the findings of the first
hypothesis test, the application of organizationculture, according to a sample of academic Jordanian
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women, affect their career development. These results similar from that of some previous studies
(Amin, Zafar, and Haider, 2020; Jauhar and Lau, 2018; Maharjan, 2020; Victor and Shamila, 2018),
which have stated that organization culture affects women career. The difference lies in the fact that
QM was investigated in industrial establishments located in a country other than Jordan (for example,
Calvo et al., 2014). On the other hand, there was a difference between previous research and the latest
research on the effect of applying organization culture on women career because the previous studies
had examined organization culture in non-university related institutions outside of Jordan. Findings of
this study were related to the application of organization culture in Jordan’s university institutions.
The application of organization culture in the academic sector is important institutions provide
services concerning the human and, thus, related to life and survival.

As for the impact of organization culture application on women academic career, the results
have revealed that the implementation of organization culture directly and positively affects women
academic career in Jordan’s university. This is in line with findings of several previous studies on the
implementation of organizationculture in Jordanian banks and the career of their women’s. Hatamleh
et al. (2013) investigated the implementation of organization culture in Jordan’s public hospitals and
found that women careers were positively affected by the application of organization culture. Their
study concurred with the study of Swies et al. (2017), implemented in Jordan’s military hospitals,
which concluded that the implementation of the organization culture in Jordan’s hospital sector
positively affected the level of women carers.

5.2.2 Job Alignment and Women Career Development

This present study found that Job alignment affects women academic career in higher education
institutions in Jordanwith path coefficient of 0.234 at 1% significant level. This means that, for
example, if Job alignment implemented in the university or any educational industry, which gain the
women employer a good skills, attitude, and career to improve their selves.

Furthermore, the results of this study contrasted with findings concerning Jordan’s service
sector, with many studies measuring the influence of Job alignment on women career; however, these
studies involved different sectors, such as banks, hotels, telecommunications, etc.

This is consistent with previous studies that have examined the impact of Job alignment on
women career ( Amin et al., 2020). Although previous studies have focused on different sectors
compared to the present study, the results are consistent regarding the impact of Job alignment on
women career.

Hence, the results obtained are consistent with what has been discussed in past studies, i.e. there
is direct impact on women career through the application of Job alignment.

5.2.3 Cultural Stereotypes and Women Career Development

The results show that cultural stereotypes play a direct role in the effecting of women career
because the path coefficient of-0.170is significant at the level of 5%. These results are similar to those
of some previous researches (Bombuwela and Alwis, 2013; Deemer, Thoman, Chase, and Smith,
2014) . The findings have filled in the gap for research on the cultural stereotypes as an independent
variable. The direct impact of the cultural stereotypes on women academic career was shown,
meaning that the women career development can be attained via their implement cultural stereotypes
in the academic Jordanian sectors.

5.2.4 Gender Stereotypes and Women Career Development

By testing the thread hypothesis, the current study had determined that Gender stereotypes did
not affected women academic career development in higher education institutions in Jordan because
the p-value is 0.258. This finding is consistent with those in previous studies (Amin et al., 2020;
Booysen and Nkomo, 2010) , which have found that Gender stereotypes did not leads to women
career. Moreover, Kasiri et al. (2017) have reported that women career cannotaffect positively by the
Gender stereotypes.

Based on the analysis conducted, the result of the hypothesis, which is positive, is consistent
with many previous studies, whereby women careers with the Gender stereotypes are not affected on
their development. This is evident in other sectors too as reported in past investigations.
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5.2.5 Low Skills of Females and Women Career Development

Fifth main hypothesis states that there is positive association between low skills of females and
women academic career development in higher education institutions in Jordan. After doing a dada
analysis the researcher found out the P-value is 0.299, T-statistics is 0.528, the Path Coefficient is -
0.008, and the effective size score is 0.082. Based onthat we can conclude that the relationship
between low skills of females and women academic career development in higher education
institutions in Jordan is considered a non-significant relationship with a negative impact. So that H5 is
rejected and the non-significant relationship of low skills of females has similar result with the study
of (Jauhar and Lau, 2018).

This is attributed to the lack of women's nearness within the workforce, one of the clear
characteristics in the labour market, as well as the large percentage of women with low education
who do not aspire to career advancement and professional development in light of difficult living
conditions that prevent advancement in education, training and the acquisition of various skills.

5.2.6 Female Competitiveness and Women Career Development

Sixth main hypothesis states that there is positive association between female competitiveness
and women academic career development in higher education institutions in Jordan. After doing a
dada analysis the researcher found out the P-value is 0.413, T-statistics is 0.220, the Path Coefficient
is 0.009, and the effective size score is 0.084. Based on that we can conclude that the relationship
between female competitiveness and women academic career development in higher education
institutions in Jordan is considered a non-significant relationship with a positive impact. So that H6 is
rejected and the non-significant relationship of female competitiveness has different results from
some previous studies such as (Hoobler, Lemmon, and Wayne, 2014; Stockley and Bro-Jergensen,
2011).

Where the atmosphere of competition that institutions create for their employees is an
atmosphere and environment suitable for development and prosperity as well as empowerment and
training that requires determining the skills needed to acquire and the capabilities required for work.
In addition, the competitive work environment is achieved in the presence of material or moral
stimulation and promotions based on systematic productivity.

5.2.7 Masculinity and Women Career Development

Seventh main hypothesis states that there is a negative association between masculinity and
women academic career development in higher education institutions in Jordan. After doing a data
analysis the researcher found out the P-value is 0.008, T-statistics is 2.411, the Path Coefficient is -
0.268, and the effective size score is 0.113. Based on that we canconclude that the relationship
between masculinity and women academic career development in higher education institutions in
Jordan is considered a non-significant relationship with a positive impact. So that H7 is accepted and
the significant relationship of masculinity has similar results from some previous studies such as
(Maharjan, 2020; Victor and Shamila, 2018).

This is due to the prevailing customs and traditions in Arab countries, which include
determining the positions and responsibilities assigned to women. Likewise, the limited role of
women in all fields and undeclared achievements in a decent manner is a condition without women
obtaining the rights for professional and career development as required in an environment in which
men are present in greater numbers than women.

5.2.8 Customs Based on Gender and Women Career Development

Eighth main hypothesis states that there is positive association between customs based on
gender and women academic career development in higher education institutions in Jordan. After
doing a dada analysis the researcher found out the P-value is 0.058, T-statistics is 1.573, the Path
Coefficient is 0.123, and the effective size score is 0.086. Based on that we can conclude that the
relationship between customs based on gender and women academic career development in higher
education institutions in Jordan is considered a non-significant relationship with a positive impact. So
that H8 is rejected and the non-significant relationship of customs based on gender has different
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results from some previous studies such as (Amin et al., 2020).

This result reinforces the justifications for the results of the previous hypothesis, as gender is
one of the important determinants that play an effective role in thwarting the development of women,
especially in mixed educational societies and require tasks and responsibilities that require women to
be completely devoted, which contradicts the prevailing customs that assign women to tasks And the
responsibilities of his family frustrate her aspirations and dreams for career development and
advancement.

5.3 Research Contributions

The study has different contributions to both academics and practitioners domains as the
following. For academic domain, the following contributions are gained from the research findings:

- The study proposed a comprehensive model of eight barriers for women academic career
development. The model is unique in covering many variables and providing new conceptual
framework.

- While most of the previous research in the field is a qualitative research, the questionnaire
developed for this model is another contribution because the items have been tested for validity and
reliability and can be used by others.

- The examination of the relations contributes to the existing knowledge by assuring or
contradicting with previous studies to make generalisation.

For practitioners, many contributions and recommendations can be proposed as the following.

- Organisational culture found to have the most impact on women academic career
development, senior management have to assign some time and doing some practices to make
changes in the culture. It is clear that psychological factors of the employees are related to this
variable as well.

- Masculinity, job alignment, and cultural stereotype are the next three factors. It is clear that
those three variables are cultural and human resource management factors. HRM needs to make job
alignment more clear besides to provide programs to avoid the negative impact of masculinity and
cultural stereotype.

5.4 Recommendations to Higher Education Sector and Management of Universities
This particular research is an empirical investigation in the higher education based on the opinion of
female academic staff; therefore, the results are useful to the university management and to the higher
education as well. Particularly, the following recommendations are proposed.

- For the higher education sector, the policy makers in the ministry must be aware for the need
to develop the applied polices to protect the women career development in the universities because
the universities is the optimal example in the society and must be the north star for other sectors.

- The results show that organisational culture and cultural stereotype are influential factors of
women career development. Therefore, educate the university staff about the consequences of the
gender biased. Awareness is very important to reach a non-biased career development.

- Masculinity is another influential factor and in many organisation, the payment is biased by
gender. The ministry and the university governance body must develop the policies to standardize the
pay.

- Job alignment is another influential factor; therefore, specific things like the wording of a job
description can affect who applies and who gets hired. University management has to refrain from
using gender-charged words in the recruitment and hiring practices.

5.5Recommendations for Future Studies
The study has been applied among the female academic staff in the Jordanian higher education
institutions; however, every context has its own characteristics and culture could be different from
one society to another. Therefore, scholars are recommended to apply the same conceptual model in
different countries to provide a comparison between different academics in different environments.
Besides, conducting the study in different sectors such as school education or even healthcare sector
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will provide extra knowledge and make a better generalisation.

The proposed model can explain 43% of the women academic career development; which leave
57% of non-explained variance that have other antecedents such human resource management
practices and top management support. Therefore, future work is needed to implement this
comprehensive model in other sectors that explain the women career development with much power.

The empirical results shows that customs based on gender, Female competitiveness, gender
stereotype and low skill of females have no significant impact on the women academic career
development. Every rejected variable should be explained by interviewing experts or by comparing
with other results from other environment to understand the reasons beyond these results.

5.5 Summary

This chapter is important because it proposed the conclusions and discussionsof the results,
compares it with a previous study, and justifies the findings. Furthermore, the findings present the
role of organizational culture (H1), Job alignment (H2), Cultural stereotypes (H3), and Masculinity
(H7) in developing women career in higher education institutions in Jordan. In the same time the role
of Gender stereotypes (H4), Low Skills of Females (H5), Female competitiveness (H6), and Customs
based on gender (H8) in un-developing women career in Jordanian higher educational institute. This
concludes there is a Positive relationship between OC, JA, CS, and MAS and WACO. And Negative
relationship between GS, LSF, FC, and CBG and WACO.
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